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ABSTRACT 

For any organization today, a strategy provides, or should provide the overall plan against which 

management can excel in difficult times. Strategy is the most important planned decision whose 

influence on business operations of an enterprise is crucial. The construction industry is the 

engine of infrastructure development in the country. This industry has experienced substantial 

growth since independence. Despite such growth, major construction works in Kenya have been 

undertaken by foreign firms due to lack of adequate local capacity in the industry. To support the 

new collaborative culture a change in the culture of the construction industry is necessary. Not 

every contractor has generated the change towards this more collaborative culture yet. Although 

the relationship between organizational culture and strategy implementation implied, the exact 

impact of organizational culture on strategy implementation is unclear. The broad objective of 

this study is to establish the effects of organizational culture on competitive strategy 

implementation in construction sector: a case of Nairobi City County. Specific objectives were to 

determine the effects of clan culture on strategy implementation in the construction sector, to 

establish the effect hierarchy culture on strategy implementation in the construction sector, to 

establish the effect of market culture on strategy implementation in the construction sector and to 

establish the impact of adhocracy culture on strategy implementation in the construction sector. 

The exercise of data collection was administered by the researcher. Prior permission through a 

request letter was obtained before the data collection exercise and is expected to last for 20 

minutes per respondent. The researcher made prior arrangement with the target respondents 

before travelling to the Company. Questionnaire completion process was in the presence of the 

researcher. This is so as to obtain reliable information and avoid misplacement of the 

questionnaires. The data was collected by use of various instruments. They were first edited to 

get the relevant data for the study. The edited data was coded for easy classification in order to 

facilitate tabulation. Quantitative data collected was analyzed by the use of descriptive statistics 

using SPSS package and presented through percentages, means, standard deviations and 

frequencies. The information was displayed by use of bar charts, graphs and pie charts and in 

prose-form. It was found that organization culture enhances social system stability, as well as 

guiding and shaping behaviour as shown by a mean of 4.56 and standard deviation of 0.08. The 

study concluded that top managers should demonstrate their willingness to give energy and 

loyalty to the implementation process which amount to being flexible thus creating an enabling 

environment of addressing customer’s problems so as to compete well with other players in the 

industry, in addition clan culture was found to be highly correlated with strategy implementation 

which therefore implies that clan culture in an organization is an important recipe in strategy 

implementation. In addition clan culture allows change and increases the effectiveness of 

strategy execution. 
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CHAPTER ONE: INTRODUCTION 

1.0 Introduction 

 Strategy implementation occurs within the internal and external environment of an organization. The 

environment is composed of various factors among them the prevailing organizational culture. The 

prevailing organizational culture can either support or undermine implementation of strategies hence 

the need for strategy-cultural fit in any organization. Today’s organizations are not static; they keep 

changing in order to remain relevant. Some changes are not predictable and it is only organizations 

that are able to adjust spontaneously that will successfully implement their strategies. This 

introductory chapter  focus on the background of the study, statement of the problem, objectives of the 

study, research questions, and significance of the study, limitations, and scope of the study and finally 

the definition of the operational terms used in the project. 

1.1.1 Background of the study 

For any organization today, a strategy provides, or should provide the overall plan against which 

management can excel in difficult times. Strategy is the most important planned decision whose 

influence on business operations of an enterprise is crucial. It is in the heart of the strategic 

management concept, i.e. the concept of company management by means of strategy. Strategy 

represents a basic way of achieving the goals of an enterprise (Gupta, 2011). It shows how enterprise 

harmonizes its abilities and resources with the requirements of ever changing environment in which it 

operates. Through its strategy, company strives to use all the options and avoid all the dangers in its 

environment, but also to use all the advantages and minimize the weaknesses with respect to 

competitions. Strategy is today observed dynamically, as a continual process. Hence, it is regarded that 

strategy is “formed, rather than formulated (Gupta, 2011). 

 

A specific way in which competitive advantage over the competitors will be achieved in the chosen 

business areas is determined by the strategy. While determining a competitive strategy, an enterprise 

must make two choices. The first choice refers to the width of the competitive scope: to cover all 

market segments within the chosen business area or to focus on just one market segment. The second 

choice refers to the way in which an enterprise achieves the advantage over its competitors: by a 

leading position with respect to costs or by differentiation with respect to the competition Yarbrough 
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et al (2011). Finally, resources (material, financial, human) are apportioned through implementation of 

strategy, so they are allocated to individual activities with the purpose of acquiring competitive 

advantage in the chosen business areas (Klein, 2011). 

 

 According to (Ankrah, & Langford, 2005), the construction industry is dynamic and fragmented, and 

stakeholders are constantly confronted with new organizations in a changing environment. 

Understanding their organizational culture will enable firms to better manage their business and 

prevent misunderstandings and conflict often due to cultural differences. This could further enhance 

performance, quality and customer satisfaction ensuring their long-term success.  Effectiveness of an 

organization depends largely on its organizational culture (Weihrich and Koontz, 2004). Flexibility in 

organization culture enables firm to respond faster to changes in an increasingly turbulent 

environment, facilitates internal restructuring and modification of employee behavior (Denison, 2009). 

A successful enterprise needs to adapt its organization culture to the prevailing environment and such 

firms exhibits close communication, teamwork and risk taker (Brown. 2005). Companies vary in how 

to effectively and efficiently manage and control the construction process, owing to the various inputs. 

The behaviour of organizations involved in the process is perceived to be caused by different 

organizational cultures, developed from differing control systems and structures (Harkink & Tijhuis, 

2006: 43).  

 

According to (Wagner & Spencer 2006), Organizational culture is “the personality of the company”. 

This personality includes what is valued, the dominant leadership style, language and symbols, 

procedures and routines, and the definitions of success that characterize an organization. (Cameron & 

Quinn, 2011: 17). Defined Organizational culture as Shared beliefs and a way of thinking that enable 

people to distinguish different aspects in a situation. This is also described as the subconscious values 

and assumptions, people’s expectations and their collective memories in an organization (Schein, 

1992; Cameron & Quinn, 2011). 

The significance of any strategy and its prospective contributions include increasing productivity, 

reducing costs, growing profits, and improving service or product quality (DeWit & Meyer, 2004). 

Implementing strategy would thus be perceived as being about allocating resources and changing 

organizational structure. The implementation process involves the collective wisdom, knowledge, and 
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even subconscious minds of the collaborators. This powerful phenomenon is becoming a requirement 

to effectively compete in today’s global marketplace. 

A number of approaches that greatly enhance the effectiveness of strategy implementation can be 

employed. Indeed, good strategic management is a function of people actively considering strategy as 

they make day-to-day decisions in an ever-changing world (Johnson, Scholes and Whittington 2008). 

 

Before implementing any strategy, the first step would be to analyse the environment so understand 

organization interaction with the environment in order to improve organizational efficiency and 

effectiveness. Next step is developing strategies that will help in fulfilling organizational goals. In a 

competitive strategy where organizations are concerned, is to achieve superior quality of services. 

Michael Porter proposed three different ‘generic’ strategies by which an organization could achieve 

competitive advantage: overall cost leadership, differentiation and focus strategies. Competitive 

strategies are based on some combination of quality, service, and cost and time (Johnson, Scholes and 

Whittington, 2008). 

 

The environment is what gives organisations their means of survival. In the private sector, satisfied 

customers are what keep an organisation in business; in the public sector, it is government, clients, 

patients or students that typically play the same role. However, the environment is also the source of 

threats: for example, hostile shifts in market demand new regulatory requirements, revolutionary 

technologies or the entry of new competitors. Environmental change can be fatal for organisations. For 

managers, it is important to analyse how these factors are changing now and how they are likely to 

change in the future, drawing out implications for the organisation. Many of these factors are linked 

together. For example, technology developments may simultaneously change economic factors (for 

example, creating new jobs), social factors (facilitating more leisure) and environmental factors 

(reducing pollution). As can be imagined, analysing these factors and their interrelationships can 

produce long and complex lists. Rather than getting overwhelmed by a multitude of details, therefore, 

it is necessary to step back eventually to identify the key drivers for change. Key drivers for change 

are the high-impact factors likely to affect significantly the success or failure of strategy. Typical key 

drivers will vary by industry or sector (Johnson, 2008). 
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1.1.2 Organizational culture in construction industry 

The globalization of construction companies has increased their dependency on knowledge of cultural 

characteristics. Research shows that stakeholders in the construction environment share an 

understanding of how to behave and what is expected of all participants, but misunderstandings and 

conflict are often due to cultural differences (Oney-Yazi et al., 2006). All firms in the industry need to 

establish and understand their own organizational culture which will enable them to adjust their ways 

and traditions when conducting business with other firms and give them a competitive advantage 

(Oney-Yazi, Arditi & Uwakweh, 2006).  

 

Oney-Yazi et al. (2006) pointed out that, because of the fragmented nature of the construction 

industry, sensitivity must be shown to the cultural differences of the participants. Culture in the 

construction industry is also considered an international phenomenon; different cultures should be 

approached with sensitivity (Kwan & Ofori, 2001). The influence of culture within the construction 

industry has focused on many different aspects. Investigations include the impact of organisational 

culture on project goals and the procurement process (Liu & Fellows, 1999); partnering and 

performance of stakeholders (Latham, 1994); poor project performance (Rwelamila, Talukhaba & 

Kivaa, 2000: 457-466), and the cultural differences between various construction professionals 

(Ankrah & Langford, 2005: 426-438; Rameezdeen & Gunarathna, 2003: 19-27). 

 

1.1.3 Building Construction Industry in Kenya  

The construction industry is the engine of infrastructure development in the country. This industry has 

experienced substantial growth since independence. Despite such growth, major construction works in 

Kenya have been undertaken by foreign firms due to lack of adequate local capacity in the industry 

(Kenya National Contractors Conference, 2012). The Kenya National Contractors Conference (2012) 

noted that the industry is currently characterized by fragmentation and lacking in scale, skills and 

organizational capacity. It is further noted that it is unable to exploit construction opportunities in the 

expanding regional markets. Significantly with major local roads and railway concessionary 

agreements proposed or undertaken, the local industry remains a passive spectator in such 

public/private partnerships as foreign concerns make forays into the local turf (Munuhe, 2014).  
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There is non-implementation of the national planning and building authority regulations 2010. This 

fairly comprehensive and reportedly useful document has not been implemented due to prevailing 

competition of domicile: Several Ministries feel that they are the correct domicile for the Authority. 

The Ministry of Works feels they have a comparative advantage on the matter of technical personnel 

required to run the Authority. The Ministry of Local Authorities argues that the planning function has 

been and still is part of their official mandate (KABCEC, 2001).  

The result of this scenario according to is a continuous recurrence of collapse of buildings under 

construction in urban centres, poorly constructed infrastructure, shoddy workmanship and delayed 

completion of projects associated with cost over-runs, stalled projects and huge contractual claims. 

This has earned professionals and the whole sector bad reputation and impacting on the economy has 

been debilitating (Munuhe, 2014).  

 

According to Kenya national bureau of statistics 2016 Economic Survey, Kenya's economy grew by 

5.6 per cent in the year 2015 from 5.3 per cent in 2014 helped by expansion in agriculture, 

construction and real estate sectors, the government has announced. Building and construction kept its 

position as the most robust part of the economy which grew at the rate of 13.6%. The number of jobs 

created under the Jubilee administration grew marginally by 5 per cent to 841,600, the Kenya National 

Bureau of Statistics said on Tuesday (Daily nation 4th May, 2016 pg. 8-9). 

1.2 Statement of the Problem   

The relationship between organizational culture and strategy implementation has become interesting to 

the academic researchers and also to the practicing managers. Recent empirical research proved that 

there is a relationship of interdependence and influence between the company strategy and its 

organizational culture (Klein, 2011).  Organizational culture significantly influences the process of 

strategy formulation and selection, as well as its implementation (Denison, 2009). On the other hand, 

the selection and implementation of strategy can strengthen or change the existing organizational 

culture. 

  

According to Mintzberg (1994), an organization structure is feasible upon implementation of its 

strategy and upon social construction of this reality. The organization repositions itself towards the 

outside world by choosing appropriate culture and governance style. The long-established, challenging 
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and opportunistic culture that is rooted in the construction industry is subjected to a change towards a 

more collaborative culture (Deloitte, et al. 2008). This change causes problems in the implementation 

of projects, due to cultural clashes between organisations (2005a: 1082) and cultural clashes between 

wider organisational attributes and a project-based team (Bresnen and Marshall 2000b: 830; Bresnen 

and Marshall 2002: 504). Incompatible organisational cultures of the different companies restrains the 

forming of successful project partnering teams (Bresnen and Marshall 2000a; Kumaraswamy, Ling et 

al. 2005a). The chance of cultural clashes is larger, due to the varying organisational cultures (Ankrah 

and Langford 2005: 602). To support the new collaborative culture a change in the culture of the 

construction industry is necessary. Not every contractor has generated the change towards this more 

collaborative culture yet. Although the relationship between organisational culture and strategy 

implementation implied, the exact impact of organisational culture on strategy implementation is 

unclear. 

 

Several studies have been done on the strategies that the construction industries have employed over 

time (Noble, 2006 and Bourgeois & Brodwin, 2001). However, no known study has been done to 

explore the effect of organizational culture on strategy implementation in the construction industry in 

Kenya. But, what has less been investigated is the nature and mechanism of mutual influence between 

organizational culture and strategy implementation. In what way does strategy implementation 

strengthen or, more importantly, change the existing culture? In what way does culture influence the 

selection and implementation of strategy? The fact that many studies discuss organizational culture in 

combination with other factors suggests that its effects on strategy implementation are overshadowed 

thus creating the need for this study. The study aimed at addressing this gap by examining the cultural 

manifestations in commercial banks in Kenya and their effects on strategy implementation. The 

subsets of organizational culture studied were adaptability culture, mission culture, bureaucratic 

culture and entrepreneurial culture. Therefore it is necessary to assess the effect organizational cultures 

on strategy implementation of companies within the construction industry.  
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1.3 Objective of the Study  

 

1.3.1 General objective 

The broad objective of this study is to establish the effects of organizational culture on competitive 

strategy implementation in construction sector: a case of Nairobi City County. 

 

1.3.2 Specific Objectives 

The specific objectives of this research are as follows: 

i. To determine the effects of clan culture on strategy implementation in the construction sector 

ii. To establish the effect of hierarchy culture on strategy implementation in the construction 

sector 

iii. To establish the effect of market culture on strategy implementation in the construction sector 

iv. To establish the impact of adhocracy culture on strategy implementation in the construction 

sector  

 

1.4 Research Questions 

 

This research attempts to answer the following questions: 

i. What influence has clan culture on strategy implementation in the construction sector? 

ii. How does the hierarchy culture on impact on strategy implementation in the construction 

sector? 

iii. What impact does market culture has on strategy implementation in the construction sector? 

iv. How does adhocracy culture influence strategy implementation in the construction sector?  
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1.5 Significance of the Study 

The study would be important to managers in the construction companies in that it would help them 

understand the effects of organization culture on strategy implementation and how to overcome them. 

The research will assist the government in policy formulation especially in construction industry. It 

will assist real estate companies to harness good organization culture. To future researchers and 

academicians, the study would be important in the suggestion of areas requiring further research to 

build on the topic of the effects of organizational culture on competitive strategy implementation 

among the construction firms in Kenya.  

 

1.6 Scope of the Study  

This research project is limited to the effects of clan culture, adhocracy culture, hierarchy culture and 

market culture on strategy implementation in the construction sector in the Nairobi County. The 

research was carried in the nine construction firms.  

 

1.7 Organization of the Study 

This study has been divided into three chapters. Chapter one focuses on the background of the study, 

statement of the problem, purpose and objectives of the study; significance, scope and limitations of 

the research. Chapter two contains comprehensive literature review drawn from past studies and 

arguments on the issue under study and is concluded by a theoretical and a conceptual framework. 

Chapter three addresses the methods and procedures for selecting the sample collection and analysis of 

data. Chapter four is a presentation of results and findings obtained from field responses and data and 

Chapter five is the summary of the results of the study and the main conclusions drawn from the 

analysis of the data plus recommendations. 
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CHAPTER TWO: LITERATURE REVIEW 

2.1. Introduction 

This chapter examines and exploits a number of studies which have been done on the subject of 

organizational culture especially theories relating to organizational culture. It brings the picture of 

theories and tries to compare them and finally comes up with a conceptual framework so as to 

establish a relationship between organizational culture and strategy implementation. 

2.2 Theoretical Review  

2.2.1 Institutional Theory  

Proponents of institutional theory assert that organizations are social structures that have attained a 

high degree of resilience (Amenta, 2005). They have identified three main institutional pillars that 

structure and determine organizational behavior namely regulative, normative, and cognitive (Scott, 

1995). The cognitive, normative, and regulative elements as well as the associated activities and 

resources, provide stability and determine organizational performance (Iarossi, Miller, O‘Connor & 

Keil, 2013). Regulations which are exhibited by rules, rewards, and sanctions are expressed in policy 

documents. Norms are standards that guide organizational behavior through a system of values. 

Cognition includes social elements that govern choices within the context of an organization.  

 

Organizational values which are engraved in institutions are transmitted through various mechanisms, 

including symbolic systems, relational systems, and routines. Institutions are structures based on more 

or less taken for granted, formal or informal, rules that guide strategy implementation by restricting 

social behaviour (Johansson, 2002). These established institutions in the context of organization 

connote stability but are subject to change processes, both incremental and discontinuous (DiMaggio 

& Powell, 1991). Institutional theorists assert that organizational internal environment is key to 

influencing development of organizational innovative structures (Amenta, 2005). Institutional theory 

also recognizes that organizations are not passive actors and can respond to institutional demands in 

diverse ways from conformance to reshaping those pressures (Scott, 2008). This theory helps the study 

to link between how organizational culture can impact strategy implementation positively or 

negatively in a relational manner. 
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2.2.4 Result Based Management Theory  

The influence of organizational culture on the strategy implementation is underpinned by Result Based 

Management Theory (RBMT) (Balogun, 2003). RBMT is a performance based management theory 

that explains strategy implementation and the overall performance as a function of result based 

management tools. The proponents of the theory assert that organizations seeks to improve strategy 

implementation through change efforts that place more efforts on results rather than processes (Greer 

et al., 1999). This is achieved by imparting managerial and operational autonomy to managers and 

ensuring accountability for results by managers, and puts more emphasis on results rather than 

processes. The theory further holds that result based management tools are useful in articulating 

clearer definitions of objectives and supporting innovative management.  

 

The decline in strategy implementation is attributed to excessive controls, multiplicity of goals, 

frequent political interference, and outright mismanagement (RBM guide, 2005). Organizational 

culture as a results oriented management (ROM) approach has been a likely solution prescribed as it 

helps in articulating clearer definitions of objectives and supports innovative management in achieving 

agreed upon results (Hodge,1998).  

2.2.3 The competing cultural values model 

Cameron and Quinn (1999) have developed an organizational culture framework built upon a 

theoretical model called the "Competing Values Framework." This framework refers to whether an 

organization has a predominant internal or external focus and whether it strives for flexibility and 

individuality or stability and control. The framework is also based on six organizational culture 

dimensions and four dominant culture types (i.e., clan, adhocracy, market, and hierarchy). In addition, 

the framework authors generated an "Organizational Culture Assessment Instrument (OCAI)" which is 

used to identify the organizational culture profile based on the core values, assumptions, 

interpretations, and approaches that characterize organizations (Cameron & Quinn, 1999).  
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Figure 2.1: The Competing Values map  

Source: Adapted from Cameron and Quinn (1999) 

2.2.4 Schein’s Organizational Culture Model 

According to Edgar Schein (1992), Organizations do not adopt a culture in a single day, instead it is 

formed in due course of time as the employees go through various changes, adapt to the external 

environment and solve problems. They gain from their past experiences and start practicing it every 
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day thus forming the culture of the workplace. The new employees also strive hard to adjust to the new 

culture and enjoy a stress free life. 

According to Schein quoted by Mullins (2005), organization culture is categorized into three levels 

which are the artefacts, basic values and the basic assumptions. There are direct and indirect 

mechanisms within organizations. The organizational culture model is directly influenced by direct 

mechanisms. This includes exemplary behaviour, opinions, status and appointments. Indirect 

mechanisms do not influence the organizational culture directly however they are determinative. This 

includes the mission of a company, formal guidelines, corporate identity, rituals and design. 

Schein’s organizational culture model also provides points of reference to create cultural change.  It’s 

sensible to have discussions with as many employees as possible to discover the underlying 

backgrounds and aspects of the organizational culture. These could be a basis for cultural change. 

People should be aware that cultural change is a transformation process; behaviour must be unlearned 

first before new behaviour can be learned in its place. When a difference arises between the desired 

and the prevailing culture, cultural interventions should take place. The responsibility lies with senior 

management supported by a personnel department. This requires a comprehensive approach. A new 

logo, corporate style or‘customer-orientation’ training will not suffice. It is important that results are 

measured and that good performance is rewarded. Schein concludes that there are three different levels 

of culture, and employs an archaeological analogy to describe them. On the surface, as it were, are the 

artefacts of culture the signs that are visible, but often hard to decipher. These are the explicit, often 

written, aspects of culture. Digging deeper into the cultural soil, to continue the analogy, one comes 

across the espoused values that underlie these artifacts. These values represent the rallying points of 

the group, which are being tested in experience (learning) and may or may not be implemented in 

practice. Critically organization culture can block or facilitate implementation of strategy. If the 

organization culture is that of accommodating change then strategy implemented is facilitated 

(Mullins, 2005).   
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2.3 Organizational Culture 

Organizational culture represents “how things are around here.” It reflects the prevailing ideology that 

people carry inside their heads. It conveys a sense of identity to employees, provides unwritten and 

often unspoken guidelines for how to get along in the organization, and it enhances the stability of the 

social system that they experience (Cameron and Quinn, 2006). Organizational culture includes the 

shared beliefs, norms and values within an organization. It sets the foundation for strategy (Mullins, 

2005). For a strategy within an organization to develop and be implemented successfully, it must fully 

align with the organizational culture. Thus, initiatives and goals must be established within an 

organization to support and establish an organizational culture that embraces the organization’s 

strategy over time. Organizational culture (OC) is a broadly applied term but it appears to raise a given 

degree of uncertainty. A few decades ago, scholarly as well as the practitioners learning organizations 

hold that culture is the atmosphere and activities that organization builds in the operations of managing 

customers, or the upheld morals as well as the declaration of viewpoint of a company (Schein, 2004). 

Schein (2004) points out that creation and management of organizational traditions are the activities of 

tangible significance that organizational leaders do. Further holds that the exceptional skill of 

managers is their in-self capacity to recognize, comprehend, understand and operate with 

organizational culture; and finally it a vital act of management to discard organizational tradition that 

does not add value to the operations and the general good of the organization. 

Culture being vital part of any organization provides organizations logic of uniqueness and establishes, 

in support of the company’s idols, customs, beliefs, significance, morals, standards and speech as well 

as the general procedure of operations.  An organizations’ tradition summarizes the aspects it has 

always been first-rated at and the ones it has succeeded in.  The workers within an organization who 

have been in service for a long time can easily be subscribed to these practices devoid of second 

thought. Once a worker is taken in to work in an organization, the company’s idols become one the 

first lessons to learn and assimilate. Idols or legends sometimes stay with a company thereby 

developing into an element of the recognized manner of operations. As time goes by, companies build 

the expected systems of conduct within a company. 

Schein (2004) emphasizes that presently exists noticeable and imperceptible heights of business 

traditions. The noticeable business traditions intensities are the symbols of incorporation, celebration, 
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experiences, motto, conduct, outfits and physical set up of organizations. On the other hand, 

imperceptible heights of Business Corporation constitute of the fundamental principles, conjectures, 

viewpoints, approach as well as mind-set. Frequently, process modification strategies pay attention on 

the noticeable business traditions.  

Further Deal & Kennedy (1982) emphasizes by outlining noticeable ranks of business traditions as 

champions, rites, customs, idols and formal procedures) for these it is these aspects they hold on as the 

shapers of conduct and morals. They add that the government or public organizations are interested in 

the imperceptible levels which to a great extent affect the success of organizational growth. Rousseau 

(1990) in his evaluation of different studies, which deliberate on just one or only some features, 

recommends a multifaceted model, which he prepared as a circle. Rousseau’s circles are prearranged 

starting from readily available (external circles) to hard to access (internal circles). The market culture 

is of interest as it takes a central position in any company; this applies to all the workers whether in a 

governmental or Non-governmental organizations, indigenous or international organizations (Witte 

and Muijen, 1999). OC is a well-known standard which gives the base of understanding the company’s 

alleged appropriateness for the workers’ motivation, support and satisfaction with what they do. It is 

projected that projected that satisfied, joyful, inspired, encouraged as well as motivated is most likely 

to move to a higher level of productivity, creativity, loyalty as well as accuracy (Schein, 2004).  

2.4 Empirical Review 

Strategy as design takes the view that strategy development can be a logical process in which the 

forces and constraints on the organization are weighed carefully through analytic and evaluative 

techniques to establish clear strategic direction. This creates conditions in which carefully planned 

strategy implementation should occur. Whereas continual testing and gradual strategy implementation 

provides improved quality of information for decision making, and enables the better sequencing of 

the elements of major decisions, organizational culture can act as a barrier to implement the strategy 

The study findings show that strategy implementation in the construction sector is greatly affected by 

organizational cultures as decision making takes longer time. 
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2.4.1 Clan culture  

The clan culture supports flexibility and individual differences, openness, participation and discussion. 

The clan culture is typified by a friendly place to work where people share a lot of themselves. It is 

like an extended family. Leaders are thought of as mentors and perhaps even as parent figures. The 

organization is held together by loyalty and tradition. Commitment is high. The organisation is 

committed to the members and their morale and aims to get everyone involved in decision-making and 

activities (Rameezdeen & Gunarathna, 2003: 21). Shared values and common goals are common 

features and create an atmosphere of collectivity and mutual help (Yu & Wu, 2009: 38). Members put 

the advancement of the organisation before themselves. Cameron & Quinn (2011: 46-48) define the 

clan culture as a family-type organisation. They operate through teamwork, programmes to get 

employees involved, and corporate commitment to employees. They treat their employees as family 

and clients as partners. Teamwork and information-sharing is the key in an organisation of 

predominantly the clan culture. Rewards are based on organisational or group performance 

(Rameezdeen & Gunarathna, 2003). Berrio (2003) describes the clan culture as one that focuses on 

internal maintenance, is flexible, is customer sensitive and focuses on employees’ needs. These 

organizations are often viewed as a friendly workplace where people share of themselves. Tradition 

and loyalty holds these organizations together and their success is defined in terms of their concern for 

people (Hooijberg & Petrock, 1993: 31). The clan culture has a high moral and collegial decision-

making style (Smart & Hamm, 1993: 96-100).  

 

According to Hofstede and Jan (2013), Organizational culture includes the shared beliefs, norms and 

values within an organization. It sets the foundation for strategy. For a strategy within an organization 

to develop and be implemented successfully, it must fully align with the organizational culture. Thus, 

initiatives and goals must be established within an organization to support and establish an 

organizational culture that embraces the organization’s strategy over time. Organizations that remain 

flexible are more likely to embrace change and create an environment that remains open to production 

and communication (Hofstede and Jan (2013). This provides a model that welcomes cultural diversity 

and helps clarify strategy implementation. Culture within an organization can serve many purposes, 

including unifying members within an organization and help create a set of common norms or rules 

within an organization that employees follow. A flexible culture, one that will systematically support 
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strategy implementation, is one that fosters a culture of partnership, unity, teamwork and cooperation 

among employees. This type of corporate culture will enhance commitment among employees and 

focus on productivity within the organization rather than resistance to rules and regulations or external 

factors that prohibit success (Bolman and Terrance, 2008). 

Divan (2012), Flexible, strong and unified cultures will approach strategy implementation and affect 

implementation in a positive manner by aligning goals. Goals can come into alignment when the 

organizational culture works to focus on productivity and getting the organization’s primary mission 

accomplished. This may include getting products delivered to customers on time, shipping out more 

products than the organization’s chief competitor or similar goals. This will create a domino effect in 

the organization that ensures that all work performed by each individual in the company and work 

group focuses on performance and on the strategic importance of the company. This allows culture to 

align with strategy implementation at the most basic level. For this level of unification to work, goal 

setting must align with and be supported by systems, policies, procedures and processes within the 

organization, thereby helping to achieve strategy implementation and continuing the cultural integrity 

of the organization. 

Blacklock (2012), Due to the increasing imperative for organisations to improve their flexibility 

capability, flexibility is no longer confined to the working relationship between an employee and their 

manager. It involves many parts of the organisation working together to create a successful 

transformation. Whether it be creating new processes and systems around work; requiring managers 

and employees to change the way they work; or implementing new infrastructure and technology, 

organisations need to create a holistic, integrated approach that involves all key stakeholders. Leaders 

also need to play a role in supporting flexibility, whether it be via resourcing, modelling flexibility 

themselves or creating accountability for the transformation. The strategic approach enables internal 

decision makers to make choices that support the overall business direction. This is the role of a 

flexibility strategy, to enable decision making, as well as support implementation more broadly. 

According to Hofstede and Jan (2013), indicates that workplace flexibility is a key driver of 

employment decisions and job performance for both women and men. For organisations across 

Australia, there is an immediate opportunity to improve an organization’s overall position by offering 

flexible working arrangements:  Flexibility has significant potential to improve attraction and 
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retention. In a recent global study, 43% of respondents indicated they would prefer flexibility over a 

pay rise (Blacklock, 2012), while research from Diversity Council Australia shows that flexibility is 

one of the top five employment drivers for men. Flexibility can significantly improve productivity. 

Flexibility has been shown to contribute to improved work performance, improved organisational 

performance, reduced absenteeism and reduced turnover. In a recent study by Stanford University, 

people working from home achieved a 13% productivity improvement over their office-based 

counterparts.  Flexibility can result in cost base reduction. Deloitte and Google found that large 

organisations can save $350,000 per annum on hiring costs alone through a flexible workplace 

technology policy (Deloitte, 2013). Other cost benefits may be achieved by reduced workspace 

requirements. Flexibility is not only a benefit to businesses, it also benefits employees who can 

experience reduced stress, improved job satisfaction and better health outcomes through access to 

flexible working arrangements.  

 

However this cannot be achieved if the systems, structures and culture of a workplace don’t 

adequately support flexibility. Flexibility and gender equality Access to flexibility at all levels enables 

greater access to roles and leadership positions across an organisation for both women and men, 

particularly as lack of flexibility has been shown as one of the primary barriers to greater workforce 

participation of women. Currently women are more likely to utilise part-time work, parental leave and 

other non-standard working patterns, resulting in increased gender inequality in access to quality work 

and promotions. Further, there are fewer opportunities for combining flexible work (especially part-

time work) with management and supervisory positions, which are traditionally dominated by men. 

The challenge facing employers is to develop flexible working arrangements that do not condemn 

employees to low quality jobs and leave women with limited career opportunities but rather ensure 

flexibility is part of the work mainstream (Russell Consulting, 2005). 
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2.4.2 Hierarchy culture   

Also known as the bureaucratic culture, hierarchy culture strives towards equilibrium and 

consolidation and is characterized by internal bureaucracy (Rameezdeen & Gunarathna, 2003: 22). A 

clear organizational structure and standardized rules and procedures give well-defined responsibilities 

(Yu & Wu, 2009: 38). Leaders are often good coordinators and organizers (Hooijberg & Petrock, 

1993: 31). Stability, control and continuity are achieved through measurement, documentation and 

information management. The internal system is highly regarded and maintained, and members are 

expected to follow the rules and procedures that govern their actions in well-defined roles 

(Rameezdeen & Gunarathna, 2003: 22). The hierarchy culture is visible in a structured and formalized 

workplace. Their long-term goals are predictable and their business environment is stable and efficient 

(Cameron & Quinn, 2011: 41-43). A definite mechanistic structure can be observed. 

The organizational culture compatible with this form is characterized by a formalized and structured 

place to work. Procedures govern what people do. Effective leaders are good coordinators and 

organizers. Maintaining a smooth running organization is important. The long-term concerns of the 

organization are stability, predictability, and efficiency. Formal rules and policies hold the organization 

together. Large organizations and government agencies are generally dominated by a hierarchy culture, 

as evidenced by large numbers of standardized procedures, multiple hierarchical levels, and an 

emphasis on rule reinforcement. Hierarchy oriented cultures are structured and controlled, with a focus 

on efficiency, stability and doing things right. 

Organization culture is a kind of standardization of the internalized faith. It can direct employees' 

organizational behavior, helps to keep the enterprise's targets and improves the employees' work 

enthusiasm. Denison put forward the model assumption of organization cultural traits in 1995: there 

are four organization cultural traits: Involvement is the construction of employee involvement system; 

consistency measures the enterprise cohesion of the internal culture; adaptability refers to the company 

rapid reaction ability of various external conditions; mission determines whether the company is 

blindly pay attention to immediate interests or focus on the strategic plan. The first two represent the 

internal integration of organization culture, while the latter two represent the external orientation of 

organization culture, and all the four are respectively relevant with the organization effectiveness. 

Further, Denison developed a organization culture scale with two items in each dimension 
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investigating 764 senior managers in American, confirmed the existence of four traits and their 

significant correlation with organization effectiveness indexes (sales growth, products and service 

quality, employee satisfaction and overall performance) (Martin, 1992). 

 

It has been known for a long time that underlying value systems influence people’s actions and 

behaviours (Jinhui Wu et al. 2011). There exist many explanations of what organizational culture is, 

but this research will use the definition of culture stated by Schein (1984) that has been widely cited in 

literature. He defines culture as “a pattern of underlying assumptions that the given group has 

developed in learning to cope with problems of external adaptation and internal integration. They have 

worked well enough to be valid, and therefore, they are taught to new members as the correct way to 

perceive, think and feel in relation to these problems.” The underlying, basic assumptions are the 

things that we all take for granted and consider as the truth, since we cannot picture other ways of 

thinking (Schein 2009). 

2.4.3 Market culture   

This organization focuses on external maintenance and transactions (Berrio, 2003: 2; Yu & Wu, 2009: 

38). These result-oriented organizations are led by hard-driving, tough and demanding leaders 

(Hooijberg & Petrock, 1993: 31). It is rational and goal-oriented, emphasizing maximum output, being 

decisive, and providing direction. It prides itself on accomplishment, productivity and making a profit 

or having an impact. Order, rational production, external interaction and goal accomplishment are the 

most significant factors of the market culture. Members have a clear instruction and are rewarded 

financially for their performance (Rameezdeen & Gunarathna, 2003: 22). This culture has a 

competitive orientation, focusing on the achievement of goals (Yu & Wu, 2009: 38). Its success is 

defined by its market share and penetration (Hooijberg & Petrock, 1993: 31). 

 

The market culture focuses on its relationship between suppliers, clients and regulators and is more 

externally oriented (Cameron & Quinn, 2011: 43-45). Berrio (2003: 2) describes this type of 

organization as one that functions with a high degree of stability and control, and with focus on 

external maintenance; it is proactive in adopting strong market initiatives (Smart & Hamm, 1993: 95-

106). Reputation and success are the most important. Long-term focus is on rival activities and 

reaching goals. Market penetration and stock are the definitions of success. Market oriented cultures 

are results oriented, with a focus on competition, achievement, and getting the job done. 
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The developmental culture is a culture with a high flexibility focus that emphasizes on changes due to 

the external environment. These organizations intend to delight their customers by offering innovative 

products and creative solutions to their customer’s problems. Cameron and Quinn (1999) states that 

this type of organization encourages individual initiatives and courage from employees and the leaders 

are risk takers. 

 

Greenberg (2011) concludes that even if organizational culture is generally constant, it is not 

unchallengeable. External forces (e.g. workforce changes) and the change of the design of an 

organization (e.g. mergers and acquisitions) change the organizational culture in certain ways. The 

degree of change is often determined by how creatively and innovatively an organization approaches 

an issue. In addition, I propose that culture strength is an organizational level factor, which reinforces 

the relationship between culture and cognitive perceptions, and cognitive perceptions and behaviors.  

 

Martin (1992) discussed three different perspectives on culture: integration, differentiation, and 

fragmentation. From an integration standpoint, organizational members maintain consensus regarding 

the organizational culture. The differentiation perspective on the other hand suggests the formation of 

different subcultures in organizations that prevents a singular view on the organization’s culture. 

Finally, a fragmentation perspective suggests that there is ambiguity (action, symbolic and ideological) 

in the culture that renders the process of meaning creation equivocal and open to individual 

interpretation. The three different perspectives imply that culture is not always homogenous; thus, 

considering culture strength is warranted. 

 

Martin (1992) also emphasized the importance of understanding culture strength by describing three 

perspectives on culture: integration, differentiation, and fragmentation. In the integration perspective, 

culture has a strong impact on perceptions and behavior because people in the organization agree on 

the content and direction of culture. The fragmentation and differentiation perspectives suggest that 

when culture is not strong and shared cohesively, symbols and values become ambiguous and open to 

interpretation (fragmentation) and different subcultures may emerge (differentiation). 
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2.4.4 Adhocracy culture   

The firm focuses on external positioning, with innovativeness as the key to its success. Entrepreneurial 

activity, creativity and acquiring resources are prominent features in the organization, which is also 

known for its commitment to risk, innovation and development (Rameezdeen & Gunarathna, 2003). 

The leaders are risk-takers and innovators, and employees share a commitment to experimentation. 

Their goal emphasizes adaptability and being ahead of the latest developments. In the long term, they 

aim for growth and the acquisition of new resources (Hooijberg & Petrock, 1993: 31). Yu & Wu 

(2009: 38) associate this culture with temporary institutions, which are established for the purpose of 

performing a specific task and disintegrates once the task is completed. Berrio (2003: 2) describes the 

adhocracy culture as the focus on external positioning and allowing employees to be flexible and focus 

on individuality.  

Adhocracy oriented cultures are dynamic and entrepreneurial, with a focus on risk-taking, innovation, 

and doing things first. 

 

A stable culture, one that will systematically support strategy implementation, is one that fosters a 

culture of partnership, unity, teamwork and cooperation among employees. This type of corporate 

culture will enhance commitment among employees and focus on productivity within the organization 

rather than resistance to rules and regulations or external factors that prohibit success. The rational 

culture also has an external focus but it emphasizes on stability and control. This type of organization 

is very result oriented and they try to achieve a competitive advantage by goal achievement and high 

productivity (Xie and He, 2008). The leaders of these organizations focus on competitiveness and 

winning market shares (Cameron & Quinn 1999). 

The culture of a group, according to Schein (2009), is a pattern of shared basic assumptions that the 

group learned as it solved its problems of external adaptation and internal integration, that has worked 

well enough to be considered valid and, therefore, to be taught to new members as the correct way to 

think, and feel in relation to those problems. From this definition Schein posits that nothing is culture 

unless it has some level of structural stability. This means that culture is not only shared, but deep and 

stable, less conscious and therefore less tangible and less visible. Achieving this deep and stable belief 

is what gives credence to culture. According to Smircich (1983) culture conveys to employees a sense 
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of identity, facilitates the generation of commitment to something larger than the self, and enhances 

social system stability, as well as guiding and shaping behaviour. 

 

Denison and. Mishra, (2010) the first dimension differentiates criteria for organizational effectiveness 

between those that emphasize flexibility and discretion from those that emphasize stability and 

control. Meaning, some organizations are viewed as effective when they are constantly evolving and 

reinventing themselves and are prone to frequent change of their organizational structure. Other 

organizations are viewed as effective when they are stable and predictable and rarely change their 

organizational structure. Under this dimension, organizations fall along a spectrum with organizational 

agility and versatility on one end and organizational steadiness and reliability on the other. 

2.4.5 Strategy Implementation  

Strategy implementation which is at the heart of the organization-environment co-alignment process is 

heavily emphasized in Business Policy (BP) and Organization Theory (OT) literature (Burnes, 2000). 

Both Business Policy (BP) and Organization Theory (OT) have to do with organizational adaptation, a 

topic that has received limited fragmented theoretical and empirical treatment (Miles, Snow, Meyer & 

Coleman, 1978). Strategy implementation delineates the activities through which organizations define 

its domain(s) of action, and determine how it will navigate or compete within its chosen domain(s) 

(Murgor, 2014). For most organizations, the dynamic process of adjusting to environmental change 

and uncertainty of maintaining an effective alignment with the environment while managing internal 

interdependencies is enormously complex, encompassing myriad decisions and behaviors at several 

organization levels.  

 

Strategy implementation is an organizational adaptation activity through which continued 

organizational steller performance can be guaranteed (Hill & Hoskisson, 1987). Strategy 

implementation is a vital component of the strategic management process. Implementation addresses 

the who, where, when and how of reaching desired goals and objectives. Many scholars have defined 

strategy implementation in different but similar terms. According to David (2003) it is the sum total of 

the activities and choices required for the execution of a strategic plan to accomplish the objectives of 

the organization. It is the process by which strategies and policies are put into action through the 

development of programs, budgets and procedures (Wheelen & Hunger, 2011). 
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Steiner and Schollhammer (1989) posit that strategy implementation is concerned with the design and 

management of systems so as to achieve the best integration of people, structures, processes and 

resources in reaching organizational objectives. It is the execution of tactics both internally and 

externally to achieve the desired strategic direction (Favaro, 2015). Thus, implementation is the 

process of translating strategic plans into results (Shah, 1996). This is through an integrated and 

dynamic process of institutionalization and operationalization of the strategic plan (Hrebiniak, 2008). 

  

Institutionalization of a strategic plan is a phase that involves creating necessary frameworks for the 

nesting of a strategic plan (Stuart, 1992). Such institutional frameworks include structures, skills 

systems, shared values and norms (Jonathan, 2009). Conversely, operationalization of strategy is 

concerned with breaking down broad strategies into action plans. Managers the world over are under 

pressure to balance their short term operational concerns with long-term strategic precedence (Kaplan 

& Norton, 2008). Such pressures are an intrinsic tension that managers cannot avoid, and must be 

addressed on a continuous basis through strategy implementation.  

For strategy implementation to achieve the desired objectives the right institutional frameworks must 

be in place for nesting the strategic plan. One of the vital institutional frameworks for strategy 

implementation is the right organizational structure (Olsona, Slater & Hult, 2005). An organization is 

both an articulated purpose and an established mechanism for achieving that purpose. Organizational 

mechanism is the structure through which organizational purpose is accomplished. Organizations 

constantly modify and refine their structure by which they achieve their purposes, that is, rearranging 

structure of roles and relationships and managerial processes. 

 

Efficient organizations establish mechanisms that complement their strategy implementation, while 

inefficient organizations struggle with these structural and process mechanisms (Stuart, 1992). 

Similarly, the key premise of strategic management is alignment between organization and its 

environment. This is what maintains organizational competitiveness in the long run (Hambrick, 1983; 

Summers, 1980). Alignment implies that the firms must constantly learn, unlearn, or re-learn new 

skills based on its past behaviors (Fiol & Marjorie, 1985). The corporate culture defines the way an 

organization conduct business and has become the latest metric of achieving sustainable competitive 

edge. It is the core values that determine how they treat employees, customers, and suppliers that 
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foster partnership that determine organizational performance (Szekely & Knirsch, 2005). When they 

are linked with management control, they are thought to lead to sustained superior performance.  

 

Operationalization of strategy is about taking practical and hands on approach to ensuring that the 

strategic plan gets actualized (Machuki, Aosa & Letting, 2012). This involves action description, 

setting timelines, responsibility, definition of who should do what, how by when, and what outputs 

should be expected. This is done by translating long-term objectives into current targets which are 

measurable. The targets must be geared towards achieving SMART objectives. Adequate resources 

must be allocated to actualize those activities. Polices are also developed to guide integration of 

functional strategies into actualizing the broad long-term vision of the strategic plan (Machuki et al., 

2012). Organizations capacity to adjust to a changing environment is determined by its structures, 

skills systems, shared values and norms which influence the success of strategy implementation 

(Fleisher & Babette, 2007). 

 

2.5 Research Gaps  

The study purposely seeks to identify the effects organizational culture on strategy implementation 

within construction firms. The study concentrated on construction companies in Nairobi City County. 

Strategic implementation put simply is the process that puts plans and strategies into action to reach 

goals. The implementation makes the company’s plans happen. Implementing strategy involves 

translating strategic thought into organizational action. Implementation and execution of strategy is 

operation-oriented making things happen and activity aimed at performing core business activities in a 

strategy supportive manner (Ouchi 2005). The studies examined hardly reveal an evaluation of the 

effect of organizational culture on strategy implementation particularly in the construction. The fact 

that many studies discuss organizational culture in combination with other factors suggests that its 

effects on strategy implementation are overshadowed thus creating the need for this study. Many 

researchers have explored the area of strategy implementation in many industries but they have not 

touched on the strategy implementation in the construction sector. 
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2.6 Conceptual Framework 

The study adopted a conceptual framework that shows the independent and dependent variable.  

Figure 2.1: Conceptual Framework 

    Independent Variables            Dependent Variable 

 

 

  

 

 

 

 

 

 

 

Adapted from Cameron and Quinn (1999) 

Regression formula  

The dependent variable for this study was strategy implementation while the independent variables are 

clan culture, hierarchy culture, market culture and adhocracy culture. 

When there are two or more independent variables, the analysis concerning relationship is known as 

multiple correlations and the equation describing such relationship is known as multiple regression 

equation. The equation assumes the form  

(Y = a + B1X1 + B2X2 + B3X3 + B4X4)  

Where X1, X2, X3 and X4 are four independent variables (clan culture, hierarchy culture, market 

culture and adhocracy culture) and Y is the dependent variable (strategy implementation). 

Clan culture   

 Flexibility 

 Extended family 

 Participation 

 

 

 

Adhocracy culture     

 Innovativeness 

 Risk taking 

Hierarchy culture 

 Internal bureaucracy 

 Standardized roles 

and procedures     

 

Market culture     

 External interactions 

 External 

maintenance  

Strategy Implementation 

 Structures in place 

 Management styles 

 Setting timelines 
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CHAPTER THREE: RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter describes the methods that was be used to investigate the effects of organizational culture 

on strategy implementation of a construction company in the formal sector in Nairobi. The chapter 

includes the research design, the study population, sampling procedures and sample size, 

instrumentation, data collection, and data analysis. 

3.2 Research Design 

A research design is a procedural plan that is adopted by the researcher to answer questions validly, 

objectively, accurately and economically. A research design helps a researcher to conceptualize an 

operational plan to undertake the various procedures and tasks required to complete the study and to 

ensure that these procedures are adequate to obtain valid, objective and accurate answers to the 

research questions (Mugenda and Mugenda, 2009). 

 

For the purposes of this study, the researcher employed explanatory research design. The main aim of 

explanatory research is to identify any causal links between the factors or variables that pertain to the 

research problem. This design was appropriate for this study since the researcher intends to establish 

whether the variables; clan culture, hierarchy culture, market culture and adhocracy culture have a 

causal link with corporate strategy implementation.  

3.3 Population 

A population is an entire group of individuals, events or objects having common observable 

characteristics. This is the respondents that the researcher focused on in the study. The target 

population of the study was mainly derived from the Management and staff of three construction firms 

in Nairobi City County. These categories of the target population are in position to understand the 

organizational culture. The three companies were according to National Construction Authority 

(NCA). NCA categorizes them in classes according to capability (appendix III).  
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Table 3.1 Target population 

 

Class Company  Target Population Percentage 

NCA7  Trippex Construction Co 168 42% 

NCA7   Ujenzi Plus 142 36% 

 NCA7  Anshi Builders 89  22%  

TOTAL   399 100% 

 

 

 

Source: Ministry of Public Works 

 

3.4 Sample size and Sampling procedure 

The choice of the size of the sample was in accordance with the table for determining 

Random Sample Size from a given population (with Confidence level 95%; Margin of error + or- 

5%).The table is adapted from Educational and Psychological Measurement Handout number 16 

Accreditation Study Course 2003 (Universal Accreditation Board, 2003) of the United States of 

America. The researcher selected the sample from the population by considering the 3 companies in 

Nairobi to be clusters for the purpose of her study. A sample of 196 respondents from the three 

companies was selected according to the random table (appendix iv). This compares fairly well when 

one counter checks with the Yamane (1967) formula which gives a value of n as 199 (appendix- iv) 

The researcher then will use proportional allocation in order to pick the sample size per each company. 

Simple random sampling design will be preferred in order to minimize bias when dealing with then 

population.  
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Determination of the sample size using the Yamane (1967:886) formula 

N =      N 

      1+N (e2) 

N=target population where N=399 

E= precision rate at 5% (error to make at 0.05) 

Hence n= 399 

N =   399 

    1+399(0.052) 

N = 196 

Table 3.2 Sample Design 

 

Class Company  sample Percentage 

NCA7   Trippex Construction Co 83 42% 

NCA 7   Ujenzi Plus 70 36% 

 NCA7   Anshi Builders 43 22%  

TOTAL   196 100% 

 

 

 

Source: Author 2016 

3.5 Data Collection Instrument 

The researcher obtained an introductory letter from the university. This study used questionnaires 

containing both structured d questions so as to be able to capture more information and this will be for 

collection of primary data.  

 

The questionnaires were self-administered and included a set of questions for the respondents to 

answer. The questionnaires comprised of questions intended to get the required information for the 
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research study. Clear instructions were given for the particular participants to follow when answering 

questions. The exercise of data collection was administered by the researcher. Prior permission 

through a request letter obtained before the data collection exercise and is expected to last for 20 

minutes per respondent. The researcher made prior arrangement with the target respondents before 

travelling to the Company.  

 

Primary data were collected through self-administered questionnaires with both closed and open-ended 

question to seek for a non-biased response from the respondents and ensured that results were 

favorable to the objective of the study. The questionnaires are considered the best in collection of 

primary data because they provided an avenue for the researchers to ask probing questions, they are 

fast, cheap and can be self-administered.  

3.6 Research validity 

This study conformed to research quality standards by ensuring validity and reliability. 

The researcher ensured that the ability of a research instrument to measure what it is purported to 

measure is achieved by using multiple methods (triangulation) used to collect data in this research. A 

pre-test study (pilot) shall also be conducted from a small survey sample which is representative of the 

target population. This assisted the researcher in identifying any challenges/problems during the 

exercise of collecting questionnaire to minimize bias.  

To ensure the extent to which the data from a study can be generalized across settings, the researcher 

ensured that she collected data from a representative sample using the sampling method discussed 

under the sampling techniques section.  

3.7 Reliability Analysis 

Reliability of the questionnaire was evaluated through Cronbach’s Alpha which measures the internal 

consistency. Cronbach’s alpha was calculated by application of SPSS version 20 for reliability 

analysis. The value of the alpha coefficient ranges from 0-1 and may be used to describe the reliability 

of factors extracted at 0.5 significance level from dichotomous and or multi-point formatted 

questionnaires or scales.  

 



30 

 

The questionnaires used likert scale items. For reliability analysis Cronbach’s alpha was calculated by 

application of SPSS. The value of the alpha coefficient ranges from 0 to 1 and is used to describe the 

reliability of factors extracted from dichotomous (that is, questions with two possible answers) and/or 

multi-point formatted questionnaires or scales (rating scale: 1 = poor, 5 = excellent). A higher value 

shows a more reliable generated scale. Cooper & Schindler (2008) have indicated 0.7 to be an 

acceptable reliability coefficient. 

 

Table 3.3 shows that adhocracy culture had the highest reliability (α=0. 797) while clan culture, 

market culture and hierarchy culture had α= 0.779,0.697 and 0.734 respectively This illustrates that all 

the four variables were reliable as their reliability values exceeded the prescribed threshold of 0.7 and 

therefore the instrument was reliable for data collection (Mugenda & Mugenda, 2009). 

 Table 3.3: Reliability Coefficients 

 

Variable  Cronbach’s Alpha 

Clan culture  .779 

Adhocracy culture   
.797 

Market culture   .734 

Hierarchy culture   

.791 

 

 

 

To ensure consistency with which the instruments have the correct measurement criteria for the study 

the researcher used a standardized questionnaire guide which will be piloted prior to actual data 

collection. This gave the researcher an indication on the respondents’ willingness to participate in the 

study.  
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3.8 Data Analysis and Presentation 

The collected questionnaires will be first checked for inconsistencies and coded. The data will be 

collected by use of various instruments. They will first be edited to get the relevant data for the study. 

The edited data will be coded for easy classification in order to facilitate tabulation. Quantitative data 

collected will be analyzed by the use of descriptive statistics using SPSS package and presented 

through percentages, means, standard deviations and frequencies. For qualitative data, explanatory 

analysis will be utilized where the responses will be categorized in to themes then tabulated to give an 

insight in to the information. The information will be displayed by use of bar charts, graphs and pie 

charts and in prose-form. This will be done by tallying up responses, computing percentages of 

variations in response as well as describing and interpreting the data in line with the study objectives 

and assumptions through use of statistical package for social sciences (SPSS).  
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CHAPTER FOUR 

DATA ANALYSIS, RESULTS AND INTEPRETATIONS 

4.1 Introduction 

This chapter is a presentation of results and findings obtained from field responses and data broken 

into two parts. The chapter first applies descriptive statistics using statistical measures such as mean, 

standard deviation, graphs and charts to explore the nature of the results of the variables under study. 

Further it also applies regression analysis to determine the relationship between the study variables 

and the extent of the relationship between and among the variables. 

4.2 Response Rate 

From the data collected, out of the 196 questionnaires administered, 179 questionnaires were fully 

completed and returned making a response percent of 91.33%. This percentage concurs with Mugenda 

and Mugenda (2009) who argues that for generalization a response rate of 50% is adequate for 

analysis and reporting, 60% is good and a response rate of 70% and over is excellent, thus 91.33% was 

excellent for an analysis. This high response rate can be attributed to the data collection procedures, 

where the researcher pre-notified the potential participants and applied the drop and pick method 

where the questionnaires were picked at a later date to allow the respondents ample time to fill the 

questionnaires. The response rate was therefore adequate for the study to make relevant conclusions 

basing on the responses. 

Table 4.1: Response Rate 

Class Company  
Questionnaires 

distributed 

Questionnaires dully 

filled and returned  

Response 

rate 

NCA7  
Trippex 

Construction Co 
83 76 

91.57 

NCA7   Ujenzi Plus 70 64 91.43 

 NCA7   Anshi Builders 43 39 90.70 

TOTAL   196 179 91.33 
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4.3 Demographic Characterization of the Respondents 

The study sought to find out the demographic information of the respondents which included gender, 

age, marital status and the level of education. This was important since it forms foundation under 

which the study can fairly adopt in coming up with conclusions. The analysis relied on this 

information of the respondents so as to categorize the different results according to their acquaintance 

and responses.    

4.3.1 Gender Distribution 

 

Further the study sought to determine the gender distribution of the respondents in order to establish if 

there is gender balance in the positions indicated. 

Figure 4.1 Respondents Gender Distribution 

 

 

56% 

44% 

Male

Female

 
 

 

 

From the findings as indicated in Figure 4.3, majority (56%) were male respondents with (44%) being 

females respondents. This implies there were more males than female respondents though with less 

disparity meaning that there is gender balance among the employees. Shaw and Carter (2007) found 

that organizations with gender balance were motivated to perform better towards organization goal as 

women and men compete favourably to deliver on their assignments. 
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4.3.2 Level of Education 

The study results revealed that 45.67% of the respondents had acquired a college certificate, while 

22.23% had acquired university graduate level of education as their highest level of education. It was 

further established that 21.11% of the respondents had certificate of secondary education. These 

results imply that majority of the respondents had at least a college certificate and hence understood 

the information sought by this study. The findings further imply that all the respondents were 

academically qualified and also familiar with their duties and could dispense them effectively in terms 

of professional work ability and performance. 

 

Figure 4.2: Level of Education 

 

 

 

 

 

 

 

Source: Researcher, (2016) 
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4.3.3 Length of time served at the company 

The study sought to find out the respondents years they had worked at the construction industry. 

According to the analysis of findings, majority (39.39%) of the respondents had worked in the 

company for 8 to 10 years followed by 28.91% who had worked for a period of 5 to 7 years. It was 

also noted that 15.76% of the respondents had worked for 11-15 years and a few 6.89% had worked 

for less than five years. From the analysis, most of the employees’ tenure in the institutions is between 

8-10 years. Figure 4.2 shows the summary of the findings. 

 

Figure 4.3 Work Experience 
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4.4 Clan culture 

The clan culture supports flexibility and individual differences, openness, participation and discussion. 

The clan culture is typified by a friendly place to work where people share a lot of themselves. It is 

like an extended family. The study therefore sought to establish whether the respondents in the 

construction industry had clan culture. It was established most of the respondents 78% said yes when 

asked whether the organization embraced clan culture with a diverse workforce while 22% said no 

about the statement the findings were as summarized in the figure 4.4. 

Figure 4.4 degree of agreement to existence of clan culture in their organization 

 

 

Further the study also requested the respondents to indicate the extent at which they agree with the 

statement relating to clan culture. The findings were as summarized in table 4.3 
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Table 4.2 Clan culture and how it impacts on strategy implementation 

 

 Statement Mean SD 

There is openness among employees in my organization 3.72  .45 

Mentorship is well exercised in our organization 4.74 .44 

The organization is committed to the employees 4.97 .62 

Each employee is involved in decision making 3.67 .47 

Employees take their roles seriously as compared to their self interest 3.86 .35 

Access to roles and leadership positions across the organization for both 

women and men 

3.67 .71 

Gender equality access  3.89 .68 

There are flexible working arrangements  4.22 .43 

Strategies are aligned with organization culture   4.03 .59 

norms and values are in line   3.92 1.30 

 

The study found that most of the respondents strongly agreed that there were flexible working 

arrangements as represented by a calculated mean of 4.22 and standard deviation of 0.43. In addition it 

was noted that the construction companies sampled aligned their strategies with clan culture as shown 

by a high mean of 4.03 and standard deviation of  0.59. further the study also found that the 

organizational norms and values were in line with the strategies of the companies as represented by a 

calculated mean of 3.92 and standard deviation of 1.30 which indicates that there was greater variation 

on the responses made by the respondents.  
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4.5 Hierarchy culture 

The hierarchy culture is visible in a structured and formalized workplace. Their long-term goals are 

predictable and their business environment is stable and efficient. It can direct employees' 

organizational behaviour, helps to keep the enterprise's targets and improves the employees' work 

enthusiasm. Involvement is the construction of employee involvement system; consistency measures 

the enterprise cohesion of the internal culture. Therefore it was critical for the study to establish how 

hierarchy culture influenced strategy implementation. The study findings were as represented in table 

4.4 

Table 4.3 Hierarchy culture and strategy implementation 

 Statement MEAN SD 

Middle level managers are the “key actors” in  

strategy implementation since they have a pivotal role in strategic 

communication 

 3.91  0.87 

The most important thing when implementing a  

strategy is the top level management’s commitment to the strategic direction. 

 4.57  0.07 

Top managers demonstrate their willingness to  

give energy and loyalty to the implementation process 

 3.71  0.92 

Management’s commitment is a positive  

signal for organization to enhance strategy implementation 

 4.04  0.61 

Current firms top level management does not  

allow employee participation in decision making 

 2.01  1.68 

 

The findings in table 4.3 indicates that most of the respondents strongly agreed that the most important 

thing when implementing a strategy is the top level management’s commitment to the strategic 

direction as indicated by a high mean  of 4.57 and a standard deviation of 0.07. It was also noted that 
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management commitment was positive signal for organization to enhance strategy implementation as 

represented by a calculated mean of 4.04 and standard deviation of 0.61. Further the study found most 

of the respondents also agreed that top managers demonstrate their willingness to give energy and 

loyalty to the implementation process as shown by a computed mean of 3.71 and standard deviation of 

0.92. The respondents however disagreed that the current firm top level management does not allow 

employee participation in decision making as indicated by a low mean of 2.01 and standard deviation 

of 1.68 which indicates that there was variation on the respondent’s responses. 

4.6 Market culture 

This culture has a competitive orientation, focusing on the achievement of goals.  Its success is defined 

by its market share and penetration. The market culture focuses on its relationship between suppliers, 

clients and regulators and is more externally oriented. The market culture has a high flexibility focus 

that emphasizes on changes due to the external environment, since organization intend to delight their 

customers by offering innovative products and creative solutions to their customer’s problems so as to 

compete well with other players in the industry. It was critical therefore for the study to understand 

how market culture influence strategy implementation. The findings were as summarized in the table 

4.5. 

Table 4.4 External and differentiation culture and strategy implementation 

 

 

The results from analysis summarized in table 4.5 indicates that most of the respondents strongly 

agreed that customer demand influence strategy implementation in the construction industry as 

represented by a calculated mean of 4.61 and standard deviation of 0.42. This finding corroborates 

 STATEMENT Mean  SD 

Competitors pressures   3.56 0.94 

Technology changes  3.98 0.68 

New Board Directives  3.54 1.34 

Supplier relations   3.98 0.73 

Customer Demands  4.61  0.42 
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with Bolloju, Schneider and Sugumaran (2004) who argued that customer demand is the basis of 

competitive strategy, and cultivating responsible relations is propitious for enterprises to timely adjust 

strategy. Further the study noted that most of the respondents also agreed that technology changes 

influence strategy implementation as shown by a mean of 3.98 and standard deviation of 0.68 

additionally the respondents also agreed that suppliers relation influence strategy implementation as 

indicated by a mean of 3.98 and standard deviation of 0.73. 

4.7 Adhocracy culture   

In this culture the leaders are risk-takers and innovators, and employees share a commitment to 

experimentation. Their goal emphasizes adaptability and being ahead of the latest developments. In the 

long term, they aim for growth and the acquisition of new resources. This culture is associated with 

temporary institutions, which are established for the purpose of performing a specific task and 

disintegrates once the task is completed. Berrio (2003) describes the adhocracy culture as the focus on 

external positioning and allowing employees to be flexible and focus on individuality. The study also 

sought to establish how adhocracy culture influenced strategy implementation in the construction 

industry. The respondents were asked to indicate whether they accept or deny if adhocracy culture 

statements affect strategy implementation in the informal construction sector in Nairobi County. 79.91 

% of the respondents agreed that adhocracy  culture influence strategy implementation.in that regard 

they were asked to indicate the extent at which adhocracy culture influenced strategy implementation 

in the informal construction sector in Nairobi County. Most of the respondents 67% pointed out that 

adhocracy culture influenced very highly strategy implementation of the company, while 33% of the 

respondents mentioned that adhocracy culture influenced strategy implementation in the construction 

industry. Further the study also required the respondents to indicate the extent at which they agree with 

the statement relating adhocracy culture of an organization and how it impacted on strategy 

implementation. The statements were listed on a Likert scale where 1=strongly disagree and 5= 

strongly agree. The analysis findings were as summarized in table 4.6. 
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Table 4.5 adhocracy culture and its impact on strategy implementation 

 

STATEMENT Mean SD 

Innovativeness is highly encouraged by management 
3.45 0.45 

Our organization is well positioned to the external factors 
4.12 0.67 

 There is a sharing of culture  3.88 0.67 

Innovativeness is highly encouraged by management 
3.45 0.61 

Our organization is well positioned to the external factors 
4.09 0.45 

There is a deep and stable culture in the organization  3.99 0.53 

Culture is less conscious and therefore less tangible and less visible 4.08 1.48 

culture conveys to employees a sense of identity 3.97 0.72 

Facilitates the generation of commitment to something larger than the self 3.33 1.31 

Enhances social system stability, as well as guiding and shaping behaviour.  4.56  0.08 

 

The findings in table 4.5 indicate that most of the respondents strongly agreed that there adhocracy 

culture enhances social system stability, as well as guiding and shaping behaviour as shown by a mean 

of 4.56 and standard deviation of 0.08. Additionally the respondents also agreed that there was a deep 

and stable culture in the organization as represented by a calculated mean of 3.99 and a standard 

deviation of 0.53. The respondents also agreed that their adhocracy culture conveyed to employees a 

sense of identity as indicated by a mean of 3.97 and a standard deviation of 0.72.this corroborate with 

Smircich, (1983) who argued that culture conveys to employees a sense of identity, facilitates the 

generation of commitment to something larger than the self, and enhances social system stability, as 

well as guiding and shaping behaviour. Furthermore the study noted that most of the respondents 

moderately agreed that Facilitates the generation of commitment to something larger than the self. 

Further the respondents agreed that culture is less conscious and therefore less tangible and less visible 

this was supported by Schein (2009) who posited that nothing is culture unless it has some level of 
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structural stability. This means that culture is not only shared, but deep and stable, less conscious and 

therefore less tangible and less visible. 

4.8 Strategy implementation 

Strategy implementation, in this study, was operationalized through institutionalization and 

operationalization. Descriptive statements on various strategy implementation aspects were presented 

to respondents on a 5-point likert scale and were requested to indicate the extent to which the 

statements applied in the organizations. The findings are presented in Table 4.6. 

Table 4.6: Strategy implementation 

   Mean SD 

The organization equips employees with relevant skills to enable 

them carry out strategic activities.  

3.8958 1.01561 

Appropriate knowledge is shared within the organization to support 

strategy execution  

4.4792 .65199 

The corporation has a program to frequently update employees‘ 

skills and capabilities to support execution of new strategies  

4.6875 .46842 

The organization has installed information and communication 

systems that support strategy execution  

4.7500 .43759 

The existing systems are flexible as to accommodate any changes 

during strategy execution  

4.5000 .58346 

The overall organizational structure is reviewed to accommodate 

strategy execution  

4.6250 .53096 

Strategy execution is cascaded at all levels of the organization.  

4.5000 .61885 

  

The findings shows that strategy implementation aspects had higher means above 4.0 implying that 

there was high agreement from the respondents as far as strategy implementation is concerned. The 

highest mean was on the statement that the organization has installed information and communication 
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systems that support strategy execution with mean of 4.75 and standard deviation of 0.43759 with the 

lowest mean being on the statement that the organization equips employees with relevant skills to 

enable them carry out strategic activities with a mean of 3.8958 and standard deviation of 1.01561. 

This implies that strategies were well implemented in the surveyed firms. 

4.8 Regression Analysis 

In addition, the researcher conducted a multiple regression analysis so as to test relationship among 

variables (independent) on the organization performance. The researcher applied the statistical 

package for social sciences (SPSS V 21) to code, enter and compute the measurements of the multiple 

regressions for the study. Coefficient of determination explains the extent to which changes in the 

dependent variable can be explained by the change in the independent variables or the percentage of 

variation in the dependent variable (strategy implementation) that is explained by all the four 

independent variables  

4.8.1 Correlation Analysis 

Pearson correlation was used to measure the degree of association between variables under 

consideration i.e. independent variables and the dependent variables. Pearson correlation coefficients 

range from -1 to +1. Negative values indicates negative correlation and positive values indicates 

positive correlation where Pearson coefficient <0.3 indicates weak correlation, Pearson coefficient 

>0.3<0.5 indicates moderate correlation and Pearson coefficient>0.5 indicates strong correlation. 
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Table 4.6 Correlation Coefficients  

 

 

 Clan culture  

 

Market 

culture 

Adhocracy 

culture  

Hierarchy 

culture   

 

Strategy 

implementati

on 

Clan culture  

 

Pearson 

Correlation 
1 .723** .539** .577** .367* 

Sig. (2-tailed)  .000 .000 .000 .016 

N 179 179 179 179 179 

Market culture 

 

Pearson 

Correlation 
.723** 1 .625** .621** .504** 

Sig. (2-tailed) .000  .000 .000 .001 

N 179 179 179 179 179 

Adhocracy 

culture   

 

Pearson 

Correlation 
.539** .625** 1 .971** .387* 

Sig. (2-tailed) .000 .000  .000 .010 

N 179 179 179 179 179 

Hierarchy 

culture   

 

Pearson 

Correlation 
.577** .621** .971** 1 .349* 

Sig. (2-tailed) .000 .000 .000  .022 

N 179 179 179 179 179 

Strategy 

implementatio

n 

Pearson 

Correlation 
.367* .504** .387* .349* 1 

Sig. (2-tailed) .016 .001 .010 .022  

N 179 179 179 179 179 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 
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The analysis above shows that market culture has the strongest positive influence on strategy 

implementation (Pearson correlation coefficient =.504) and P<0.05 implying that the relationship is 

statistically significant. In addition, clan culture, adhocracy culture and hierarchy culture are positively 

correlated to strategy implementation (Pearson correlation coefficient =.367, .387 and .349 

respectively and P<0.05 implying statistically significant relationships. The correlation matrix implies 

that the independent variables are very crucial determinants of strategy implementation as shown by 

their strong and positive relationship with the dependent variable; strategy implementation. 

4.8.2 Model Summary  

Regression model is used here to describe how the mean of the dependent variable changes with 

changing conditions. Regression Analysis was carried out for Clan culture, Market culture, Adhocracy 

culture and Hierarchy culture and strategy implementation. To test for the relationship that the 

independent variables have on dependent variables, the study did the multiple regression analysis. 

Table 4.7: Model Summary 

 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

 

1 

 

 0.937 

 

0.878 

       

0.789 

  

 0.5273 

 

The four independent variables that were studied explain 87.8% of the strategy implementation as 

represented by the R2. This therefore means that other factors not studied in this research contributed 

12.2% of the strategy implementation. This implies that these variables are very significant therefore 

need to be considered in any effort to ensure effective and efficient implementation of strategy in the 

construction industry. The study therefore identifies variables as critical determinants strategy 

implementation. 
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Table 4.8: ANOVA 

 

Model Sum of 

Squares 

Df Mean Square F Sig. 

      

1 Regression 2.534 2 1.267 9.475 .0179a 

Residual 411.879 177 2.327   

Total 3.465 179    

 

NB: F-critical Value 88.33 (statistically significant if the F-value is less than 88.33: from table of F-

values). 

 

Predictors: (Constant), Clan culture, Market culture, Adhocracy culture and Hierarchy culture   

The significance value is 0.0179 which is less that 0.05 thus the model is statistically significance 

in predicting how Clan culture, Market culture, Adhocracy culture and Hierarchy culture  influence 

strategy implementation in the construction industry in Kenya. The F critical at 5% level of 

significance was 3.23. Since F calculated is greater than the F critical (value = 9.475). The study 

ran the procedure of obtaining the coefficients, and the results were as shown on the table below.  
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Table 4.9: Coefficient Results 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

 B Std. Error Beta   

1 (Constant) 1.147 1.2235  1.615 0.367 

  Clan culture 0.752 0.1032 0.152 4.223 .0192 

  Market culture 0.487 0.3425 0.054 3.724 .0269 

  Adhocracy culture 0.545 0.2178 0.116 3.936 .0251 

  Hierarchy culture   0.439 0.1937 0.263 3.247 .0454 

 

Multiple regression analysis was conducted as to determine the relationship between strategy 

implementation and the four variables.  

According to the regression equation established, taking all factors into account (Clan culture, Market 

culture, Adhocracy culture and Hierarchy culture) constant at zero was 1.147. The data findings 

analyzed also shows that taking all other independent variables at zero, a unit increase in clan culture 

will lead to a 0.752 increase in strategy implementation in the construction industry; a unit increase in 

market culture will lead to a 0.487 increase strategy implementation in the construction industry, a unit 

increase in adhocracy culture will lead to a 0.545 increase strategy implementation and a unit increase 

in hierarchy culture will lead to a 0.439 increase in strategy implementation in the construction 

industry. This infers that market culture contribute most to the strategy implementation followed by 

clan culture. At 5% level of significance and 95% level of confidence, of clan culture had 0.0192 level 

of significance, market culture showed a 0.0269 level of significance, adhocracy culture showed a 

0.0251 level of significance, and hierarchy culture showed a 0.0454 level of significance hence the 

most significant factor is market culture. This findings concurs with Harison (2004) who argued that 

market oriented organization are one whose roles are open to continual redefinition and where 
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coordination is achieved by frequent meetings and considerable lateral communications. Additionally 

Deborah, (2002.) in his study found that companies with best clan culture led in shareholder value as 

well as rate of their growth and productivity. 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Introduction 

This chapter presents the summary of the results of the study and the main conclusions drawn from the 

analysis of the data in Chapter Four. The chapter is organized as follows. Section 5.2 presents the 

summary of the findings of the study while section 5.3 is the conclusion. Section 5.4 highlights 

recommendations based on the findings of the study. Lastly, section 5.5 presents the recommendations 

for further research. 

5.2 Summary of findings 

5.2.1: Clan culture 

The study sought to establish whether the respondents in the construction industry had clan culture. It 

was established most of the respondents 78% said yes when asked whether the organization embraced 

clan culture with a diverse workforce while 22% said no about the statement. The study found that 

most of the respondents strongly agreed that there were flexible working arrangements and it also 

encouraged individual participation of employee’s as they work as a team .  

In addition it was noted that the construction companies sampled aligned their strategies with clan 

culture. Further the study also found that the organizational norms and values were in line with the 

strategies of the companies. The study also found that mentorship and organization committed to the 

employees also played a big role in strategy implementation since the employees were well motivated 

Further the study found most of the respondents also agreed that top managers demonstrate their 

willingness to give energy and loyalty to the implementation process. 

Clan culture is a kind of standardization of the internalized faith. It can direct employees' 

organizational behaviour, helps to keep the enterprise's targets and improves the employees' work 

enthusiasm. Involvement is the construction of employee involvement system; consistency measures 

the enterprise cohesion of the internal culture. Therefore it was critical for the study to establish how 

clan culture influenced strategy implementation. The developmental culture has a high flexibility focus 
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that emphasizes on changes due to the external environment, since organization intend to delight their 

customers by offering innovative products and creative solutions to their customer’s problems so as to 

compete well with other players in the industry. It was critical therefore for the study to understand 

how external and differentiation culture influence strategy implementation.  

5.2.2 Hierarchy culture   

The findings indicate that most of the respondents strongly agreed that the most important thing when 

implementing a strategy is the top level management’s commitment to the strategic direction. It was 

also noted that management commitment was positive signal for organization to enhance strategy 

implementation. Further the study found most of the respondents also agreed that top managers 

demonstrate their willingness to give energy and loyalty to the implementation process. The 

respondents however disagreed that the current firm top level management does not allow employee 

participation in decision making which indicates that there was variation on the respondent’s 

responses. It was established that most of the respondents strongly agreed that the most important 

thing when implementing a strategy is the top level management’s commitment to the strategic 

direction. It was also noted that management commitment was positive signal for organization to 

enhance strategy implementation Further the study found most of the respondents also agreed that top 

managers demonstrate their willingness to give energy and loyalty to the implementation process. The 

respondents however disagreed that the current firm top level management does not allow employee 

participation in decision making. 

5.2.3 Market culture 

The study also sought to establish how market culture influenced strategy implementation in the 

construction industry. The results indicate that most of the respondents strongly agreed that customer 

demand influence strategy implementation in the construction industry. Most of the respondents also 

agreed that technology changes influence strategy implementation. Additionally the respondents also 

agreed that supplier’s relation influence strategy implementation. 
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5.2.4 Adhocracy culture 

The study also sought to establish how adhocracy culture influenced strategy implementation in the 

construction industry. The respondents were asked to indicate whether they accept or deny if 

adhocracy culture affect strategy implementation in the informal construction sector in Nairobi 

County. Most of the respondents pointed out that adhocracy culture influenced very highly strategy 

implementation of the company, while few of the respondents mentioned that adhocracy culture 

influenced strategy implementation in the construction industry. Further the study also required the 

respondents to indicate the extent at which they agree with the statement relating adhocracy culture of 

an organization and how it impacted on strategy implementation. The findings indicated that most of 

the respondents strongly agreed that the adhocracy culture enhances social system stability, as well as 

guiding and shaping behaviour.  

5.3 Conclusion  

The purpose of this study was to establish how clan culture, hierarchy culture, market culture, and 

adhocracy culture impacts strategy implementation in an organization. The following are the major 

conclusions outlined based on the findings and discussions. Organization culture has a strong impact 

on Strategy implementation in an organization based on its nature and content.  

 

Clan Culture 

This study concludes that the organization clan culture impacts positively on strategy implementation. 

This is by the fact that the organization is committed to the members and their morale and aims to get 

everyone involved in decision making and activities. There is openness among the employees which 

implies that communication within the organization is well designed so that the employees are free to 

share their views and participate in all activities involved in the organization without fear of 

intimidation by others. Mentorship in the organization is well exercised and contributes to talent 

development and competitive advantage that yield to better outcome. Empowering employees through 

mentorship programs enables them to believe in themselves and therefore the organization is able to 

realize implementation of its strategies.  

Involving employees in decision making process promotes expression of new ideas, shared vision, 

common direction, mutual respect, trust that is positively associated with employees thought of 
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fairness, and therefore the employees are able to take their roles seriously as compared to self-interest. 

The study also concludes that equal access to roles and leadership positions across the organization for 

both men and women contributes positively to strategy implementation by the organization.  

Hierarchy Culture 

The study further concludes that top level management commitment to strategic direction majorly 

contributes towards the implementation of the organization strategies. This is so since the top level 

management are the ones that govern the organization and therefore are mandated to come up with the 

organization strategies and follow up on them till they are implemented. Therefore slugger in 

administration of the strategies by the top level managers will impact negatively on its 

implementation. The study also concludes that middle level managers are key actors in strategy 

implementation since they have a pivotal role in strategic communication.  

The study also depicts that top managers should  demonstrate their willingness to give energy and 

loyalty to the implementation process which amount to being flexible thus creating an enabling 

environment of addressing customer’s problems so as to compete well with other players in the 

industry, in addition flexible culture was found to be highly correlated with strategy implementation 

which therefore implies that flexible culture in an organization is an important recipe in strategy 

implementation. In addition flexible culture allows change and increases the effectiveness of strategy 

execution. 

Market Culture 

This culture focused on competitors’ pressures, technology changes, new board directives, supplier 

relations and customer demands. External factors like Competitors pressure Provides credibility to an 

organization’s strategy or render it obsolete. In our case, the study concludes that competitive pressure 

aids employees coordinate their efforts and apply changes to the organization structure. Further, 

commitment to focus to organization strategy leads to more investment in strategy specific 

capabilities.  

Upgrades in technology in an organization influences smooth running of operations and efficiency in 

business activities. Improvement in technology makes the employees work easier and results are 

achieved within a short duration of time. Technology changes also entails creation of innovative 
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products and services that will woo customers hence meeting their demands. This therefore contributes 

positively towards strategy implementation.  Set of new board directives to govern the company or 

organization within new set of rules and policies will have more attention by employees therefore 

strategy implementation is achieved.   

Adhocracy Culture 

This study further concluded that adhocracy culture of an organization influences strategy 

implementation since it enhances social system stability, as well as guiding and shaping behaviour. It 

is noted that culture conveys to employees a sense of identity which initiates generation of 

commitment to something larger than self. Adhocracy culture, therefore outlines that the organization 

is well positioned to external factors and that innovation is highly encouraged by management for 

strategy implementation.  

Based on the findings the study concludes that organization should align their strategies to 

organization culture, norms and values. In addition, judging from the various computations, analyses 

and findings resulting from the data collected for this study, the results reveal some vital facts from 

which conclusions are based. One of the things which was deduce from this study is that 

organizational culture is very important in every organization and that it influences strategy 

implementation. 

 

5.4 Recommendation 

Construction industries involves constant movements from place to place thus  strategic leadership that 

would require a culture of taking initiative, challenging status quo, exhibiting creativity, embracing 

change and willingness to collaborate. Clan culture enables managers to solve fundamental 

organizational problems. Focus therefore should be directed at leaders in different capacities as they 

play the role of coaches in giving general direction, but further encourage individual decision-making 

to determine the operating details 
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Clan culture 

 Based on the findings the study concludes that clan culture can accommodate change is maintained 

and top managers should support such culture so that the firm can compete well in the market. Clan 

culture enables managers to solve fundamental organizational problems. The organizations should 

align their strategies to organization culture, norms and values. In addition, judging from the various 

computations, analyses and findings resulting from the data collected for this study, the results reveal 

some vital facts from which conclusions are based. One of the things which were deduced from this 

study is that organizational culture is very important in every organization and that it influences 

strategy implementation. 

The study found that most of the respondents strongly agreed that the most important thing when 

implementing a strategy is the top level management’s commitment to the strategic direction. It was 

also noted that management commitment was positive signal for organization to enhance strategy 

implementation. Further the study found most of the respondents also agreed that top managers 

demonstrate their willingness to give energy and loyalty to the implementation process. 

Hierarchy culture  

The most important thing when implementing a strategy is the top level management’s commitment to 

the strategic direction. Hierarchy culture should be applied as most organizations intend to delight 

their customers by offering innovative products and creative solutions to their customer’s problems so 

as to compete well with other players in the industry. 

The firms should encourage developmental culture which has a high flexibility focus that is able to 

adapt to the forces of the external environment, since organization intend to delight their customers by 

offering innovative products and creative solutions to their customer’s problems so as to compete well 

with other players in the industry. Focus therefore should be directed at leaders in different capacities 

as they play the role of coaches in giving general direction, but further encourage individual decision-

making to determine the operating details. 
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Market culture 

In this era of competition and innovation, the firms should develop a culture with a high flexibility 

focus that encourages individual initiatives and emphasizes adaption to technological advancement 

and other forces such as insecurity and global economic changes.  

 

This will enable organizations to delight their customers by offering innovative products and creative 

solutions to their customer’s problems. The organizations can embark on the formation of different 

subcultures that prevents a singular view on the organization’s culture.  

Adhocracy culture 

The culture change should be controlled to ensure that is ready to implement its strategies without 

unnecessary delays. The study further concluded that adhocracy culture of an organization influences 

strategy implementation since it enhances social system stability, as well as guiding and shaping 

behaviour, organizations therefore need to look at strategies for improving employee performance and 

in the light of increasingly competitive environments.  

 

 

5.5 Recommendations for further research 

The present study revealed that organizational culture has a strong link with strategy implementation. 

However further research should be undertaken in other industries in order to find out how 

organizational culture affects strategy implementation. A similar study should also be done with 

experts in organizational culture and strategy implementation to bring out objective opinions.  
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APPENDICES 

 

APPENDIX I: RESEARCH QUESTIONNAIRE 

THE EFFECT OF ORGANIZATIONAL CULTURE ON STRATEGY IMPLEMENTATION 

IN CONSTRUCTION INDUSTRY IN KENYA 

 

 

Dear respondent, 

I am a student at the Catholic University of Eastern Africa (CUEA) undertaking study on the e the 

effect of organizational culture on strategy implementation in the informal construction sector in 

Nairobi County. Your support towards this study will be highly appreciated and treated with utmost 

confidentiality and only for academic purposes. Part A of the questionnaire contains information on 

respondents’ details while section B contains questions on organizational culture on strategy 

implementation in construction.  
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General Instructions 

Please read the question below and tick (√) in the appropriate box or by writing in the space provided. 

SECTION A:  PERSONAL INFORMATION 

1. Gender 

 Male   [ ] 

 Female           [ ] 

2. Indicate your level in the management of the organization? 

 Senior Management  [ ]   

 Middle Management                [ ] 

 Operational management  [ ] 

 

3. Indicate Years you have worked in the company 

 Less than 5 years   [ ]        

 5-7 years   [ ] 

 8-10 years   [ ] 

 11-15 years  [ ] 

 Above 15 years  [ ] 

5. Indicate the Highest Education level you have attained 

 Primary           

 Secondary 

 University 

 Others(specify) 

 

SECTION B: CLAN CULTURE 

6. Does the organization embrace a clan culture with a diverse workforce? 

 Yes 

 No 
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7 To what extent do you agree with the following statements regarding clan culture on strategy 

implementation? Use a scale of 1 to 5 where 1 = to strongly disagree and 5 = strongly agree. 

  1 2 3 4 5 

There is openness among employees in my 

organization      

Mentorship is well exercised in our organization      

The organization is committed to the employees      

Each employee is involved in decision making      

Employees take their roles seriously as compared 

to their self interest      

Access to roles and leadership positions across 

the organisation for both women and men 

     Gender equality access  

     There are flexible working arrangements  

     Strategies are aligned with organisation culture            

norms and values are in line            

 

 

SECTION C: HIERARCHY CULTURE   

9. In your opinion, to what extent are construction companies able to achieve consolidation and align 

internal bureaucracy?  

 Not at all    [ ]  

 Little extent    [ ]  

 Moderate extent   [ ]  

 Great extent    [ ]  

 To a very great extent  [ ]  
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10. What is your level of agreement with the following statements regarding commitment of top level 

management and strategy implementation? Use a scale of 1 to 5 where 1 = to strongly disagree and 5 = 

strongly agree.  

 

  1 2 3 4 5 

Top managers have put in place clear rules and 

regulations to foster job responsibility      

Middle level managers are the “key actors” in  

strategy implementation since they have a 

pivotal role in strategic communication           

The most important thing when implementing a  

strategy is the top level management’s 

commitment to the strategic direction.           

Top managers demonstrate their willingness to  

give energy and loyalty to the implementation 

process           

Management’s commitment is a positive  

signal for organization to enhance strategy 

implementation           

Current firms top level management does not  

allow employee participation in decision making           
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SECTION D: MARKET CULTURE   

 

11. What is your level of agreement with the following statements regarding market culture with 

strategy implementation? Use a scale of 1 to 5 where 1 = to strongly disagree and 5 = strongly agree.  

 

  1 2 3 4 5 

Competitors pressures   

     

Technology changes  

     
New Board Directives  

     

Supplier relations   

     

Customer Demands           

 

12. What is your opinion of taking risks when implementing new ideas? 

............................................................................................................................................................ 

13. Do you think it’s important to avoid risks or more important to take them? 

............................................................................................................................................................ 

14. Is there a risk management system that has to be followed? 

............................................................................................................................................................ 

 

 

 

 

 

 

 



65 

 

SECTION E: ADHOCRACY CULTURE   

15. Does organizational positioning and innovativeness effect strategy implementation in the informal 

construction sector in Nairobi County? 

Yes    [ ]               No     [ ] 

16. To what extent does organizational positioning and innovativeness effect on strategy 

implementation in the informal construction sector in Nairobi County? 

 Very high      [ ]               High           [ ] 

              Moderate    [ ]                  Low           [ ] 

              Very Low   [ ] 

17. What is your level of agreement with the following statements regarding adhocracy culture on 

strategy implementation? Use a scale of 1 to 5 where 1 = to strongly disagree and 5 = strongly agree.  

 

   1 2 3 4 5 

Innovativeness is highly encouraged by 

management      

Our organization is well positioned to the 

external factors      

There is a deep and stable culture in the 

organistion  

     Culture is less conscious and therefore less 

tangible and less visible 

     

culture conveys to employees a sense of identity 

     Facilitates the generation of commitment to 

something larger than the self 

     
Enhances social system stability, as well as 

guiding and shaping behaviour.           
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18. Please explain how you would rate the structure of the organization? 

……………………………………………………………………………………………………………

…………………………………………………………………………………………………  

SECTION F: STRATEGY IMPLEMENTATION  

One concept of this study is strategy implementation. This consists of all the aspects and issues that 

revolve around strategy execution. On the basis of how this has occurred in your organization in the 

past five years, please respond to the following statements.  

Kindly use the key provided to TICK as appropriate:  

Key: 1-Not at all; 2 - Small extent; 3 - Moderate extent; 4- large extent; 5- Very large extent 

   1 2 3 4 5 

The organization equips employees with relevant 

skills to enable them carry out strategic 

activities.  
     

Appropriate knowledge is shared within the 

organization to support strategy execution  
     

The corporation has a program to frequently 

update employees‘ skills and capabilities to 

support execution of new strategies  

     The organization has installed information and 

communication systems that support strategy 

execution  

     
The existing systems are flexible as to 

accommodate any changes during strategy 

execution  

     
The overall organizational structure is reviewed 

to accommodate strategy execution  

     

Strategy execution is cascaded at all levels of the 

organization.  
          

 

Thank You for Your Cooperation 
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APPENDIX II: LETTERS OF INTRODUCTION 

 

 

 

4th November, 2016 

 

Dear respondent 

 

Questionnaire 

 

I am a student at The Catholic University of Eastern Africa carrying a research project on the effects 

of organizational culture on strategy implementation in the informal construction sector in Nairobi 

County. Information received will be for academic purposes only. Please tick in the boxes provided for 

the answer that describes your opinion.   

 

Thank in advance 

 

 

 

 

CHARITY MWAURA 
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APPENDIX III CLASSIFICATION OF CONTRACTORS 

 

The Ministry of Public Works categorizes contractors according to the value of work but the National 

Construction Authority (NCA) categorizes them according to capability and further according to 

whether they are Contractors (Buildings), Specialist Contractors and Roads and other Civil Works 

Contractors. 

According to the NCA regulations, a person or firm may be registered in more than one class of 

construction works but may hold only one category of registration in relation to a particular class of 

construction works at any one given time.  

 

Classification of Contractors 

 Category         Contractors (Building)           Specialist Contractors            Roads and other 

Civil Works 

NCA1               Unlimited                            Unlimited                             Unlimited 

NCA2        Up to 500,000,000.00            Up to 250,000,000.00           Up to 750,000,000.00 

NCA3        Up to 300,000,000.00           Up to 150,000,000.00           Up to 500,000,000.00 

NCA4         Up to 200,000,000.00            Up to 100,000,000.00           Up to 300,000,000.00 

NCA5            Up to 100,000,000.00                    Up to 50,000,000.00               Up to 200,000,000.00 

NCA6           Up to 50,000,000.00                       Up to 20,000,000.00                Up to 100,000,000.00 

NCA7          Up to 20,000,000.00                   Up to 10,000,000.00              Up to 50,000,000.00 

 

Source: Ministry Of Public Works 
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Appendix iv: Table of Random Sample Size 

Population Sample 

N                    S                    N                  S                   N                   S 

10                 10                   220              140              1,200                291 

15                 14                   230              144              1,300                297 

20                 19                   240              148              1,400                302 

25                 24                   250              152              1,500                308 

30                 28                   260              155              1,600                310 

35                 32                   270              159              1,700                313 

40                 36                   280              162              1,800                317 

45                 40                   290              165              1,900                320 

50                 44                   300              169              2,000                322 

55                 48                   320               175             2,200                327 

60                 52                   340               181             2,400                 331 

65                 56                   360               186             2,600                 335 

70                 59                   380               191             2,800                 338 

75                 63                   400               196             3,000                 341 

80                 66                   420               201              3,500                346 

85                 70                  440                205              4,000               351 

90                 73                  460                210               4,500              354 

95                 76                   480                214             5,000                357 

100               80                   500               217              6,000                361 

110               86                   550                226             7,000                364 

120               92                   600                234              8,000                367 

130              97                    650                242             9,000                368 

140              103                  700                248             10,000              370 

150              108                   750               254             15,000               375 

160              113                   800                260             20,000              377 

170             118                    850                265            30,000               379 

180              123                   900               269               40,000              380 

190             127                     950               274           50,000                381 

200              132                    1000              278           75,000               382 

210              136                   1100               285                  100,000       384 

Source: Adapted from Educational and Psychological Measurement 

David A Payne; Robert F McMorris 1967 English Book x, 419 p. illus. 23 cm. 

Waltham, Mass., Blaisdell Pub. Co. 
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Determination of the sample size using the Yamane (1967:886) formula 

N =      N 

      1+N (e2) 

N=target population where N=399 

E= precision rate at 5% (error to make at 0.05) 

Hence n= 399 

N =   399 

    1+399(0.052) 

N = 196 
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APPENDIX v: BUDGET 

No. Items Amount Quantity Total 

1 Desk Research 1,200 1 1,200 

2 

 

Stationery 2,000 3 6,000 

3 Typing Questionnaires 1,800 1 1,800 

4 Discussion Guide 200 10 2,000 

5 First Draft (Typing, Photocopying & Binding) 1,800 1 1,800 

6 Second Draft (Typing, Photocopying & Binding) 1,800 2 3,600 

7 Final Draft (Typing, Photocopying & Binding) 1,800 2 3,600 

8 Transport 1,000 1 1,000 

9 Telephone 1,000 1 1,000 

10 Stationery 1,200 1 1,200 

11 Computer Services 2,000 1 2,000 

  Total     25,200 
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