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Abstract

This study sought to investigate the extent of employee skills, management styles and organizational culture on
strategic plans implementation in middle level colleges in Kenya. The study involved 40 middle level colleges
located within Thika sub-county, Kiambu County. The study adopted descriptive study design. The study
population comprised of 400 personnel working in middle level colleges. A sample of 100 respondents was
selected using simple random sampling in order to obtain data using questionnaires. The data collected were
analysed using SPSS. The study revealed that the employees’ skills and management style are vital in the
strategic plans implementation. The results further revealed that the staff in the various units in the organizations
had the proper skills to ensure the smooth implementation of strategic plans. Further, the findings indicated that
the management offers support for the implementation of new strategic plans and that the organizational culture
inhibits the introduction of new strategic plans implementation. This study is important in that it will guide the
management of various middle level colleges in drafting and implementing strategic plans.
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1. Introduction

Strategic plan is an important component of strategic management (Borg & Gall, 2006). Strategy implementation
remains the biggest challenge in strategic management. It is well documented during the last decades that
strategy implementation often fails (Arthur, 1992; Hrebiniak, 2006, Aalto University, 2000-2011). In practice,
strategy usually remains a top management issue even though employees are the ones implementing the strategy
(Mantere & Vaara, 2008; Whittington, 2007). People do not understand their role as part of the strategy.
Employees lack knowledge and skills while managers may have the prerequisite management skills to support
the implementation of strategic plans (Wooldridge et al., 2008; Pfeffer & Sutton, 2000).

According to YuklandLepsinger (2007) knowledge is the most strategically important resource to an organization.
It is created and held by individuals not organization (Huse, 2000). To become a leading-edge organization, any
middle-level college will need to be more concerned with the types of programmes they use to improve
workplace learning and performance, not simply how much money they use on training. Organizations must
invest in the continual learning of workers in order to remain competitive (Bernardin, 2007;Boxall& Purcell,
2000). Following introduction of strategic plans, it is imperative for the middle level colleges to re-assesses the
knowledge and skills of the work force and where there are gaps, avenues for training be created (Keuning,
2008). This will improve the level of achievement of the plans because the employees will have the right skills
for the right jobs.

The role of management of the middle level colleges is key to successful implementation of plans (Schuster,
2002). It sets the pace in the implementation process. Following the conflicting perception of management as
rational, science-based process or intuitive, Burnes tried to look at it more holistically (Burnes, 2004). He
identified three distinct levels of management: philosophical (goal formation), scientific (goal accomplishment
and evaluation) and as an art (implementation of decisions). Implementation of strategic plans is an art because
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there appears to be a particular talent necessary to persuade others that plans should be accepted (Drucker, 2005).
The manager must possess negotiation skills to convince other employees the need to change and to support
strategy implementation. Due to the conflicting perceptions to change by employees, Cowling (2009) exalts the
elements of democratic management. In all middle level colleges, this is very important if strategic plans are to
be well implemented.

Managers and employees do not perform their duties in a value-free vacuum. Rather, their work and the way it is
done is governed, directed and tempered by an organizations culture particularly values, beliefs, customs and
systems unique to that culture. Culture is viewed by the contemporary authors as complex organizational
phenomena (Schein, 2010; Kotter & Heskett 1992) that is formed as a continuous sequence (Denison & Mishra,
1995). Richard and Bagozzi (2003) acknowledges that internal orientation of employees is based primarily on
the culture, beliefs, ethics and assumptions of the organizational staff, and therefore has the potential to be one of
the most powerful influences on strategic management. Given, culture is not static, but it changes with time.
However, given that culture is locked into beliefs, values and norms of each individual in the organization, and
because these are difficult constructs to alter, cultural change is usually slow (Burnes, 2006).

As middle level colleges implement strategic plans that require culture change, management must be alive to the
fact that they need to look for ways to encourage staff to adjust their values and beliefs (Keuning, 2008). Culture
does not spring up automatically, but a product of a number of influences: the ambient society’s values and
characteristics, the organization’s history and past leadership, and factors such as industry and technology (Odiek,
2010). Strategic plan implementation may involve a change in the organizational culture (Akhtar et al., 2008). It
is therefore incumbent on the manager during strategy implementation to come up with ways of addressing
issues of organizational culture lest they impede on the implementation process. It is also important to adopt
common themes that shape the organization culture towards desired strategy (Odiek, 2010). According to Glueck
(2000), the organization culture is at the centre of the success of implementation of strategic plans. There is a
need for middle level colleges in Kenya to gain understanding of the organizational culture existing in the
institution (Carney, 2004; Wright et al., 2005).

The value of middle level colleges in the education concept of Kenya as a nation cannot be underestimated.
These colleges act as an absorbent factor that helps regulate the steadily increasing dynamic nature of students
clearing the secondary level of education. This is important, consideration that the numbers of universities in the
country are not in a position to handle all the students and not all individuals qualify for or can afford the cost
associated with the universities. The purpose of the research was to understand the role of employee skills,
management style and organizational culture in the implementation of strategic plans in middle level colleges in
Kenya.

2. Research Methodology
2.1 Sampling Design

Descriptive design was used in this research. Descriptive survey is able to describe and explains the present
status, situations, events and trends and allows an in depth collection of information (Mugenda & Mugenda,
2003). The primary data was gathered in the field through sample survey method as described by Orodho (2003).
A target population was selected as indicated by Mugenda (2008). Stratified sampling was used to divide the
respondents into strata to ensure that respondents from the various strata were well represented. Simple random
sampling was then used to select the sample size as it gave every member of the population an equal chance of
being selected in the sample (Kothari, 2005). A sample size of 100 respondents was selected for data collection
(Kothari, 2005). This was from a total population of 400 staff comprising of the management, teaching staff and
non-teaching staff working in middle level colleges within Thika sub-county, as estimated from the District
Education Office records for Thika sub-county. This represented 25 percent of the target population which was
appropriate for descriptive studies (Mugenda & Mugenda, 2003). A sample size for each target category is
shown in Table 1.
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Table 1. The sample size selected for each category of target respondents

Category Number of Respondents Sample Percentage Sample Size
Lecturers 188 0.25 47
Management 40 0.25 10
Supervisors 36 0.25 9
Non-Teaching Staff 136 0.25 34

Total 400 1.0 100

2.2 Data Collection Instruments and Procedures

Data were collected by the use of self administered questionnaires as is less expensive, easier to administer to a
large population and uniformity in measurement (Mugenda & Mugenda, 2003). The questionnaire included both
open and closed ended questions. The questionnaires were administered to the respondents on a “drop and pick”
later technique as all respondents were literate. However; this was supplemented with personal interviews to
clarify certain issues for both the respondent and the researcher.

2.3 Data Analysis Techniques

This study being descriptive survey design used simple descriptive statistics in the analysis of its data. According
to Borg (2006), the commonly used methods in reporting descriptive surveys are frequency distributions,
percentages and tabulations. The data collected were coded; classified and systematically analyzed. Data were
analysed using Statistical Package for Social Sciences (SPSS) package. Descriptive statistics such as mean,
mode, standard deviation and frequency distribution were used to analyze the data as proposed by Mugenda
(2008).

3. Research Results
3.1 Respondents’ Characteristics

Of the 100 college employees sampled, only 10 didn’t return response. This is a high response rate to ensure that
the results are representative of the population (Block, 2007). Of the total respondents, 66.67% of them were
males while 33.33% were females. The figures represent a fair distribution of the respondents in relation to
their gender. The study findings also indicated majority of the respondents were aged between 31-40 years while
the smallest proportion was aged above 50 years (Figure 1). The findings indicated that the respondents were
distributed in all the age groups.

m 18-30
years

m31-40
years

Figure 1. Percentage of the respondents by age

The study revealed that the respondents had high literacy levels as majority of the respondents had a university
degree level (Figure 2).
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Figure 2. Percentage of respondents by education level

The research also revealed that majority of the respondents had a work experience of 4-6 years. The rest had
varied work experiences (Figure 3). This meant that the respondents had enough understanding of the issues in
the colleges.

W 0-3 years
13.34 0 23.33

W 4-6 years

7-10 years

53.33

Figure 3. Percentage of respondents by work experiences

3.2 Effects of Employees Skills in Implementation of Strategic Plans

The researcher sought to establish how the individual employee’s skills influenced implementation of strategies.
The research findings indicated that a majority of the respondents were of the opinion that employees’ skills are
likely to influence the implementation of policies in the colleges (Figure 4). However, some disagreed while a
small fraction seemed not decided (Figure 4).
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Figure 4. Whether employee’s skills have effect on implementation of strategic plans

The research further revealed that, colleges trained the employees so as to update their skills in line with the
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strategies implementation. This was supported by 57.8 % of the respondents while 30 % felt that they were not
adequately trained to update their skills. However, 12.2 % were undecided.

From the study findings, it was established that the extent of effects of individual skills on implementation of
strategic plans was 78.9 % (Table 2). It also emerged that the extent of updating the employees’ skills on
implementation of strategic plans was also high (Table 2). This is a clear indication that employees’ skills play a
key role in the implementation of strategic plans and colleges update the skills of the employees regularly to
ensure that they are relevant in output delivery.

Table 2. Extent of effects of individual skills on implementation of strategic plans

Effects of individual skills on implementation of strategic A D U Total Mean % SD
Individual skills affects implementation of strategic plans 45 33 12 90 2367 789 0.710
Employees skills are continually updated through training 52 27 11 90 2456 819 0.706

3.3 Effect of Management Style on Implementation of Strategic Plans

The research also sought to establish the effect of management style on implementation of strategic plans. The
research findings indicate that 73.3 % of the respondents felt that the management style affected implementation
of strategies. This meant that management style helps to promote employee enthusiasm about strategies and
achievement of college’s goals. A small proportion of the respondents (6.67 %) felt that the management style
had no effect on implementation of strategies. However, 20 % of the respondents were undecided.

The research findings indicated that a majority of the respondents were of the opinion that the management
offers support which enhances the implementation of the strategies as supported by 63.3 % of the respondents.
While 30 % felt that the management is not supportive enough to help strategies implementation. However 6.7 %
were undecided. The results are interpreted to mean the managers ensure the necessary resources are available to
ensure effective implementation of strategies.

The study findings indicated that the extent of effect of management style on implementation of strategic plans
was high to indicating that the colleges involved the employees in the implementation of strategic plans to a
large extent (Table 3). It also emerged that the respondents agreed that the colleges were supportive of new
strategic plans to a very high extent (Table 3). These findings bring out an element of employees involvement in
the implementation of strategic plans in the colleges under study.

Table 3. Extent of effects of management style in strategic plans implementation

Involvement of employees in the strategic plans implementation. A D U Total Mean Percent SD

Management style in colleges affects implementation of strategic plans 66 6 18 90 2.533 844 0.8100

The management in colleges is supportive in new strategic plans 57 27 6 90 2.9 96.7 0.949
Key: A —Agree D — Disagree U — Undecided SD — Standard Deviation.

3.4 Effects of Colleges’ Culture on Implementation of Strategic Plans

The research sought to establish the effects of colleges’ culture on implementation of strategic plans. Results
revealed that 66.7 % agreed with the assertion that college’s culture affects implementation of strategic plans.
However, 25.6% disagreed while 7.7 % were undecided. The results indicated that culture change could help
improve colleges’ ability to implement strategic plans and goals. The research findings further indicated that
colleges’ culture inhibits introduction of new strategies as supported by majority of the respondents. A small
proportion felt that colleges’ culture was not an inhibiting factor in the implementation of new strategies or were
undecided. This indicates that culture could lead to resistance of new strategies due to the fear of the unknown
thus inhibiting implementation of new strategic plans.
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Figure 5.Respondents feeling that colleges’ culture inhibits introduction of new strategic plans

The study revealed that the extent of effect of colleges’ culture on implementation of strategic plans was very
high (Table 4). This could mean that colleges’ culture influence implementation of strategic plans to a larger
extent. The study also revealed that the extent of colleges’ culture inhibiting implementation of strategic plans
was equally very high (Table 4). This could mean that colleges’ culture inhibits implementation of strategic plans
by influencing the support of other stakeholders.

Table 4. Extent of effects of colleges’ culture on strategic plans implementation

Effects of colleges’ culture on strategic plans implementation. A D U Total Mean % SD

Colleges’ culture affects implementation of strategic plans 60 23 7 90 2.589 86.3 0.634

The culture in colleges inhibits implementation of new strategic plans 64 19 7 90 2.633  87.8 0.626
Key: A—Agree D — Disagree U—Undecided  SD — Standard Deviation.

Of the three factors analysed in this study, organization culture has the greatest impact on implementation of
strategic plan (Figure 6). This was followed by management style and individual skills in that order (Figure 6).
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Figure 6. Extent of indicator factors on implementation of strategic plan

4. Discussions

The study had set out to determine the effect of individual employee’s skills, management style and organization
culture on the strategic plans implementation. The study established that the staff in the various units in the
organizations had the proper skills to ensure the smooth implementation of policies as indicated by majority of
the respondents. The respondents reported that the institutions are updating their skills through training to avoid
redundancy. The respondents indicated that employee out-dated skills in the colleges are likely to inhibit the
implementation of strategic plans. These findings of the study are considered relevant and in concordance with
the study findings of Fulford (2005) and Shipton et al. (2005) who pointed out that the colleges that have
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empowered its employees with skills to perform their duties have realised tremendous growth in the achievement
of their college objectives and accomplishment of its mission. Fulford (2005) suggests that the colleges should
empower its employees with knowledge and skills by initiating training programs so as to enhance the
performance of the colleges.

The study also sought to establish the effects of management style on implementation of strategic plans. The
research findings indicated that a majority of the respondents were of the opinion that the management offers
support which affects the implementation of strategic plans. Most respondents pointed out that the management
in the colleges ensured the necessary resources for the strategic plans are available and thus promoting the
implementation process. When the management empowers the staff to enforce the policies the implementation of
the strategic plans is enhanced as indicated by the respondents. The management style in the colleges selected is
democratic in nature. According to Gupta (2008), the policies of the colleges concerning attainment of their
goals are crucial and how well strategic plans are implemented depend on how the managers handle the
implementation process. Rose and Kumar (2006) reported that organisation affects strategy implementation.

The study had also set out to establish the effects of colleges’ culture on strategic plans. The research findings
indicated that majority of the respondents were for the opinion that the colleges culture could lead to resistance
due to the fear of the unknown in the colleges thus affecting the strategic plans implementation. Majority of the
respondents were for the opinion that the colleges’ culture in the various organizations inhibits the introduction
of new strategic plans as reinforced by majority of the respondents. Other effects as identified by most
respondents were that the colleges’ culture places a gap of lack of procedures for implementing new plans and at
times influence the support by other stake holders.

The research findings also indicated that the three indicator factors had effects on implementation of strategic
plans. Of the three, organisation culture had the greatest impact, followed by management style and employees
individual skills in that order. This means that much effort should be geared towards proper culture cultivation
and change for successful strategic plan implementation.

5. Conclusion

The individual employee skills concerning the strategic plans, has an impact on the implementation process. The
college that empowers its employees with skills to perform their duties could realise tremendous growth,
performance and productivity. The management style of an institution has a significant impact on
implementation of strategic planning. The management style in the colleges should ensure that the necessary
resources and environment are available for strategic plans implementation. That the effects of colleges’ culture
on implementation of strategic plans are significant is evident. The institutions should develop a culture that
embrace positive changes for tremendous improvement in the execution of its duties and hence accomplishment
of the set objectives. The strengths of employees should be directed towards input for excellent performance in
the areas of implementation of colleges’ strategic plans.
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