International Journal of Science and Research (1JSR)
ISSN: 2319-7064
SJIF (2019): 7.583

Autocratic Leadership Style and Strategy
Implementation in Non-Governmental
Organizations in Uasin Gishu County, Kenya

Dr. Shitseswa E. Ayub

Masinde Muliro University of Science and Technology, Kenya

Abstract: An organization needs to constantly define its strategic plans, or its direction of operations, and making informed
decisions on allocating its resources to pursue its strategies. The purpose of the study was to determine the influence of
autocratic leadership style on strategy implementation in Non-Governmental Organizations (NGO) within Uasin Gishu
County. The study was guided by three theories which were resource dependency theory, organizational culture theory and
leadership theory. The researcher adopted descriptive survey research design. The study targeted a total population of 445 staff
comprising senior management, supervisors and support cadre from various NGOs within Uasin Gishu County. The study
findings may be important not only to NGOs in Eldoret, Uasin Gishu County but also to other managers in other sectors. It
would help them understand the factors influencing strategy implementation and how to overcome them. The results obtained
showed that autocratic leadership had high effect on strategy implementation with a coefficient of 0.488.
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1. Background to the Study

Strategy leadership in the management structures of
organizations has been identified as one of the possible
barriers to the effective implementation of strategy.
Subsequently, strategic leadership is also widely regarded as
one of the key drivers of strategy implementation (Barend,
2016). Implementing strategy poses the tougher more time-
consuming management challenge and practitioners are
emphatic in saying that it is a whole lot easier to formulate a
sound strategic plan than it is to implement. A well-crafted
and executed strategy has the potential of putting a firm on
the competitive roadmap and increases her chances of
success through superior performance. Unfortunately, most
organizations all over the world today, struggle with strategy
implementation to the extent that the past studies have
documented that organizations fail to implement between 60
and 80 percent of their strategic plans.

A survey in China in the health sector revealed that out of
the 100% surveyed organizations 83% organizations failed
in implementation of their strategy smoothly and only 17%
organizations were successful in implementation (Ansoff,
2007). The main reasons for strategy implementation failure
were improper monetization political influence, lack of
responsibility acceptance, idle human resources and
incremental budget rather than activity base budget. In Iran a
failure rate of 70% is reported and is attributed to unclear
strategy, non-acceptor organizational culture, resource
limitation, improper management team and divergent
organizational structure (Arumonyang, 2009).

Leaders in complex organizations are now responsible for
creating and nurturing conditions which will enable fast,
innovative adaptations to change. Indeed, leaders and
managers are responsible  for change strategy,
implementation, and monitoring, thus they function as
change agents. However, they must take into consideration
that there is a part of unknown, which they will never

control. As a result, the challenge of managing change is one
of the most essential and enduring roles of leaders while
current rapid organizational changes has made effective
leadership more imperative. Despite the numerous theories,
models, and multi-step approaches, leaders continue to lack
a clear understanding on the implementation of strategic
plans, its antecedents, effective processes or the ability to
successfully implement organizational change and how to
engage members in change initiatives, therefore this leaves a
gap that was fulfilled by the proposed study.

A study by Loveren, (2007) examined how employees’
perceptions  of  leadership,  decision-making, and
relationships are associated with their perception of a
development operations’ effectiveness in the University of
South Florida. The results indicated that employees’
perceptions  of  leadership, decision-making, and
relationships are strongly related to their perceived job
satisfaction, trust, commitment, and control mutuality and
consequently their perception of the development
operation’s effectiveness. The reviewed study surveyed
respondents via email while the proposed study surveyed the
respondents through face to face discussion using written
questions. Furthermore, the reviewed study examined how
employees’ perceptions of leadership, decision-making, and
relationships are associated with their perception of a
development operations’ effectiveness while the proposed
study established how leadership styles influences
implementation of strategies among NGOs in Uasin Gishu
County thus filling the gap.

A study carried out by Reilly, Caldwel & Self, (2010) in
South Africa sought to assess the effects of leaders'
alignment on strategy implementation. They established that
leaders behavior influences group and organizational
behavior, but we know less about how senior leaders ensure
that strategic plans is implemented as well as ensuring that
group and organizational members implement their
decisions. Furthermore, they found that it was only when
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leaders' effectiveness at different levels was considered in
the aggregate that significant performance improvement
occurred. Therefore, most of the NGOs have multiple layers
of leaders, implying that any single leader does not lead in
isolation. Hence, this study focused on how the consistency
of leadership effectiveness across hierarchical levels
influenced the implementation of a strategic initiative in
realization to vision 2030.

In Kenya, Chege (2018) carried out a study on the effect of
leadership styles on implementation of strategic plans in
Small and Medium Enterprises (SMEs) in Nairobi. The
study findings indicated that autocratic leadership had the
highest effect of implementation of strategic plans with a
coefficient of 0.488, followed by democratic leadership with
a coefficient of 0.384 and laissez faire with a coefficient
0.269. The reviewed study was on the effect of leadership
styles on implementation of strategic plans in Small and
Medium Enterprises (SMEs) whereas the proposed study
focused on the effects of leadership styles on the
implementation of strategies in Uasin Gishu County. Hence,
the proposed study seeks to assess how NGOs use leadership
styles to maximize strategy implementation.

A study was conducted by Koech and Namusunge (2012) on
the effect of leadership styles on performance of States
Corporation, a case of Mombasa, Kenya. One of the key
variables was laissez faire leadership, transactional and
transformational leadership style. The result of the study
showed that laissez faire leadership is not significantly
correlated to organizational performance. Based on the
findings the study recommended that manager should
discard laissez faire leadership by becoming more involved
in guiding their subordinates, managers should formulate
and implement effective reward and recognition system
during strategic plans implementation. The reviewed study
was on the effect of leadership styles on organization
performance but not on the strategic plans implementation
for the attainment of vision 2030 among NGOs within
Kisumu region hence, filling the gap.

In the society where information and knowledge are
expanding exponentially, a new model may assist leaders
which incorporate the stakeholders into the decision-making
process. Whether a leader is classified as a charismatic, a
shared, a distributive, a collaborative or an authoritative
leader, a new focus may be necessary in order to be
successful in the new global environment. The proposed
study is set to find out how these leadership styles influences
the implementation of strategies for the attainment of vision
2030 among NGOs in Uasin Gishu County.

Although NGOs in Eldoret develop grandiose strategies, the
implementation remains elusive. Today, organizations in
Kenya operate under increasingly competitive and an ever-
changing environment. In order to survive and deliver
services effectively, they require engaging in effective
strategic management process. Chege (2018) argued that all
organizations must grapple with the challenges of the
changing environment in which they operate. Hence, not
much attention has been given to the challenges of effective
strategy implementation among NGOs in Eldoret, Uasin
Gishu County in Kenya. This forms the basis of the study, to

seek and find out the influence of strategy leadership on
strategy implementation among NGOs in Eldoret, Uasin
Gishu County.

2. Theoretical Review

Theory X and Theory Y

According to McGregor (1960), theory X and theory Y
consists of two alternative set of assumptions. Theory X is
an authoritarian style of leadership where Theory X assumes
that employees find working unpleasant and usually avoid
working if possible. Employees in theory X must be directed
and even threatened to deliver in order to achieve the
organization goal. Theory X also assumes that employees
avoid responsibilities and the employees lacked motivation.
Theory Y is a participative style of leadership and theory Y
is more likely to have its roots in the recent knowledge of
human behavior. Theory Y says that threatening and
external controls are not the only ways to make people work
better to achieve organizational

This theoretical model relates to the research as it focuses on
two of the variables that were under study, that is, autocratic
leadership style (Theory X) and democratic leadership style
(Theory Y). However the research extended McGregor
theory’s contribution to knowledge by examining the effect
of Theory X and Theory Y on strategy implementation.

The Dynamic Capability View of the Firm

The Dynamic Capabilities View (DCV) of a firm which was
launched by David Teece in early 1990s is based on the
works of Teece and Barney (1991). The framework is an
advancement of the Resource-Based View (RBV) of the
firm which views resources as the key to superior
organization performance and competitive advantage. The
dynamic capability view is based on the concept that
organizations will always attempt to renew their resources in
a way that suits the changes taking place in a dynamic
environment. According to Teece et al. (1997), the dynamic
capability framework examines how firms are able to
integrate, build, and reconfigure their specific competencies
(internal or external) into new competencies that match
changes taking place in a turbulent environment.

The DCV framework is based on the assumption that firms
with greater dynamic capabilities will always outperform
those with smaller dynamic capabilities. Therefore,
operations in a dynamic environment call for firms to
continuously renew, re-engineer and regenerate their internal
and external firm’s specific capabilities in order to remain
competitive. Dynamic capabilities are hard to develop and
difficult to transfer because they are tacit and are often
embedded in a unique set of relationships and histories of a
firm. Ordinary capabilities, according to RBV, are about
doing things right whereas dynamic capabilities are about
doing right things at the right time based on unique
processes, organizational culture and prescient assessments
of the business environment and technological opportunities
surrounding a firm. Strong dynamic capabilities include
processes, business models, technology, and leadership
skills needed to effectuate high performance sensing,
seizing, and transforming an organization.
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This theory is relevant in this study because leadership skills
that govern how leaders behave faced by different
circumstances are dynamic in nature and resides in a
manager himself. The practices of these skills differ from
one organization and another and sometimes success is
largely attributed to the capabilities of leadership existing in
an organization at any one time. Organizational leadership,
being dynamic in nature, determines the kind and type of
strategies formulated, how the implementation process is
conducted and whether an organization succeeds or fails
based on commitments.

3. Empirical Review of Literature

Autocratic Leadership
Implementation

Bushardt, et al (2011) studied the relationship among
participative management style, strategy implementation,
success and financial performance in the food service
industry. The study was done in United Stated of America.
The measurements used were organizational structure, level
of involvement and implementation success. The findings of
the study were that higher levels of action plan
implementation success for restaurants firms were more
likely to use participation in decision making and plan
execution. Small firms are likely to use an approach with
greater participation than larger firms.

Style and Strategy

According to Kaplan and Norton (2010), a strategy is a set
of hypotheses about cause and-effect. In order to contribute
to alignment on either the input or the output side of
strategy, you must have a firm grasp of the major, time-
lagged, cause-and-effect relationships that link strategic
drivers and Critical Success Factors to strategic outcomes.
These relationships largely result from a somewhat
subconscious process that simply occurs when one has a
synthesizing mind and chooses to become immersed in both
the action and the data. Covey would categorize this process
as continuous sharpening of the saw.

The strategy literature claims that between 50% and 80% of
strategy implementation efforts fail, strategy execution is
commonly the most complicated and time-consuming part of
strategic management, while strategy formulation is
primarily an intellectual and creative act involving analysis
and synthesis. Thus, it is important to study the properties of
successful strategy implementation. The implementation of
strategies was a key driver of the emergence of strategic
management in late 20" century (Cater, & Pucko, 2010). A
study by Egelhoff, (2001) investigated whether
organizations are looking for great strategy or great strategy
implementation by analyzing Asian firms that have
competed successfully by focusing on the implementation of
not so distinctive strategies instead of attempting to develop
unique strategies.

By comparing US and Japanese semiconductor industries, a
study by Egelhoff (2001) established that the frequent
repositioning of American firms had a greater impact on
other American companies and a lesser impact on Japanese
firms that are busy implementing their long-term product
line and market segment strategies. According to Zaribaf, &
Bayrami, (2010) the majority of large organizations had

problems with strategy implementation. The literature
supports the view that unlike strategy formulation, strategy
implementation cannot be achieved by top management
alone; it requires the collaboration of everyone inside the
organization and, on many occasions, parties outside the
organization. While formulating a strategy is normally a top-
down endeavor, implementing it requires simultaneous top-
down, bottom-up, and across efforts.

The challenges of strategy implementation are illustrated by
the unsatisfying low success rate (only 10 to 30 percent) of
intended strategies (Gerald, AdamCobb (2010). The primary
objectives are somehow dissipated as the strategy moves
into implementation and the initial momentum is lost before
the expected benefits are realized.  Successful
implementation is a challenge that demands patience,
stamina and energy from the involved managers. The key to
success is an integrative view of the implementation process.
Awino (2007) identified four challenges areas affecting
successful strategy implementation. Awino, (2007 indicated
lack of fit between strategy and structure; inadequate
information and communication systems; and failure to
impart new skills. He identified most challenges as
concerning connecting  strategy =~ formulation  to
implementation; resource allocation; match between
structure with strategy; linking performance and pay to
strategies; and creating a strategy supportive culture.

Murigi (2013) conducted a study on influence of head
teachers’ leadership styles on pupils’ performance in
Muranga, Kenya and one of the leadership style variables
was autocratic leadership style. The measures used in
autocratic leadership were punishment, task oriented,
commands and supervision. According to findings of the
study autocratic leader focused in their managerial role as
they were task oriented (mean = 4.9) and getting things done
(mean=4.2). The study observed that the autocratic leader
motivated the staff through punishment. The study revealed
that autocratic leadership was the least significant in
influencing performance.

This study focused on the three main leadership styles
according to Avolio & Bass definitions (2004). The
transformational leadership style is the process in which
leaders change their associates’ awareness of what is
important, and move them to see themselves and the
opportunities/challenges of their environment in a new way.

These leaders proactively seek to optimize organizational
innovation and development at individual, group and
organizational levels Secondly, the transactional leadership
style exhibits behaviors associated with constructive and
corrective transactions. The constructive style is labeled
Contingent Reward while the corrective style is labeled
Management-by-Exception. Transactional leadership defines
expectations and promotes performance to achieve these
levels and thirdly, the passive/avoidant leadership style is
more passive and "reactive” in nature. It does not respond to
situations and problems systematically and has a negative
effect on desired outcomes expected by the leaders. It is
similar to laissez-faire leadership styles - or "no leadership
at all”.
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Teece (2014) underscored the importance of leadership
styles by stating that a leader must possess superior skills
required to effectuate high performance through sensing,
seizing, and transformation. A strong leadership skill is an
important dynamic capability required to drive superior
performance in organizations operating in a dynamic
environment that characterizes organizations today.
Thompson and Strickland (2007) further stated that strategic
leadership keeps organizations innovative and responsive by
taking special plans to foster, nourish and support people
who are willing to champion new ideas, new products and
product applications.

Barend (2016) identified leadership in an organization as
one of the main factors influencing strategy implementation
by providing a clear direction, up to date communications,
motivating staff and setting up culture and values that drives
organizations to better performance. Galbraith and Schendel.
(2002) identified various roles played by leaders during
strategy implementation process and classified them as a
commander (a leader who attempts to formulate an optimum
strategy), an architect (a leader who tries to designs the best
way to implement a given strategy), a coordinator (a leader
who attempts to involve other managers to get committed to
a given strategy, a coach (a leader who attempts to involve
everybody in the strategy implementation efforts) and a
premise-setter (a leader who encourages other managers to
come forward as champions of sound strategies).

A study in South Africa concluded that leadership and
especially strategic leadership’s role of providing direction
during strategy implementation is important in influencing
organization performance (Jooste, & Fourie, 2009). Noble
and Mokwa (2009) found out that manager’s commitment to
strategy (which refer the extent to which a manager
comprehends and supports the goals and objectives of a
strategy) and individual manager’s role performance (the
degree to which a manager achieves goals and objectives of
a particular role) positively influences the success of
strategy implementation effort and performance in an
organization. Bourgeois and Brodwin (2008) identified a
variety of leadership styles which are practiced by leaders
during strategy implementation and found out that
leadership approaches to strategy implementation varies
from being an autocratic leader to a more participative style
that involves active engagement of various stake holders in
the implementation process.

According him, the five main categories of leadership styles
practiced during strategy implementation include
commander, collaborative, coercive, cultural, and
organizational change. Ling et al. (2008) identified that
there is a significant relationship between transformational
CEOs and NGOs strategy implementation. Aziz et al. (2013)
tested the three most common leadership styles commonly
practiced by NGOs which include the transactional,
transformational, and passive avoidant (Laissez-faire)
leadership styles and found out that among the three
leadership styles, the transformational leadership has the
highest influence and is directly related to the performance
in NGOs strategy implementation. The findings are
consistent with a study by Naeem & Tayyeb (2011) in
Pakistan which found a positive correlation between the

transformational leadership style and NGOs strategy
implementation and a weak positive correlation between
transactional leadership style and NGOs strategy
implementation.

Daft (2011) indicate that the selection of the top leader of an
organization is determined by the success and competitive
advantage of the organization. Strategic and top leaders have
the responsibility of understanding their organization
environment considering what may happen in their next
years. This is because strategic leaders are key people that
look forward to a set of direction for the future pushing their
employees to move in the same direction (Marriott et al.
2014). However, strategic leaders have encountered
problems of strategic planning in the area of strategy
implementation. Implementing a strategy has proven to be
more difficult than formulating a consistent strategy which
has been seen to be fairly easy (Hrebiniak, 2006). To deal
with these challenges in strategy implementation backing it
up with effective leadership is very important (Allio, 2005).
Dinwoodie (2013) adds that identifying and focusing on
leadership challenges of an organization is facing, is key in
leading strategically.

According to Pearce and Robinson (2005), strategy
implementation is part of strategic management which also
includes strategy formulation and control of plans. Strategic
management is viewed as a set of decisions and actions
designed to achieve an organization’s mission, Vvision,
strategy and strategic objectives within the business
environment they operate. Thompson and Strickland (2003)
adds that strategy process that turns a formulated strategy
into actions ensuring the vision and mission of the
organization is achieved as planned. This is also backed up
by Schein and Edgar (2004) who indicate that strategy
implementation as the most significant management
challenge that most corporations.

Speculand (2014) stated that strategy implementation
provides a competitive advantage for organizations and it is
essential for them to bridge their current strategy
implementation gaps. Strategy gaps are missing steps seen to
exist in most organizations. Strategy gaps are seen as a
threat to the future performance of organizations seen to
impact to the efficiency and effectiveness of senior
executives and their management team (Hamel and
Prahalad, 2003). Oracle is one organization that adopted a
program called leading to win that supported its leaders to
implement strategy bridging their strategy implementation
gaps. The program focused on the leaders learning the skills
of collaboration and implementing strategy and the leaders
were able to execute their strategies well after the training
(Speculand, 2014).

Autocratic leaders are usually rigid in their thinking and
perceptions. They believe that employees have minimal
abilities and capabilities and need close supervision and
direction, and that controls are needed to assure their
compliant behaviour. The autocratic leaders believe their
style is highly efficient. According to Ronald (2011), this
style of leadership results in minimal or no innovation, and
virtually no personal or organizational change, growth and
development. Cooperation, commitment and achievement
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are stifled. Most individuals are familiar with the autocratic
leader because such leaders are prevalent even today. It is
generally not considered one of the best methods of
leadership; however, the autocratic leader definitely is the
preferred style in the military, police, and other
organizations where individuals may be in dangerous
situations.

4. Methodology

This research employed descriptive survey research design
that describes the phenomena in its natural setting without
interferences. There are a total of 35 NGOs in Eldoret
town. However the target population of this study consisted
of NGOs based in Eldoret and operating in the sectors of
Youth (Family Care Health Options Kenya), Relief (Kemar
Relief and Development Organization (KERDO), Micro-
Finance (Micro-farming Development and management
Centre), Welfare (Joyful Women) and Health (AMPATH).
The main reason for this choice of 5 NGOs was that those
NGOs in Eldoret were most likely to exhibit all or most of
the strategic implementation processes studied. The choice
of the five NGOs is that they have a well-established
structure and strategies. Also the findings from the five
NGOs would be generalized to other NGOs because they
operate under the same environment. A total population of
445 from the management, supervisors and support staff was
targeted.

5. Research Findings

From the 102 questionnaires that were administered, 100 of
them were duly filled and returned representing response
rate of 98%. This researcher sought to find out the
leadership style which respondents thought was most
effective in the strategy implementations.

From the responses, the most effective leadership style was
democratic chosen by the majority 80 (80%) of respondents,
while authoritarian style and laissez faire each scored 10%.
The leadership styles included in the study was subjected to
descriptive analysis as a test of effects on company
performance where the respondents were asked in their
opinion to indicate leadership style that would lead to the
most effective implementation of strategies in their NGOs.
The majority of the respondents selected democratic style to
others. The findings have confirmed that various
management styles are favored by organizations for their
effective implementation of strategies and they are in line
with findings of scholars such as Mintzberg (2004) who
concluded that different leadership styles exist in
organizations for effective strategy implementations.

Influence of Management
Implementation among NGOs
The study sought to determine the extent to which various
management styles influence strategy implementation
among NGOs The respondents were therefore asked to
indicate their level of agreement with the following
statement based on; SA Strongly Agree; A Agree; D
Disagree; U Undecided SD strongly disagree, while for the
sake of mean interpretation, 5= SA Strongly; 4=A Agree; 3=
D Disagree; 2=U Undecided 1=SD. Table 2 shows the
response.

Styles on  Strategy

Table 1: Influence of Management Styles on Strategy Implementation among NGOs

Statement

SA A U D SD | Mean

implementation of the strategic plans

My leaders have skills and abilities required to ensure effectiveness in the

6(6%) | 3(3%) |0(0%)|43(43%)| 48(48%)| 2.185

of the strategic plans

My leaders creates and nurtures conditions which will enable fast implementation

17(17%) | 14(14%)| 5(5%) | 35(35%)| 29(29%) | 3.204

enhances implementation of the strategic plans

My leaders has ensured transformational change in the Organization that has

16(16%) | 14(14%)| 3(3%) | 31(31%)| 3(3%) |3.852

to successfully implement organizational change

My leaders have clear understanding on the strategy implementation or the ability

33(33%) | 21(21%) | 5(5%)| 25(25%)| 16(16%)| 3.926

My perceptions of leadership and decision-making affects my commitments into

0, 0, 0, 0, 0,
the implementation of the strategic plans 49(49%) | 31(31%) | 2(2%) | 10(10%) | 8(8%) |4.648
The fact that whether a leader is classified as a charismatic, a shared, a
distributive, a collaborative or an authoritative leader, a new focus may be 57(57%)| 38(38%) | 0(0%)| 5(5%) | 0(0%) |4.759

necessary in order to successfully implement strategic plans

Leaders’ behavior influences group and organizational behavior

46(46%) | 30(30%)| 3(3%) | 10(10%)| 11(11%)| 4.574

Source: Survey Data 2020

According to the findings in Table 2; the results indicated
that majority of the leaders (91%) in NGOs in Uasin Gishu
County do not have skills and abilities required to ensure
effectiveness in the implementation of the strategic plans
while only 9% of the respondents agreed that their leaders
have skills and abilities required to ensure effectiveness in
the implementation of the strategic plans. In addition, 32%
of the respondents agreed that their leaders creates and
nurtures conditions which will enable fast implementation of
the strategic plans while 63% of the respondents disagreed
with their colleagues.

Furthermore, the findings established that 67% of the leaders
in NGOs within Uasin Gishu have not ensured
transformational change in the organization that has
enhances implementation of the strategic plans despite the
fact that 30% of the respondents supporting that the leaders
in NGOs within Uasin Gishu have ensured transformational
change in the organization that has enhances implementation
of the strategic plans. On the other hand, nearly half; 41% of
the leaders lack clear understanding on the strategy
implementation or the ability to successfully implement
organizational change while only 54% of the respondents
believed that their leaders have clear understanding on the
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strategy implementation or the ability to successfully
implement organizational change.

Majority of the respondents; 81% affirmed that their
perceptions of leadership and decision-making affects their
commitments into the implementation of the strategic plans
while 17% were on the contrary opinion meaning that their
perceptions of leadership and decision-making do not affect
their commitments into the implementation of the strategic
plans. Another influence of leadership styles on the
implementation of the strategic plans in NGOs in Uasin
Gishu County was on the classification of leadership styles.
Nearly all the respondents; 95% agreed to the fact that
whether a leader is classified as a charismatic, a shared, a
distributive, a collaborative or an authoritative leader, a new
focus may be necessary in order to successfully implement
strategic plans. Moreover, the findings confirmed that
majority of the respondents; 70% agreed to the statement
that leaders’ behavior influences group and organizational
behavior whereas only 21% of the respondents disagreed.

Effects of Autocratic Leadership Style on Strategy
Implementation

The study sought to determine the extent to which autocratic
leadership style influences strategy implementation among
NGOs in Uasin Gishu County and the results were as shown
in Table 3.

Table 2: Effects of Autocratic Leadership Style on Strategy
Implementation

Statement Mean| Std. Dev

Leader’s supervision improves implementation

of strategies 42 | 0223

The management being in control of the
organizations’ operation improves 4.0
implementation of strategies

0.471

The management is entitled to decision making
without consultation thus improving 3.9
implementation of strategies

0.561

The use of punishment on employees by the

management improves implementation of 3.7 0.374

strategies

Source: Survey Data 2020

Autocratic leadership style looked at how organizations’
focus on task orientation improved strategy implementation.
The results had a mean of 4.2, with high supervision
improved strategy implementation, manager being in control
of  organization’s operation improved strategy
implementation, the results had a mean of 4.0, decision
making by the owner without consultation improved strategy
implementation with a mean of 3.9 and use of punishment
on employees improved strategy implementation with a
mean of 3.7. This finding agrees with Murigi (2013), who
conducted a study on influence of autocratic leadership style
on performance.

According to Murigi (2013) autocratic leadership style
involves the application of punishment, task oriented,
commands and supervision. This implies that autocratic
leader focuses in his managerial role and getting things
done.

Qualitative Data

Qualitative data from interview was analyzed thematically.
On the relationship between the leadership and the
implementation of strategies, a number of respondents were
of the view that leadership greatly affects the strategy
implementations. This statement concurs to qualitative
findings where one of the Human Resource Managers
affirmed that,

‘I think one of the challenges affecting our NGOs is due
to the lack of adequate knowledge and skills that would
rather help in strategy implementations’ (Manager 4).

Manager 1 said that,

‘[ believed that as a leader I should create conducive
environment that can raise other leaders which | think |
have been in the forefront of doing that and this has
improved our implementation techniques as far as
strategic plans is concerned’.

The findings are in contrast to the sentiments echoed by
Kanter, Stein, & Jick, (2012) who found that leaders have
skills, abilities required for effectiveness in change
implementation. Leaders in complex organizations are now
responsible for creating and nurturing conditions which will
enable fast, innovative adaptations to change. However,
qualitative findings are concurrent to the findings by Kanter,
Stein, & Jick, (2012).

One of the challenges that we face as leaders is that,

‘Majority of our employees have negative attitude when
it comes to the strategic plan implantation activities and
this has derailed implementation’, said by manager 4.

The results concurred to the study by Loveren (2007) whose
results indicated that employees’ perceptions of leadership,
decision-making, and relationships are strongly related to
their perceived job satisfaction, trust, commitment, and
control mutuality and consequently their perception of the
development operation’s effectiveness.

In addition, one of the manager quoted that,

‘[ think our leaders posses different leadership styles
where you find that some are charismatic, democratic
and even some are dictators and this influence strategy
implementation activities’, manager 8.

Similarly, Ballantyne (2010) established that whether a
leader is classified as a charismatic, a shared, a distributive,
a collaborative or an authoritative leader, a new focus may
be necessary in order to be successful in the new global
environment.

Manager 7 also added that,

‘Any  leadership styles influences strategic plan
implementation and therefore it is upon the individual
leaders to acquire and practice leadership styles that will
enhance implementation of the strategic plans,’
Moreover, manager 10 stated that, | think that most of the
leaders in NGOs have not allowed for transformational
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change and this has seriously affected strategy
implementation.

The results are in contrast to Kanter, Stein, & Jick, (2012)
who found that in today's business world, organizations that
support and implement continuous and transformational
change remain competitive.

Furthermore, one manager said that,
‘Leaders are the role models within various NGOs and
that their behaviors will in one way or the other affects
implementation of strategies and strategic planning
activities,” manager 3.

The findings are in agreement to the study by Reilly,
Caldwel and Self (2010) who established that leaders’
behavior influences group and organizational behavior.

One of the manager also had the opinion that majority of the
leaders have adequate knowledge in the implementation of
strategies is only that they do not have time to ensure
effective implementation activities (manager 2). The
findings are consistent to the sentiments by Kanter, Stein, &
Jick (2012) who also affirmed that leaders continue to lack a
clear understanding on the strategy implementations, its
antecedents, effective processes or the ability to successfully
implement organizational change and how to engage
members in change initiatives.

6. Summary of the Findings

The finding of the study established that autocratic
leadership affect the strategy implementation at the in NGOs
in Uasin Gishu County where senior management makes
almost all of the decisions, junior members of staff are rarely
trusted with decisions or important tasks while leaders in the
organization dictate all the work methods and processes. The
findings of the study also established that in NGOs in Uasin
Gishu County tend to be highly structured and very rigid,
rules are important in the organization and tend to be clearly
outlined and communicated and that creativity and out-of-
the box thinking tend to be discouraged. The findings of the
study also indicated that the leadership is hands-off with
minimal direction and supervision from the manager to the
staff, there is very little guidance from leaders and that there
is complete freedom for junior staff to make decisions. The
study indicated that leaders provide the tools and resources
needed and that power is handed over to the subordinate, yet
leaders still take responsibility for the groups’ decisions and
actions and that junior staff members are expected to solve
problems on their own.

The study further revealed that the applicability of autocratic
leadership was least felt and this confirmed the work of
Murigi (2013) that found that autocratic leadership has the
least influence on performance

7. Conclusions

Majority of the leaders in NGOs in Uasin Gishu County do
not have skills and abilities required to ensure effectiveness
in the implementation of the strategic plans. Leaders in
NGOs within Uasin  Gishu have not ensured

transformational change in the Organization. Moreover,
more than half of the leaders lack clear understanding on the
strategy implementation process or the ability to
successfully implement organizational change. Finally,
leaders’ behavior influences group and organizational
behavior influences strategy implementation in the NGOs.
This study established that autocratic leadership style had
high effect on strategy implementation of strategic plans.

References

[1] Allio. N (2005). Performance of Small-to Medium
Sized firms: Does organizational context matter?
Journal of Applied Psychology page 93(4) 923-934.
DOI: 10.1037/0021-9010.93.4.923

[2] Ansoff, H.I. (2007) Implanting Strategic Management,
Prentice Hall, Cambridge, United Kingdom.

[3] Arumonyang, Y. (2009). Strategy implementation in
commercial banking in Kenya

[4] Avolio, BJ. & Bass, B.M. (2004). Multifactor
Leadership Questionnaire. Mind Garden, Inc., (17)
22&36. pp.4

[5] Awino, Z. B. (2007). Purchasing and Supply Chain
Strategy: Benefits, Barriers and Bridges. An
Independent Conceptual Study Paper in Strategic
Management, School of Business, University of
Nairobi September 2002.

[6] Aziz, R. A.,, Mahmood, R., & Abdullah, M. H., (2013).
The effects of leadership styles and entrepreneurial
orientation on the business performance of SMEs in
Malaysia. The IBEA International Conference on

Business, Economics and Accounting-Bangkok,
Thailand
[7] Babbie, S. (2015). Records Management and

Archives: Finding Common Ground. The Information
Management Journal, 39(2), 24-29.

[8] Ballantyne, S. (2010). Leadership decision-making
utilizing a strategic focus to enhance global
achievement, Journal of Management and Marketing
Research, volume 3, number 4, pages 57-58

[9] Barend, J. F. (2016, February 16). The Role of
Strategic Leadership in Strategy Implementation.

[10] Beatth, K. (2010). Forbes.com.

[11] Bourgeois, L. & Brodwin, D., (2008). Linking
planning and implementation. Wit, B. de/Meyer, R.
682-691.

[12] Bushardt, S.C., Glascoff, D.W., & Doty, D.H. (2011).
Organizational Culture, Formal Reward Structure,
and Effective Strategy Implementation: A Conceptual
Model.  Journal of  Organizational  Culture,
Communication and Conflict. 15(2):57-71.

[13] Cater, T., & Pucko, D. (2010). Factors of effective
strategy implementation: Empirical evidence from
slovenian business practice. 207-237

[14] Chaudhry H, & Javed, M (2012), service marketing
management, a strategic perspective Wess Sussex:
John willey& sons.

[15] Chege, A. N, (2018). Effects of Leadership Styles on
Implementation of Organization Strategic Plans in
Small and Medium Enterprises in Nairobi.
Management and Administrative Sciences Review
Volume 4, Issue 3 Pages: 593-600.

Volume 9 Issue 11, November 2020

WWW.ijsr.net
Licensed Under Creative Commons Attribution CC BY

Paper ID: ART20199721

DOI: 10.21275/ART20199721 283



International Journal of Science and Research (1JSR)
ISSN: 2319-7064
SJIF (2019): 7.583

[16]

[17]

[18]

[19]

[20]

[21]

[22]

[23]

[24]

[25]

[26]

[27]

[28]

[29]

[30]

[31]

[32]

[33]

[34]

David, G.F. (2004). Organization: rational and open
system (5" edition), Prentice hall.

David, N (2004): An introduction to business and its
environment

Dinwoodie, D. L., Quinn, L., & McGuire, J. B. (2014).
Bridging the Strategy/Performance Gap: How
Leadership Strategy Drives Business Results. Journal
of Managent 1-20.

Drazin, R. and Howard, P. (2002). Strategy
implementation: a technique for organizational design,
Journal of Management Studies, 34 (3), 465-85. 48
Egelhoff, W.G (2001). Great strategy or great strategy
implementation: two ways of competing in global
markets. Sloan management Review, 34 (2), 37-50.
Espy T.H. (2012). Determinants of strategy
Implementation in the Ministry of Lands, Thika,
Kiambu County Kenya. International Journal of
Education and Research. 3(12): 296-312.

Galbraith, C. & Schendel, D. (2002). An empirical
analysis of strategy types, Strategic Management
Journal, 4, 153-73.

Gerald F. Davis, AdamCobb (2010).Resource
dependency theory: past and future, research in the
sociology of organizations, 28:21-42.

Guth, W.D., & MacMillan, I.C. (2006) Strategy
Implementation versus Middle Management Self-
Interest, Strategic Management Journal, 7: 313-327.
Hambrick, D.C., & Cannella, A.A. (2003). Strategy
implementation as substance and selling: Academy of
Management  Executive.  Strategic =~ Management
Journal, 3. (November), 278-85.

Hrebiniak, L.G. (2005). Making Strategy Work:
Leading Effective Execution and Change. New Jersey:
Wharton School Publishing.

Jooste, C., & Fourie, B. (2009). The role of strategic
leadership in effective strategy implementation:
Perceptions of South African strategic leaders; South
African Business Review 13(3)

Kanter, R. M., Stein, B. A., &Jick, T. D. (2012). The
challenge of organizational change: How companies
experience it and leaders guide it. New York: Free
Press.

Kaplan, R.S., & Norton, D.P. (2010). The Strategy-
Focused Organization, Boston MA:Harvard Business
School Press.

Kaplan, R.S., Norton, D.P. (2001). Building a strategy
focused organization, Harvard Business Review, 71,
134-42.

Koech, P., &Namusunge, G. S. (2012). Effect of
leadership styles on organization performance at State
Corporation in Kenya. International Journal of
Business and Commerce, 2(1), 1-8.

Koech, P., &Namusunge, G. S. (2012). Effect of
leadership styles on organization performance at state
corporation in Kenya. International Journal of
Business and Commerce, 2(1), 1-8.

Kothari CR (2004) Research Methodology Methods
And Techniques Revised edition 2" ed, New age
international publishers, New Delhi.

Ling, Y., Simek, Z., Lubatkin, M.H., & Veiga, J. F.
(2008). The impact of Transformational CEOs on
strategy implementation. New age Publishers.

[35]

[36]

[37]

[38]
[39]
[40]

[41]

[42]

[43]

[44]

[45]

[46]

[47]

[48]

[49]

[50]

[51]

[52]

Loveren, R. V. (2007). The Effects of Decision-Making
and Leadership Styles on Relationships and Perceived
Effectiveness in the University Development Context,
Published PhD thesis, University of South Florida
Mapetere, D., Mavhiki, S., Nyamwanza, T., Sikomwe,
S., & Mhonde, C. (2012). Strategic Role of Leadership
in Strategy Implementation in Zimbabwe's State
Owned Enterprises. International Journal of Business
and Social Science, 271-276.

Marriott, J. R., Du Plessis, A. J., Manichith, P., &
Sukumaran, S. (2014). Some Key Capabilities for
Strategic Leaders in LAO Commercial Banking Sector
to Maximize Competitive Advantage. 1-19.

McGregor, D. (1960). The Human Side of Enterprise.
New York: McGraw-Hill.

Mcleod, A. (2008). Leadership models in the pacific.
SSGM Discussions paper 2008/6.

McNamara, R. (2008). The present future: six tough
questions for the church (Vol. 47). John Wiley & Sons.
Mintzberg, H. (2003). Structure in Fives: Designing

Effective Organizations, Prentice-Hall, Englewood
Cliffs, NJ. 49.
Mugenda, O. M. & Mugenda, A. G. (2003).

Research Methods: Quantitative and Qualitative
Approaches. Nairobi: African Centre for Technology
Studies (ACTS) Press.

Naeem, H., & Tayyeb, M.R. (2011). The Influence of
the SMES Top-Level Managers’ Leadership Styles and
Their Entrepreneurial Orientation on the Business
Performance.

Noble T & Mokwa, F. (2009) “Towards A Strategy
Implementation Framework” International Journal of
Contemporary Hospitality Management, page 13, 327
-338.

Noble, C.H., & Mokwa, M.P. (2009). Implementing
Marketing Strategies: Developing and Testing a
Managerial Theory. Journal of Marketing, 63, 57-73
Northouse, .W (2007). National Board Strategic
Planning Workshop Report.

Ogbeide K & Harrington, F. (2011). A framework to
Implement Strategies in Organizations Management.
Decisions, page 41, 1-9.

Okwu, A. T., Obiwuru, T. C., Akpa, V. O. &
Nwankwere, 1. A. (2011). Effects of Leadership style
on Organizational Performance: A survey of selected
small scale enterprises in lkosi-Ketu Council
development Area of Lagos State, Nigeria. Australian
Journal of Business and Management Research. 1 (7)
100-111

Pearce, J.A. & Robinson, R.B. (2007).Strategic
Management: Implementation and Control, 3rd
edition, Boston: Richard D. Irwin McGraw-Hill, USA.
Porter, M. E. (2008). Competitive strategy: techniques
for analyzing industries and competitors, New York
:free press

Reilly, A. C., Caldwel, D. F. & Self, W. (2010). How
leadership matters: The effects of leaders' alignment
on strategy implementation. The Leadership Quarterly
21 (2) 104-113.

Reilly. Caldwel & Self (2010). Creating and
implementing your strategic plan: A workbook for
public and nonprofit organizations, 2nd edition.

Volume 9 Issue 11, November 2020

WWW.ijsr.net
Licensed Under Creative Commons Attribution CC BY

Paper ID: ART20199721

DOI: 10.21275/ART20199721

284



International Journal of Science and Research (1JSR)
ISSN: 2319-7064
SJIF (2019): 7.583

[53]

[54]

[58]

[56]

[57]

[58]

[59]

[60]

[61]

[62]

[63]

Robbins . W. (2007). Fundamentals of Management.
7" edition, Cengage South Western Publishers (USA)
Ronald. D. (2011) A contingency approach to strategy
implementation at the business-unit level: Integrating
administrative mechanisms with strategy. Academy of
Management Journal, 31 (4), 828-853.

Rousson, Gasser and Seifer, 2012)The use and impact
of communication media in purchasing and supply
management, the journal of supply chain management,
issue summer, 25-39.

Saunders, M. N. (2011). Research methods for
business students, 5/e. Pearson Education India.

Schein and Edgar (2004). Organization culture and
leadership: a dynamic view. San Francisco,C A.
Jossey Bass.

Speculand (2014). Organization: rational and open
system (5th edition). prentice Hall .

Teece, D.J. (2014). A dynamic capabilities-based
entrepreneurial theory of multinational enterprise.
Journal of International Business Studies 45, 8-37
Thompson, A. A., Strickland, A.J., & Gamble, J. E.
(2007). Crafting and Executing Strategy — Texts and
Readings. (15th Ed.). New York: McGraw-Hill Irwin.
Wambui C. (2006) Strategic Management Practices: A
Kenyan Perspectives; Applications and Cases.
Nairobi: Lelax Global (K) Ltd.

Warrilow, (2012). The strategic addictive effects of
transformation. Strategic management journal. 3, 2.
Zaribaf, M., & Bayrami, H. (2010).An effective factors
pattern affecting implementation of strategic plans
academic and business research institute.

Paper ID: ART20199721

Volume 9 Issue 11, November 2020

WWW.ijsr.net
Licensed Under Creative Commons Attribution CC BY

DOI: 10.21275/ART20199721

285





