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ABSTRACT 

The performance of organizations is directly impacted by organizational culture and 

strategy implementation. Values and beliefs are roots of organizations culture which 

end up on developing strategies and its implementations through identify weakness 

and its opportunity which may lead to identifying the value of the organization. The 

study aimed at assessing the impact of the culture of the organization on strategy 

implementation in non-government organizations in Tanzania. This paperwork was 

guided by the following objectives: 1) to determine how organizations norms and 

beliefs affect strategy implementation in organizations, 2) to find out the influence of 

communication model and style in the strategy implementation in organizations, to 

examine the contribution of organization principles on strategy implementations in 

organizations and analyzing the extent to which organization practices influence 

strategy implementations in organizations. A descriptive research design was 

employed using 50 respondents with questionnaire as data collecting tool. The study 

found that organizations norms and beliefs have a significant influence on strategy 

implementations (β = 0.335; p =.015). The communication model and style are 

significantly shown to influence strategy implementation in organizations (β = 3.045; 

p =.001). The organization principles have a significant contribution to strategy 

implementations in organizations (β = 3.020; p =.010). Organization daily practices 

have a significant contribution to strategy implementations in organizations (β = 

2.020; p =.000). It is recommended that organizations and firms stakeholders should 

appreciate the importance of organization culture in strategy implementation and in 

the general performance of their firms, administrative management has to monitor 

and evaluate strategy progress in regular basis and provide timely feedback in order 

to take corrective measures. Managers have to be involved in the decision of the 

implementation and satisfactory communication between all parties is important for 

fruitful implementation as effective communication lead to better performance. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background Information 

Strategy plans and implementations it becomes very important across the entire 

world and various sectors seem to adopt it and this is because it focusses on 

increasing organization performance and its effectiveness (Thompson, 2007). A 

strategy integrates the goals of the organization‟s, policies and sequence of actions 

into a cohesive whole. It is the leader‟s compass for running an organization. 

According to Thomson (2007), the concept of managing strategies and its tools have 

given priority because seems to rise the capability of an organization and enhance 

reaching the goals of the organization.  

After many researchers realize the contribution of strategic management concept for 

past decades organizations starts using the concept of strategic management because 

it has seen its contributions to performance, both public and private sectors start to 

adopt this idea. According to Hunger (2002), the process of putting organizational 

policies by developing actions plans is what we call strategy implementation are 

important phases in strategic management and the ways in which strategy is created 

and the way strategies are carried out and strategy evaluations. 

Every organization has its own unique practices that differentiate it from others, the 

same as done by individuals. This unique personality is termed as the organization 

culture. The organization may be described as “pattern of shared basic assumptions 

that a group learns as it solves its problems of external adaptation and internal 

integrations that have worked well enough to be considered valid and, therefore, to 

be taught to new members as the correct way to perceive, think and feel in relation to 

those problems” (Mutai, 2015). In his study Mutai (2015), the culture of an 

organization is one of the significant factors that can make difficulties of formulated 

strategies.  

Mutai (2015) argued that organization now days realize culture as an important asset 

that may increase organization performance. Strategic formulation and 

implementation make a result of future development of the organization. During 

strategic formulation, all requirements are prepared including the capital, human 
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resources, organization structure and others. Currently, in some organization, some 

complaints raise that there are no matches of reconciliations of the strategic planning 

process and implementations. Based on McNamara (2011), strategies developed they 

are not using and end up to be collected as dust. 

Moreover, firms create strategic plans but its implementations do not follow the 

planned schedule. Achievement in the strategy implementation of the plans is not 

guaranteed by effective strategic formulation alone (Mutunga, 2017). As significant 

as the strategy implementation may be, its exceedingly challenging since its 

realization involves the whole organizations, including the key stakeholders. 

Employees as one of the stakeholders must be aware of the strategy and know the 

worth, they will gain in participating in implementation. Thus, based on Miller 

(2002), it is only 10% of strategic plans are successfully executed whereas 90% of 

the strategy the organization formulated stacked and end up failing in its 

implementations (Bryson, 2018).  

1.2 Problem Statement  

The concept of the culture of the organization and implementation of the strategy has 

an explicit impact on the performance of organizations. Needle, 2004) and Akinyi 

(2015) added that organizational culture embraces collective behavior of people who 

are part of an organization and it is formed by the organization values, visions, 

norms, working language, structures, codes, beliefs and customs. Thus, Denison, 

(2009) asserted that organizational culture significantly influences the process of 

strategy implementation in an organization. Besides, the literature supports the view 

that 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 (Jacobsen, 2012). According to Ahmadya 

et al. (2016), implementation of the strategy is affected by variables such as human 

resources, the use of technology, the structure of the organization and its leadership 

that are part of organizational culture. Mushtaq (2011) in his study end up with 

conclusions‟ that organizational cultural traits have a contribution to organizational 

effectiveness. The study by Obosi (2010) concluded that cultural values in 

commercial banks greatly influence and inspires employees since they are sensible 

and express future prospects. 
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However, Maika and Wachira (2020) explain that the majority of large organizations 

had problems with strategy implementation. Klein, (2011) argues that empirical 

research has proved that there is a relationship of interdependence and influence 

between the company strategy and its organizational culture. In East Africa, 

however, there is a paucity of studies on the organization culture and strategy 

implementation. Aos (2002) proposed that good strategies are only valuable if they 

are well implemented.  Moreover, the claim that the culture of the organization has 

an impact in implementing strategy in an organization is based on one side only, so 

the situation is still alarming, thus opening a window for this study. In this regard, 

there is tiny empirical evidence that shows the effect on strategy implementation 

towards organizational culture to the non-government organization in Tanzania. 

Therefore, the main purpose of this study is to establish the degree to which strategy 

implementation is impacted by the organization culture in the non-government 

organization in Tanzania using lessons of Elizabeth Glaser pedantic aids foundation. 

1.3 Objectives of the Study 

1.3.1 General Objective 

To assess the impact of organizational culture on strategy implementation in the non-

government organization in Tanzania 

1.3.2 Specific Objectives 

i. To determine how organizations norms and beliefs affect strategy 

implementation in organizations. 

ii. To find out the influence of the communication model and style in the 

strategy implementation in organizations. 

iii. To examine the contribution of organization principles on strategy 

implementations in organizations. 

iv. To analyze the extent to which organization practices influence 

strategy implementations in organizations. 
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1.4 Research Questions 

i. To what extent do organizations norms and beliefs affect strategy 

implementations? 

ii. To what extent do the communication model and style influence 

strategy implementation in organizations? 

iii. What is the contribution of organization principles on strategy 

implementations in the organization? 

iv. To what extent do the organization practices influence strategy 

implementations in organizations? 

1.5 Significance of the Study 

This study intended to help to make policy people in organizations to better 

understand and consider the influence of cultural aspect in implantation of strategies. 

Managers were able to get deep knowledge of how culture applied to an organization 

assumes a great part in the strategies implementation process and align culture and 

strategy effectiveness. The outcome of this study would be beneficial to many 

managers in strategic management that wish to have the strategies implemented.  

Also, the study would be important to researchers, academicians, and other scholars 

as it would add knowledge specifically in the aspects of the culture of the particular 

organization and implementation of strategy especially Non-Government 

Organizations available in Tanzania. Previous research on strategy implementation 

did not look at the association of strategy implementation and the organizational 

culture, the gap that will be added by this study. 

Apart from that, the study would benefit the non-profit organizations and firms for 

the facts that organizations would generate the best culture- a strategy which fits to 

make sure strategy formulated rely on adopted culture for them to be implemented in 

accordance to one basis of aggressive gain to organizations in Tanzania.  

1.6 Organization of the Study 

Chapter one of this research presented the background of the study, statement of the 

problem, the objectives of the study, research questions, significance of the study, the 

scope of the study, definitions of terms and organization of the study. Chapter Two 
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contains theories that guide the study, the empirical literature review, research gap, 

conceptual framework and definition of variables. Chapter three of the study 

discussed the area of the study, research design, sampling, data collection, data 

analysis, reliability and validity as well as ethical consideration. Chapter four 

presents data and discusses the findings. Chapter five presented the conclusion and 

recommendation.   
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction  

This chapter presented the literature review that addressed definition of key terms 

and concept used in this study. Theoretical framework, which explained relevant 

theories used in this study. Empirical review which described relevant studies used in 

this study, information gap and conceptual framework was presented in this study.  

2.1 Definitions of Key Terms 

2.1.1 The Organizational Culture 

The organizational culture encompasses the norms, work routines, values, shared set 

of beliefs, and expectations (Jones & George, 2011).  Since it is directly linked to its 

employees (Keyton, 2005), it impacts the way the members of the organization relate 

to each other and work together to realize the organizational goals. The 

organizational culture is distinctive to each organization since it is the set of 

assumptions, values, and artefacts as a result of the interactions of members within. It 

is effective because it can develop its employees‟ career, attract employees of high-

quality caliber, and differentiate the organization from its competitors.   

2.1.2 Strategy 

According to Jones and George (2011), a strategy is a process where an organization 

identifies and selects the most suitable goals and course of actions. As a long-range 

plan for an organization, the strategy consists of the organizational vision and 

mission statements, goals, and policies. These strategy elements provide direction, 

guidance and support to the organization‟s employees and facilities in the conduct of 

its affairs.  

2.1.3 Strategic Implementation  

Strategic implementation is related to the achievement of the strategic objectives and 

goals of an organization and is defined as the strategy execution that entails the 

translation of the chosen strategy into organizational action. It is the process through 

which the resources‟ patterns and the market interaction within the business 

environment are manipulated in order to achieve the organization‟s overall goals. 
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According to MacLennan (2010), the strategic implementation plan entails the use of 

established frameworks to achieve the organization‟s overall objectives.   

Since the strategic execution deals with getting things strategically done, it requires a 

mastery of distinctive techniques accompanied by the set of behaviours to have the 

desired competitive advantage (Bossidy, Charan, and Burck, 2011). According to 

Patten (2015), organizations which are aware of strategic implementation can 

increase the chances of the organization‟s achievement of its goals by developing 

techniques to maximize the strategic management process. 

2.2 The Key Factors for Successful Implementation of Strategies 

2.2.1 Coordination  

The successful implementation of strategies for an organisation call for manpower 

coordination that includes good participation and cooperation between members of 

the labour-force in the organisation. Crittenden and Crittenden (2008) assert that 

coordination‟s function is to enable the organization to remain relevant in the 

marketplace, and may involve operations within the organisation like the expansion 

of a product line or new product development, or across the organisations in the 

industry like mergers or acquisitions.  

2.2.2 Information Sharing  

Another key factor for the successful implementation of strategies is good 

information sharing in the form of knowledge transfer while maintaining a well-

defined line of responsibility and accountability. According to Hrebiniak (2006) and 

Patten (2015), when there is little confusion of roles and responsibilities between 

members within the organization, the acquisition and use of critical information is 

easier and effective. 

Again, information sharing constitutes a vital ingredient for good coordination, so it 

should be a rule instituted across organizational business units.  

2.2.3 Competence  

Competences are yet another key factor for the successful implementation of 

strategies. The competence, especially the core competence is instrumental in lifting 

the organisation to the competitive edge. According to Kaplan (2005) and Radomska 
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(2014), the core competence refers to the areas that an organization is especially 

good at its terms of its operations and processes, systems and technologies, 

manpower and management practices, marketing system, and customer relationships. 

High organisational capabilities and competencies across numerous business 

functions are instrumental in leading the organisation in building a sustainable 

competitive advantage (Pryor  et al.  2007).  

2.2.4 Employee’s Commitment  

Irrespective of management levels, the successful implementation of strategies 

requires employee commitment which denotes the degree to which employees are 

loyal to, and associate themselves with the organisation and are eager to see the 

strategy successfully implemented. Parnell  (2008) and Okumus (2006) have 

observed that in most cases, employee commitment has focused more on how things 

are done than what is done. 

2.2.5 Leadership  

Effective leadership is prerequisite in the successful implementation of strategies in 

order to allocate resources and implement the strategic initiatives, and reinforce the 

strategy with lower employee levels. It is also needed so as to effectively deal with 

employees‟ mind-set inertia to the strategic changes. The reluctance to strategic 

changes blocks out the chances of employees‟ propensity to cooperate in furthering 

the changes, so jeopardizing the organization‟s survival (O‟Reilly et al. 2010; 

Rajasekar and Khoud, 2014). 

2.2.6 Change  

Since the implementation of strategies is a process that is dynamic and continuous, it 

requires constant changes that include never-ending reassessment and reformulation. 

The change management must be so strategic and implemented in-tune with the 

changes themselves. According to Krishnakumar (2015), the change strategies 

required must be vigorous and specific to stimulate employees‟ confidence, support 

and participation in order to make the changes happen.  
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2.2.7 Structure  

Successful implementation of strategies requires proper managerial skills and good 

organizational structures of variables such as the procedures, actual design of the 

organization, the management plans and levels, and checks and balances. In order for 

the company to operate effectively, these variables mix must be combined to form an 

operational framework. This operational framework operates as the implementation 

tool that invigorates both the implementation and necessary changes required (Abass, 

et al. 2017).  

2.2.8 A Good Rewards System 

Shah (2005) and Schaap (2012) claimed that there is a strong link between the 

implementation of the strategy and the reward system of the employee. The 

employees are motivated to offer their contribution share of the strategy 

implementation if the reward system is effective. The reward systems affect human 

resources and hence it plays an important play role in developing. The effectiveness 

of a reward system can be judged on the willingness of employees to move beyond 

their day-to-day jobs and voluntarily commit to implement strategic initiatives to the 

best of their abilities.  

2.2.9 Performance  

Performance goals, plans, and processes are prerequisite in successful strategy 

implementation. The performance includes the setting of goals and measuring those 

critical success factors that assure goal attainment and strategy implementation. 

According to Scheepers and Reddy (2019), the performance goals are effective in 

stretching the visions and targets of the employees in the ever-changing competitive 

continuum that organizations are expected to operate in.  

2.3 Importance of Organizational Culture 

The organization culture is a “system of shared values (defining what is important) 

and norms (defining appropriate attitudes and behaviours)” (Chatman and Cha, 

2003). In order for the organization to acquire any accomplishment or adapt to 

survive, the propensity to succeed must be built into the culture. According to Reddy 

(2017), the culture in an organisation helps to integrate members in the organization 
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so they know how to relate to one another and developing a collective identity so 

they can work together effectively.  

Raza,  Mehmood and Sajjid (2013) assert that the organizational culture guides 

working relationships, communication processes, workers‟ values and norms, power 

allocation and individual status within the organization. Organisational culture 

shapes and coordinates employee behaviour to encourage commitment to achieve 

organizational goals (Aryasri and Aijaz, 2013), as is the case of employees that 

achieved a success of low-cost airline carrier of South West Airlines. 

Culture also assists the organization to adapt to its external environment. It is 

effective in determining how the organization relate to external parties outside the 

organization to meet its goals and objectives.  The processes of rapidly reacting to 

the customers‟ needs and wants and proper reaction to the competitor‟s actions are 

enabled by appropriate cultural values (Linnenluecke and Griffiths, 2010).   

The right culture is determined by what an organization needs to meet external 

challenges and succeed in its environment. All effective organizational cultures are 

closely related to the business strategy and encourage adaptation to the changing 

environment so a healthy and profitable organization can be maintained 

(Baumgartner and Rauter, 2017).  

2.4 Theoretical Review 

2.4.1 The Resource-Based Theory (RBV) 

The resource-based view (RBV) is one of the theories that show the relationship 

between resources and performance of the organization. According to the theory 

firms, resources determine the competitive advantage of the organization hence 

contribute to the performance of the organization. To create a good environment for 

this theory to work there are important assumptions developed (Jones, et al. 2018).  

One assumption of the RBV model is that the heterogeneity of firms that are 

operating in the industry or organised within a strategic group is caused by the 

cluster of resources that are within their control. Another assumption of RBV Is that 

resource heterogeneity may not exist for a long time because of the mobility of 

resources is not constant across the world. Resources are not perfectly mobile that 
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means for the organization to implement its strategies need factors of production 

which may not be traded in the factor market and difficult to accumulate them.  

The uniqueness of the resources of organizations is marked as competitiveness 

advantage of the firms. This can be supported with this argument “If many firms in a 

will have the same stock of resources that means there will be no strategy that 

available to each firm that would not available to all other firms in the market”. To 

reorganize it is when the firm's human resources that may not be substituted by other 

factors to rivals firms. For this case theory emphasize the use of uniqueness 

resources as the base of competitive advantages for the performance of 

organizations. Firms need to analyses the unique resources that mean a well-

structured structure of organizations, Competitive adopted cultures, beliefs, norms 

and normal practices that aim to compete. Also, firms should seriously discourage all 

resources which are not unique which cannot be substituted (Galbreath, 2005). 

In the traditional strategy models, only external factors of competitiveness are 

analysed and not the forces inside the company. The firm‟s assessment should 

consider both the internal and external factors for the competitiveness of the 

organization. The traditional models highlight the external market context and ignore 

the internal capacity. There are few that may cause organization inability or ability 

to. Path dependency and causal ambiguity are common features to focus on. “Path 

dependency characterizes resources that are developed over time such that learning 

and experience provide cumulative first move advantage‟‟ (Wheelen et al. 2017).  

„„Causal ambiguity explains resources whose content and essential ingredients are so 

subtle and difficult to fully comprehend that observers outside the firm are not able 

to reproduce in their own organizations  (Cescon et al. 2019).  

Generally, this theory looks on two factors for the performance and competitiveness 

of the firm. The theory should consider the internal assessment of the organization to 

sees its strength and weakness. Again, the organization should conduct a competition 

audit in the external environment to the industry to assess the opportunity and 

challenges. This is important since the internal strength must be strategically 

implemented to the business environment to secure a competitive advantage. For this 
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case, the theory explains how resources in the firms may be used to generate the 

performance of an organization by looking at its external opportunity. 

2.4.2 Organization Culture Model 

Hierarchy cultures emerged up for the facts that the situation was constant stable. 

The situations of having coordination of tasks, control of workers, product and 

services are well maintained. Organizations have well-developed organizations 

structure, develop rules and procedures which are standard, accountability is high 

and the most valued aspect of the organization is a success (Lee and Edmondson, 

2017).  

The model explains that for an organization having these strong organizational 

cultures, there should be well structure of the organization, and organization culture 

system should have the capability of government workers of what to do, should also 

govern people formal policies and rules hold the togetherness of organization. If this 

is well implemented it becomes a hierarchy culture, and the organisation becomes 

stable, in a long-run, and the performance becomes efficient (Ginter, et al. 2018).  

For the model to work it develop assumptions and the basic assumptions that 

developed is culture as should be well presented externally because customers look 

on the external issue to make their judgement of the product, Organization should 

develop well organization culture that is well presented externally, Customers are 

interested with values, daily normal practices, interactions style which crate 

competitiveness of the organization (Ginter, et al. 2018). 

Market must be a results-oriented workplace. Basically, this model has assumptions 

such as teamwork, employee developments, and customers‟ partners‟ relationship. 

The customers' partners‟ relationship is a tool employed in management in order to 

develop the workspace that is benevolent to stakeholders. The organization should 

develop the culture to empower employees in how to deal with their customers‟ 

commencement of the business and ownership of the organization (Ginter, et al. 

2018) for rapid changing and turbulent environment it is advised to have same 

values, beliefs and goals.  
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Generally, sharing a friendly place to work to people within the organization typified 

clan culture is reflecting clan culture. Adhocracy is the fourth organizational form of 

adhocracy. This can be found in environments that are not only big but also more in 

those environments in which clan cultures growing. To be flexible, easy to adopt an 

environment and to be creativity and information orientated are the essential goal of 

an adhocracy (Ginter, et al. 2018). Generally, the “adhocracy culture is the focus in 

the dynamic, entrepreneurial, and creative workplace”. For organizations to be well 

organized and stronger need staff commitment and innovative people (Ginter, et al. 

2018).  

2.4.3 Institutional Theory  

Proponents of institutional theory assert that organizations are social structures that 

have attained a high degree of resilience. They have identified three main 

institutional pillars that structure and determine organizational behaviour namely 

regulative, normative, and cognitive (Vieira, 2017). 

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

and resources, provide stability and determine organizational performance (Iarossi et 

al. 2013). Regulations which are exhibited by rules, rewards, and sanctions are 

expressed in policy documents. Norms are standards that guide organizational 

behaviour 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 

(Sutter, et al. 2017).   

These established institutions in the context of organization connote stability but are 

subject to change processes, both incremental and discontinuous. Institutional 

theorists assert that organizational internal environment is key to influencing the 

development of organizational innovative structures (Patnaik, et al. 2019).  
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The 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 (Hamilton et al. 2019). This theory helps the study to link between 

how organizational culture can impact strategy implementation positively or 

negatively in a relational manner. 

2.4.4 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 seek to improve strategy 

implementation through change efforts that place more efforts on results rather than 

processes (Ansoff et al.  2018). 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, the 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). 

2.4.5 The Competing Cultural Values Model 

Ginter, et al. (2018) 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 
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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 

(Ginter, et al. 2018).  

2.5 Empirical Review 

2.5.1 Organizational Norms and Values and Strategy Implementation 

By experience, every organization has a set of values be official or not official in the 

area of written down or not. The values guide the perspective of the organization as 

well as its actions.  Schein (2009), the collection and total of all behaviour in the 

organization is what form culture. Organization culture is composed of the visions, 

norms, organization value, language used in the organization, organization systems, 

and symbols, habits and beliefs.  

Father more Schein (2009), explain as a way of thinking and assumption which exist 

in an organization that guides the way of doing things, perceive and feel. According 

to Schein (2009), organizational values is a part of organization strength because it 

guiding decision making within the organizations and provide control for all 

employee through beliefs and conduct way also provide the environment for 

cooperation within organizations and commitment of work which are necessary for 

strategy implementation and performance of the organization. 

Several studies have been conducted to investigate the contribution of organizational 

culture in the implementation of the strategy. For instance, Omondi (2018) explain 

further that a culture which is connected with a strategy like values way of practices, 

organizational norms and behaviour how are they contribute to the effective 

execution of Thomson (2007) in his study explains that if the organization have long 

term culture practices, norms and value and invested to their people for a long time it 

will be difficult to perish them when managers decide to impact new strategy. 

According to McNeal, (2009) within the organization, there are different culture as 

per different layers of within organization i.e. top-level, middle level and lowest level 

each level has the way of doing things. Apart from that within the organization there 
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is another layer is organizational cultural, this happens when there is collective 

beliefs, values, which things important and which are harmful to. The last scenario is 

when organizational culture is more visible and easier to be changed 

According to Mutunga (2017), organization culture and strategy implementation 

must be compatible since incompatibility between the two can lead to de-motivation 

and high organizational inertia to change. 

The net effect of the two is a frustration to both the workers and the strategy 

implementation effort themselves.  Every company that desires to succeed in the 

reduction of resistance to change, increase workers‟ motivation, and achieve 

successful implementation must therefore ensure that strategies and the organization 

culture are well aligned and that employees are fully made to participate in the 

implementation process.  Appropriate rewards to employees to help them to quickly 

adapt to changes in the organisation and positively improves their morale. 

According to Schein (2009), the organizational culture must be factored into factors 

considered in strategy implementation. Rajasekar (2014) affirms that organizational 

culture is the key element in the effective strategy implementation process in the 

service industry. Based on a study in India, Mushtaq (2011) concludes that evidence 

exists of the link between cultural personas and organizational effectiveness.  

Mbago (2004) underscores how strategy implementation is affected by 

organizational structure, change management, leadership, and cultural issues. The 

same results were achieved by Muthoni (2012) while conducting a study in 

Commercial Banks; Wanjiku (2012) in Safaricom Limited, and Muthoni (2012) in 

Beisedorf East Africa Ltd. Rajasekar (2014) studied the factors affecting effective 

strategy implementation in a service industry and identified organizational culture as 

a key element of strategy implementation process where factors like organizational 

structure, corporate communication, leadership, and control mechanisms were 

identified. All these studies underscore the fact that organizational cultures and the 

implementation process are significantly related. The extent of the culture‟s influence 

on implementation process varies, however, depending on the level of culture 

effectiveness.   
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Racelis (2005) targeted the culture of specific industries in the Philippine‟s 

organizational culture survey of 136 Philippine managers. It was shown that specific 

industries share common cultural characteristics that may be caused by the 

similarities in their competitive environment, customer requirements, and societal 

expectations.  

Ahmadi et al. (2012) study conclude, however, that commonalities are not only 

existing in a specific industry but also there exists sufficient evidence linking cultural 

traits and organizational effectiveness. The findings show that the most effective 

(clan) culture effects significantly on strategy implementation.  

It can be conclusive that the organisation culture is multidimensional in nature and 

smart managers can utilise them to improve the performance of their organisations. 

Majority of commercial banks in Kenya, for example, have adopted the flexible 

cultures since they are operating in dynamic work environments. Muthoni (2013), for 

example, studied the cultural dynamism in commercial banks in Kenya found that 

75% of commercial banks in Kenya maintain entrepreneurship, creativity, and 

dynamism culture at work. This culture is grounded in strategy supportive values, 

practices and behavioural norms, and it adds to the power and effectiveness of a 

company‟s strategy implementation effort. The study which used both primary and 

secondary data showed that the majority of commercial banks are more interested in 

upholding their organizational cultural values than work 

The extant literature had considered the organizational culture as a complex 

phenomenon for organisational performance, but Dubkēvičs and Barbars (2010) still 

emphasize that if the strategic plans are to be well implemented, then managers must 

observe the organizational culture. Dubkēvičs and Barbars don‟t consider its 

intricacy as an impossible task but as a concept that is both very wide and multi-

dimensional. Ajagbe et al. (2016a) point out that the concept of organizational 

culture pertains to a value system which governs attitude, and therefore affects 

workers delivery in the workplace.  

According to Maika and Wachira (2020), the organizational culture is a pattern of 

shared values that are developed and accepted by a given group. These shared values 
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are the results of collective efforts to cope with challenges related to internal 

integration and external adaption. Since the values offer satisfaction and are 

motivational to workers, they are considered applicable and valid and, therefore are 

shared and transmitted to new employees joining the firm. Sutter  et al. (2017) 

conclude that the organizational culture is therefore the shared understanding of the 

norms, values, and beliefs of the rules of the game in the firm.  

Maika and Wachira (2020) assert organisation culture must be managed. This may be 

one of the main tasks of managers in controlling both the internal and external 

aspects of business in the organization. Managers must know what the organizational 

culture is and how it works in order to achieve value and the firm grows from one 

level to another, facing both internal and external challenges.  

Ajagbe et al. (2016b) studied the way new business opportunities and cultural 

transformation affect one another and concluded that there is a strong link between 

the two. According to Carneiro (2008), effective organisation culture management is 

one of the much-sought attributes of professional manager that can sustainably take 

the firm from one level of achievement to much higher levels.   

According to Solomon et al. (2012), effective management of the organisation 

culture requires managers to gain knowledge. Culture management is blended with 

the management of other factors to achieve overall organisational goals. Such factors 

may be both internal and external to the firm. The internal factors include the 

coordination of such things as the cost of labour, recruitment and retention of 

manpower, budgeting, procedure, and policies. The external factors may be the 

market, the customers, the competitors, the government and the regulatory standards.  

Hrebniak (2006) conducted a study on obstacles to effective strategy implementation 

and found that poor or inadequate information sharing, unclear responsibility and 

accountability, and working against the organizational power structure all part of 

organizational structure results in failed implementation processes. Likewise, 

Lorange (1998) investigated the importance of human resources in implementing 

strategies in organizations and found that if a strategy implementation needs to 
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succeed, then top management must be heavily involved in monitoring and 

reviewing the progress of each strategic program created by the company.  

In a similar study, Carlopio and Harvey (2012), focused on social-psychological 

principles and their influence in successful strategy implementation and found that if 

an organization‟s structure and culture are not aligned with a proposed strategy and 

the new behaviours required, the strategy implementation process will certainly be 

defeated. In a study involving Latin American firms, Brenes and Mena (2008) 

concluded that organizational culture supportive of principles and values in the new 

strategy resulted in successful strategy implementation in the sampled firms. They 

also revealed that 86% of the most successful companies see culture aligned with 

strategy as highly significant, against only 55% of less successful companies. 

2.5.2 The Influence of Communication Model and Style in the Strategy 

Implementation in Organizations 

Several studies have been conducted on the influence of communication on strategy 

implementation in organizations. Mandago (2014) discovered that poor 

communication in the organisation reduces employees‟ commitment and engagement 

to the firm‟s goals. The employees‟ commitment influences the engagement since it 

is evidenced by loyalty to the organization as they feel like a member of one family. 

According to Andersson and Zbirenko (2014) and Bloisi et al. (2007), 

communication is a tool that enhances and modifies the workers‟ relationships in and 

outside the firm. Communication is effective in influencing the whole organisation 

structure and business and therefore it is an important tool in the efficient functioning 

of the organisation.  

If the management needs the workers to be actively involved, then the 

communication must well be managed as each worker will know for sure what and 

how things are done and the value achieved in performing effectively (Burnes, 

2004). It can be said that communication is the lifeblood of an organization which 

can either make or break the organisation.   

According to Kelvin-Iloafu (2016) and Peng and Little (2001), effective 

communication is a key requirement for effective strategy implementation since it 
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plays an important role in knowledge transfer during the strategy implementation 

process.   Robinson and Pearce (2004) observed that miscommunication occurs 

between the points where communication starts are received. To achieve this, new 

responsibilities, duties and tasks which will be done by targeted employees must be 

effectively communicated. Effective communication can ensure that all staffs 

understand the strategic themes and vision, and their role in delivering the strategic 

vision. The organisation must, therefore, develop an all-inclusive communication 

plan so as to improve the success rate of its strategy implementation programmed.  

2.5.3 The Influence of Organization Principles on Strategy Implementations in 

Organizations 

In their study, Ahmadi, Salamzadeh, Daraei, and Akbari (2012) which  they assess 

how principles within the organization have effects in implementing strategy, they  

come with result that there is a close relationship between organization principles 

which is a part of the culture in implementing. 

Hrebniak (2006) in the study on factors affecting the implementation of strategies 

comes with results that organization that have inadequate principles unclear reporting 

matrix and accountability matrix, the unorganized structure of management will 

result to total fail of implementation of the strategy. On other hand, Amoo et al. 

(2019) in his study to assess the contribution of principle in implementing strategy 

found that for the organization that needs to implement its strategy well there is a 

need to develop monitoring procedures and reviewing process. If management forgot 

to establish internal ways to make follow up they will fail in their implementation. 

These principle and monitoring and control mechanism is what we call principles. 

Carlopio and Harvey (2012) is a similar study dealing with social-psychological 

principles and how they influence in successful strategy implementation. In their 

study they come with results as follows, for organizations that have not to establish 

well organization structure and culture with a principle of organization, 

implementing their strategy will be difficult. 

Another study conducted in Latin American company by Brenes and Mena (2008) 

the study aimed to assess how principles and value is important when the 
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organization want to establish a new strategy. In their results, they concluded that 

organizational culture which supportive of principles and values in the new strategy 

formulated will be resulted in successful strategy implementation. Apart from that, 

they revealed that almost 86% of the most successful firms when looking on culture 

always aligned to strategy as highly significant, against only 55% of less successful 

companies. 

2.5.4 The Influence of Organization Daily Practices in Strategy Implementations 

in Organizations 

2.5.4.1 Direct Supervision 

According to Ansoff et al.  (2018), this approach requires the involvement of all 

managers who will be responsible for implementation as well as of managers and 

other individuals who make key contributions to the decision-making process before 

implementation, education and training are given to the participants in the relevant 

concepts, skills and techniques. This is achieved by ensuring there is strategy 

clarification whereby people understand the strategy in order to embrace it and help 

support its implementation. 

Communication is crucial as it ensures commitment and cascading strategy wraps it 

all in ensuring successful implementation of the strategy (David, 2003). The 

Company‟s managers must put into account controls that provide strategic control 

and the ability to adjust strategies, commitments and objectives in response to the 

ever-changing future conditions (Pearce and Robinson, 2007). 

Managers leading the strategy process through shaping values, cultures and keeping 

the organization responsive by initiating corrective actions to improve strategy 

execution.  The stronger the strategy supportive fit is the greater the chances of 

successful strategy implementation (Njagi and Kombo, 2014).  

2.5.4.2 Planning Processes 

Successful implementation of the strategy is achieved through processes that plan 

and control the allocation of resources and monitor their utilization.  This is a 

scientific management approach and is particularly useful where the degree of 

change is low.  In centralized regimes, planning is usually top-down accompanied by 
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standardization of work processes and specifies how work should be undertaken.  

Output through product or service specifications has led to the development of 

service level agreements between departments. 

In devolved regimes, planning is centred around bottom-up, therefore it is important 

that all stakeholders are clear on their responsibilities for planning and 

implementation (Sneddon, 2018).The practice emphasizes on implementing strategic 

performance management systems and integrating human resources system.  

Successful strategy implementation depends greatly on good internal 

The organization which ensures internal organization structures that are responsive to 

the needs of strategy, and competent personnel through building and nurturing skills 

and selecting people for key positions.   

Pearce and Robinson (2010), agree on the importance of having competent personnel 

and states that they, in addition, need guidance on what to do through short term 

objectives which are measurable and outcome achievable in one year. In addition, 

should develop smart goals examining areas of product performance, competitive 

performance, and quality improvement, the performance of business processes, 

customer satisfaction, customer loyalty and retention. Functions within the 

organizations must have the resources needed to carry out their part of the strategic 

plan. 

Resources are factors that a business requires in its pursuit to achieve the set plans 

and strategies in order to achieve the organisational goals. The resources are both 

tangible and intangible. The tangible ones may be goods, financial, human, and 

physical infrastructure, while the intangible resources may be time, goodwill, 

reputation, brand equity and the like (Johnso and Scholes, 2008). 

2.5.4.3 Policies, Procedures, Information Systems and Controls 

Policies are directives designed to guide the thinking decisions and actions of 

managers and subordinates in implementing organizations strategy (Pearce & 

Robinson, 2010).  They in addition promote uniformity in handling similar activities 

which help reduce friction and, helps institutionalize basic aspects of organization 

behaviour which assists establish consistent patterns of action. 
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Monitoring and control systems are important to assess how strategies are being 

implemented and how the environment itself is changing.  Information and control 

are necessary as it helps obtain information in time to take action.  This help 

monitors the implementation of strategy as planning can be achieved by 

standardization of work processes.  In a service organization, these can be achieved 

through IT systems leading tode-skilling of service delivery and a significant 

reduction in cost.  

2.5.4.4 Performance Targets 

Practice Performance targets put more concertation on the outputs of an organization 

like the quality of the product, revenues or profits.  These targets are referred to as a 

key indicator (KPI‟S) of performance. High levels of change including rapid 

business growth or reorganization are exacerbated by these practices. However, they 

are managed by output measured through set targets based on performance indicators 

(PI). Again, they are accompanied by incentives and rewards that relate to the 

achievement of the set targets. It is from this approach whereby a balanced scorecard 

is applied that bring together both quantitative and qualitative measures largely 

financial, customer, internal and innovation Quesado et al. (2018) presented the 

balanced scorecard which used strategic and financial measures to weigh the 

outcome of a selected strategy.   

The four strategy perspectives were needed to be seen on every scorecard was the 

financial perspective which translates mission into action and clarifies what is 

needed. Customer-oriented strategy focusses Customer perspective that incorporates 

market share data, the retention and satisfaction of clients and internal perspective 

measure internal performance in relation to productivity and innovation and learning 

perspective (Sneddon, 2018). 

According to Haynes and Mukherjee (2001), strategic performance targets are key in 

creating an effective reward and incentives system and connecting it to performance 

outcomes. Well-defined jobs and assignments in terms of what is to be carried out 

make work environment more result-oriented. It is the performance that is key 

maintained by a corporate culture which promotes good process in strategy 

execution. The explanations above are in line with  Ansoff et al.  (2018) who concurs 
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with the fact that both rewards and incentives whether based on historical 

performance, growth and initiative are all the key to strategy execution. 

2.5.4.5 Self-control and Personal Motivation 

According to Sneddon (2018), self-control and personal motivational is the best 

approach and integrates knowledge and coordination without supervision. Pearce et 

al.  (2011) concur with the fact that he conversion of long-term objectives into short-

term targets and actions help in guiding implementation and in addition, provides 

clarity in terms of the time frame for completion and identification of who is 

responsible for each action in the plan, hence strategic objectives are for the whole 

organization. The practice is important to the Organization as it entails working 

without supervision which is ideal given today‟s dynamic environment.   

Organizations have different cultures which also have impacts on the strategy 

implementation process (Hiriyappa, 2009). Companies which are successful own 

strong organization practices that have a tendency of empowering employees, 

emphasize team orientation and developed clear and direct strategic direction (Gitu, 

2013). This makes organization union towards pursuing common goals. When an 

organization has strong organization practices can also be a barrier for the 

organization to achieve its strategy during implementing. But also, when the 

organization has weak organization practices this may affect employee commitment 

towards pursuing its strategy implementation (Hiriyappa, 2009). 

According to Jones George (2011) employee working in that environment may lose 

enthusiasm and commitment to the organization strategy implementation process. 

Organization need to be flexible in their practices and should encourage risk-taking, 

experimentations which encourage innovations and altering the strategies that are 

appropriate to the competitive business in their firms.  

2.6 Research Gap 

The findings from the reviewed literature show that organizational culture has a great 

impact on strategy implementation. Furthermore, the reviewed organizational culture 

and effective strategy implementation theories; The Resource-Based Theory (RBV); 

Institutional Theory and Result Based Management Theory indicate that every 
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organization has expectations/factors to be met. If the Organizational culture fails to 

fulfil those factors/expectations, strategy implementation tends to fail as well. 

Several studies have been conducted on the impact of organizational culture on 

strategy implementation.  

These among others include; Maika and Wachira (2020), Solomon et al. (2012), 

Pearce and Robinson, (2007), Schein (2009), and the like. Although these studies 

much contributed to the understanding of the impact of organizational culture on 

strategy implementation, they predominantly focus in other countries and very few 

concentrates in Tanzania. In this regard, there is tiny empirical evidence that shows 

the effect on strategy implementation towards organizational culture to the non-

government organization in Tanzania Therefore, the current study aimed at assessing 

the impact of strategy implementation towards organizational culture to the non-

government organization in Tanzania so as to fill the existing knowledge gap. 

2.7 Conceptual Framework 

 

 

 

 

 

 

 

 

Figure 2. 1: Conceptual Framework 

The conceptual framework in Figure 2.1 shows the relationship among and between 

variables. The model holds that organization norms and beliefs, communications 

models and style organization discipline and organization daily practices have a 

significant impact on strategy implementation. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0 Introduction  

This chapter presented research methodology used in this study,  

3.1 Study Area 

The study was carried out in the Elizabeth Glaser Pediatric Aids Foundation in Dar es 

Salaam office. The reason for picking out the study area depend on the fact that 

Elizabeth Glaser Pediatric Aids Foundation was as follow; the intention of the 

Elizabeth Glaser Pediatric AIDS Foundation (EGPAF) is to end pediatric HIV/AIDS 

through research, advocacy, and prevention and treatment program implementation. 

EGPAF began supporting HIV programs in Tanzania in 2003 and established a 

country office in 2004. EGPAF-Tanzania supports the Ministry of Health, 

Community Development, Gender, Elderly and Children (MOHCDGEC) at national, 

regional, and district levels to implement the highest quality services within the 

national HIV and AIDS program. EGPAF-Tanzania advocates for the development 

of policies that facilitate greater access to services and support those affected by HIV 

and AIDS in Tanzania. It carries out operations research to inform high-quality HIV 

and AIDS programs. Through EGPAF‟s program implementation, research, and 

advocacy activities, EGPAF Tanzania is working to eliminate HIV infection in 

infants and to increase access to comprehensive, high-quality, and well-integrated 

prevention of mother-to-child HIV transmission (PMTCT), family planning, and 

HIV/ AIDS and TB care and treatment services among HIV-positive pregnant 

women, infants, adolescents, and adults. 

3.2 Research Design 

Research design can be described as a framework and technique adopted by a 

researcher showing study arrangement and plan of inquiry that hunt for the answer to 

various questions prepared for research  (Cooper & Schindler, 2003). This study used 

case study design, it is appropriate because it supported to gain concrete, contextual, 

in-depth knowledge about the impact of organizational culture on strategy 

implementation in the non-government organization in Tanzania. It allows to provide 

key characteristics, meanings of the study (Orodho and Kombo, 2002 cited in 

Kombo and Tromp, 2006). 
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3.3 Sampling Procedure 

3.3.1 Sampling Method 

Cochran (2007), describe that using appropriate sampling techniques allows 

researchers to cut down expenses, time-saving due to flexibility and high level of 

accuracy. This study employed a simple random sampling procedure to select 

employee staffs. This study used a total sample of 50 respondents. 

3.3.2 Sampling Frame and Sampling Unit 

The Elizbeth Glacer Pediatric Aids Foundation (EGPAF) organization have more 

than 60 employees. The  data were collected from Heads of different department 

operation and technical directors and associate operation directors, and other staffs 

from Arusha, Dodoma and Tabora field offices. Thus, the sampling unit of the study 

is individual employee. 

3.3.3 Sample Size 

The methodology used to sample from a larger population depends on the type of 

analysis being performed (Tuovila, 2019). Thus, it is important to note that there is 

no single best way that can be used to determine sample size (Singh, 2006) In this 

study, the sample was obtained using Krejcie & Morgan (1970)‟s table of 

determining sample size (see appendix II). This study interviewed 50 respondents, 

whereby involves senior managers of different departments operation and technical 

directors and Officers. 

3.4 Data Collection Methods  

The researcher opted for primary as well as secondary methods as the procedure of 

gathering data. Various Organizations‟ literature review was used in making analysis 

such as strategic plans, Organization‟s report and another related Literature review to 

find out principal culture in Elizabeth Glaser Pediatric AIDS Foundation while 

primary data was obtained through questionnaires method. 

3.4.1 Questionnaire 

The first instrument used to collect primary data was a questionnaire, it consists of a 

number of questions printed or typed in definitive order on a form or set of forms 

Kothari (2004). The questionnaire which is composed mostly multi-choice closed 
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questions were expected to be used, and were given to targeted sample population by 

the researcher. The questionnaire technique has chosen because it reduces cost, free 

from the bias, respondent has adequate time to give their feelings. The format of the 

questionnaire consisted of Likert scale and multiple choices the questionnaire 

distributed by the researcher not emailed or posted that was possible because the 

researchers‟ residence is nearby the area of the study. 

3.4.2 Secondary Data 

Secondary data are those which have been collected by someone else, and have 

already passed through statistical processes (Kothari 2004). Secondary information 

for the study was obtained from past research reports from international and national 

reports and published journals information on the impact of organizational culture on 

strategy implementation in the non-government organization in Tanzania.  

3.5 Data Processing, Data Analysis and Presentation  

Data processing involve data coding, editing, entry, cleaning, and verification was 

done through computer software of excel spreadsheet combined with Statistical 

Packages for Social Sciences (SPSS). 

Analysis of the data describes the means or ways in which the study is answering 

questions of the research by determining trend and relationship among the variables. 

Descriptive and inferential statistical analyses were done where variables 

relationships were tested by multivariate linear regression and correlation analyses. 

The applicable estimation model was in the form; 

  Y= β0 +β1X1+β2X2+β3X3+β4X4+e 

Where; 

             Y= strategy implementation 

             β0= a constant 

             e = error term 

             β1, β2, β3, β4 are regression coefficients 

             X1= Organizations norms and beliefs 

             X2= Communication model and style 

             X3= Organization principles 
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             X4= organization practices 

Table 1: Measurement and Descriptions of variable 

Variable Variable code Operational Definition of the variable 

Organizations 

norms and beliefs 

Org norms Dummy variable with value 1, if 

Organizations norms and beliefs influence 

the strategy implementation and 0, 

otherwise. 

Communication 

model and style 

Com and style Dummy variable with value 1, if the 

Communication model and style influence 

the strategy implementation and 0, 

otherwise. 

Organization 

principles 

Org principle Dummy variable with value 1, if 

organization principles influence the strategy 

implementation and 0, otherwise. 

organization 

practices 

Org pract Dummy variable with value 1, if 

organization practices influence the strategy 

implementation and 0, otherwise. 
 

 

3.6 Testing Hypotheses 

In order to measure the degree of association of independent in relation to the 

dependent variable, the t-static was used.  

Can this section be completed please? I think you didn‟t have hypotheses rather than 

research questions, please clarify here on how specific objectives were analysed step-

wise. However, because you have the model you must have the hypotheses, so revise 

the research questions section at 1.4 

3.7 Reliability and Validity 

3.7.1 Reliability 

 Contextually, reliability in this study infers the degree in which the research 

methodology produces stable and consistent results over repeated trials 

(Bhattacharyya, 2006). The Cronbach‟s alpha coefficient was employed to calculate 



30 

internal consistency for all the sections of the questionnaire to check the reliability. 

Reliability index of α = 0.791 was witnessed from the test carried out (Cronbach & 

Azuma (1962). However, the Cronbach‟s alpha coefficient value which is above 0.7 

portrays high internal consistency that is acceptable and acknowledged in the course 

of the study. 

3.7.2 Validity  

The research instrument can measure the variables in accordance with the research 

objectives. Therefore, in order to make the study to be valid, the researcher subjected 

the prepared research instrument to validity test before making a final administering 

to respondents. Thus, through the use of this content validity, all the questions that 

were deemed to be invalid were either edited or dropped from the list as advised by 

the experts. 

3.8 Ethical Consideration 

Ethics in research may simply be denoted to codes, rules, and principles that will be 

followed during the whole process of conducting research. Therefore, for the purpose 

of maintaining the research ethics, the purpose of the research was clearly clarified to 

respondents who were assuring a high degree of confidentiality over the information 

that they provided. 

 

3.8 Limitation of the Study  

The study has encountered different challenges and tend to affect the outcome of the 

study during data the whole process of the study. The following are the factors that 

limited the study and the way to overcome.  

Information accessibility, it was difficult to access information during data 

collection, but the researcher educated respondents that information are needed for 

academic only and not otherwise.  

Time limitation, time during data collection and report writing was limited the 

researcher minimized time for leisure and concentrate in report writing and data 

collection.  
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Financial resource limitation, the researcher encountered shortage of funds for 

conducting this study especially in data collection cost and stationaries. However 

managed to borrow from friends and fellow students.  
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND DISCUSSION  

4.1 Introduction  

This chapter presented findings obtained from the respondents and its relevant 

discussions. Firstly it presented socio-economic factors, secondly findings presented 

based on the relevant themes, thirdly the relevant discussion of the findings.  

4.1 Socio-Economic Factors 

4.1.1 Sex of Respondents 

The gender of those who were involved is portrayed in Table 4.1. The result 

indicated that 32 (64%) of male respondents whereas 18(36%) were female 

respondents. 

Table 4. 1: Sex of respondents 

Sex Frequency Percentage (%) 

Male  32 64 

Female  18 36 

Total  50 100 

 

4.1.2 Education Level of Respondents 

Level of education of employees who were surveyed is presented in Figure 4.1. The 

attainment of education was one among the factors in consideration that brought the 

understanding of issues at hand. 

The results summarized that 22 (44%) of the surveyed employees were holding 

bachelor degree, 18 (36%) of all surveyed employees had master degree whereas 10 

(20%) were in the level of diploma. Most employees had a high level of literacy. 
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Figure 4. 1: Level of education 

4.1.3 Employee Position 

In Table 4.2 signifies that staffs‟ position of the surveyed employees were very 

important to as it determines the understanding communication flow from Upper to 

down and from down to upper. 

The results indicated that 05(10%) of all surveyed were drivers, 10(10%) of all 

surveyed employees who associate officers, while 20(40%) of all surveyed 

employees were officers and 05 (10%) of all surveyed employees were directors. 

This indicates that all levels of organization position have surveyed and interviewed. 

Table 4. 2:Employees Position 

Position Frequency Percentage (%) 

Drivers  05 10 

Associate officers 10 20 

Officers 20 40 

Managers 10 20 

Directors 05 10 

Total  50 100 

 

4.1.4 Duration in Work 

Duration in work has been considered to determine the experience acquired by 

employees. The results indicated that 34 (68%) employees were at work for 5-10 
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years, 10(20%) employees were at work for 10-15 years whereas less than 5 years 

connected to 12%. The summary drawn was that most of employees had relatively 

worked for longer period. 

 

Figure 4. 2 : Duration in work  

4.2 Descriptive statistics 

Table 4.3 presents statistics for all the variables employed in this study.  

Table 4. 3: Descriptive statistics of the Variables employed in the Study 

Variables N Mean Std. Deviation 

Organizational Norms & beliefs 50 4.85 .280 

Communication model and style 50 2.62 .320 

Organization principles 50 2.23 .135 

Organization daily practices 50 3.45 .126 

 

The huge number of respondents in Table 4.3 were in a view that; Organizational 

Norms & beliefs would to a large extent influence strategic implementation by a 

mean of 4.85 and a standard deviation of .280. 
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They agreed also that the communication model and style would influence the 

implementation of the strategy by a mean of 2.62 and standard deviation of.320. The 

respondents agreed also that Organization principles would influence strategy 

implementation as shown by a mean of 2.23 and a standard deviation of. 135.  

Consequently; respondents agreed that organization daily practices would influence 

strategy implementation as shown by a mean of 3.45 and standard deviation of .126. 

4.3 Inferential Statistics 

4.3.1 Correlation Analysis  

The correlation and regression analyses summarized in this subsection. It is after 

determining the level of the independent variable of interdependency and also to 

separately demonstrate how dependent variable is associated with independent 

variables. The findings are detailed in Table 4.4. 

Table 4. 4: Correlation Analysis Summary  

Variables   1 2 3 4 5 6 

Norms & beliefs Correlation  

Sig. (2-tailed)   

.745** 

.015  

1.00 

 

    

Communication 

model and style 

Correlation  

Sig. (2-tailed)   

.656** 

.001 

.532** 

.003 

1.00    

Organization 

principles 

Correlation  

Sig. (2-tailed)   

.621** 

.020 

.601** 

.001 

556** 

.001 

1.00 

 

  

Organization 

daily practices 

Correlation  

Sig. (2-tailed)   

.769** 

.002 

.732** 

.022 

662** 

.020 

542** 

.015 

1.00 

 

 

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

Independent variables are highly correlated with the dependent variable (Table 4.4). 

Correlation analysis Results to determine whether Norms & beliefs influence 

implementing strategic plans showed that there was a significant relationship 

(r=0.745, p=.015). The organization norms & beliefs were strongly believed to be 

motivators for strategic implementation and compliance to organization norms & 

beliefs. 
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When the variables correlated gave out the (r=0.532, p= 0.03) that was enough 

indicator to portray the existence positive, very strong significant relationship 

between communication model and style and the implementation of strategic plans. 

Thus, the results recommend that communication model and style assumed an 

essential central part in implementing the strategic plans. 

The study also wanted to uncover whether organization principles were significantly 

related to strategic plans implementation. Additionally, relationship exists (r=0.556, 

p=.001) as per coefficient of correlation in Karl Pearsons. It was also hinted that 

some highly valued organization principles might have a good capability in 

implementing the strategic plans. 

Finally, the correlation analysis found that daily organization practices were 

significantly associated with implementing of strategic plans by r=542, α=0.015. 

4.3.2 The Influence of Organizations Norms and Beliefs on Strategy 

Implementation in Organizations 

The objective number one was assessing the influence of organizations norms and 

beliefs on strategy implementation in organizations. 

The hypothesis had been stated as; organizations norms and beliefs have no 

significant influence on strategy implementations. Regression analysis in Table 4.5 

was done to evaluate how organizations norms and beliefs influence strategy 

implementation in organizations.  

The R value was model correlation coefficient r = 0.623. It signified that it was 

above any zero-order value (Table 4.5). The value of r square of, r = 0.588, also 

specifies that organizations norms and beliefs could elucidate approximately 58% 

disparities in t implementing the strategic plans.  
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Table 4. 5: ANOVA of the Organizations Norms and Beliefs on Strategy 

Implementation in Organizations 

Model    R R 

Square 

Adjusted 

R 

Std. Error   

Estimate 

1 .623a  .588 0.515 .243 

Model  Sum of Squares  df Mean Square F Sig. 

     Regression  

1 Residual  

Total  

5.85 

   6.88 

 12.73 

5 

120 

125 

2.240 

  .255 

52.42 .000b 

 

The F statistic of 52.42 and the conveyed p value (0.000) that was below 

conventional 0.05 significance level meant that the overall model was statistically 

significant (Table 4.5). The actual implication was that independent variables 

assumed as good role of predictors to strategy implementation. ANOVA sums it up 

that independent variables are significantly related dependent variable.   

Table 4. 6: Multiple Regressions of the Organizations Norms and Beliefs on 

Strategy Implementation in Organizations 

Model  Unstandardized 

Coefficients 
 

Standardized 

Coefficients  
 

 

 

 

t 

 

 

 

Sig. 

 

 

1 

 

 

B Std.  

Error 

Beta 

Constant 4.22  3.251   0.456  .000 

organizations norms 

and beliefs 

0.463  2.033 .335 0.310 .015 

   

Table 4.6 signifies that organizations norms and beliefs have significantly influenced 

the implementation of strategic plans in Organizations. The null hypothesis was 

rejected since the beta value of (β = 3.0335.) with p =.015. and the p<0.005 then 

alternative hypothesis was accepted since the organizations' norms and beliefs have a 

significantly influenced strategy implementations. This finding agrees with the 

finding of  Omondi (2018) who contends that the supremacy and efficacy of a 
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strategy of company‟s execution effort lay on values supported by strategy, practices 

and in norms that align with behaviours 

4.3.3 The Influence of the Communication Model and Style in the Strategy 

Implementation in Organizations 

The second objective was assessing the influence of communication model and style 

in the strategy implementation in organizations 

The hypothesis had been stated as; the communication model and style have no 

significant influence on the strategy implementation in organizations. Regression 

analysis was carried out in Table 4.6 to gage how communication model and style 

influence strategy implementation 

Table 4.6 exhibit the value attained for R was r = 0.726 in the model correlation 

coefficient that was above any zero-order value. The value of r square was r = 0.602, 

also indicates that the communication model and style could describe approximately 

60.2 % of the differences in the execution of strategic plans  

Table 4. 7: ANOVA of the Communication Model and Style Influence Strategy 

Implementation 

Model    R R 

Square 

Adjusted 

R 

Std. Error   

Estimate 

2 0. 726 0. 602 0. 415 .245 

Model  Sum of Squares  Df Mean Square F Sig. 

     Regression  

2 Residual  

Total  

5.67 

5.28 

11.95 

32 

56 

88 

1.420 

 .320 

4.302 .001b 

 

The overall model was conveyed in Table 4.7 to be significant statistically. 

Additionally, the independent variables are implied to be good predictors of strategy 

implementation. This was defended by an F statistic of 4.302 and the informed p-

value (0.001) which was below the conventional 0.05 significance level. Hence, the 

ANOVA findings pinpointed that the independent variables were significantly 

related to the dependent variable. 
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Table 4. 8:  Multiple Regressions of the Communication Model and Style 

Influence Strategy Implementation 

Model  Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

 

 

2 

 B Std. Error Beta 

Constant .306  .626  5.364  .000 

Communication 

model and style 

.327 .134 3.045 5.323  .001 

Source: Authors‟ SPSS output   

communication model and style significantly influenced the execution of strategic 

plans in Organizations as manifested by Table 4.8. The null hypothesis was rejected 

since the beta value of (β = 3.0453.) with p =.001. and the p<.005 then alternative 

hypothesis was accepted since the communication model and style have significantly 

influenced the strategy implementation in organizations.  

A suitable strategy of communication expands implementation of a strategy as 

workforces will feel more enthusiastic to take part. Appropriate communication in 

any organization motivates employees to commit themselves to the philosophy of 

management based on the idea of encompassing the accurate workforce in the 

precise decision-making at an accurate period in a precise way. Precise 

communication guarantees that overall strategies and plans established at the higher 

stages are conveyed to ordinary workers who are vital strategy executing workforce.  

Finally, the role of all workers in implementing strategy will lower the level of 

employee resistance because of the well-defined communication of strategies. 

This finding sought with the finding of Lingard et al. (2012) argued that productive 

communication methods in the work-life involvement and approaches within the 

organization have a significant effect on the strategy implementation.  

4.3.4 The Contribution of Organization Principles on Strategy 

Implementations in Organizations 

The objective number three was to evaluate the contribution of organization 

principles on strategy implementations in organizations. 
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The hypothesis had been stated as; the organization principles have no significant 

contribution to strategy implementations in organizations. Regression analysis in 

Table 4.9 was carried out to gauge how organization principles contribute to strategy 

implementations in organizations. 

Findings showed that R-value was r = 0.734 that signify model correlation 

coefficient was above any zero-order value in the above table. The r square value of r 

= 0.648, also specifies that organization principles could elucidate nearly 64.8 % of 

the variations in the implementation of strategic plans  

Table 4. 9 : ANOVA of Organization Principles on Strategy Implementations in 

Organizations 

Model    R R Square Adjusted 

R 

Std. Error Estimate 

3 .734a .648 0.506 3.510 

Model  Sum of Squares  Df Mean Square F Sig. 

     Regression  

3 Residual  

Total  

  7.84 

2.30 

10.14 

04 

08 

12 

8.485 

0.230 

14.80 .000b 

 

It was implied in Table 4.9 that ANOVA results put forth that the general model was 

significant statistically. Moreover, the independent variables were seen to be good 

predictors of strategy implementation. This fact was reinforced by F statistic of 14.80 

and the stated p-value (.000) that was below the conventional .005 significance level. 

As a result, ANOVA findings exposed that the independent variables were 

significantly related to the dependent variable.    
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Table 4. 10: Multiple Regressions of Organization Principles on Strategy 

Implementations in Organizations 

Model  Unstandardized 

Coefficients 
 

Standardized 

Coefficients  
 

t Sig. 

 

 

3 

 B Std.  Error Beta 

Constant .250 .145  6.509  .001 

organization 

principles 

.242 .062 3.020 6.204 .010 

Source: Researcher SPSS output   

Obviously, Table 4.10 put it clear that organization principles have significantly 

influenced the implementation of strategic plans. The null hypothesis was rejected 

since the beta value of (β = 3.020) with p =.010. and the p<.005 then alternative 

hypothesis was accepted since the organization principles have significantly 

contributed to strategy implementations in organizations. This finding sought with 

the finding of Ahmadi et al. (2012) who argue that organization principles are 

significantly related to the implementation process.  

4.3.5 The Influence of Organization Daily Practices on Strategy 

Implementations in Organizations 

The objective number four was about to weigh the influence of organization daily 

practices on strategy implementations in organizations. 

The hypothesis had been stated as; the organization daily practices have no 

significant influence on strategy implementations in organizations. Table 4.11 

portrays Regression analysis that was carried out to examine how the organization 

daily practices influence strategy implementations. 

The obtained value for R was r = 0.681 signifying the correlation model of the 

coefficient which was above than any zero-order value in that particular table. 

Approximately, 65 % of the variations in the execution of strategic plans could be 

explained by organization principles with the r square value of r = 0.65.  

  



42 

Table 4. 11: ANOVA of the Organization Daily Practices on Strategy 

Implementations in Organizations 

Model    R R Square Adjusted R Std. Error  Estimate 

4 .681a .650 0.446 0.303 

Model  Sum of Squares  df Mean Square F Sig. 

4 

 

 

Regression  

Residual  

Total  

22.84 

2.30 

25.14 

03 

09 

12 

4.685 

0.230 

    

24.80 

.000b 

 

The combined effect in the independent variable organization daily practices on the 

strategy implementations was significant statistically at (F-24.80; p-.000) as drawn 

from ANOVA in Table 4.11. 

Table 4. 12: Multiple Regressions of the Organization Daily Practices on 

Strategy Implementations in Organizations 

Model  Unstandardized 

Coefficients 

Standardized 

Coefficients  

t Sig. 

 

 

 B Std.  Error Beta 

Constant .340 .052  2.509  .000 

Organization 

daily practices 

.302 .043 2.020 3.204 .000 

 

Table 4.12 depicted that the implementation of strategic plans was significantly 

influenced by daily organization practices. The beta value of (β = 2.020) with p 

=.000. The fact the p<.005, the alternative hypothesis is accepted rejecting null 

hypothesis emphasizing that organization daily practices have a significant 

contribution to strategy implementations in organizations. This outcome is in line 

with (Jones & George, 2011) who assert that a flexible organization practice boost 

taking a risk, experimenting and altering of strategies to suit the exceptional 

circumstances that organizations come across in the progression of the business. 

They give the opportunity for adjustment of some parts of the process of strategy 

execution since they are adaptive in nature.  
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4.4 Discussion of the Findings  

This study investigates the impact of organization culture on effective strategic 

planning in non-governmental organizations. This section discusses findings 

according to the objective of this study. 

4.4.1 The effect of organizational norms and belief on strategic implementation 

In order to determine how organizations norms and beliefs affect strategy 

implementation in organizations, findings indicate that organizations norms and 

beliefs significantly influence the strategy implementations (β = 0.335; p =.015). 

This implies that norms and belief are two elements of culture which are catalysts for 

organizational performance. Beliefs and norms in an organization refer to the way of 

thinking and assumption which exist in that organization and guide the way of doing 

things, perceptions and feelings. Organizational norms and beliefs are part of 

organizations strength because it guiding decision making within the organizations 

and provide control for all employee through beliefs and conduct way also provide 

the environment for cooperation within organizations and commitment of work 

which are necessary for strategy implementation and performance of the 

organization.  

These findings agree with Elsbach and Stigliani (2018) who states that organizational 

culture is basically described as “the pattern of shared values and beliefs that help 

individuals understand organizational functioning and thus provides them norms for 

behaviour in the organization” This means that organizational culture comprises 

separate layers including values, norms and behaviours.  

Schein (2009) expands these layers by adding a different construct of organizational 

culture, which he describes as artefacts. According to him, cultural beliefs and values 

can be referred to as strategies, goals, vision and mission in organizations, while 

symbols, uniforms, logos and stories can be given as examples of artefacts of culture. 

On the other hand, the organizational strategy is defined as a complex set of 

activities, processes and routines involved in the design and execution of policies and 

practices (Zheng et al., 2010). The strategic orientation of an organization defines the 

basic focus of its long-term goals and objectives, all of which are related to actions 

and behaviour. 
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The findings on norms and beliefs are in agreement with the organization culture 

theory which asserts that customers are interested with values, daily normal 

practices, interactions style which create competitiveness of the organization.   

4.4.2 The influence of communication model and style in the strategy 

implementation 

Findings indicate that the communication model and style influence the 

implementation of strategy in organizations significantly by (β = 3.045; p =.001). 

This implies organizational communication plays a vital role in employee motivation 

and performance as real changes are taking place in modern organizations which 

confront the new reality of tighter staffing, increased workloads, longer hours and a 

greater emphasis on performance, risk-taking and flexibility. In order to accomplish 

tasks and achieve the organizational goals, every individual of an organization 

communicates with others about the various types of work in the organization. 

Superiors deliver tasks to the subordinate; subordinates report results or make 

proposals to the supervisors; members of a group discuss how to achieve the group 

goal; and so forth. 

These findings agree with Mandago (2014) who discovered that poor communication 

in the organisation reduces employees‟ commitment and engagement to the firm‟s 

goals. This implies that employees‟ commitment influences engagement since it is 

evidenced by loyalty to the organization as they feel like a member of one family. In 

addition, the results of this study agree with Andersson and Zbirenko (2014) and 

Bloisi et al. (2007) who pointed out that communication is a tool that enhances and 

modifies the workers‟ relationships in and outside the firm. Communication is 

effective in influencing the whole organisation structure and business and therefore it 

is an important tool in the efficient functioning of the organisation.  

The findings of this study are related to organizational culture model to work which 

indicates that organizational culture should be communicated externally because 

customers look at the external issue to make their judgement of the product. The 

model indicates that the organization should develop a good organization culture that 

is well presented externally.   
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4.4.3 The contribution of organizational principles on strategy implementation 

Findings indicate that the organization principles have a significant contribution to 

strategy implementations in organizations (β = 3.020; p =.010). This implies that 

organization that have inadequate and unclear principles with unclear reporting 

matrix and accountability matrix, the unorganized structure of management will 

result in the total fail of implementation of the strategy. Principles of management 

play a big role in every organization. The styles of management and the principles 

adopted by managers seem to largely depend on the kinds of leaders or managers the 

organizations have. The management process of planning, organizing directing and 

controlling, which leads an organization to realize its vision and mission are 

dependent on the management principles of managers. Managers are also leaders. 

These findings agree with Hamid, Shah, Rahman and Badlishah (2020), leadership 

has been claimed as an important factor which has a significant influence on the 

performance of organizations, managers, and employees around the world. This 

means that the success of the organization is anchored on the efficiency of the leader 

to uplift and improve individual performance.  

The results of this study agree with Results-Based Management Theory which 

explains strategy implementation and the overall performance as a result of 

management principles. The proponents of the theory assert that organizations seek 

to improve strategy implementation through management efforts that place more 

efforts on results rather than processes (Berman, et al. 2019).   

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, the multiplicity of goals, frequent political interference, and outright 

mismanagement (RBM guide, 2005).  
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4.4.4 The influence of organizational practices on strategic implementation 

The findings indicate that organization daily practices have a significant contribution 

to strategy implementations in organizations (β = 2.020; p =.000). This implies that if 

the organization wants to enhance quality and improved services then, it has to 

satisfy its employees, compensate them, conduct their appraisal, open 

communication systems should be there and then giving feedback of the overall 

organization. These actions can make sure that the organization is now able to satisfy 

its employees which will move the organization towards performance. These 

practices are means through which the organization treats its employees directly 

affects overall organizational performance. These findings agree with Yoon and 

Thye (2017) who indicated that firm‟s practices are concerned with the emotions of 

the employees and also their thinking that make employee committed, proposing that 

that employee‟s process actions of organization carefully regarding matters of 

employees.  

These results are in agreement with organizational culture model which indicated 

that in any organization, there should be practices that have the capability of 

governing workers of what to do, should also govern people formal policies and rules 

hold the togetherness of organization. If this is well implemented it becomes a 

hierarchy culture, and the organisation becomes stable, in a long-run, and the 

performance becomes efficient (Ginter, et al. 2018).  
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CHAPTER FIVE  

CONCLUSIONS AND RECOMMENDATIONS 

5.1 Conclusions 

The study assessed the impact of organizational culture on strategy implementation 

in a non-government organization in Tanzania. Specific objectives are; to determine 

how strategy implementation in organizations has been affected by organizations 

norms and beliefs, to find out how communication model and style have influenced 

the strategy implementation in organizations, to examine the contribution of 

organization principles on strategy implementations in organizations and analyzing 

the extent to which organization practices influence strategy implementations in 

organizations 

The first objective was about to determine how organizations norms and beliefs 

affect strategy implementation in organizations. The study concluded that 

organizations norms and beliefs significantly influence strategy implementations (β = 

0.335; p =.015).  

The second objective was about to find out what was the influence of the 

communication model and style in the strategy implementation in organizations. This 

study concluded that the communication model and style influence the 

implementation of strategy in organizations significantly by (β = 3.045; p =.001).  

The third objective was about to explore the contribution of organization principles 

in implementing strategy implementations in organizations. This research revealed 

that the organization principles have a significant contribution to strategy 

implementations in organizations (β = 3.020; p =.010).  

Objective four was about analyze the extent to which organization practices 

influence strategy implementations in organizations. This study concluded that 

organization daily practices have a significant contribution to strategy 

implementations in organizations (β = 2.020; p =.000).  

The study shows that Elizabeth Glaser Pediatric AIDS Foundation culture has a 

positive impact on the implementation of their strategy. Organization norms, beliefs, 

principles, and Communication was found to have an impact in the daily 
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performance that account to the execution of strategy. It was concluded that all the 

strategic plans are supposed to be communicated to the employee and all level of 

organization a timely and effective manner. The effectiveness of communication and 

knowledge of new strategy was deemed to have a great impact on the 

implementation process of organization strategies. 

5.2 Recommendations 

The followings are recommendations; 

 It was recommended that organizations norms and beliefs are very significant 

in influencing strategy implementations in the nongovernmental organization. 

Thus, to achieve the supremacy and efficacy of a strategy of the company‟s 

execution effort lay on values supported by strategy, practices and in norms 

that align with behaviours.  

 It was also commended that strategy has to be conveyed to all stakeholders 

prior to implementation. Again, administrative management was 

recommended to monitor and evaluate strategy progress on regular basis and 

provide timely feedback in order to take corrective measures.  

In addition, effective communication was deemed to lead to a better 

performance hence managers are recommended to be a team in formulating 

decisions. Moreover, it was recommended that since the strategy is 

implemented by the people therefore, knowledge, skills, and experience of 

the workers of the organization are needed. 

 Different organization policies were recommended such as communication 

polices, ethical policies, work conduct policies should be set in place to help 

sound implementation of strategies in an organization. Policymakers were 

also argued to consider imparting knowledge to staffs as well as to increase 

organization knowledge of organization for effective and quick decision-

making during strategy implementations. 

 It was also recommended that daily good organizational activities and well-

functioning structures are required by a company to implement its strategic 

plans. Having organizational daily activities that maintain the core values, 

belief and principles of an organization are crucial to the accomplishment of 
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strategic plan implementation. For this case, organization is required to have 

a strong organization structure that each department know what to do and 

how they implementing their strategy through what they are doing. 

 It was also recommended that the chain of authority at Elizabeth Glaser 

Pediatric AIDS Foundation as one of an international nonprofit organization 

should be decentralized since it takes too long since it needs permission from 

Headquarter which make it difficult for strategy implementation to take place 

with immediate effect. 

 The study recommend also organization should develop a culture of 

innovation to its personnel, this culture will influence the performance of the 

organization as staffs will be thinking new ways of implementing strategy. 

The organization should provide a room for staffs to think new ways of 

reaching their customers, ways to retaining their customers and ways of 

providing feedback to their customers.  
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APPENDICES 

Appendix 1: Questionnaire to Employees 

Dear respondent  

The aim of this research is to assess the impact of organizational culture on strategy 

implementation in a non-government organization in Tanzania. You are kindly 

requested to assist the undersigned student who pursues a Master‟s Degree Program. 

Your response will serve as a source of information to this research paper for 

academic purposes.  

PART I: Background of respondents.  

Please read the question carefully and answer by either filling in the blanks or put a 

tick (√) 

a)      Sex : 

             Male ( ) 

             Female ( )  

b)    Education level: 

          Primary education ( ) 

          Secondary education ( ) 

          Diploma ( ) 

          Bachelor degree ( ) 

          Master degree ( ) 

C)  Duration in work 

            Less than 5 years      ( ) 

            5 -10 years                ( ) 

            10-15 years               ( ) 
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B:   Study Questions; 

I:  INFLUENCE OF ORGANIZATIONS NORMS AND BELIEFS IN 

STRATEGY IMPLEMENTATION IN ORGANIZATIONS 

How would you rate the extent to which organizations norms and beliefs 

influence strategy implementation in your organizations? 

 

 

 

 

  

Statement  SD=1 D =2 A =3 SA=4  

EGPAF has cultural norms and beliefs 

that emphasize on performance 

    

EGPAF has cultural norms and beliefs 

that emphasize on achieving set 

objectives 

    

EGPAF has cultural norms and beliefs 

that encourage work commitment. 

    

EGPAF has a clear mission that is 

understood by all staff 
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THE INFLUENCE OF COMMUNICATION MODEL AND STYLE IN THE 

STRATEGY IMPLEMENTATION IN ORGANIZATIONS 

ii) How would you rate the extent to which the communication model 

influences strategy implementation in your organizations? 

Statement  SD=1 D =2 A=3  SA =4 

At EGPAF Employees are well 

motivated due to effective 

communication by top management 

    

Organization mission and vision at 

EGPAF is well communicated to all 

employees. 

    

Executive leadership at EGPAF evaluates 

strategy progress and gives feedback on 

time. 

    

There is high-level performance among 

teams companywide due to effective 

communication at EGPAF. 
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III: THE INFLUENCE OF ORGANIZATION PRINCIPLES ON STRATEGY 

IMPLEMENTATIONS IN ORGANIZATIONS. 

iii) How would you rate the extent to which the organization principles 

influence strategy implementation in your organizations? 

Statement  SD=1 D =2 A=3  SA =4 

EGPAF has well-defined organization 

principles has facilitated efficiency in 

strategy implementation 
 

    

EGPAF has organization principles that 

influence effective strategy 

implementation 

    

EGPAF has organization principles that 

facilitate strategy implementation  

    

EGPAF has effective organization 

principles that encourage work 

commitment 

    

 

IV THE INFLUENCE OF ORGANIZATION PRACTICES IN STRATEGY 

IMPLEMENTATIONS IN ORGANIZATIONS. 

iv) How would you rate the extent to which the organization practices 

influence strategy implementation in your organizations? 

Statement  SD=1 D =2 A=3  SA =4 

EGPAF has flexible organization 

practices that have facilitated coping 

up with strategy implementation 

challenges 
 

    

EGPAF has an effective organizational 

practices that are designed to achieve 

organizational goals 

    

EGPAF has compatible organization     
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practices that facilitated efficiency in 

strategy implementation 

EGPAF has effective organizational 

practices that facilitate innovativeness in 

the strategy implementation process 

    

 

THANK YOU FOR YOUR GOOD COOPERATION 
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Appendix 2: Table for Determining Size 

Population 

Size 

Sample 

Size 

Population 

Size 

Sample 

Size 

Population 

Size 

Sample 

Size 

10 10 220 140 1200 291 

15 14 230 144 1300 297 

20 19 240 148 1400 302 

25 24 250 152 1500 306 

30 28 260 155 1600 310 

35 32 270 159 1700 313 

40 36 280 162 1800 317 

45 40 290 165 1900 320 

50 44 300 169 2000 322 

55 48 320 175 2200 327 

60 52 340 181 2400 331 

65 56 360 186 2600 335 

70 59 380 191 2800 338 

75 63 400 196 3000 341 

80 66 420 201 3500 346 

85 70 440 205 4000 351 

90 73 460 210 4500 354 

95 76 480 214 5000 357 
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100 80 500 217 6000 361 

110 86 550 226 7000 364 

120 92 600 234 8000 367 

130 97 650 242 9000 368 

140 103 700 248 10000 370 

150 108 750 254 15000 375 

160 113 800 260 20000 377 

170 118 850 265 30000 379 

180 123 900 269 40000 380 

190 127 950 274 50000 381 

200 132 1000 278 75000 382 

210 136 1100 285 100000 384 

Source: Krejcie & Morgan (1970) 

 


