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Purpose: This study is aimed at establishing hierarchy and strategy relationship in registered professional bodies in Kenya.

Design/Method/Approach: The dependent variable was measured through policy implementation, resource assessment and motivation.
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descriptive design approach, the study collected a return of 132 responses from a target of 168 in professional bodies of Kenya. The study
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characteristics r = .316, p < .05 with the management of employees r =.288, p <.05.
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between the hierarchy culture and strategy implementation with both dominant characteristics and management of employees showing
positive effects for the relationship.

Originality/Value: This research shows that the organizations that are most successful in the market have a strong hierarchy culture within their
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Peanisauia cTparerii: Y4 Ma€ 3Ha4YeHHA
iEpapxiyHa Ky/bTypa B /liLleH30BaHUX
npodeciiiHux ToBapucTBax B CxigHii

Adpumui
EHH HOwcazit

Bi3Hec-wkona YaHoapis, MinHapooHuli yHisepcumem
CLIA - Adppuka, Halipobi, KeHis

MeTa poboTu: [laHe A0CiAMKEHHA CMPAMOBaHE Ha BCTAHOB/IEHHA

iepapxii i cTpaTeriYyHMx B3AEMWMH B  3apEECTPOBAHMUX
npodeciiiHnx opraHisauinax B KeHii.
Auzaiin/MeToa/Niaxia AOC/IAKEHHSA: 3anexHa 3MiHHa

BMMIpIOBaZiacA 3a AOMOMOrol0 peasisauii MoNITUKK, OLIHKK
pecypcis i moTuBaLjii. KyabTypa iepapxii Ak He3aznexHa 3miHHa
BMMIpPIOBa/acA Yepes AOMIHYHOHI XapaKTePUCTUKM | yNpaBiHHA
cniBpobiTHMKamu.  BuUKOpWUCTOBYIOHM  MiAXigq — ONMCOBOro
AV3alHY, B AOC/iAKeHHi 6y10 oTpuMaHo 132 BiAnoBigi 3
LiZIbOBMX 168 B npodeciitHnx opraHisauiax KeHii. Y gocaigmeHHi
Oyna cTBOpeHa Hy/bOBa TrinoTesa AAA  nepesBipku 3
BMKOPUCTaHHAM Moge/i AiHilHOT perpecii anA BCTaHOB/EHHA
B33a€EMO3B'A3KY MiXK 3a/1€KHUMU | HE3a/1€XKHUMU 3MIHHUMU.

PesysbTath pAochigkenHa: /A  iepapxidyHux nobygos 6yn0
BCTAHOB/IEHO, L0 iCHYE 3HavyLla KOope/ALia Mix peasisauieto
cTpaTerii i AOMIHYHOUYMMU XapaKTepUCTUKamMm r = 0,316, p <0,05
3 KepyBaHHAM CniBpobiTHMKamu r = 0,288, p <0,05.

TeopeTuyHa LiHHICTb goc/igXKeHHA: LA ctatTa poswmpuna obcar
AOCNiAMKEHb OpraHi3aLiHOl Ky/bTypH, NMOKasaBsLUM, WO iCHYE
3HAYHMI B3AEMO3B'A30K MiXK Ky/IbTYpOtO iepapxil i peasizauieto
cTpaTerii, NMPUYOMY AK AOMIHYIOHI XapaKTepUCTUKKM, TaK i
ynpaBAiHHA CMiBPOGITHMKAMU  €@MOHCTPYIOTb  MO3UTUBHUIM
BM/IMB Ha L BiAHOCUHM.

OpwuriHanbHicTb/LiHHICTb goc/igKeHHs: Lie 40C/iagKeHHsA NOKa3yE,
o Haibisbl ycnilHi Ha PUHKY OpraHisauii mMaloTb CUAbHY
iepapxiuHy Ky/bTypy B CBOEMY cepeaoBuLLi. OTe, npodeciitHi
OpraHu MOBWHHI MaTKU AK MiHIMYM MexaHi3m 3abe3neveHHsA
iepapxi4HOi Ky/AbTYpH BCepeAUHi OpraHisadii.

ObmerKeHHA AocAigxReHHA/Maitby THi AOC/iAKEHHA: B
AOCNIAMKEHHI po3raAganaca /ule 3B'A30K MK Ky/bTyporo
iepapxii i peanisauieto ctpaterii. Y mMalbyTHIX gocaigxeHHAX
i, BMBYMTM B3AEMO3B'A3OK MiX peasisauieto crpaterii i
{HLUMMM acneKTaMu opraHisayiiHoOT Ky/IbTypu.

Tun cTatTi: EMnipuunHmit

Katouoei cnoea: ctpaTeriyHe BNpoOBagKeHHsA, iEpapxivHa Ky/bTypa,
npodeciiiHi opranisaui, KeHis.

OGO

Peanusauua ctpaternm: UmeeT /M 3Ha4eHUe
nepapxuyeckas Ky/bTypa B
/IMLLEH3UMPOBaHHbIX NPOPECCUOHANBHBIX
obuiectBax B BoctouHoit Appuke

3HH Homwcazu

BusHec-wkos1a YaHdapus, MexdyHapooHeil yHusepcumem
CLUA - Adppuka, Halipobu, KeHus

Lenb paborbi:  [laHHOE  WCC/e40BaHWE  HANpaB/eHO  Ha
yCTaHOB/I€HUe nepapxuu 4 CTpaTern4eckmx
B3aMMOOTHOLLEHUM B 3aperncTpMpoBaHHbIX

npodeccMoHa/ibHbIX OpraHu3aLmax B KeHuu.

Aunsaitn/MeTtog/Moaxos uccieaoBaHuA: 3aBUCMMAn NepemeHHasn
u3mepAnacb MOCpPeACTBOM peanunsauuu MoAUTUKM, OLLEHKM
pecypcoB v MoTuBaL UK. Ky/bTypa uepapxuu Kak He3aBucumas
nepemMeHHas u3mepaAnach Yyepes AOMUHMPpYIOLLME
XapaKTepUCTUKU W YNpaB/ieHUe COTPyAHUKaMU. Mcrnosb3ya
NOAXOA, OnMUCaTe/sbHOro Au3aiiHa, B MCC/IeA0BaHWMKM  6bi10
No/y4eHo 132 OTBeTa U3 Lje/neBblX 168 B NpodeccroHabHbIX
opraHusauuax Kexuu. B ucciegosanmm 6bi1a co3gaHa Hy/sesas
runoTesa A/1A NPOBEPKM C UCTIO/1b30BAHUEM MOAE/UN /IMHENHOM
perpeccuM  AAA  YCTAHOB/IEHWA  B3aMMOCBA3U  MeXAy
3aBUCMMBIMU U HE3ABUCUMBIMU NepEMEHHBIMU.

Pesy/bTaThl uccaegoBaHus: [/19 MepapXMYECKUX MOCTPOEHUI
6bl/10 YCTAHOB/IEHO, YTO CyLLECTBYeT 3HayMmas KoppenAuus
MeXAy ~peanusauueit cTpaTeruM U AOMUHWPYIOWMMU
XapaKTepucTukamu r = 0,316, p <0,05 C yrnpaB/ieHUeMm
COTpyAHUKamu r = 0,288, p <0,05.

TeopeTuyeckas LLeHHOCTb UCC/IEA0BaHMA: JTa CTaTbA pacluMpuia
06bemM UCCeA0BaHUI OPraHU3aLMOHHOM Ky/IbTYpbl, MOKa3as,

YTO  CyLeCTBYeT 3HauuTe/IbHas  B3aUMOCBA3b  MEXAY
Ky/IbTYpOVi MepapXxuu 1 peanusalueit cTpaTeruu, npuyem Kak
AOMUHUPYIOLIME  XapaKTepUCTWKK, Tak W ynpas/eHue

COTPYAHUKaMM 4@MOHCTPUPYIOT MO/IOKMUTE/IbHOE B/IMAHME Ha
3TV OTHOLUEHMUA.

OpuUrMHasbHOCTb/LleHHOCTb  McciegoBaHMA: JTO UCC/1eA0BaHKUe
riokasblBaeT, YTO Hanbo/lee ycrellHble Ha PbiHKE OpraHu3aLum
MMEIOT CU/IbHYIO MepapXMHecKylo Ky/bTypy B CBOel cpege.
CneposaTenbHO, NPOdeCCMOHabHbIE OpraHbl 40/1KHbI UMETb
KaK MUHUMYM MexaHu3m obecrneyeHua uepapxuieckomn
KY/IbTYpbl BHYTPY OpraHusaumuu.

OrpaHuyenna  ucciegoBanua/byayume  ucciegobanus: B
1cc/1eq0BaHMM  PacCMaTpuBasacb TO/BKO  CBA3b  MeEXAy
KYy/IbTYpOW Mepapxuu 1 peasnunsauuein ctpaterin. B 6ygyuimx
MCCAeq0BaHUAX — CleAyeT  M3Yy4WTb  B3aMMOCBA3b  MeXay
peanusauueit cTpaTteruu M Apyrumu acnekTamu
OpraHU3aLMOHHOM Ky/IbTypbl.

Tun cTaTbn: SMNMPUHECKHIA

Kntouesble cn108a: cTpaTernyeckoe BHegpeHWe, MepapxuyecKas
Ky/IbTypa, NpOodpeccroHa/bHble OpraHusanum, KeHus.
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1. Introduction

n organizational culture evolves around the survival of

specific and gradual mix of leadership, strategy and daily

activities that focus on circumstances to run an organization.

As such, an organization culture is simply the self-sustaining
pattern of behaviour that determines how things are done
(Katzenbach, Oelschlegel & Thomas, 2016). Specifically, the
transformation of culture requires value, behaviour and shared
vision that aims at focusing people on goals for the achievement
and sustainability of organization performance. In a business
environment setting, the achievement of goals arising from day-to-
day activities is fundamental. The proven path towards achieving
goals is through a strategic plan and its implementation. This
implies that a modern organization has to set strategies that have
to be implemented to achieve its success. However, this strategy
implementation is not just achievable through any environment
and hence the need to call for specific organizational culture
dimensions that help in achieving the organization’s strategy. The
organizational culture is therefore an important means of
corporate strategy implementation. In view of this, while
developing and executing a successful strategy within institutions,
the organizational culture must fully be aligned with the strategy.
The hierarchical culture is one of the commonly practiced culture
dimensions. From the various studies carried around it, there is
need to explore more on the relationship between this dimension
of culture and strategy implementation. This paper used
professional bodies in Kenya as a field practicing strategy planning
to test the relationship between the hierarchical culture and
strategy implementation.

Professional bodies in Kenya have embraced strategy planning and
implementation as a means of achieving their organizational goals.
However, the global success stories about strategy
implementation have not fully translated into success for
professional bodies leading to the suggestion that it might all be in
the culture adopted. Specifically, out of the four-dimensional
cultures as propagated by Cameron and Quin (2006), the
hierarchical culture is most witnessed in professional bodies in
Kenya. The study thus sought to answer the key question, “does
the hierarchical culture in Kenya Professional bodies influence
positive strategy implementation?”

2. Theoretical Background

strategy directs organizational operations towards
@perfcrmance thatis action based (Awino, Njeru & Adwet, 2017).

This has the implication that core business requires specific

activities that forecast the continuation and successful
implementation of plans retaining the existence of the
organization in a competitive stature. Similarly, methods geared
towards ensuring the activities that have a lasting impact have to
be tailored in such a way that management feels responsible for
any failures both in the past and present. According to Reddy
(2017), this specifically points to good allocation of resources in
which plans have to be executed with optimal utilization of all
related units of production. On the contrary, modern organizations
have devised some ways of getting plans implemented with hired
resources and measures that can be benchmarked across several
business organizations. All these call for a positive approach to the
strategy empbhasizing the popularity of strategic planning with a
view to attracting more scholars to spread both theories and
practices of strategy implementation in terms of a global trend
(Baroto, Arvand & Ahmad, 2014).

Schein (1990) came up with three levels of an organizational culture
including artefacts, as well as espoused values and underlying
assumptions. Schein pointed out the manifestation of a
hierarchical culture as normally through both physical and social
artefacts as well as behaviour that obeys levels of different
leadership. These are the visible elements in the organization save
for espoused values which are less visible. The underlying meaning
of these inter-relations is defined through the constituents of

OGO

culture as provided between stated values of the organization and
the espoused values. These translate into good future
organizational levels that enhance learning of difficult traits in the
organization (Lim, 1995).

The main criticism of the cultural dimensions’ theory is that it is a
challenge to reach a consensus in getting everyone on board
across the quadrants of adhocracy, hierarchy, market, and clan
cultures. The reason being that is that different functions within an
organization might require different approaches of the culture
quadrants within the framework (Soares et al., 2018).

According to the cultural dimensions’ theory, the most
distinguishing feature, the important competitive advantage, and
the most contributing factor making these companies successful,
is their organizational culture (Cameron & Quinn, 2006). In the
current high velocity environment, if a person is not confused, then
that person does not pay attention. This is because of a high failure
rate and closure of successful companies in the face of a volatile
business environment (Cameron & Quinn, 2011). Despite this
setback, some organizations sustain high profitability, which
cannot be attributed to either their competitive positioning or
market forces but a unique and strong culture that overcomes
collective uncertainty and ensures long-term financial success.

3. Hypothesis

Hor: The adoption of a hierarchical culture does not positively affect
strategy implementation in professional bodies in Kenya.

4. Data and methods

4.1. Sample and data collection

he study had a target population of 28 operational
professional bodies registered with the Association of

Professional Societies (APSEA, Kenya) in East Africa. A total of

168 managers who were thought to be well versed and
practically involved in strategy implementation were sought from
the field using a structured questionnaire as recommended
(Kothari, 2014). The field survey used a convenience approach in
collecting 132 questionnaires from managers in the strategic field
in the professional bodies. The APSEA-registered bodies bring
together professionals from various fields for purposes of
providing quality professional services to the public as well as
holding their members responsible in case of negligence in their
field of profession. Some of the key APSEA bodies include Law
Society of Kenya (LSK), Institute of Certified Public Accountants of
Kenya (ICPAK), Kenya Medical Association (KMA), Association of
Kenya Engineers (AKE) and Insurance Association of Kenya (IAK).
Registration as a professional in any of the bodies requires one to
be fully certified with the right academic qualifications which
normally include a recognizable degree from the field of a
mentioned profession and certification of practice by the
professional body in Kenya. APSEA as an association is housed at
Professional Centre, Nairobi and coordinates the activities of
registered professional bodies overseeing ethical issues as well as
providing a forum for arbitrations in all matters of dispute within
all the professional bodies. There are, however, several other
professional bodies in Kenya and East Africa that are not registered
under the umbrella of the 28 registered professional bodies with
APSEA.

A pilot study for testing the research instrument was done to
establish reliability and validity. This involved visiting 2 APSEA
bodies that were then excluded from the main survey with 24
respondents participating in the pilot survey selected though
convenience. The reliability took into consideration the value of
Cronbach's alpha (a) for reliability (Creswell, 2014). Similarly,
construct validity was enlisted to ensure that all sections of the
research instrument returned consistent results as highlighted in
Tab. 1and Tab. 2, respectively.
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As indicated in Tab.1, the value of the composite reliability for a
hierarchical culture is .879 which is greater than .7. This shows that
the data for a hierarchical culture is reliable for analysis.

Table 1: Reliability Test for Hierarchical Culture

Variable Composite Number of
reliability (CR) items
Hierarchical Culture .876 5

Source: Research Data (2020)

Tab. 2 shows the AVE for a hierarchical culture is .598 which is
above the .50 threshold indicating that the hierarchical culture as
anindependent variable account for more than 50% of the variance.
For discriminant validity, the bold value of the hierarchical culture
is .598 which is higher than the correlation coefficient loadings of
other variables. This concludes that the discriminant validity and
convergent validity are positive.

Table 2: Average Variance Extracted Matrix for Hierarchical

Culture
Variable AVE Dominant Management
Characteristic  of Employees
Hierarchical Culture .598% .316%* .288***

Legend: * p <.050, ** p <.010, ¥*** p <.001
Source: Research Data (2020)

4.2. Analyses and interpretation of data

exploratory factor analysis, as recommended by Creswell

(2014). Further, there was verification of the factor structure

of the scale. The principal component matrix obtained after
the explanatory factor analysis was subjected to varimax rotation
(Saunders, Lewis & Thornhill, 2016).

:: he factor structure was established by using the method of

5. Results

measured using the two constructs of the dominant
characteristic and management of employees while the
dependent  variable was measured using policy
implementation, resource allocation and motivation. A scale of 1to
5 with 1as strongly disagree, 2 as disagree, 3 as neutral, 4 as agree,
and 5 as strongly agree was applied (Likert, 1932). The statistical
tests, which were conducted, are descriptive statistics and

:: o establish the study results, the independent variable was

inferential statistics to establish hypothesis testing by using a
regression model.

5.1. Demographic and descriptive constructs of
the study

he descriptive statistical tests, which were conducted during
@the study, are presented in Tab. 3, which shows the gender,

age group, level of education and professionalism among key

statistics. The spread between both male and female
indicates the general population mix in the Kenyan professionals.

Table 3: Demographic data of respondents

Demographic Demographic Male Female
Characteristics Category Percentage Percentage
Age Group Below 30 4 2
31-40 23 20
41-60 30 19
Over 60 1 1
Total 58 42
Level of Non-Degree 2 1
Education holder
Bachelors 20 19
Masters 35 16
PhD 5 2
Total 58 42
Professionalis HRM and 14 1
m Procurement
Marketing 6 6
Finance and 14 6
Planning
ICT and Support 24 19
Total 58 42

Source: Research Data (2020)

The results indicated in Tab. 4 show a high mean of 3.89 with a
standard deviation of .954 achieved in the hierarchical culture
constructs of “The organization is a very structured place”.
Similarly, a low mean of 3.75 with various standard deviations is
achieved in three constructs of “The organizationis a very personal
place. It is like an extended family (People seem to share a lot
amongst themselves)”, “The organization is very controlled” and
“The management style in the organization is characterized by
security of employment”.

Table 4: Mean and standard deviation for hierarchical culture

Code N Mean Std. Deviation
Item Details Valid

DC1 The organization is a very personal place like an extended family 132 3.75 .841

DC2 The organization is a very dynamic entrepreneurial place 132 3.85 .725

DC3 The organization is very result-oriented 132 3.80 .873

DC4 The organization is very controlled 132 3.75 .868

DCs The organization is a very structured place 132 3.89 .954

ME1 Management style in the organization is characterized by teamwork, consensus, and 132 3.83 .942
participation

ME2 The management style in the organization is characterized by individual risk-taking, 132 3.84 .675
innovation, freedom, and uniqueness

ME3 The management style in the organization is characterized by security of employment 132 3.75 .960

Source: Research Data (2020)

5.2. Pattern Matrix of hierarchical constructs

factor analysis was accomplished using rotation method

though Promax with Kaiser Normalization and converged in 2

iterations. The pattern matrix of hierarchical culture shows;
the specific questions under each of the hierarchical components
and the factor loadings for each component.

:: he pattern matrix indicated in Tab. 5 as a component of the

OGO

The extracted questions for the hierarchical components had
factor loadings greater than .50. Further, the average of the
components was calculated, and the transformed data had a
stronger component of .773. This value was greater than the least
factor loading value of .661. This shows the component loadings
that informed the pattern matrix were stronger.




ISSN 2519-8564 (print), ISSN 2523-451X (online). European Journal of Management Issues. — 2021. - 29(3)

Table 5: Pattern Matrix on Hierarchical Culture

Components Component
Iterations®

The organization is a very dynamic 839

entrepreneurial place ’

The organization is very results oriented .875

The organization is very controlled .661

The organization is a very structured place .752

Management style in the organization is

characterized by teamwork, consensus, and .836

participation

The organization is a very dynamic 693

entrepreneurial place

Extraction Method: Principal Component Analysis.
Rotation Method: Promax with Kaiser Normalization.
a. Rotation converged in 2 iterations.

Source: Research Data (2020)

5.3. Exploratory Factor Analysis for Hierarchical
Culture

s presented in Tab. 6, KMO sampling adequacy is .738
<A>indicating a stronger degree of sampling adequacy. Bartlett’s

test of Sphericity is significant at X?(10, N=132) = 122.077, p<.05.

The factor of the hierarchical culture is adequate for
extraction since KMO sampling adequacy is stronger and Bartlett’s
test is significant (p<.05).

Table 6: KMO and Barlett’s Test for Hierarchical Culture

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 738
Approx. Chi-Square 122.077
Bartlett's Test of Sphericity Df 10
Sig. .000

Source: Research Data (2020)

The total variance explained for the hierarchical culture shows that
2 components were extracted. Further, the 2 components had
Eigen value of greater than 1 and accounted for 66.892% of the
variability of the variables. The extraction of the 2 components was
done using Principal Component Analysis (PCA) as presented in
Tab. 7.

Table 7: Total variance explained for hierarchical culture

Component Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of
Squared
Loadings®
Total 7% of Variance Cumulative % Total % of Variance Cumulative % Total
The organization is a very
i dynamic entrepreneurial place 1835 36.697 36.697 1835 36.697 36.697 1787
The organization is very results
2 oriented 1.510 30.195 66.892 1.510 30.195 66.892 1.585
The organization is very
3 controlled .803 16.069 82.961
The organization is a very ’ 10.2 5
4 structured place 514 273 93-235
Management style in the
. organization is characterized by 338 6.765 100.000

teamwork, consensus, and
participation

Extraction Method: Principal Component Analysis.

a. When components are correlated, sums of squared loadings cannot be added to obtain a total variance.

Source: Research Data (2020)

A scree plot diagram was developed to show the 2 components
extracted that are based on the two fixed factors of the
hierarchical culture. As indicated in Fig. 1, the inflexion point is on
factor 3, hence the 2 components extracted are adequate to form
the hierarchical culture patterns as discussed in the pattern matrix.

Scree Plot

Eigenvalue

0.0

1 2 3 a

Component Number

Figure 1: Scree plot for hierarchical culture

Source: Research Data (2020)

O&

5.4. Model summary of hierarchical culture and
strategy implementation

o test the hypothesis of the study, linear regression was
applied on:

Hoi: There is no relationship between the hierarchical culture
and strategy implementation in professional bodies in Kenya.

The model summary results presented in Tab. 8 indicate that the
hierarchical culture explains 11.3% of strategy implementation in
professional bodies in Kenya (R2) = .113.

5.5. Regression ANOVA

hierarchical culture significantly influences strategy

implementation F (2, 131) = 9.336, p<.05. This means that the

regression model is suitable for predicting the outcome
variable on how the hierarchical culture influences strategy
implementation in professional bodies in Kenya. The significance
figure at .000 is very strong, hence suitable for discussion
purposes.

:: he results in Tab. 9 for ANOVA (Kothari, 2014) indicate that the

From the results of the coefficients in Tab. 10, the values of the
regression model are derived.
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Table 8: Model summary of hierarchical culture and strategy implementation

Model R R Square Adjusted RStd. Error of Change Statistics
Square the Estimate R Square FChange df1 df2 Sig. F Change
Change
1 .3567 126 13 .54926 126 9.336 2 129 .000
a. Predictors: (Constant), Management of Employees, Dominant Characteristic
Source: Research Data (2020)
Table 9: Regression ANOVA of hierarchical culture on strategy implementation
Model Sum of Squares Df Mean Square F Sig.
Regression 5.6332 2 2.816 9.336 .000°
1 Residual 38.918 129 .302
Total 44.551 131
a. Dependent Variable: Strategy implementation
b. Predictors: (Constant), Management of Employees, Dominant Characteristic
Source: Research Data (2020)
Table 10: Coefficients of Hierarchical Culture on Strategy Implementation
Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta

(Constant) 2.100 .374 5.615 .000?
1 Dominant Characteristic 254 100 234 2.531 .013

Management Employees 165 .084 182 1.970 .041

a. Dependent Variable: Strategy implementation
Source: Research Data (2020)

The general form of the regression model used is:

Y= Bo+Bixi+ Bux; +¢ Q)

Bo — Constant; B; — Dominant Characteristic, f; — Management
Employees, and € - Error term.

The findings from the coefficient table indicate that the
hierarchical culture influences strategy implementation in
professional bodies in Kenya.

Y=2.100 +.234X; + .182X,.

The study analysis concludes with a selected regression model in
which the dependent variable was measured against the
independent variables. This was done to identify the link between
strategy implementation and the hierarchical culture in the APSEA
registered professional bodies in Kenya. It led to the rejection of
the null hypothesis that suggests that there is no relationship
between the two variables and to the adoption of the alternative
hypothesis which suggests that there is a strong relationship
between the strategy implementation and hierarchical culture in
the APSEA registered professional bodies in Kenya.

6. Discussion

the support provided in a hierarchical culture means there is

relaxed access to management and hence ease of strategy

implementation is achieved (Zahari, & Shurbagi, 2012). The
authors further asserted that when a hierarchical culture is
dominant in an organization, it is highly likely that the stated goals
and purposes are widely embraced and that helps to implement a
strategy. A dominant culture has a significant correlation in the
current study and thus reflects similar findings by the other
scholars.

:: n support of a hierarchical culture, there is an indication that

Many scholars in line with the current studies have supported the
positive relationship between a hierarchical culture and the
effective strategy implementation. Another conclusion is that
commitment, clear goals, and vision as well as targets that
differentiate mid-term and long-term as highlighted in the
hierarchical culture play a key role in the effective strategy
implementation (Passos, Dias-Neto, & da Silva Barreto, 2012).
Similarly, it was observed that the role of a hierarchical culture was
very significant in the effective strategy implementation in several
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organizations (Al-Alj, Singh, Al-Nahyan, & Sohal, 2017). Both planned
and emergent issues in an organization were best dealt with when
there was a good hierarchical culture or focus on that organization.
In conclusion, these scholars’ findings correspond to the strong
correlation, which the current study found, in which management
of employees is a positively effective factor in strategy
implementation.

Specifically supporting the above view, the findings indicate that
both private and public sectors need systems and hence the
necessity of a hierarchical culture in their effective strategy
implementation in organizations (Lepore, Metallo, Schiavone, &
Landriani, 2018). Other studies also support the significance of a
hierarchical culture with a strong relationship to strategy
implementation concluding that a hierarchical culture plays a big
role in any change management giving hints to significant role
models in leadership changes (Al-Ali et al., 2017).

In so doing, Al-Ali et al. (2017) suggested that a hierarchical culture
leads to organizational leadership change management. This is also
a factor in strong strategy implementation within organizations.
Other studies alluded to the fact that a hierarchical culture has
formal rules enabling staff to have a common purpose sense, thus
enhancing the strategy implementation process (Lepore et al.,
2018). As clearly indicated, such employees will not require special
instructions to implement what has already been spelt out for
them in the organization vision, mission, objectives, and target
goals during the strategy-planning period.

Tanwar (2013) theoretically supported the hierarchical culture as a
conducive environment for strategy implementation arguing that
organizations with a hierarchical culture outperformed their rivals
or competitors with the characteristics of a hierarchical culture
combined with a distinguishing characteristic. Nyukorong (2016)
was also in support of a hierarchical culture as being key in strategy
implementation with various designed frameworks working in
favour of strategy implementation. This is manifested in the laid
down structure of the organization, which the hierarchical culture
develops.

It is argued that the nature of a hierarchical culture enables strict
observance of plans passed on to organizational members
(Laurian, Walker, & Crawford, 2017). This, the scholars add, is reason
enough to make the culture supportive of strategy
implementation. This view is also supported by scholars who
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attribute leadership in a hierarchical structure as the key to
strategy implementation (Al-Ali et al., 2017).

In contrary, other scholars who support a hierarchical culture as
being conducive for strategy implementation found hierarchy
opposing the process of implementation (Naranjo-Valencia,
Jiménez-Jiménez, & Sanz-Valle, 2019). These scholars concluded that
there would be a sense of bullying in the organization in trying to
maintain the status quo, thus leading to disharmony in pursuit of
strategy implementation. Similarly, the scholars faulted the
characteristic of a hierarchical culture which promotes imitation
making it hard to encourage innovations and hence not conducive
for strategy implementation.

Beyene (2011) too, found no significant relationship between a
hierarchical culture and strategy implementation. He pointed to
the conclusion that both the existing and incoming changes might
not be any different, thus giving no incentive to implement the
strategy by organizational staff. Mutai (2015) also cited the informal
nature of a hierarchical culture as being a hindrance to strategy
implementation since there is literally no commitment to chase the
given goal at an organizational level. It therefore leads to the
slowing down of acceptance and hence a long period in strategy
implementation which is not productive to the organization.

Mwaura (2017) also cited the commitment of top-level
management as being key to strategy implementation, and yet this
does not augur well for a hierarchical culture. Similarly, there was
discontent about the hierarchical culture by Pilch & Turska (2015).
They concluded in their studies that bullying was rampant in the
hierarchical culture due to its Machiavellian nature. This implied
that there was a negative influence on strategy implementation
from the hierarchical culture.

Similarly, Shiflett’s theoretical works (2013) pointed to the difficulty
in a hierarchical culture since there were no flexible ways of
speeding up any abrupt changes with the rank and file being the
order of the day in the organization. This means that any
impromptu changes have to await the chain of command that is
the mainstay of a hierarchical culture. Nyukorong (2016) also
pointed out that even though there is unity of command and
communication of internal activities, the hierarchical culture is such
that any changes will require lots of decisions before being
implemented. Corrections are therefore always delayed, and this is
against the spirit of strategy implementation.

Other scholars opposing a hierarchical culture include Wroblewski
(2017) and Gao (2017) who both observed that the need to await
instructions from the bosses above could be detrimental to
strategy implementation and hence lead to more delays. Again, a
hierarchical culture provides a dilemma to leadership since
delegation can only be done to specific rank, thus slowing down
any processes in case such ranks are missing at the time of critical
implementation (Pakdil, & Leonard, 2015).

Hierarchy is heavily practiced within most organizations in what we
refer to as rank and file around offices. In Kenya, this practice is
quite strong especially in public offices where order of doing things
remains very strict. Examples include processing of financial
vouchers at government ministries in which the official rank and
file must be followed, from one signatory to another. In fact, the
culture leads to bribery in which the higher the rank is, the more
likely an officer will yield the powers to speed up, slow down or
distort a project plan.

7. Conclusion

model indicating that there is a significant relationship

between the hierarchical culture and strategy

implementation with the analysis showing both dominant
characteristics as well as management of employees returning
positive results for the relationship.

:: he study results were summarized in a regression output

The study has concluded that there is a significant relationship
between the hierarchical culture and strategy implementation in
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professional bodies in Kenya. Based on this, the study has
established that organizations that are most successful in the
market have a strong hierarchical culture within their environment.
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