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ABSTRACT 

In today's fiercely competitive environment, most local organizations have only one choice to 

develop and implement strategies that will spur organizational growth or die. Strategy 

implementation is complex; it is energy-consuming and tedious. Individuals    iassociated    iwith    iit    

iconcur    ithat    iit    iis    iprudent    ito    iengage    iin    iprocedure    idefinition    irather    ithan    iput    iit    iinto    iaction.    iIn    

iemerging    ieconomies,    ithere    ineeds    ito    ibe    imore    itheoretical    iand    iempirical    iresearch    ion    ithe    ilink    

ibetween    istrategy    iimplementation    iand    ithe    iperformance    iof    ilocal    inon-governmental    iinstitutions.    

iThe    istudy's    iobjective    iwas    ito    iassess    ithe    ieffect    iof    istrategy    iimplementation    ion    ithe    iperformance    iof    

ilocal    inon-governmental    iorganizations    iin    iTharaka    iNithi    iCounty,    iKenya.    iThe    istudy    iwas    icarried    

iout    ion    ithe    iselected    iLocal     iNGOs    iin    iTharaka    iNithi    iCounty,    iKenya,    iand    itargeted    ithe    ileaders    iof    

ithese    iorganizations.    iThe    istudy    iadopted    ia    icross-sectional    isurvey    idesign.    iPrimary    idata    iwas    

icollected    ivia    iquestionnaires    iusing    ithe    i"drop    iand    ipick"    imethod.    iThe    iquestionnaires    iwere    iself-

completed    iand    icollected    iwithin    itwo    iweeks    iof    idelivery.    iThe    idata    iwere    ianalyzed    iusing    iboth    

idescriptive    i&    iinferential    istatistical    imeasures.    iDescriptive    istatistics    iincluded:    ifrequencies,    

ipercentages,    imean    iscores,    iand    istandard    ideviations. Inferential statistics was done using 

regression analysis to determine the relationship between the independent and dependent 

variables under study. The study findings revealed that most organizations allocated financial 

resources towards strategy implementation, issued adequate resources to implement new 

strategies, and involved and trained staff in strategy implementation. The local NGOs in 

Tharaka Nithi had the leadership capability to manage to fund. On institutionalization of 

strategies, the study found that the goals and objectives of the organization were made clear to 

all and that new strategies were communicated to all employees. They also had a performance 

recognition system in place, which was linked to new strategies. From the study, it was evident 

that operationalization and institutionalization of the strategies both statistically and 

significantly influenced the performance of the local NGOs in a positive way.  
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CHAPTER ONE: INTRODUCTION  

1.1 Background to the Study 

Business strategies are well thought out plans, actions and objectives that highlight how 

organizations compete in a given market, with a given product or service (Bosire, & Owour, 

2018). Therefore, activities designed to manage actions linked with delivery of these strategies 

is what constitutes a strategic implementation. In his study Albalaki, Abdullah & Kamardin, 

(2018) defines strategy implementation    ias    ithe    iapproach    iof    iconverting    iplans    iinto    iaction    ito    iattain    

idesired    iresults. Strategy implementation can either be operationalization of strategies or 

institutionalization of strategies. In operationalization of strategies, company’s business 

strategies are refined indicating candidly operating procedures, resources allocation and human 

resource participation to achieve a particular goal in business, while institutionalization of 

strategies would simply involve communication and organization culture that are inclined 

towards achieving an organization goal (Mbaka and Mugambi 2014).  Therefore, the success 

or performance of every organization    irelies    ion    iits    ipotential    ito    iimplement    istrategies    iand    iexecute    

ikey    iprocesses    iconsistently,    iefficiently    iand    ieffectively. Organizational performance entails the 

actual outputs of a firm as measured against the firm’s envisioned outputs. Dinçer, Yüksel, and 

Çetiner, (2019) also explains organizational performance as the success or realization of 

organization goals at the completion of the program or projects as it was envisaged.  

This    istudy    iis    ianchored    ion    iResource    iBased    iTheory    iand    isupported    iby    iMckinsey    iSeven    iS’s    iModel    

iof    iStrategy    iImplementation    iand    iSystems    iTheory. Mckinsey Seven S’s Model explains that 

efficiency of an organization is derived from the interplay of seven important factors: structure, 

systems, strategy, skills, style/culture, staff, and subordinate objectives. Interfaces and 

compatibility between the above components are vital in ensuring the company meets its set 

goals. Therefore, the purpose of strategy transforms a firm from its existing state to a state 
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characterized by its intentions, subject to limitations and potential. In Systems Theory, given 

the many open or closed systems organization structures that react to external influences, 

organizations strive to accomplish their strategic goals and be successful after addressing all 

these external factors with laid down strategies. Resource Based Theory anchors the current 

study because it helps local NGOs evaluate and comprehend their internal resources as it 

depicts need for internal resources and strengths when designing strategy that will enhance 

organization performance. Resources are inputs that enable the operation of local NGOs 

whereby internal resources and capabilities determine organization's competitive strategy. The 

primary concern in strategy implementation in local NGOs, is how to make a dynamic 

interpretation of procedure throughout the organization. The challenge is amplified in instances 

where methodologies are determined by the best administration and must be implemented 

thought the structures. It is therefore crucial that best administration of local NGOs adjusts its 

interests in order to overcome the obstacles presented by the administrative structure. Through 

collaboration, employees at all levels can make cooperative efforts; this includes components 

through which the NGOs can manage potentially divergent interests to achieve their goals. In 

Kenya, local NGOs may have developed key designs, but their presentations have not 

advanced. This is likely due to absence of well-developed strategy plans or poor execution of 

the strategies (Mintzberg    i&    iQuinn,    i2011).    iThe    ipresent    istudy    itherefore    iseeks    ito    iassess    ithe    

iexecution    iof    istrategy    iand    iperformance    iof    ilocal    iNon-governmental    iOrganizations    iin    iTharaka    

iNithi    iCounty,    iKenya.  

1.1.1 Concept of Strategy Implementation 

Strategy implementation encompasses the means by which a firm develops, operates, and 

assimilates organizational structure, control systems, and values in order    ito    iattain    ia    icompetitive    

iadvantage    iand    iimprove    iits    iperformance. Amoo, Hiddlestone‐Mumford, Ruzibuka, & Akwei, (2019) 
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defines strategy implementation as comprehensive initiatives whose intent is to transform 

strategic plans into actions with the aim of achieving desired objectives. 

 According to Noble (1999), implementation of strategy is the communication, interpretation, 

approval, and execution of strategic plans. Luhangala, and Anyieni, (2019) defines strategy 

implementation as the development of suitable structures and control systems for the 

organisation in order to effect a selected strategy into action. Implementation of strategy is 

concerned with translating a strategic decisions into action and involves: Allocation of both 

financial and human resources towards strategy-essential activities, creation and review of 

organisation’s policies, policies and procedures, training of staff involved, deploying strategic 

leadership and establishing a reward structure for accomplished results. 

1.1.2 Organization Performance 

Organizational    iperformance    ientails the real output of a firm    ias    iassessed    iagainst    ithe firm’s 

envisioned outputs. Rajasekar (2014) also explains organizational performance as the success 

or realization of organization goals at the completion of programs or projects as it was 

envisaged. It is presently acknowledged by many business organizations that one of the major 

predictors of business    iprofitability    iis    iits    imarket    ishare.    iUnder    imany    icircumstances,    ibusiness     

iorganizations that    ihave    iattained    ia    ilarge    ishare    iof    ithe    imarket    iare    iconsidered    ito    ibe    imore    iprofitable    

ias    icompared    ito    itheir    ismaller-share    irivals    i(Ensslin et al., 2022). The relationship between market 

share and profitability of the business organization is explained by three factors; market power, 

economies of scale and quality of management. Many economists    iargue    ithat    ilarge    iscale    

ibusiness    iorganizations    iearn    icomparatively    ihigher    iprofits    ithan    itheir    ismaller    icompetitors    idue    ito    

itheir    igreater    imarket    ipower,    igiven    ithat    itheir    isizes    iallow    ithem    ito    ihave    imore    ibargaining power, 

control prices in the market and eventually makes higher volume of sales and make more 

profits. On economies of scale, the more likely explanation for high return rate experience by 
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large share firms is that they attain economies of scale in cost component of procuring, 

manufacturing and marketing.  

Based on the definition, it is understood that performance depends on personal attributes, 

capabilities and the willingness of each employee to be integrated with the institutional 

purposes (Rehman, Mohamed, & Ayoup, 2019). Organizational performance can either be 

Subjective or Objective in nature. Subjective Measures of performance refers to non-economic 

indicators of performance and may include increase in sales, staff motivation, consumer 

satisfaction and retention and competitive advantage. In this study, the performance of the local 

NGOs will be measured through quality    imanagement,    iservice    idelivery,    iperformance    

imanagement    iand    isatisfaction    iof    ibeneficiaries  

1.1.3 Local Non-Governmental Organizations 

NGOs are private, not-for profit making institutions whose mission is to address specific 

societal issues by implementing program, projects and activities on social, political, and 

economic objectives, such as education, health, environmental conservation, and promotion of 

peace and stability (van Zyl, Claeyé, & Flambard, 2019). NGOs are voluntary, non-profit citizen 

organizations formed at the local, national, or worldwide levels. They fall into three categories: 

operational, advocacy, and hybrid (Davis & Swiss, 2020). NGOs that are operational give 

products and services to those in need. Advocacy NGOs advocate for the interests of people 

groups who lack a voice or the means to advocate for themselves before national and 

international governments. Hybrid NGOs undertake advocacy and operational activities, as 

described above, in addition to addressing social needs, either independently or in partnership 

with businesses and governments (Cardoso & Forte, 2020). Due to the fact that NGOs are often 

organized around particular causes – such as health and environmental preservation or human 
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rights – they might function as early warning systems or monitors of official agreements in 

their respective fields of interest. 

NGOs contribute to society by, among other things, bringing attention to pertinent issues 

affecting the society and championing for the concerns of the affected groups. Typically, they 

are more economical than private or governmental organizations or institutions (Ntimama, 

2018). In addition, extensive networks of NGOs are distinct from those of the typical 

multinational corporations or government, often as a result of having worked in challenging 

environments or with vulnerable populations. In most cases, these organisations enjoy a higher 

degree of acceptability in the eyes of their beneficiaries (Nancy & Yontcheva, 2006; Yaziji, 

2004). 

In Kenya, the NGOs Coordination Board is mandated with the registration, facilitation and 

coordination of all local and international NGOs in the country. The Board also advises the 

government on the impact of the NGOs to national progress by providing policy guidelines for 

NGOs to align their projects with the priorities of the national government and receiving and 

reviewing annual reports from NGOs (NGO Board, 2016). In Kenya, NGOs are defined under 

the NGOs Coordination Act (No. 19 of 1990), as revised by Kenya Gazette Supplement No. 

85 (Act No. 8) on 23 October 1992. NGOs, as private, voluntary organizations or groups that 

are not managed for financial or commercial gains, but have organized themselves for the 

benefit of the societies in which they operate in (NGO Board, 2016). The primary aim of non-

governmental organizations (NGOs) is to promote social well-being, development, aid, or 

research in fields including but not limited to health, education, environmental protection, 

peace, and justice and conflict management, agriculture and the provision of services and 

infrastructure (NGO Board, 2016). There are over 1441 NGOs in Kenya, with 37 of them 
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actively engaging in activities in Tharaka Nithi County. These organizations promote social 

welfare, charity, or research in areas such as relief, health, agricultural, and education services. 

1.2 Research Problem  

Organization strategies as explained by Upadhaya, Munir and Blount, (2014) are well thought 

out plans, actions and objectives that highlight how an organization compete in a given market 

or achieve its goals. Therefore, actions designed to manage activities linked with delivery of 

these strategies is what constitute a strategic implementation. Brito (2012) also explains that 

strategy implementation is the approach of converting plans into action to attain a desired 

results. Strategy implementation can either be operationalization of strategies or 

institutionalization of strategies. In operationalization of strategies, company’s business 

strategies are refined indicating candidly operating procedures, resources allocation and human 

resource participation to achieve a particular goal in business, while institutionalization of 

strategies would simply involve communication and organization culture that are inclined 

towards achieving an organization goal.  

The primary concern in strategy implementation in local NGOs, is how to make a dynamic 

interpretation of procedure throughout the organization. This challenge is compounded when 

one considers a scenario in which the methodologies are determined by the best administration 

and must be executed by all the structures within the organisation. It is crucial that the 

administration of local NGOs adjusts its interests in order to overcome the obstacles presented 

by the administrative structure (Taylor, 2019). Through enhanced collaboration, all levels of 

staff can make cooperative efforts; this includes components through which the NGOs can 

manage potentially divergent interests to achieve their goals (Dooms, 2005). In Kenya, local 

NGOs may have created key designs, but their presentations have not advanced.  
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A number of studies have tried to assess how strategy implementation influences the 

performance of diverse organizations. For instance, Khalid and Nusari (2020) aimed to 

investigate the impact of vision, mission, and objectives on operational performance of the 

UAE public sector. The study established that the three elements of strategic planning had a 

significant effect on operational success. Similarly, Muhammad, et al. (2020) sought to identify 

the strategic sensitivity and its effect in promoting innovative behaviour of Palestinian NGOs 

in Gaza Strip. In this case, the study found a statistically substantial correlation between 

sensitivity and innovative behaviour, and strategic sensitivity was found to be affecting creative 

behaviour. Also, Donkor, Donkor, and Kwarteng (2018) examined the interaction between 

market dynamics and    istrategic    ipreparation    ion    ithe    iperformance    iof    ismall    iand    imedium-sized    

ibusinesses    i(SMEs)    iin    iGhana. It was established that a regular implementation of strategic 

planning methodology adds to improvement of SME (Profit- Making) performance in Ghana. 

According to the research. Kipkorir and Ronoh (2017) also evaluated the Non-Governmental 

Organizations' Strategy    iImplementation    iand    iPerformance    iin    iKericho    iCounty    iand    ithe    istudy     

irevealed    ithat    istrategy    ioperationalization    ithrough    iresource    iallocation    iand    ioperating    iprocedures    

iaffects performance to varying degrees, and that Strategy operationalization through resource 

allocation and operating procedures affects performance differently. This study analysed the 

performance    ifrom    ia    ifinancial    iperspective    irather    ithan    ifrom    iprogrammatic    iactivities    ithat    

icorrespond    ito    ilocal    iNGOs. Ogalo (2019) on the other hand, aimed to examine the connection 

between    istrategy    iexecution    iand    ithe    iFaith-based    iOrganizations    iperformance    iin    iKisumu    

iArchdiocese    iand similarly found a strong and favourable correlation between faith-based 

enterprises' strategy execution and performance. However, in these studies, different 

methodologies in different geographical settings have been used to assess the strategy 

implementation and organization performance of diverse business firms, hence posing 

contextual gaps and inconclusive findings.  
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In emerging economies, such as Kenya, there is a lack of theoretical    iand    iempirical    iresearch    ion    

ithe link between strategic implementation and performance of local non-governmental 

institutions. This therefore poses the research question of how does strategy implementation 

affects the performance    iof    ilocal    inon-governmental    iorganizations    iin Tharaka Nithi County, 

Kenya? 

1.3 Objective of the Study 

The objective of    ithe    istudy    iwas    ito    iassess    ithe    ieffect    iof    istrategy    iimplementation    ion    iperformance    

iof    ilocal    inon-governmental    iorganizations    iin    iTharaka    iNithi    iCounty,    iKenya. 

1.4 Value of the Study 

The present study sought to contribute to theory with expectation that different stakeholders 

and those directly addressing strategy execution and organizational performance would 

continue the conversation. In an attempt to adopt a strategy for organizational success, the 

research provided NGOs with a number of useful tools. In particular, the outcomes of this 

research would be advantageous to a number of critical stakeholders. For example, academics 

and researchers would find the study to be an important addition to the expanding body of 

literature on strategy execution and organizational performance, particularly in the NGO sector. 

Academic scholars may depend on this study's conclusions by duplicating comparable studies 

and investigating the impact of strategy implementation on organizational success in various 

geographic and industrial contexts. Given the gap found in this study, the results would serve 

as a resource for other academics to guide their own research themes. In addition, academic 

academics might utilize the results of this study to inspire other research and as a supplementary 

data source. 

Given the unique nature of the third sector, institutions mandated to regulate the NGO sector 

would utilize the results and suggestions of this research to strengthen their engagement with 
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NGOs and perhaps influence the policy framework. This research may be used by the Kenyan 

regulator, the NGO Coordination Board, to identify areas requiring efforts and programs in 

NGO governance. This research is also useful for funding organizations and people. This 

allows donors to concentrate on an organization's strategy implementation as part of the 

assessment and qualifying process for grants. It will inform the NGO sector and donor-

appropriate measurements of organizational efficiency. 

The finding would provide light on the management of non-governmental organizations and 

the effect of plan execution on the performance of organisations. With the supplied advice, the 

NGO's leadership is in the best position to increase organizational effectiveness initiatives. The 

management would be informed, based on the statistical analysis findings, of which strategy 

implementation components amongst leadership, structure, culture, and resources should be 

prioritized. The results would provide valuable insights that will be utilized to advise 

management in NGO sector on areas for improvement. The study's results would contribute to 

the persistent enhancement of organizational performance. 

This study would inform the policy makers in the Kenya Vision 2030 and multilateral 

establishments implementing the SDGs, of regulatory areas to be strengthened in order to 

ensure both national and global improvement of national economies supported and enabled by 

NGOs. This is vital for the development of sustainable solutions to improve living conditions 

and change countries. 
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CHAPTER TWO: LITERATURE REVIEW 

2.1 Introduction  

In this chapter, a comprehensive presentation of literature review on how strategy 

implementation impacts performance of an organization is highlighted. The chapter therefore 

starts by underscoring theoretical foundation that informs the study followed by empirical 

literature review, then conceptual framework and finally provides a summary of both 

theoretical foundation and empirical literature review as emphasized in the paper.  

2.2 Theoretical Foundation 

This study    iis    ianchored    iby    ithe    iResource    iBased    iTheory    iand    isupported    iby    iMckinsey    iSeven    iS’s    

iModel    iof    iStrategy    iImplementation and Systems Theory Each of these theories underlines 

various aspects of strategy implementation and performance of an organization.  

2.2.1 Resource Based Theory 

The theory was pioneered by Edith Penrose in 1959 and popularised by Wernerfelt in 1984 as 

well as Barney in 1991. The theory postulates that organizations are diverse because their 

resource combinations vary. After 1990, resource-based thinking (also known as resource-

advantage theory) took over strategic planning. With its rather prescriptive approach, the 

positioning school concentrated managerial attention on external factors, notably industrial 

structure. Finding a durable competitive edge is central to most of the strategic management 

and marketing literature (Rockwell, 2019).  

The resource-based perspective allows strategists to assess prospective competitive 

advantages. A crucial lesson from this perspective is the resources vary in their importance or 

possibility for sustainable competitive advantage. Any competitive advantage is only as good 

as its resources (Smit, & Zoet, 2018). Many experts agree that determining the causal relationship 

between advantage sources and successful techniques is challenging in practice. Identifying, 
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defining, and categorizing core abilities requires considerable managerial work. Organisational 

learning is also required to build, nurture and preserve essential resources and experiences. 

Experts vary on the precise competitive position categories, but they agree that the resource-

based method is more flexible than Porter's prescriptive strategy design. This theory informs 

the current study because it helps local NGOs evaluate and comprehend their internal 

resources, and because it highlights the importance of internal resources and competencies 

when designing strategy to achieve organization performance. Resources are inputs that enable 

the operation of local NGOs whereby internal resources and capabilities determine an 

organization's competitive strategy.  

2.2.2 Systems Theory  

The systems theory originated from engineering, economics, and biology – with an emphasis 

on the interdependencies that may be applied across diverse organization's schemes in order to 

comprehend the organization's interaction with its environment (Ruben, 2018). In 1940, Ludwig 

von Bertanlanffy introduced the notion of General Systems Theory (GST), which is mainly 

focusses on how systems work and interact with a wide variety of other systems by recognizing 

and recognizing  common procedures (Ruben, 2018). Kenneth Boulding, Daniel Katz, and 

Robert Kahn are the three primary forefathers of general systems theory (Duarte & Tenreiro 

2019). Moreover, a system is composed of subsystems whose interrelationships and 

dependencies tend toward equilibrium within the broader system (Ruben, 2018).  

Consequently, a system is a collection of two or more components whose activity influences 

the behaviour of the whole. In addition, the behaviour of the parts and their impacts on the 

whole are mutually dependent, and therefore sub-groups of the parts all affect the behaviour of 

the whole, but none of the subgroups has an independent effect on itself (Ruben, 2018). The 

general theory of systems distinguishes between open and closed systems (Von Bertalanffy, 
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2019). As a study of organizations, closed systems presume that the primary characteristics of 

an organization are its internal components.  

In contrast, open systems see the organization's connection with its external environment as 

essential to its existence and success. Since the systems theory addresses the input and output 

components and their connections both within themselves and with the external environment, 

managers must coordinate and integrate the constructs of purpose, people, structure, 

procedures, and information to optimize an organization's value (Duarte & Tenreiro 2019). The 

open-systems approach to evaluating organizations analyses the repeating cycles of input and 

output processing and how they are impacted by the environment. 

According to Pesurnay, (2018) organizations may be conceptualized using one of three 

frameworks. First, there is the rational system, in which organizations are goal-oriented and 

have highly formalized social structures with rules, responsibilities, and connections to 

maximize the likelihood of achieving those objectives. The second system is the natural system, 

in which organizations with informal structures continuously adapt to the environment and 

emergent strategy is prioritized. In an open system, organizations with interdependencies 

between their internal system and as occupants of wider settings may result in opposing 

subsystems. The systems theory has two major flaws: the failure to define exactly what a 

system is, and the lack of clarity over what is to be included inside the systems theory (Ruben, 

2018).  

The flaw in systems theory is that it does not explain when and how cooperation with the 

organization must occur. System theory does not provide what to do when the organizational 

environment, work environment, and organizational structure are in conflict (Duarte & 

Tenreiro 2019). The systems theory is also challenged for thinking that the organizational and 

environmental limits are separate (Dong, 2020). However, Amagoh (2008) asserts that system 
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theory application cannot give limits, particularly when companies have several 

communication networks and hybrid interaction schedules. In contexts where roles and team 

compositions become intertwined, open-systems theory is criticized for failing to give options 

that guarantee stability and foresight. Therefore, systems theory does not seem to offer a 

solution when components of a system are in conflict or mismatched in terms of power and 

resources (Grothe-Hammer, Berkowitz & Berthod, 2022). The connection between biological 

beings and organizations is too literal and inapplicable to organization growth since it does not 

give reasoning beyond a specific group. 

Given the many open or closed systems organization structures that react to external influences 

as they strive to accomplish their strategic goals and be successful, systems theory underlies 

the present research. In addition, it bases organizational structure and design as an essential 

variable (Ruben, 2018) and informs resource allocation choices for different business ecosystem 

units and activities. Although systems theory is useful regarding an organization's internal 

processes and their interaction with the external environment, it is not enlightening regarding 

the behaviour of an organization's management.  

2.2.3  Mckinsey 7S’s Model of Strategy Implementation  

Mckinsey and Company    icreated    ithis    iparadigm    iin    ithe    iearly    i1980s    iafter    idoing    iapplied    iresearch    

iin    ibusiness    iindustry. The approach was utilised to more than seventy-one significant 

organizations (Kumar, 2019). Their theory stated that the efficiency of an organization is derived 

from the interplay of seven important factors: strategy, structure, systems, skills, culture and 

staff. Interfaces and compatibility between these components are crucial for the company to 

fulfil its goals (Razmi, Mehrvar & Hassani, 2020). A company's    istrategy    iis    ithe    iplan    iof    iaction    iit    

idevelops    iin    ireaction    ito    ior    iexpectation    iof    ivariations    iin    iits    iexternal    ienvironment. The purpose of 
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strategy is to transform an institution from its present state to one characterized by its goals, 

subject to restrictions and prospective. 

Systems are internal procedures which support and execute the company’s strategy and manage 

its routine operations. Systems are usually closely adhered to and intended for optimal 

efficiency. Systems should be built with the goal of making customer-facing procedures as 

user-friendly as feasible (Odeh, 2021). Each company has its own unique culture and 

management style. The organizational culture consists of rules, values, and beliefs that have 

evolved through time to become generally durable aspects of corporate life. Culture is an 

essential factor in the execution of any organizational plan (Bismark, Kofi,, Frank, & Eric, 2018). 

The term staff refers to the individuals working within a firm who contribute to the success of 

a company. Human resource significance must be the focal point of every corporate plan. In 

order to get a competitive edge over rivals, organizations should acquire the most qualified 

employees, offer intensive training, and provide platforms and a work environment that will 

enable them to explore their full potential (Odeh, 2021). Subordinate objectives and shared 

values refer to underlying principles that guide the business's core concepts. They keep workers 

focused on a shared objective. In organizations with a lack of shared values and objectives, 

employees often pursue personal objectives that may be contrary with the company’s 

objectives (Martins & Terblanche, 2003). The model does not provide clear illustrations of the 

seven elements' linkages and connections. 

2.3 Strategy Implementation and Performance 

Strategy implementation entails translating plans into activities and desired outcomes. Its 

effectiveness is determined by whether the actual performance of the company meets or 

surpasses the goals outlined in the strategic design and plan. Inadequacies in performance 

indicate a deficient strategy, execution, or both. The efficiency with which a specific strategy 
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is executed has a substantial impact on strategy dimensions. Institutionalization of the strategy, 

or the development of organizational competence to the point where it completely supports the 

new strategy, is also required for execution. The truth of strategy is anchored in strategic 

actions, not strategic declarations. This includes tasks like communicating strategic goals 

throughout the firm, aligning strategy to conform to the structure and values of the firm, 

choosing effective management and putting in place successful incentive systems. These 

implementation strategies are targeted on enhancing organizational performance. 

The vast majority of empirical strategy research utilizes the concept of company performance 

to investigate a range of strategy content and process concerns. For instance, Hantiro, & Maina,  

(2020) define the performance concept in their discussion of the assessment of the measurement 

of corporate performance. Their research revealed that the performance of business, which 

represents the strategic management approach, is a small component of the broader idea of 

organizational efficiency. Nwachukwu, Chládková & Olatunji (2018) further posit that improving 

financial performance is fundamental to strategy research. However, their study indicates that 

only 63% of a strategy's prospective return is achieved via execution, and is referred to as 

Strategy-to-Performance Gap. When applied to a company plan, it depicts that the issue is not 

the strategy itself, but rather its execution. Many businesses have little to show for the time and 

effort they invest in strategy creation. On average, organisations deliver just 63% of the 

organization performance that was pledged by their strategy (Mankins & Steele 2005).  

Firms assess their success against long-term objectives seldom. Often, their multiyear targets 

do not achieve estimates because a substantial amount of worth is lost    iin    itranslation     

i(Kahneman,    iSlovic    i&    iTversky,    i2012).    iMankins    iand    iSteele    ianalyse    ithe    icontributions    iof    iseveral     

ivariables    ito    iperformance    idisparity    iand    ialso    ifound    ithat    i7.5%    iof    ithe    ivalue    iis    ilost    ion    iaverage    idue    

ito    inot    ihaving    ithe    iproper    iresources    iaccessible    iwhen    irequired;    i5.2%    iis    ilost    idue    ito    iineffective    

icommunication;    i4.5%    idue    ito    iineffective    iplanning;    iand    i4.1% is lost due to lack of well-defined 
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responsibility. According to experts, a corporation may narrow this gap and achieve a 60% to 

100% boost in performance via appropriate planning and execution. When firms establish close 

ties between their strategy, plans, and results, a multiplier effect occurs, resulting in a culture 

of over performance. 

2.4 Empirical Literature Review 

Khalid and Nusari (2020) aimed    ito    iinvestigate    ithe    ieffect    iof    ivision, mission, and objectives on 

operational performance in the setting of the UAE public sector. The data was gathered from 

372 public    isector    iworkers    iin    ithe    iUAE    iand    iassessed    ithrough    iequation    imodelling    iand    iSmart    iPLS    

i3.0. The findings showed that the three elements of strategic planning have a measurable effect 

on the success of a firm’s operations. The suggested model explained 25.3% of the operational 

performance variation. 

Muhammad, et al. (2020) sought to recognize strategic    isensitivity    iand    iits    ieffect    ion    ienhancing    

ithe    iinnovative    ibehaviour    iof    iNGOs    ioperating    iin    ithe    iGaza    iStrip. The study employed a 

descriptive analytical approach and collected data from staff of Institutions operating in Gaza 

strip. The study found that strategic sensitivity was relatively strong by 79 % while that of 

creative behaviour was 78%. Statistically, there was substantial correlation between creative 

behaviour and strategic sensitivity.  

Donkor, Donkor, and Kwarteng (2018) examined the interaction between market dynamics and 

performance of Medium and Small Enterprises in Ghana. The quantitative research examined 

the interaction between market dynamics, planning, and how small and medium businesses 

performed in Ghana. A sample size of 200 industrial and service companies was picked for this 

study. To evaluate the hypotheses, a hierarchical multiple regression analysis is used. A regular 

implementation of strategic planning methodology added to the improvement of SME 

performance in Ghana, according to the research. It was also determined that market dynamics 
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influence company performance, albeit its influence is not statistically significant. Lastly, the 

research demonstrated that market dynamism only affects performance of SMEs if strategic 

planning is present. 

Kipkorir and Ronoh (2017) evaluated the Non-Governmental Organizations' Strategy    

iImplementation    iand    iPerformance    iin    iKericho    iCounty,    iKenya.    iThe    iintention    iof    ithe    istudy    iwas    ito    

iexamine the effects of allocation of resources, employee involvement, incentive systems, 

operational procedures, and communication on performance. The study utilised a survey 

research approach based on the McKinsey 7s model. The target audience consisted of 37 

businesses and 349 management team members. The management was stratified into Executive 

Board, Directors, Managers, Unit heads and project leads comprising of 151 respondents being 

selected for the study. It was established from the study that operationalization of strategy 

through allocation of both financial and human resources and operating procedures (training of 

employees, implementation of policies, and guidance from the leadership) affects performance 

to varying degrees, and that allocation of resources(money, personnel, and staff involvement 

in strategy execution) and operating procedures (employee capacity building, policies, 

institutionalization of strategy and motivation system (clear goals, objectives, clearly defined 

strategy, performance acknowledgement system and rewards for performance connected to 

new strategy) affects performance differently. 

Ogalo (2019) aimed to examine the connection between    istrategy    iexecution    iand    iperformance    iof    

iFaith-based    iinstitutions    iin    iKisumu    iArchdiocese.    iThe    iresearch    iwas    idriven    iby    iOkumu's    

iframework    iof    iessential    ifactors    iand    iHiggin's    ialigned    i8Ss    imodel.    iThe    iresearch    iused    ia    idescriptive    

icase study methodology. By distributing questionnaires to 86 administrators of the institutions, 

a census survey was undertaken. Seventy-one of the respondents returned questionnaires that 

were suitable for examination. Cronbach's Alpha ranged from 0.793% to 0.825% in a reliability 
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test. Through the use of University subject matter experts, content validity was demonstrated. 

The data was    iexamined    iusing    idescriptive    istatistics    ibased    ion    imeans    iand    istandard    ideviations. To 

forecast the success of faith-based organizations based on their resource distribution, 

organizational structure, and operating processes, a multiple regression was computed. There 

was a significant regression with an R2 of 0.647. The highest predictor was strategic resources, 

followed by operational procedures, and the poorest was organization structure. The research 

found a strong and favourable correlation between faith-based enterprises' strategy execution 

and performance. 

Mwai (2017) studied how strategy execution impacts organizational performance in Kenyan 

not-for-profit organizations. This study's research philosophy was positivism, since it relied 

extensively on quantitative data and sought to examine a social phenomenon, namely 

organizational performance. Advocated an explanatory and descriptive research design. This 

study is described as exploratory since it explored organizational performance in order to gain 

new ideas, evaluate phenomena from a different viewpoint, and depict how a change in the 

independent factors influences the dependent variable. This study used a field-based survey 

technique, a correlational research methodology, and a cross-sectional time frame. In 2016, the 

population consisted of NGOs project managers registered with Kenya's NGO Coordination 

Board. A sample size was got from the overall population of the project managers using a 

simple random sampling procedure. For data collection, both open- and closed-ended 

questionnaires were employed. The descriptive data consisted of standard deviation, mean, and 

percentages, whereas the inferential analysis consisted of Pearson Correlation, Linear 

Regression, and ANOVA. According to the study results, leadership style, organization 

structure, and organization resources all have a major beneficial impact on the success of an 

organization. It was also discovered that culture has substantial positive effect on the 

effectiveness of a company, donor policies do not have a significant intervening effect between 
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strategy implementation and organizational effectiveness, and donor policies do not 

significantly intervene between strategy implementation and organizational effectiveness. 

Wainaina (2014) examined the strategy    iImplementation    iand    iPerformance    iof    iFirms    iin    iKenya's    

iTelephony    iIndustry    iusing    ia    icross-sectional    isurvey    iapproach.    iThe    iresearch    ipopulation    iconsisted    

iof sixteen people presently employed at the Nairobi headquarters of four major Kenyan 

telecommunications companies. This research recruited four respondents from each of four 

telecommunications carriers, for a total of sixteen respondents. The research included both 

secondary data from various sources and original data gathered via questionnaires. The 

researcher utilized    idescriptive    istatistics    iand    icontent    ianalysis,    ias    iwell    ias    ipie    icharts    iand    ibar    

igraphs. The study determined that support from the executive was key in every stage of the 

strategy implementation, that individual personality traits affect execution, that a lack of 

coordination results in execution taking longer than anticipated, and that the culture of an 

organisation influences the execution of the strategic plan, based on the discovery.
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2.4 Summary of Empirical Studies and Research Gaps 

Table 2.1 Summary of Empirical Studies and Research Gaps 

Study Methodology Key Results Research gaps Focus of Current Study 

Effect of vision, mission, 

and objectives on 

operational performance in 

the setting of the UAE 

public sector 

Khalid and (Nusari, 2020) 

Smart PLS 3.0 and 

Structural equation 

modelling (SEM)  

Three components of strategic planning 

had a considerable effect on operational 

success. The suggested model explained 

25.3 percent of the operational 

performance variation. 

Focused on UAE public 

sector (Regional context) 

and not local NGOs (Local 

context) 

Focussed on strategy 

implementation and 

performance of 

specifically local NGOs 

Strategic sensitivity and its 

effects on boosting the 

innovative behaviour of 

Palestinian NGOs in Gaza 

Strip (Muhammad, et al. 

2020) 

Descriptive 

analytical 

approach 

There was a significant correlation  

between all strategic sensitivity and 

innovative behaviour, and the 

availability of a sensitivity impacts of 

the strategy's strategy on innovative 

behaviour 

Looked at effects of strategic 

sensitivity on NGOs in Gaza 

and not on strategy 

implementation on 

performance of local NGOs 

This study specifically 

focussed on specific 

aspects of strategy 

implementation and how 

they influence the 

performance of NGOs 

specifically in Tharaka 

Nithi County 

Interaction between market 

dynamism and strategic 

preparation on the 

performance of small and 

medium-sized businesses 

(SMEs) in Ghana 

(Donkor, Donkor, and 

Kwarteng, 2018) 

Quantitative 

research with 

hierarchical 

multiple regression 

analysis 

A regular implementation of strategic 

planning methodology adds to the 

improvement of achievement of results 

for Ghana SMEs. In addition, market 

dynamism has a favourable link with 

company performance, albeit its 

influence is not statistically significant 

Focused on Interaction 

between market dynamics 

and strategic planning on the 

performance SMEs in 

Ghana and not performance 

of local NGOs in Tharaka 

Nithi, Kenya 

The study focussed on 

strategy execution and 

performance of NGOs 

(Not-for-profit 

organisations) in Tharaka 

Nithi County 

Non-Governmental 

Organizations' Strategy 

Implementation and 

Performance in Kericho 

County, Kenya 

(Kipkorir and Ronoh, 2017) 

Survey research 

approach based on 

the McKinsey 7s 

model 

Operationalization through resource 

allocation and operating procedures 

affects performance to varying degrees, 

Looked at NGOs in Kericho 

county as opposed to 

Tharaka Nithi County. The 

social-economic,  cultural 

and geographic contexts 

between the two counties 

differ and so does the scope 

Focussed on strategy 

execution and 

performance of Local 

NGOs in Tharaka Nithi 

County 
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and mandate of the NGOs 

that operate in the two 

counties 

Correlation  between 

strategy execution and  

Faith-based institutions  

performance in the 

Archdiocese of Kisumu 

(Ogalo 2019) 

Descriptive case 

study methodology  

used Okumu's 

framework of 

essential factors 

and Higgin's 

aligned model of 

strategy 

implementation 

There was a significant regression with 

the highest predictor being strategic 

resources, followed by operational 

procedures, and the poorest was 

organization structure.  

Focussed on strategy 

execution and the 

performance of Faith-based 

institutions in Kisumu with 

their key performance 

indicators being fundraising 

efficiency and financial 

efficiency 

Focussed on strategy 

implementation and how 

NGOs perform in Tharaka 

Nithi County 

Impact of strategy execution 

on organizational progress 

in Kenyan non-

governmental organizations 

(Mwai, 2017) 

Explanatory and 

descriptive 

research design. 

Leadership style, organization 

structure, and organization resources all 

have a major beneficial impact on the 

success of an organization. 

Focussed at all the NGOs in 

Kenya and not the local 

NGOs  

The focus of the study was 

narrowed down to 

specifically local NGOs 

operating in one County 

Strategy Implementation 

and Performance of Firms in 

Kenya's Telephony Industry 

using a cross-sectional 

survey approach. 

(Wainaina, 2014) 

Descriptive Study 

design 

Senior management support serves as a 

driving force in all the stages of the 

strategy execution. Individual 

personality differences also determine 

implementation, that a lack of 

coordination results in implementation 

delays  

Looked at the Strategy 

execution and Performance 

of Firms in Kenya's 

Telephony Industry, a public 

sector and not Not-for 

profit/humanitarian sector 

Focussed on strategy 

implementation and how 

NGOs perform in Tharaka 

Nithi County 

Source: Researcher (2022)
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CHAPTER THREE: RESEARCH METHODOLOGY 

3.1 Introduction 

This    ichapter    ipresents    icomprehensive    istudy    iapproach    ithat    iwas    iapplied    ito    iconduct    ithe    istudy    iin    

idepth.    iIt    iincludes    iinformation    iabout    ithe    itargeted    ipopulation,    istudy    isample    isize    iand    itechniques    

ifor    isampling, data sources, and data instrument to be utilized in data gathering and data analysis 

techniques. 

3.2 Research Design 

A research    idesign    iis    ia    iplan    ito    ibe    iapplied    iwhen    iconducting    ia    istudy    i(Dannels, 2018). The study 

employed an explanatory research design, which is usually carried out to identify and describe 

certain links between various components of the phenomena under investigation. Explanatory 

research design was preferred in this study since it helped one identify the extent and the kind 

of relationships existing between variables. Furthermore, Sileyew, (2019) highlighted that by 

adopting an explanatory research design, it is possible to determine how a variance in a certain 

variable is influenced by the variance in another. The main goal in this case was to understand, 

explain, predict and control the relationship existing between variables. Thus, the study design 

was deemed fit for the study given that it helped in answering the ‘how’ question of the how 

strategy    iimplementation    iinfluence    iperformance    iof    ilocal    inongovernmental    iorganizations    iin    

iTharaka    iNithi    iCounty,    iKenya. The design was also chosen since it goes beyond describing the, 

what and why of a study phenomenon and attempts to justify the phenomenon by finding out 

the causal relationships among variables. Specifically, cross-sectional design was utilised since 

the survey took place at one point in time and gave a snapshot of the participant responses.  
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3.3 Target Population 

Harris, et al., (2019) explains that population is the entire group with same features from which 

the researcher seeks to draw the analyses and interpretations. In this study, the study population 

consisted of 37 local NGOs that actively implement activities in Tharaka Nithi County.  

Therefore, the study involved all the project managers through census sampling approach due 

to their small number.  

3.4 Data Collection  

Data    icollection    iis    ithe    iprocedure    iof    igathering    iand    imeasuring    iinsights    ion    icertain    iidentified    

ivariables    iin    iusing    ia    ideveloped    isystem,    iwhich    ithen    ienables    ione    ito    ianswer    irelevant    iquestions    iand    

ievaluate    ioutcomes    iCooper et al., (2000). Both    iprimary    iand    isecondary    idata    iwas    iused    ito    iget    

icomprehensive insight to the study variables. Secondary data sources used was the annual 

NGO sector reports, journals, theses and dissertations of Kenyan and foreign universities, 

websites of NGOs and the NGO Coordination Board. The primary data collection tool that was 

used was a questionnaire, which was administered to the 37 Project Managers to collect current 

information    iabout    ithe    iinfluence    iof    istrategy    iimplementation    ion    iorganization    iperformance    iof    ithe    

iNGOs.    iThe    iquestionnaires    iwas    iorganised    iin    ia    i5-likert    iscale    iformat.  

3.5 Operationalization of Study Variable 

Table 3.1 Operationalization of Study Variables 
Variable Operational 

Indicators 

Measurement Measurement 

Scale 

Data 

Collection 

Tool 

Data 

Analysis 

Strategy 

Implementation 

- Operating 

procedures 

Allocation of 

resources  

- Staff 

involvement 

- Reward 

System and 

Communicat

ion 

Likert scale  Ordinal 

Interval 

Questionnaire 

 

Section B and 

C 

- Descriptive 

statistics 

- Regression 

Analysis 
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Performance  - Quality 

management 

- Service 

deliver 

- Performance 

management 

- Satisfaction 

of 

beneficiaries 

Likert scale Interval Questionnaire 

 

Section D and 

E 

- Descriptive 

statistics 

- Regression 

Analysis 

Source: Researcher (2022) 

3.6 Data Analysis  

Data    ianalysis    iinvolves    isystematically    iexamining,    icleansing,    isorting    iand    imodelling    idata    iwith    ithe    

isole    iintention    iof    idiscovering    ivital    iinformation    ithat    iinforms    idecision    imaking    i(Kumar, 2018). 

The study adopted descriptive and inferential statistics in its analysis of quantitative data and 

show of the nature of association between the variables. The kinds of descriptive statistics that 

was adopted by the study were frequencies, percentages, mean as well as standard deviation, 

while regression analysis was as an inferential statistic. The regression tests helped in 

establishing the nature of correlation that exists between the two variables as shown in the 

model below: 

3.6.1 Empirical model  

Therefore, the overall econometric model:  

y= αo+ β1X1 

Where:  

Y represent performance of the local NGOs 

αo- constant  

β1- β8- coefficients  

X1- Strategy Implementation 
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CHAPTER FOUR:  DATA ANALYSIS, RESULTS AND DISCUSSION 

4.1 Introduction  

This chapter presents data analysis and interpretation on strategy implementation and 

performance of    ilocal    iNGOs    iin    iTharaka    iNithi    iCounty.    iOnce    ithe    idata    ihad    ibeen    icoded,    ithey    iwere    

ientered    iinto    ithe    iSPSS    iversion    i25    ifor    ianalysis.    iThe    idata    iwas    ianalysed    iusing    idescriptive    istatistics    

isuch    ias    imeans    iand    istandard    ideviations,    iwhile    iinferential    istatistics    iwas    iutilized    ito    iestablish    ithe    

irelationship    ibetween    ithe    ivariables;    iregression    ianalysis    iwas    iperformed    ito    idetermine    ithe    ilink    

ibetween    ithe    ivariables    iunder    iinvestigation    iand the study's objectives. ANOVA was also used to 

confirm the regression analysis's findings.  

4.2 Response Rate  

The researcher targeted 37 project managers of local NGOs in Tharaka Nithi. The 

questionnaires were    iadministered    ito    ithe    i37    irespondents    iout    iof    iwhich    i35    ifully    icompleted    

iquestionnaires    itranslating    ito    ia    iresponse    irate    iof    i94.6%.    iAccording    ito    iMugenda    iand    iMugenda    

i(2003)    ifor    igeneralization    ipurpose    ia    iresponse    irate    iof    i50%    iis    iadequate    ifor    ianalysis    iand    ireporting,    

i60%    iis    igood    iand    ia    iresponse    irate    iof    iat    ileast    i70%    iis    iexcellent.    iThis    iresponse    irate    iwas    iaccredited    

ito    ithe    idata    icollection    iprocedure,     iwhere    ithe    iresearcher    iin    iperson    iadministered    iquestionnaires,    

ireminded    ithe    irespondents    ito    ifill    iin    ithe    iquestionnaires,    iand    ipicked    ithem    ilater    ion. A few of the 

questionnaires were emailed to Project Managers who were out of office and they submitted 

their responses on the Google-Sheet form provided thus ensuring a high response rate. 

4.3 Respondents General Information  

The    istudy    isought    ito    iascertain    ithe    igeneral     iinformation    iof    ithe    irespondents     iinvolved    iin    ithe    istudy.    

iThe    igeneral    iinformation    ipoints    iat    ithe    irespondents’    isuitability    iin    ianswering    ithe    iresearch    

iquestions. Respondents were therefore probed on their gender, age, education and years of in 

offering their services. Table 4.1 shows the response: 
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 Table 4. 1 Respondents General Information 

    Frequency Percentage 

Gender 

  

Male 20 57.1 

Female 15 42.9 

Age 

  

  

31-40 years 5 14.3 

41-50 years 20 57.1 

Above 50 years 10 28.6 

Education Background 

  

  

  

  

Postgraduate 15 42.9 

First degree 18 51.4 

Diploma 2 5.7 

Certificate 0  0.0 

Secondary school  0 0.0 

Years of Experience working in 

the Organisation  

  

Less than 5 years 5 14.3 

5-10 years 15 42.9 

Above 10 years 15 42.9 

Source: Researcher (2022) 

Majority of the respondents at 20 (57.1%) were male, while 15(42.9%) were female. It was 

also found that based on age, majority of the respondents at 20(57.1%) were between 41-50 

years, 10(28.6%) were over 50 years of age, while 5(14.3%) were between 31-40 years. This 

shows that most of the respondents were between ages 41- 50 years.  Further, majority of the 

respondents had postgraduate academic qualifications that is 15(42.9%), 18 (51.4%) had a first 

degree while 2 (5.7%) had a diploma. According to this survey, most of the respondents 

attained postgraduate and bachelor degree levels of education, which made them more 

equipped and comprehend the questions asked in the study.  This study also found that majority 

of the respondents had been working for the past 5-10 years 15 (42.9%), while 8 (22.9%) had 

been working there for less than 5 years and 15 (42.9%) had been working there for more than 

10 years 

4.4 Organizational Performance 

The Organization performance of the local NGOs was measured using various statements 

whose responses were in a Likert    iscale    i(1=Strongly    iDisagree,    i2=    iDisagree,     i3=Neutral,    
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i4=Agree,    i5=Strongly    iAgree).    iRespondents    iwere    iasked    ito    iindicate    itheir    ilevel    iof    iagreement    iwith    

irespect    ito    iLikert    iscale.    iTable    i4.2    ishows    ithe    iresponse: 

Table 4.2 Organizational Performance 

Statement 1 2 3 4 5 Mean STDev. 

Performance 

management has 

enhanced 

performance of our 

organisation 

2 

(5.7%) 

4 

(11.4%) 

1 

(2.9%) 

13 

(37.1%) 

15 

(42.9%) 4.0 

 

 

0.77 

Quality Management 

has improved 

performance of our 

organisation 

3 

(8.6%) 

5 

(14.3%) 

3 

(8.6%) 

10 

(28.6%) 

14 

(40.0%) 
3.8 

 

 

0.82 

Service delivery 

determines the 

performance of our 

organisation 

5 

(14.3%) 

2 

(5.7%) 

5 

(14.3%) 

11 

(31.4%) 

12 

(34.3%) 
3.7 

 

 

0.85 

The sustainability of 

our organisation 

affects its 

performance 

6 

(17.1%) 

3 

(8.6%) 

2 

(5.7%) 

11 

(31.4%) 

13 

(37.1%) 

 

3.6 

 

 

0.88 

The support in donor 

funding support has 

an affects the 

performance of our 

organisation 

3 

(8.6%) 

5 

(14.3%) 

4 

(11.4%) 

9 

(25.7%) 

14 

(40.0%) 3.7 

 

 

0.85 

Source: Researcher (2022) 

Table 4.2 reveals the response on whether performance management enhance the performance 

of the organization of which majority 15(42.9%) strongly agreed, 13(37.1%) agreed while 

4(11.4%) disagreed. On the other hand 2(5.7%) strongly disagreed and the remaining 1(2.9%) 

were undecided. The weighted mean of (4.0±0.77) shows that most of the respondents agree 

that performance management has had a direct effect in enhancing the performance of the 

organization. 
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On whether quality management improved performance of organizations, majority of the 

respondents at 14(40.0%) strongly agreed with this statement, 10(28.6%) agreed while 

5(14.3%) disagreed, while only 3(8.6%) strongly disagreed with 3(8.6%) being undecided. The 

weighted mean (3.8±0.82) shows that majority of the respondents supported the statement that 

quality management improved performance of organizations. 

The respondents also gave their views on whether service delivery determined the performance 

of their organizations. In this case, majority 12(34.3%) strongly agreed, 11(31.4%) agreed 

while 5(14.3%) remained neutral. On the other hand another only 5(14.3%) strongly disagreed 

while 2(5.7%) disagreed. The weighted mean of (3.7±0.85) shows that performance of an 

organization is greatly influenced by service delivery. When asked on whether the 

sustainability of their organizations affected their performance, most of the respondents at 

13(37.1%) strongly agreed, 11(31.4%) agreed while 6(17.1%) strongly disagreed. However, 

3(8.6%) disagreed while 2(5.7%) remained undecided. Generally, mean of (3.6±0.88) shows 

that most of the respondents agreed that sustainability of an organization affects its 

performance.  

The respondents were also asked to give their thoughts on the effects of donor funding support 

on the performance of their organizations and the following responses were recorded. On this 

statement, most of the participants 14(40%) strongly agreed that donor support affects the 

performance of an organization, 9(25.7%) agreed while 5(14.3%) disagreed. However, 

4(11.4%) were undecided while 3(8.6%) strongly disagreed. Overall weighted mean of 

(3.7±0.85) shows that most of the respondents agree that donor funding support affects the 

performance of their organizations. 
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4.5 Strategy Implementation  

4.5.1 Resource Allocation  

Respondents    iwere    iasked    ito    iindicate    itheir    ilevel    iof    iagreement    ior    idisagreement    iwith    ithe    ifollowing    

istatements    irelated    ito    iResource    iAllocation    ias    ia    icomponent    iof    ioperationalization    iof    ithe    

istrategies. Responses    iwere    idone    imeasured    iin    iLikert    iscale    iof    iwhich,    i(1=Strongly    iDisagree,    i2=    

iDisagree,    i3=Neutral,    i4=Agree,    i5=Strongly    iAgree).    iTable    i4.3    ishows    ithe    iresponses: 

Table 4.3 Resource Allocation and operating procedures 

Statement 1 2 3 4 5 Mean STDev. CV 

Our organisation 

allocates adequate 

financial resources 

For strategy 

implementation. 

4 

(11.4%) 

3 

(8.6%) 

6 

(17.1%) 

12 

(34.3%) 

10 

(28.6%) 

3.6 

0.89 

 

24.7 

Our Company has 

enough staff 

allocated to 

implement new 

strategies 

3 

(8.6%) 

5 

(14.3%) 

4 

(11.4%) 

11 

(31.4%) 

12 

(34.3%) 

3.7 

0.85 24.0 

Staff are involved in 

the implementation 

of new strategies 

5 

(14.3%) 

3 

(8.6%) 

3 

(8.6%) 

14 

(40.0%) 

10 

(28.6%) 3.6 

0.89 24.7 

Source: Researcher (2022) 

On the issue of resource allocation and operating procedures the results shown in the table 4.3  

shows that majority of the respondents 12 (34.3%) agreed that their organisations allocate 

adequate financial resources for strategy implementation, 10 (28.6%) strongly agree while 

6(17.1%) were undecided on the statement. However, only 4(11.4%) strongly disagreed with 

this statement, while 3(8.6%) also disagreed. Generally, a weighted mean of (Mean=3.6±0.89) 

further shows that majority of the respondents agreed that the organizations do allocate 

financial resources for strategy implementation.  

The study also wanted to find out whether the local NGOs had enough staff allocated to 

implement new strategies, of which majority of the respondents at 12 (34.3%) strongly agreed, 



30 

 

11(31.4%) agreed while 5(14.3%) disagreed on this matter. On the other hand, 4(11.4%) of the 

respondents remained undecided while the remaining 3(8.6%) strongly disagreed. Overall, the 

weighted mean of (Mean=3.7±0.85) showed that majority of the respondents strongly agreed 

that the companies had enough staff allocated to implement new strategies. 

 On whether the staff were involved in the implementation of new strategies, majority of the 

respondents at 14 (40.0%) confirmed that staff were involved in implementation of new 

strategies, 10 (28.6%) also strongly supported while 5(14.3%) strongly disagreed. 3(8.6%) 

remained undecided while another 3(8.6%) disagreed with this notion. Therefore, a weighted 

mean of (Mean=3.6±0.89) showed that majority of the respondents were in agreement with the 

notion that the staff are involved in implementation of new strategies.  

4.5.2 Operating Procedures 

Respondents    iwere    iasked    ito    iindicate    itheir    ilevel    iof    iagreement    ior    idisagreement    iwith    ithe    ifollowing    

istatements    irelated    ito    ioperating    iprocedure    ias    ia    icomponent    iof    ioperationalization    iof    ithe    istrategies. 

Responses were done    imeasured    iin    iLikert    iscale    iof    iwhich,    i(1=Strongly    iDisagree,     i2=    iDisagree,    

i3=Neutral,    i4=Agree,    i5=Strongly    iAgree).    iTable    i4.4    ishows    ithe    iresponses: 

Table 4.4 Operating Procedures 

Statement 1 2 3 4 5 Mean STDev. C.V 

We conduct 

staff training on 

new strategies 

5 

(14.3%) 

4 

(11.4%) 

5 

(14.3%) 

10 

(28.6%) 

11 

(31.4%) 
3.5 

 

 

0.89 

 

25.4 

Our 

organization’s 

policies are 

frequently 

reviewed to suit 

new strategies 

3 

(8.6%) 

2 

(5.7%) 

4 

(11.4%) 

12 

(34.3%) 

14 

(40.0%) 

3.9 

 

 

 

 

 

0.83 

 

 

21.3 

Policies that 

guide decisions 

by leadership to 

guarantee 

compliance with 

the strategies of 

2 

(5.7%) 

4 

(11.4%) 

6 

(17.1%) 

13 

(37.1%) 

10 

(28.6%) 

3.7 

 

 

 

 

 

 

 

0.85 

 

 

 

 

22.9 
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an organization 

in place 

There are 

procedures in 

our organisation 

that define 

future 

operations 

5 

(14.3%) 

4 

(11.4%) 

3 

(8.6%) 

12 

(34.3%) 

11 

(31.4%) 3.6 

 

 

 

 

0.89 

 

 

24.7 

The leadership 

implements the 

necessary 

changes that  are 

suitable for new 

strategies 

4 

(11.4%) 

5 

(14.3%) 

4 

(11.4%) 

8 

(22.9%) 

14 

(40.0%) 3.7 

 

 

 

 

 

0.85 

 

 

 

23.0 

Our 

organization has 

the leadership 

capability to 

manage funding 

6 

(17.1%) 

4 

(11.4%) 

2 

(5.7%) 

12 

(34.3%) 

11 

(31.4%) 
3.5 

 

 

 

0.89 

 

 

25.4 

The current 

leadership 

provides 

strategic 

guidance to the 

staff at all levels 

5 

(14.3%) 

3 

(8.6%) 

6 

(17.1%) 

12 

(34.3%) 

9 

(25.7%) 3.5 

 

 

 

 

0.89 

 

 

25.4 

Source: Researcher (2022) 

Table 4.4 shows that on the question of whether staff training was conducted on the new 

strategies, majority of the respondents at 11(31.4%) strongly agreed that staff training was 

conducted, 10 (28.6%) agreed while 5 (14.3%) remained undecided on the statement. 

Conversely, only 5 (14.3%) and 4(11.4%) strongly disagreed and disagreed respectively. With 

a weighted mean of (3.5±0.89), it showed that majority of the respondents agreed that staff 

training on new strategies was carried out.  

The study also sought to find out whether the organizations policies were frequently reviewed 

to suit the new strategies. It was found that 14(40.0%) strongly agreed with this statement, 

12(34.3%) agreed while 4(11.4%) remained neutral. However, 3(8.6%) strongly disagreed 

while the remaining 2(5.7%) disagreed with the statement that the organizations policies were 
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reviewed to suit the new strategies. Overall, a weighted mean of (3.9±0.83) implied that a 

majority of the respondents were in agreement on this matter. 

The respondents were also asked to give their thoughts on whether the policies that guided the 

decisions by leadership guaranteed compliance with the strategies in place in the organization. 

Based on this, majority of the respondents 13(37.1%) agreed with this statement, 10 (28.6%) 

strongly agreed, 6(17.1%) remained undecided while 4 (11.4%) and 2(5.7%) disagreed and 

strongly disagreed respectively. The weighted mean of 3.7±0.85 showed that majority of the 

respondents in this study were in agreement that the policies that guide decision by leadership 

guaranteed compliance with the organizations strategies. 

On whether there were procedures in place in the organizations that defined future operations, 

majority 12(34.3%) agreed to the statement, 11(31.4%) also strongly agree, while only 

5(14.3%) and 4(11.4%) strongly disagreed and disagreed respectively. The remaining 3(8.6%) 

were undecided on the matter. Generally, the weighted mean of (3.6 ±0.89) showed that most 

of the respondents in this study are of the opinion that there are procedures in place in the 

organizations that defined future operations. 

Respondents were further asked if the leadership in their organizations implemented the 

necessary changes that were suitable for the new strategies. Most of the respondents 14(40.0%) 

strongly agreed that this was indeed true, 8(22.9%) agreed with this, while 5(14.3%) disagreed. 

The remaining 4(11.4%) strongly disagreed while another 4(11.4%) remained undecided as to 

whether the organization implemented changes that were suitable for the new strategies. 

Generally, with a weighted mean of (3.7±0.85) it implied that most of the respondents in the 

study were in agreement on this matter. 

The study also sought to establish whether the local NGOs had the leadership capability to 

manage funding. It was found that most of the respondents at 12(34.3%) agreed that the 
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leadership had the capability to manage funding and another 11(31.4%) also strongly agreeing 

while only 6(17.1%) and 4(11.4%) strongly disagreed and disagreed while 2(5.7%) remained 

undecided. A weighted mean of (3.5±0.89) showed that most the respondents are confident in 

the ability of the leadership to manage funding. 

On whether the current leadership offered strategic guidance to staff at all levels, the study  

found that most of the respondents 12(34.3%) agreed that the leadership did offer strategic 

guidance to staff at all levels, 9(25.7%) strongly agreed while 6(17.1%) remained neutral on 

the statement. On the other hand 5(14.3%) strongly disagreed while 3(8.6%) agreed that 

leadership did offer strategic guidance to staff at all levels. A weighted mean of (3.5±0.88) 

shows that majority of the respondents did not agree that their leadership offered strategic 

guidance to staff at all levels. 

4.6 Institutionalization of Strategies 

Respondents    iwere    iasked    ito    iindicate    itheir    ilevel    iof    iagreement    ior    idisagreement    iwith    ithe    ifollowing    

istatements    irelated    ito    iinstitutionalization    iof    ithe    istrategies. Responses were measured in Likert 

scale of which, (1=Strongly    iDisagree,    i2=    iDisagree,    i3=Neutral,    i4=Agree,    i5=Strongly    iAgree).    

iTable    i4.5    ishows    ithe    iresponse 

Table 4.5 Institutionalization of Strategies 

 1 2 3 4 5 Mean STDev. CV 

The  goals and 

objectives  of the 

organisation are 

clear to all 

5 

(14.3%) 

2 

(5.7%) 

4 

(11.4%) 

11 

(31.4%) 

13 

(37.1%) 
3.7 

0.88 23.7 

 All staff 

understand our 

strategic direction 

4 

(11.4%) 

6 

(17.1%) 

5 

(14.3%) 

8 

(22.9%) 

12 

(34.3%) 3.5 

0.89 25.4 

 We clearly 

communicate New 

strategies to all 

employees 

2 

(5.7%) 

4 

(11.4%) 

3 

(8.6%) 

11 

(31.4%) 

15 

(42.9%) 
3.9 

0.83 21.3 
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 Our company has 

a performance 

recognition system 

in place 

5 

(14.3%) 

3 

(8.6%) 

4 

(11.4%) 

11 

(31.4%) 

12 

(34.3%) 
3.6 

0.85 23.6 

Our employees are 

rewarded for 

performance 

3 

(8.6%) 

2 

(5.7%) 

5 

(14.3%) 

12 

(34.3%) 

13 

(37.1%) 3.9 

0.83 21.3 

Our reward system 

is linked to new 

strategies 

5 

(14.3%) 

5 

(14.3%) 

3 

(8.6%) 

10 

(28.6%) 

12 

(34.3%) 3.5 

0.89 25.4 

Source: Researcher (2022) 

The findings on Table 4.5, revealed that when respondents were asked on  whether the goals 

and the objectives of the organization were clear to all, most of the respondents 13(37.1%) 

strongly agreed on this, 11(31.4%) agree while 5(14.3%) strongly disagreed. On the other hand 

4(11.4%) were undecided while 2(5.7%) disagreed. Overall, the weighted mean of (3.7±0.88) 

revealed that most of the respondents agreed that the goals and objectives of the organization 

were made clear to all. 

The respondents were further asked to reveal whether they thought that all staff understood 

their strategic direction and the following were the responses given: Majority 12(34.3%) 

strongly agreed that the strategic direction was made clear to all, 8(22.9%) agreed on the same 

while 6(17.1%) disagreed. On the other hand 5(14.3%) remained undecided while 4(11.4%) 

strongly disagreed with this statement. A weighted mean of 3.5±0.89 further showed that most 

of the respondents were of the opinion that all staff understood the strategic direction of the 

organizations involved.  

Respondents were also probed on whether new strategies were clearly communicated to all 

employees, of which majority of the respondents 15(42.9%) strongly agreed that this was true, 

11(31.4%) agreed while 4(11.4%) disagreed. On the other hand 3(8.6%) remained undecided 

while 2(5.7%) strongly disagreed with this notion. With a weighted mean of (3.9±0.83), it was 
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deduced that majority of the respondents agreed that new strategies were clearly communicated 

to all employees. 

The respondents were further asked on whether their companies had a performance recognition 

system in place. Out of the 35 respondents that took part in the study, 12(34.3%) strongly 

agreed that a performance recognition system was in place, 11(31.4%) agreed, while 5(14.3%) 

strongly disagreed. On the other hand 4(11.4%) remained neutral while 3(8.6%) disagreed. The 

weighted mean of (3.6±0.85) revealed that most of the respondents confirmed the statement 

that the companies had a performance recognition system in place.  

When asked on whether employees were rewarded for performance, majority of the 

respondents at 13(37.1%) strongly agreed that employees were rewarded for performance, 

12(34.3%) agreed while 5 (14.3%) remained undecided on this statement. On the contrary 

3(8.6%) strongly agreed while 2(5.7%) disagreed. Overall, the weighted mean of (3.9±0.83) 

shows that most of the respondents agreed that employees are rewarded for performance. 

Respondents were also asked to give feedback on whether the reward systems were linked to 

new strategies and the following were the responses recorded: Majority of the respondents 

12(34.3%) strongly agreed with this statement, 10(28.6%) agreed, while 5(14.3%) strongly 

disagreed as another 5(14.3%) disagreed, while 3(8.6%) were undecided. The mean of 

(3.5±0.89) showed that most of the respondents were in agreement that reward systems in their 

organizations were linked to new strategies.  

4.7 Institutionalization and operationalization of strategies and Performance 

Respondents    iwere    iasked    ito    iindicate    itheir    ilevel    iof    iagreement    ior    idisagreement    iwith    ithe    ifollowing    

istatements    irelated    ito how institutionalization and operationalization of strategies influence 

organizational performance. Response was done measured in Likert scale of which, 
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(1=Strongly Disagree, 2= Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree). Table 4.6 shows 

the response 

Table 4.6 Institutionalization and operationalization of strategies and Organizational 

Performance 

Statement 1 2 3 4 5 Mean STDev. CV 

Operationalization 

of strategy  has 

improved our 

organisation’s 

sustainability 

5 

(14.3%) 

3 

(8.6%) 

2 

(5.7%) 

12 

(34.3%) 

13 

(37.1%) 

 

3.7 

 

 

 

0.85 

 

23.0 

Institutionalization 

of strategy has 

increased 

satisfaction among 

our project 

partners and 

beneficiaries 

3 

(8.6%) 

4 

(11.4%) 

4 

(11.4%) 

10 

(28.6%) 

14 

(40.0%) 
3.8 

 

 

 

 

0.81 

 

 

21.3 

Strategy 

Institutionalization 

has resulted into 

enhanced service 

delivery in our 

organization 

4 

(11.4%) 

2 

(5.7%) 

3 

(8.6%) 

12 

(34.3%) 

14 

(40.0%) 
3.9 

 

 

 

0.81 

 

 

20.8 

Our organisation 

has recorded 

improved donor 

funding support as 

a result of 

operationalization 

of strategy 

6 

(17.1%) 

4 

(11.4%) 

4 

(11.4%) 

9 

(25.7%) 

12 

(34.3%) 
3.5 

 

 

 

 

0.89 

 

 

25.4 

Source: Researcher (2022) 

According to the study findings on the question of whether operationalization of strategy had 

improved their organizations sustainability, most of the respondents at 13(37.1%) strongly 

agreed, 12(34.3%) agreed while 5(14.3%) strongly disagreed. In addition to this (8.6%) 

disagreed while 2(5.7%) remained undecided. However, the weighted mean (3.7±0.85) showed 

that most of the respondents agreed that the organizations sustainability was improved by 

operationalization of strategy. 
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Respondents were further asked to give their opinions on whether the institutionalization of 

strategy had increased satisfaction among their project partners and beneficiaries. The study 

found that majority at 14(40.0%) strongly agreed with the statement, 10(28.6%) agreed while 

4(11.4%) remained undecided. On the other hand, another 4(11.4%) disagreed while 3(8.6%) 

strongly disagreed. The weighted mean of (3.8±0.85) showed that most of the respondents 

agreed that the satisfaction of project partners and beneficiaries was increased by the 

institutionalization of strategy. 

The question of whether strategy institutionalization had resulted into enhanced service 

delivery in their organization was posed to the respondents and the following responses were 

given. Most 14(40.0%) strongly agreed, 12(34.3%) agreed and 4(11.4%) strongly disagreed. 

However, 3(5.7%) were neutral on the statement while another 2(5.7%) disagreed on this 

matter. The weighted average of (3.9±0.81) showed that most of the respondents agreed that 

service delivery in their organizations was enhanced by strategy institutionalization. 

On whether operationalization of strategy had led to improved donor funding in organizations, 

the following responses were given by the respondents, majority of the respondents at 

12(34.3%) strongly agreed, 9(25.7%) agreed while 4(11.4%) remained undecided. On the other 

hand, 6(17.1%) strongly disagreed, while another 4(11.4%) disagreed on this statement. The 

weighted mean (3.5±0.89) showed that majority of the respondents agreed donor funding in 

their organizations was greatly improved by operationalization of strategy. 

4.8 Relationship between Strategy Implementation and Performance of Local NGOs  

The    istudy    isought    ito    iestablish    ithe    irelationship    ibetween    iStrategy    iImplementation    iand    

iPerformance    iof    iLocal    iNGOs    iin    iTharaka    iNithi    iCounty,    iKenya.    iThe    iresearcher    ithen    iconducted    ia    

imultiple    iregression    ianalysis    ito    iexplain    ithis    irelationship    iusing    iSPSS    iversion    i21.    iThe    iresults    

iobtained    iare    ipresented    iand    idiscussed    iTable    ibelow: 
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Table 4.7 Regression Analysis Output 

 

Model 

 

R 

 

R Square 

 

Adjusted R Square 

Std. Error of the Estimate 

1 .774 0.599 0.575          .234 

Model  Sum of Squares df Mean Square F Sig. 

 Regression 8.71 2 4.355 7.847 0.001b 

1 Residual 18.31 33 0.555   

 Total 27.02 35    

Model Unstandardized Standardized T Sig. 

 Coefficients  Coefficients   

 B Std. Error Beta   

(Constant) 1.486 .483  3.077 1.486 

Operationalization of strategies 0.469 0.118 0.323 3.975 0.001 

Institutionalization of strategies 0.466 0.114 0.328 4.088 0.011 

Source: Researcher (2022) 

According to Table 4.7 the value of R square is .599; this implies that 59.9% change in 

organization performance of local NGOs in Tharaka Nithi County is explained by strategy 

implementation. It also means that other than implementation of various strategies 

(operationalization of strategies and institutionalization of strategies), there are also other 

factors that affect the organization performance of local NGOs, which account for the 40.1%. 

According to the ANOVA statistics, the    iregression    imodel    ihad    ia    isignificance    ilevel    iof    i0.1    

ipercent,    iindicating    ithat    ithe    idata    iwas    isuitable    ifor    idrawing    iconclusions    iabout    iparameters    ibecause    

ithe    ivalue    iof    isignificance    i(p-value)    iwas    iless    ithan    i5%.    iThe    icomputed    ivalue    iof    ithe    idependent     

ivariable exceeded the critical threshold (7.847>3.86), indicating that the identified 

implementation of the aforementioned strategies had a statistically significant effect on the 

organization performance of local NGOs in Tharaka Nithi The significance level was less than 

0.05, indicating that the model was significant and well-fitting to the data. 

At a 95% confidence level, it is clear that all predictors have a favourable effect on organization 

performance and are statistically significant. Additionally, the predictors in this study reported 
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high values above the crucial value of 3.182, indicating that they have a positive and 

statistically significant link with organization performance of the local NGOs. Positive effects 

were observed for all independent variables, with operationalization of strategies (t= 3.975, p= 

0.000), and institutionalization of strategies (t=4.088, p=0.001) all producing statistically 

significant values. The constant number (1.486) indicates that if all recognized strategies 

implementation were rated zero, the organization performance of local NGOs in Tharaka Nithi 

would be reduced by 1.486. Additionally, the study discovered that increasing the number of 

units in operationalization of strategies results in an increase in organization performance of 

0.469, while increasing the number of units in institutionalization of strategies results in an 

increase in organization performance of 0.466.  

4.9 Discussion of the Results 

4.9.1 Linkage of the Study findings with the Theories 

The findings on operationalization as well as on institutionalization of strategies reinforce 

Resource Based Theory, which helps in understanding how local NGOs evaluate and 

comprehend their internal resources, and because it highlights the importance of internal 

resources and competencies when designing strategy to achieve organization performance. 

Resources are inputs that enable the operation of local NGOs whereby internal resources and 

capabilities determine an organization's strategies. For instance, as part of operationalization 

of strategies, the study found that good resource allocation and operation procedures enhance 

strategy implementation for good organization performance. However, based on the theory of 

resource allocation, proper implementation of these strategies highly depends on the available 

of internal resources for good planning and designing of the strategies.   

The study findings are also in support of the systems theory, given that through 

operationalization and internalization strategies by local NGOs, the extent of strategy 



40 

 

implementation by many of these organizations are as well influenced by external and internal 

factors as they strive to accomplish their strategic goals and be successful. In addition, the 

theory underscores how organizational structure and design are an essential variable that may 

as well influence strategy implementation (Brenes, Mena, & Molina, 2008). For instance, the 

study found that reward and recognition as effective communication as components of 

internalization strategies by local NGOs influence the strategy implementation and 

organization performance.  

4.9.2 Linkage of the Study findings with Empirical Studies 

According to the study findings on resource allocation and operating procedures as components 

of operationalization strategies, the results (weighted mean of 3.6±0.89) shows that majority 

of the respondents agreed that the organizations do allocate financial resources for strategy 

implementation. Allocation of sufficient financial resources for strategy implementation 

facilitate optimal achievement of organization goals of local NGOs. This was also supported 

by Sarma, Bera, & Das, (2019) when studying a model and effects of resource allocation in 

emergency circumstances with the NGOs found that adequate resource allocation to NGOs 

facilitate quick implementation of the organization strategies and accomplishment of the 

organization goals.  

The study also wanted to find out whether the local NGOs had enough staff allocated to 

implement new strategies, of which majority of the respondents weighted mean 3.7±0.85 

showed that majority of the respondents strongly agreed that the companies had enough staff 

allocated to implement new strategies. This shows that implementation of the organization 

strategies similarly depends on the availability of adequate employees and staffs. Similarly, 

Pahos & Galanaki (2018) in their study similarly found that adequate number of employees 

with correct skills enhance organization performance as well as accomplishment of 

organization strategies. In fact, on whether the staff were involved in the implementation of 
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new strategies, majority of the respondents (Mean=3.6±0.89) showed that staff are involved in 

implementation of new strategies.  

The study also found that organizations policies were regularly reviewed to suit the new 

strategies (Mean=3.9±0.83) implying that most of the local NGOs in Tharaka Nithi County 

frequently review new strategies that would quicken achievement of organizational goals for 

good performance. This finding was also supported by Gomez & Bernet (2019) who also found 

that diversification and renewal of organization policies improves the performance of the 

organization as it this practice hasted implementation of the organization strategies. In fact, the 

study found that policies that guide decision by leadership guaranteed compliance with the 

organizations strategies (Mean=3.7±0.85).  

Respondents were further asked if the leadership in their organizations implemented the 

necessary changes that were suitable for the new strategies. Generally, with a weighted mean 

of (3.7±0.85) it implied that most of the respondents in the study were in agreement on this 

statement. It was further found that local NGOs had the leadership capability to manage 

funding (Mean=3.5±0.89) showing that leadership in most of the organizations had the ability 

manage funding. In fact, with a weighted mean of (3.5±0.88) leadership of the local NGOs 

offered strategic guidance to staff at all levels. Therefore, leadership represent the authority of 

an organization and hence are answerable for guiding employees or workers to work 

effectively. This shows the contribution of leadership on management of the local NGOs 

(Chanchai, Supachok, & Matchakarn 2012). The leadership devoid of any certain vision, 

mission and goals will not be effective for achieving good organizations performance. In this 

case, the organizational performance as measured through product or service quality and 

efficiency are dwindled. 
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On institutionalization of Strategies, most of the respondents agreed that the goals and 

objectives of the organization were made clear to all (3.7±0.88). This shows that organization 

goals and objectives were communicated to all the employees of the local NGOs for effective 

strategy implementation. In fact, a weighted mean of 3.5±0.89 further showed that most of the 

respondents confirmed that all staff understood the strategic direction of the organizations 

involved. It was also found that new strategies were clearly communicated to all employees, 

(weighted mean of 3.9±0.83). This shows that effective and clear communication of the 

organization strategies to employees by the management quicken strategy implementation 

given that employees become part and parcel of the new strategies. Similarly, Heide, et al., 

(2018) found that effective communication between the management and the subjects of an 

organization enhance optimal implementation of the organization strategies.  

The respondents were further asked on whether their companies had a performance recognition 

system in place, of which weighted mean of (3.6±0.85) revealed that most of the companies 

had a performance recognition system in place, and that employees were always rewarded for 

good performance (3.9±0.83) shows that most of the respondents agreed that employees are 

rewarded for performance. Most of the respondents were also in agreement that reward systems 

in their organizations were linked to new strategies of (3.5±0.89).  Generally, employees’ 

motivated to work are devoted to occupations they believe have the potential to meet their 

requirements via the rewards they will get. The nature of the reward substantially influences 

their ability to achieve optimally the organization goals, objectives and strategies (Ngwa et al., 

2019). Therefore, remuneration is one of the aspects that may enhance the performance of 

people and organizations by boosting quality of performance, and promoting good work 

attitudes from employees in accordance with the organization's goals (Bayon, 2013). Generally, 

operationalization of strategy had improved organizations sustainability of most of the local 

NGOs in Tharaka Nithi as shown by most of the respondents (Mean=3.7±0.85). Moreover, 
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institutionalization of strategy was found to had increased satisfaction among their project 

partners and beneficiaries (Mean=3.8±0.85) as well as enhancing service delivery in their 

organization. On operationalization of strategy were also found to be improving donor funding 

in organizations, (3.5±0.89).  
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CHAPTER FIVE: SUMMARY, CONCLUSION AND 

RECOMMENDATIONS 

5.1 Introduction 

This chapter discusses a summary of the key findings of the study, implications, 

recommendations, limitations of the study, and possible areas of further research. 

5.2 Summary of the Study 

The objective of the study was to assess the effect of strategy implementation on performance 

of local non-governmental organizations in Tharaka Nithi County, Kenya. On organization 

performance, the findings revealed that performance management had a direct effect in 

enhancing the performance of the organization. Study findings revealed that quality 

management improved performance of organizations. The respondents also gave their views 

on whether service delivery determined the performance of their organizations. In this case, 

findings showed that performance of an organization is greatly influenced by service delivery. 

When asked on whether the sustainability of their organizations affected their performance, 

most of the respondents agreed that sustainability of an organization affects its performance. 

In addition, most of the respondents agreed that donor funding support affects the performance 

of their organizations. 

On operationalization of strategies, the study revealed that most of the organizations allocated 

financial resources towards strategy implementation. The study also found that majority of the 

respondents strongly agreed that their companies had enough staff allocated to implement new 

strategies.  On whether the staff were involved in the implementation of new strategies, 

majority of the respondents were in agreement with the notion. On operating procedure the 

study showed that staff training on the new strategies was carried out. The study also found 

that organizations’ policies were reviewed to suit the new strategies. Majority of the 
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respondents in this study were also in agreement that the policies that guide decision by 

leadership guaranteed compliance with the organizations strategies.  

On whether there were procedures in place in the organizations that defined future operations, 

generally, the findings depicted that most of the respondents were of the opinion that there are 

procedures in place in the organizations that defined future operations. The study also found 

that leadership in local NGO organizations implemented the necessary changes that were 

suitable for the new strategies. It was also found that most of the local NGOs in Tharaka Nithi 

had the leadership capability to manage funding as shown by weighted mean of (3.5±0.89). 

However, the study revealed that their current leadership did not offer strategic guidance to 

staff at all levels. 

On institutionalization of strategies, the study found that the goals and objectives of the 

organization were made clear to all. It was also found that all staff understood their strategic 

direction as shown by most of the respondents. On whether new strategies were clearly 

communicated to all employees, majority of the respondents agreed that new strategies are 

clearly communicated to all employees. It was also established that local NGOs had a 

performance recognition system in place. From the study, it was clear that employees were 

rewarded for performance. In fact, most of the respondents (Mean=3.5±0.89) agreed that 

reward systems in their organizations are linked to new strategies.  

The study also found that operationalization of strategy had improved the local NGOs’ 

sustainability. Moreover, institutionalization of strategy was also found to have increased 

satisfaction among the organisations’ project partners and beneficiaries. On whether 

institutionalization of strategy had resulted into enhanced service delivery in their organization, 

the findings revealed that service delivery in the organizations had been enhanced by strategy 

institutionalization. The study also found that operationalization of strategy had led to 
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improved donor funding in organizations. The regression analysis also revealed that 

operationalization and institutionalization of the strategies both statistically and significantly 

influenced the performance of the local NGOs in a positive way.  

5.3 Conclusions of the Study 

In conclusion, it is clear from the findings of this study that Strategy implementation 

significantly influences organizational performance through operationalization and 

institutionalization    istrategies,    ias    idepicted    iby    imost    iNGOs    ioperating    iin    iTharaka    iNithi    iCounty. 

From    ithe    istudy,    iit    iis    iclear    ithat    istrategy    iimplementation    iimproves    iservice    idelivery,    

isustainability,    isatisfaction    iby    ibeneficiaries,    iand    idonor    ifunding.    iThe    iresult    iis    ian    iobligation    iby    

imanagement    ito    iprovide    istrategic    iguidance    ito    ithe    iorganization’s    istaff,    ienhance    icommunication,    

iand    iallocate    iresources    ito    itrain    iemployees    ion    inew    istrategies.    iIts    isuccess    idepends    ion    idifferent     

iabilities,    iorganizational    iprocesses,    iand    iflexible    isystems    ifor    istrategy    iselection.    iLeadership's    

iability    ito    imanage,    ifund,    iand    ienhance    ioperational    iexcellence    iis    ias    icrucial    ias    itheir    iability    ito    ioffer    

istrategic    iguidance    ito    istaff    iat    iall    ilevels. The study revealed inadequacies by the leadership of the 

Local NGOs to offer strategic guidance to staff at all levels. It is crucial for organisations to 

address this as leaders    ishape    ithe    ifuture    iby    ienabling    ian    iorganization    ito    iproduce    iexcellent     

iperformance    iby    imeans    iof    iimplementing    ian    ioutstanding    istrategic    iplan.    iA    iwell-formulated    iand    

iappropriate    istrategy    iwill    ienable    ian    iorganization    ito    iimprove,    iachieve    igood    iplanning,    imission,    

ivision    iand    ioverall    icorporate    isuccess    i(Crittenden    iand    iCrittenden,    i2008). 

5.4 Implication of the Study  

Based on the study findings, informed strategy implementation of which internal and external 

factors or resources as explained by resource allocation theory play an integral function and 

hence clear    istrategies    iand    igoals    iare    idefined    ibased    ion    ithis    ianalysis,    iand    idifferent     icourses    iof    

iaction    iare    igenerated    iand    icarefully    iconsidered    ibefore    imaking    ifinal    idecisions.    iTherefore,    iNGO    
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ipractitioners    ior    ithe    imanagement    ishould    itake    iinto    iaccount    ithat    iproper    iimplementing    

iorganization    istrategies    iis    ibased    ion    imany    icompounding    ifactors    ithat    ido    inot    iwork    iin    iisolation    ias    

ithis    ias    iwell    iinfluence    ithe    iorganization    iperformance.    iMoreover,    istrategy    iimplementation    iis    

ihelpful    ito    imaking    ilocal    iNGOs    imore    ieffective,    iimplying    ithat    iwhen    istrategies    iare    isuccessfully    

iimplemented,    iorganization    igoals    iare    iproperly    iachieved.    iThis    ialso    iimplies    ithat    istrategy    

iimplementation    irequires     iresources    ifrom    iorganizations,    iboth    ihuman    iand    ifinancial    ifor    itheir    

isuccessful    iexecution.    iTherefore,    iNGO    ipractitioners    isuch    ias    ithe    imanagement,    ithe    ifunders    iand    

ithe    iimplementers    ishould    inot    iexpect    irelevant    istrategic    iplans    ito    iemerge    ifrom    iill-funded    istrategy    

iprocesses. 

The    istudy    ifindings    ithrough    ioperationalization     iand    iinstitutionalization    iof    ithe    istrategies    ialso     

iimplies    ithat    ithe    ilocal    iNGO    imanagement    iand    istakeholders    imust    icarefully    ianalyze    ithe    iinternal     

iand    iexternal    ienvironment    iof    ithe    iorganization,    ihave    ithe    inecessary    iability    ito    igenerate    imany    

istrategic    ioptions,    iand    ibe    iable    ito    iselect    ithe    imost    irelevant    iones    ithat    iwill    ihelp    iin    iachieving    igood    

iorganization    iperformance.    iMoreover,    istrategy    iimplementation    ishould    ibe    ia    icross-organizational    

ieffort    iinvolving    ipractitioners    iwith    iknowledge    iof    ithe    iorganization    iand    iits    ipurposes,    iemployees,    

ifinances    iand,    ioverall    imandate.    i 

The    ievidence    ibased    ion    ithe    istudy    ifindings    ipoints    itowards    isignificant    iperformance    ibenefits    ithat    

iis    irelated    ito    iproper    istrategy    iimplementation.    iThe    istudy    itherefore    iencourages    ipolicy    imakers    iand    

iNGO    imanagement    ito    iensure    ithat    istrategy    iplanning    ior    iformulation    iprocesses    iare    iformal    iand    

icomprehensive    ito    ienhance    ithe    iperformance    iof    itheir    iorganizations.  

In an attempt to adopt a strategy for organizational success, the study has provided NGOs with 

a number of useful tools. In particular, the study findings are advantageous to a number of 

critical stakeholders. For example, academics and researchers would find the study to be an 

important addition to the expanding body of literature on strategy execution and organizational 
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performance, particularly in the NGO sector. Academic scholars may depend on this study's 

conclusions by duplicating comparable studies and investigating the impact of strategy 

implementation on organizational success in various geographic and industrial contexts. Given 

the gap found in this study, the results will serve as a resource for other academics to guide 

their own research themes. In addition, academic academics might utilize the results of this 

study to inspire other research and as a supplementary data source. 

5.5 Recommendations of the Study 

1. In view of the research findings, the    istudy    isuggests    ithat    ithe    itwo    iaspects    iof    istrategy    

iimplementation    i(operationalization    iand    iinstitutionalization)    ishould    icomplement    ieach    

iother    igiven    ithat    ieither    iof    ithe    itwo    iis    iineffective    iin    ithe    itotal    iabsence    iof    ithe    iother.  

2. The Non- Governmental    iOrganizations    ishould    ieffectively    iimplement    istrategies    ito    ibe    

icompetitive.    iThey    iperform    iwell    iwhen    istrategy    ioperationalization    i(allocation    iof    

iresources,    istaff    iinvolvement    iand    ioperating    iprocedures)    iand    istrategy    iinstitutionalization    

i(Communication    iand    ireward    isystems)    iare    iincluded    iin    ithe    istrategic    imanagement    

iprocess.    iThe    iperformance    irelies    ion    imaximization    iof    ihuman    iresources,     iorganizational    

iresources    iand    iphysical    iresources. 

3. The study recommends capacity building of the leadership of local NGOs how to offer 

strategic guidance to staff at all levels. This would involve trainings, mentorship and 

knowledge sharing on  strategic aspects such as:  How to adapt and react quickly and 

change the existing strategies if need arises, Monitoring and evaluation of strategies 

and deriving lessons learnt to improve on current strategy and, Use of information and 

data to understand changes taking place and adapting strategic plans based on these 

insights 
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5.6 Limitations of the Study 

Most of the respondents were hesitant to provide information since some of the information 

was confidential and sensitive especially those that touched on the implementation of the 

organization goals and funding. The researcher addressed the issue by promising respondents 

that their data would be used just for academic purposes and would be treated in the strictest 

of confidence. Another constraint was that the researcher had no control over the data's 

accuracy. The researcher took the data as-is but made calls to the respondents to clarify any 

confusing responses. Given that the respondents of the study (Project Managers) were senior 

employees with hectic work schedules, this slowed down the data collection procedure. The 

researchers employed the drop-and-pick-up strategy to allow respondents sufficient time to 

complete the questionnaires. A few questionnaires were also emailed to the respondents and 

responses sent via a google-sheet link. 

5.7 Areas Suggested for Further Research 

The key objective    iof    ithis    istudy    iwas    ito    iestablish    ithe    ieffect    iof    istrategy    iimplementation    ion    

iperformance    iof    ilocal    iNGOs    iin    iTharaka    iNithi    iCounty.    iHowever,    ithis    iscope    iexcluded    istrategic    

iplanning    iand    ithe    iperformance    iof    iother    iorganizations.    iTherefore,    ithe    iresearcher    irecommends    

ithat    ifurther    iresearch    ithat    iincludes    ithe    istrategic    iplanning    iand    ithe    iperformance organizations 

other than local NGOs, to allow generalization of the research funding.  
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APPENDICES 

Appendix 1: Questionnaire 

INSTRUCTIONS 

This study seeks to establish the correlation between strategy implementation and performance 

of local Non- Governmental Organisations in Tharaka Nithi County. Your support in 

completing this questionnaire objectively is greatly appreciated. Kindly respond to all the 

questions by putting a tick (√) in the suitable box that closely matches your view, or writing in 

the spaces given 

NB: The information is used strictly for only academic intentions and will be treated with 

highest confidentiality. 

SECTION A: BACKGROUND INFORMATION 

1. Indicate your gender  

Male [  ] Female [  ] 

2. What is your highest level of education? 

Postgraduate [  ] first degree [  ] Diploma [  ] Certificate [  ] Secondary school [  ]  

3. Indicate your age__________________________________ 

4. Duration of working in this organization? 

Less than 5 years [  ] 5 – 10 years [  ]   More than 10 years [  ] 

SECTION B: RESOURCE ALLOCATION AND OPERATING PROCEDURES 

Using five (5) point Likert scale, mark the extent to which you concur with the following 

statements on Operationalization of Strategies by ticking on the selection that best represents 

your view:-(1=strongly disagree, 2=disagree, 3=Undecided, 4=Agree, 5=strongly agree) 

 

Statements on Resource Allocation and operating procedures 

Options 

1 2 3 4 5 

i. Our organisation allocates adequate financial resources   

For strategy implementation.  

     

ii. Our Company has enough staff allocated to implement new 

strategies 

     

iii. Staff are involved in the implementation of new strategies      

Operating Procedures      



 

ii 

 

i. We conduct staff training on new strategies       

ii. Our organization’s policies are frequently reviewed to suit 

new strategies 

     

iii. Policies that guide decisions by leadership to guarantee 

compliance with the strategies of an organization in place 

     

iv. There are procedures in our organisation that define future 

operations 

     

v. The leadership implements the necessary changes that  are 

suitable for new strategies 

     

vi. Our organization has the leadership capability to manage 

funding 

     

vii. The current leadership provides strategic guidance to the 

staff at all levels 

     

 

SECTION C: INSTITUTIONALIZATION OF STRATEGIES 

Using five (5) point Likert scale, tick the extent to which you agree with each of  the following 

statements on Institutionalization of Strategies by ticking on the option that best represents 

your view:-(1=strongly disagree, 2=disagree, 3=Undecided, 4=Agree, 5=strongly agree) 

Statements on Communication and reward system Options 

 1 2 3 4 5 

i. The  goals and objectives  of the organisation are clear to all      

ii. All staff understand our strategic direction      

iii. We clearly communicate New strategies to all employees      

iv. Our company has a performance recognition system in place      

v. Our employees are rewarded for performance      

vi. Our reward system is linked to new strategies      

 

SECTION D: ORGANIZATIONAL PERFORMANCE 

Using five (5) point Likert scale, tick the extent to which you concur with the following 

statements on Organizational Performance by ticking on the option that best represents your 

view:-(1=strongly disagree, 2=disagree, 3=Undecided, 4=Agree, 5=strongly agree) 

Statements on Organizational Performance Options  

 1 2 3 4 5 

i. Performance management has enhanced performance of our 

organisation 

     



 

iii 

 

ii. Quality Management has improved performance of our 

organisation 

     

iii. Service delivery determines the performance of our organisation      

iv. The sustainability of our organisation affects its performance      

v. The support in donor funding support has an affects the 

performance of our organisation 

     

 

Satisfaction by Project beneficiaries plays a role in organizational performance. In the light of 

this statement, how does your organization understand and enhance satisfaction among its 

project beneficiaries? 

----------------------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------------------- 

SECTION E:  

Using five (5) point Likert scale, tick the extent to which you concur with each of  the following 

statements on the link between Institutionalization and Operationalization of Strategies, and 

Organizational Performance by ticking on the option that represents your view: -(1=strongly 

disagree, 2=disagree, 3=Undecided, 4=Agree, 5=strongly agree) 

Statements on Institutionalization and operationalization of 

strategies and Organizational Performance 

Options  

i. Operationalization of strategy  has improved our organisation’s 

sustainability 

1 2 3 4 5 

ii. Institutionalization of strategy has increased satisfaction among 

our project partners and beneficiaries 

     

iii. Strategy Institutionalization has resulted into enhanced service 

delivery in our organization 

     

iv. Our organisation has recorded improved donor funding support as 

a result of operationalization of strategy 

     

 

--THANK YOU— 
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Appendix 2: Letter of Introduction 
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Appendix 3: Map of the Study Area 

 

    Source: KNBS Website  
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