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ABSTRACT

The study sought to analyze the effect of leadership styles on implementation of
strategic plans in Small and Medium Enterprises (SMEs). Specifically the study:
analyzed the effect of autocratic leadership style, assessed the effect of democratic
leadership style and evaluated the effect of laissez faire leadership style on
implementation of strategic plans in SMEs. Descriptive research design was used. The
study population consisted of 4531 SMEs registered by Ministry of Industrialization
and Enterprise development. A sample of 354 SMEs was selected using stratified
random sampling technique. A questionnaire composed of open and closed ended
questions was used to collect primary data. Quantitative data was analysed using
Statistical Package for Social Sciences (Version 21). In addition, a multivariate

re ion model was generated to assist in determination of the relative importance
of € the three variables to implementation of strategic plans. The regression
showe utocratic leadership had the highest effect of implementation of strategic
plans wit fficient of 0.488, followed by democratic leadership with a coefficient

of 0.384 an sez faire with a coefficient 0.269. The study recommends that
organizations sh@uld use all the three leadership styles to maximize implementation of

strategic plans.
4,
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CHAPTER ONE: INTRODUCTION
1.1 Background of the study

Leadership is defined as guiding people to towards the achievement of organization

goals (Koontz and Weihrich, 2007). Strategy implementation may be said to consist

of securing resources, organizing these resources and directing the use of these

reso&es within and outside the organization (Minztzberg, 1994). Strategy

impl ion is only successful when it is backed by effective leadership. House

and Mitch 984), mentions that effective leaders clearly specify the task reduce
%

roadblocks to %achievement, and increase opportunities for task related

satisfaction and imprm{@ormance.

The implementation@ tegia)p\ has been growing all over the world. Strategic

planning is the process for ?ing rgamisation resources to achieve the organisation
strategy (Thompson and Str @i 2

: %It IS necessary to understand the
organization current position and th{ ible @&s through which it can pursue a
particular course of action. Strategic plann ﬂlierr@éwhere the business is going
in the next one year, two years or more, how the organisa( 18 going to achieve the
strategy and how the organization will know it has not achij the strategy

(McNamara, 2005). /<\

According to Thompson and Strickland (2009), Strategic plan implementation is
aimed at shaping the performance of core business activities in a strategy-supportive
manner. Thompson and Strickland (2009) further argue that strategy implementation
is primarily an administrative task that involves figuring out workable approaches to

executing the strategy and then, during the day-to-day operations, getting people to



accomplish their jobs in a strategy supportive and results achieving fashion. Strategy
implementation is the action phase of the strategic management process (Pearce and
Robinson, 2002). In Zimbabwe leadership has a key role to play in implementation of

strategic plan of organization (Mapetere, Marviki, and Nyamwanza, 2012)

According to Kenya National Bureau of Statistics (2007), Small and Medium
Enterprises that fail within one year are said to compose 60% of Small and Medium
Er@ises formed in Kenya. In East Africa Uganda is said to have registered the
highes er of Small and Medium Enterprises that does not succeed in their first
year. Smalﬂ}ﬂedium Enterprises have a challenge to became competitive and
grow into large co@ies Various studies show that the leadership styles have
influence on perfo }\ organizations. The basic leadership styles are autocratic
j

leadership style, rship style and laissez faire leadership style

(Northouse, 2011). Most s fo u( arge enterprises with less attention paid on
the effect of leadership styles egrc@zaﬂon plans implementation of small
and medium enterprises. Moreover entrated on developed countries

such as USA, Malaysia and European c yi @ udy focused on effect of

leadership styles on strategic organization plan mplem/}azbf in Nairobi, Kenya

Small and Medium Enterprises. O

1.1.1 Small and Medium Enterprises

Worldwide, SME’s make up to over ninety per cent of businesses and contribute to
between fifty to sixty per cent of employment (Hill, 2009). In the European economy,
micro enterprises play a vital role. In the larger European Union of 25 countries, 23
million SMEs provide around 75million jobs and represent 99%of all enterprises. In

Britain, SMEs are the backbone of the British economy (Rowe, 2008). Recent studies



from Africa confirm the importance of the SMEs sector as a contributor to the
creation of productive employment and poverty reduction. In the South African
Development Community region, the SMEs in the informal sector alone account for

an estimated sixty percent of Gross National Product (Kiiru, 2008).

According to Ladzani and Uren (2002), small and medium enterprises are found to
exert a strong influence on the economies of many countries all over the world. SMEs
pr@ the economy with economic growth, employment and innovation. The SMEs
have ¢ ted significantly to job creation, social stability, and economic benefit of
the countrle’%jb us Studies on Small and Medium enterprises shows that SMEs are

important to the @ of the economy and reduction of poverty through job

creations (Arinaitw Z(@
SMEs account for %orlty gsﬁe business enterprises and boost employment

figures, in Malaysia. The S con@e 19 percent of the total export value.

Studies conducted shows that th@gyrma Lorganlzatlons co-relates directly to

the leadership styles of the leaders i é 1zatiQns. The leadership style can
impact the performance of the organization }he

sucee )r failure of the business

depends on the leadership styles employed by the leaders (Nave, 2006).

Africa’s private sector consists of mostly informal micro-enttg(e\, operating
alongside large firms. SMEs are increasingly being recognized as productive drivers
of economic growth and development for African countries. SMEs cover about 90%
of African business operations and contribute to over 50% of African employment
and GDP (Chodokufa, 2009). In a study on SMEs on three Africa countries it is
estimated that SMEs account for 70% of Ghana’s gross domestic product and 92% of

its businesses. In South Africa SMEs contributes to 91% of formalized businesses and



in Nigeria SMEs make 70% of the manufacturing sector. SMEs not only contribute
significantly to the economy but can also serve as an impetus for economic
diversification through their development of new and unsaturated sectors of the

economy.

Small and medium enterprise has been defined differently by different countries and
institutions. However, all the meaning focuses on the number of employees employed
by@nterprises as well as resources in the enterprise. In Kenya a small enterprise is
an ent with 11-50 employees and a medium enterprise is an enterprise with 51-

100 employeg Wya National Bureau of Statistics, 2011).

According to the G{(f onomic Report (World Economic Forum, 2014) Kenya is
ranked 129 Count%u%i global competitiveness in 2013-2014. SMEs are an
important sector of t Ee?\yan eo%gmy. It employs about two thirds of the working
population and it is the igst vé)@start (Kambogo, 1999). Most of these

businesses start as emergencies V\@nle e is has been put in place on effects of

leadership styles on strategic plan impl@e;i\tior%ll and medium enterprises.

In Kenya, the SME sector is considered asﬁe of &Sﬁ}qr contributors to the
economy by providing income and employment to a signifi& roportion of the
population. Small and Medium Enterprises in Kenya employ Q(\f the total
population employed (Kenya National Bureau of Statistics, 2012). In the SME sector,
owner-manager is normally identified as the entrepreneur, because of his/her role in
starting the venture, running the business, and being responsible to a large extent for

its failure or success. This suggests that the fate of an SME is closely related to the

personality, capability, skills, and motivation of the entrepreneur in charge.



According to Ministry of Planning and National Development (2008), vision 2030
aims to make Kenya an industrialized middle income generating country as one of the
vision 2030 strategy and this can be achieved through proper implementation of
strategic plans. According to the Ministry of Planning and National Development
(2008), Millennium Development Goals can be accomplished by improving SMEs
productivity and innovation. The role of enterprise in economic development in any
ecwy cannot be under rated. It is in this view that the Government of Kenya in its
polic ework recognizes the role of SME's. The growth of SMEs is expected to
contribute rds the achievement of Kenya's vision 2030 through creation of

employment and“wealth and this can be done through effective implementation of

strategic plans. /@
1.2 Problem State{?@ ’V)‘
C %

SMEs adopt strategies to le the@ot only to survive, but to succeed in a
competitive environment. The @ ies p@act as a guideline of the SMEs

operations. However, implementation (@@iz I rategic plans remains a major
1685

jekno I@)/that implementation has

become the most significant challenge with only 30% of form d strategies being

challenge facing organizations. Most stud

implemented in organizations. The effect of management styles on@&wentaﬂon of
organization strategic plans has received little attention. Therefore, the study sought to
explore the effect of leadership styles on implementation of organization strategic

plans in SMEs in Nairobi.



1.3 General Objectives

The general objective was to explore the effect of leadership styles on implementation
of strategic plans in small and medium enterprises in Nairobi. Specifically the

research objectives were:

To analyse the effect of autocratic style on implementation of organization

strategic plans in the small and medium enterprises in Nairobi.

T@ s the effect of democratic style on implementation of organization

strategie‘%&in the small and medium enterprises in Nairobi.

To evaluate thefﬁfr ct of laissez Faire style on implementation of strategic

organization plags ir@s all and medium enterprises in Nairobi.

1.4 Research Ques&)s/ lsy
How does autocratic Ie% %fect implementation of organization

strategic plans in Small and Med(n@te{% Nairobi, Kenya?
pi

What is the effect of democratic rshi on implementation of

organization strategic plans in Small and Medium enterpﬁ%\ in Nairobi, Kenya?

What is the effect of laissez faire leadership style on %ntaﬁon of

organization strategic plans in Small and Medium enterprises in Nairobi, Kenya?
1.5 Scope of study

The study targeted small and medium enterprises within Nairobi, there are 4531
SMEs registered with the Ministry of Industrialization and Enterprise Development as

at 2013.



1.6 The significance of the study

The study is useful to the attainment of Millennium Development Goals of the vision
2030 under the economic pillar which is to make the economy of Kenya into a middle
income generating economy by attaining 10 % economic growth. As SMEs are an
important sector to Kenya’s economy, findings from this research can help in the
achievement of the economic pillar, by increasing the competitiveness of the SMEs

an@s the growth and contribution to the economy.

The find@%this study can also be useful to the management of SMEs in Kenya as

it provides @ﬁcam information on the effects of leadership styles on
implementation of ir ic plans. Hence, the study provides the basis for the
management to id gl ship styles that enable successful implementation of
Policy makers will also benefi t?‘%lgs of this study as the study furnishes

them with knowledge on the effect (eaders% on implementation of strategic

strategic plans.

plans and therefore enhance the surviva;;@lcce irms. This knowledge if well

harnessed will result in above average performﬁe of a firpAifpan industry.

i
Qe



1.7 Operational definition of terms

Autocratic leadership style:

Democ% leadership style:

Northouse (2011), a leader who dictates policies and
procedures, decides what goals are to be achieved and
little input given by employees. Also known as

authoritarian leadership style.

Refers to consultation, participation of employees in the
decision making. Also known as participative leadership

style (Northouse, 2011).

Laissez fair leadership sfj /@I\/Ieans non authoritarian leadership style where leaders

&

Leadership style:

Strategy:

Strategy formulation:

Strategy implementation:

to give the least possible guidance to subordinates, try

%ve control through less obvious means

%oé@l}

Patteg%? beh / r_by a leader through which he or
she mflue%v l@pof a group (Koontz and
Weihrich, 2007)

Porter (2008), means by which obj(gl&ves are achieved

O

Process of establishing a business mission,” establishing
long term objectives, and choosing alternatives strategies
(Thompson and Strickland, 2009).

Acting on what has to be done internally to put the
chosen strategy into place and achieving results

(Thompson and Strickland, 2007).



CHAPTER TWO: LITERATURE REVIEW
2.1 Introduction

This chapter reviews literature on effect of leadership styles on implementation of
organization strategic plan. The conceptual framework is developed showing the
correlation between the dependent variable and the independent variables were guide

the study, discussed empirical review was used in the study in regard to each

varlaté\@ study.
2.2 Concep’g}vtegy

Strategy is a multi- dlmensmnal concept and various authors have defined strategy in
different ways. Strategy is the direction and scope of an organization over the long
term: which achieves advantage of the organization through its configuration of
resources within a changing environment, to meet the needs of markets and to fulfil
the expectations of the stakeholders (Johnson and Scholes, 2002). Strategy should
help organizations to develop and maintain a competitive edge and focusing on the

customer needs and competitors.

According to Mintzberg (1994), a strategy is defined as a plan, ploy, pattern, position
and perspective. Strategy as a plan strategy acts as a guide line to deal with a
situation. Secondly, strategy as a ploy means an intention to outsmart its competitors
or threaten a new entrant. As a pattern strategy is a stream of actions. As a position
strategy means locating the organisation in the environment and finally as perspective
strategy means how people views of the organization or the identity of the

organization.



Thompson and Strickland (2009), asserts that strategy is simply a plan; it is an
executable plan of action that describes how an organization will achieve a stated
mission. Organizations often formulate company strategies, product and service
strategies, and strategies that drive operational, support and managerial processes.
Michael and Grisby (1997), indicates that a good company strategy has to have at
least four components: Scope, which define companies and business, that is, the
present and planned interactions of the company with its environment, Competence
which is an indication of the level and patterns of the company and competence
advantage the unique position a company will develop compared to its competitors
through its resource deployments and scope decisions. Last is Synergy, which is the
joint effort that is sought from the company's resources deployment and the

company’s scope decisions (Michael and Grisby, 1997).

Porter( 2008), states that, "a strategy is the creation of a unique and valued position
involving a different set of activities". Strategy is the match between an organization's
resources and skills and the environmental opportunities and risks it faces, and the
purpose it wishes to accomplish. Strategy consists of competitive moves and business
approaches to produce successful performance. Strategy is the management game
plan for running the business, strengthening the firm's competitive position, satisfying
customers and achieving performance target. Leadership has been cited as the

most important issue encouraged while implementing strategy.

2.3 Strategic Plan Implementation

Pearce, Robinson and Mital (2008), explains that strategic management process
comprises of three phases which include diagnosis, formulation and implementation.

Strategic management is the set of decisions and actions that results in the formulation

10



and implementation of plans designed to achieve a company’s objectives. Strategic
plan implementation involves planning, directing, organizing, and controlling of a
company’s strategy-related decisions and actions. Strategic plan implementation is
aimed at shaping the performance of core business activities in a strategy-supportive

manner (Thompson and Strickland, 2009).

According to Thompson and Strickland (2009), strategy implementation is easily the
m@iemanding and time consuming part of the strategy management process.
Imple @on of strategy involves both the tangible and intangible variables as
culture, povﬁ ationships, structure, attitudes, perceptions, motivation, managing
human and physicdf'?urces. Kroon (2005) asserts that the participation of each

member of staff in }s i@n;ntaﬁon IS necessary. To make strategy implementation
in‘'c

possible, each subor. junction with his manager, must determine what the

organization must achieé)@bint 94/ Il plan. Strategy implementation is done by

allowing the worker to decide end’n /t to be achieved. The manager must
s

continually monitor the progress\t d &ng the objectives and make

adjustments where necessary (Thompson a@ ick%@).

Roney (2004), asserts that top managers, and even planning &}uﬁves, seem to make
a wide-spread assumption that, if a brilliant strategy has been forn@/&it then will
be implemented simply by virtual of its intellectual merit. Moreover, the conventional
wisdom seems to be that forming strategy requires more talent, if not intelligence,
than implementation; implementation accordingly is a matter to be delegated down
the chain of command to managers and supervisors who probably were not involved

in forming strategy in the first place. Roney (2004), further argued that

11



implementation calls for methods and skills much different from those required

forming good strategies.

According to MacLennan (2010), strategy execution is not only difficult, it is poorly
understood, intertwined with many organizational processes, takes a long time,
involve lots of stakeholders, and often must reflect the decision made by others.
MacLennan (2010), further argues that being effective at strategy execution also
mi@equire an unusual set of skills and personality traits. It requires managers to be
able t ect concepts and concrete action-to see both the picture and detail.
Effective sﬂﬂvxecution is about more than outperforming competitors in the

industry. Strategy iuﬂfraﬂentation is central to the success of public sector bodies and

other organization. }\ lementation is the action that moves the organization
along its choice @2&17 s its goal-the fulfilment of its mission; the
achievement of its visi eg @mntaﬂon is the realization of intentions

(Thompson and Strickland, 20

Barney and Hesterly (2013), stat @ are four possible strategy
me

@s trouble, failure, and

roulette. Success occurs if a good strategy is appropriatély ﬁplemented, trouble

implementation outcomes. These outco

occurs if a good strategy is poorly implemented, failure occurs n@,&{ strategy is
poorly implemented, whereas roulette occurs if a poor strategy is appropriately
implemented. Successful implementation of strategy involves operationalization and
institutionalization of strategy. Thompson and Strickland (2009), argue that indeed,
good strategy and good implementation are the most trustworthy proof of good

management.

12



Strategic plan implementation approach is needed to maintain competitive advantage
and to overcome the failure of strategy (Porter, 2008). A strategic plan
implementation approach is seen as the most effective ways for firms, regardless of
size or sector to cope with the changes in the environment. However most large firms
are emphasizing on implementation in relation to SMEs where one in six firms
implement the organisation strategy. In a study of SMEs, Deakins and Freel (1998),

comfented that SMEs are often naive about planning and the development of

strate@:

Mbaka an%mbi (2014), developing a strategy alone is not enough.

Implementation of/f—ytategy is important than formulation. Well formulated

strategies only pro}se@ri r performances for the firm when they are successful
@ acj

implemented. The ledge that strategy fail not because of inadequate

strategy formulation % s( Of insufficient implementation. Strategy
implementation is important f ucce@o the organization for both short term

and long term of the organization plé

Sorooshian, Norzima, Yusof and Rosnahcg ),ﬁ@/ed a research on effect

analysis on strategy implementation. The key objective W&SZO\ %amine the structural
relationships between strategy implementation and the perform /& small and
medium firms. One of the key drivers of strategy implementation was leadership
styles. The conclusion was that the leadership style of the entrepreneur has a

considerable impact on implementation of strategy.

Nganga and Ombui (2013), conducted a study on factors influencing implementation
of strategic plans. The research was carried in Lari sub county Kiambu County. The

implementation parameters used were improved performance, organization structure,

13



team work, improved communication and professionalism. One of the variables used
was leadership styles where coercive leadership style, democratic leadership and
laissez faire were parameters for leadership style. The study revealed that
organizational leadership influence had influence on implementation of strategic

plans.
2.4 Theoretical Review

Th%on presents a theoretical review of theories related to leadership in relation

to their r%trategic implementation.

2.4.1 Theory )%fheory Y

According to McGr)QO@ , theory X and theory Y consists of two alternative set
of assumptions. Th@ anc%]\ ry Y which is applied in the leadership styles.
Theory X is an authoritarm‘sw ofé rship and Theory X assumes that employees
find working unpleasant and u avoi@dng if possible. Employees in theory
X must be controlled, directed and @reat n@o deliver in order to achieve the
organisation goal. Theory X also assume t)lemplayeesyavoid responsibilities and
want to be directed and the employees lacked motivation.‘(b&}ﬁY IS a participative
style of leadership and theory Y is more likely to have its r@ in the recent
knowledge of human behaviour. Theory Y says that threatening and e’xg}nal controls
are not the only ways to make people work better to achieve organizational goals

(Hofstede, 2005).

Theory Y employees only accept to work but also seek responsibilities. Theory Y
employees assumes that the purpose of the leader is to integrate the needs of an

individual in to the needs of organization. McGregor’s idea is that the ability to make

14



workers discover the organizational goals is the essence of leadership. When everyone
is committed to the common goals, supervisors act as teachers, consult and only rarely
act as authoritative bosses. Leaders’ own assumption of the employee’s motivation is
relevant. If the assumption is along with the line of Theory X the leadership style will
be highly different compared to the situation where leaders act according to the

Theory Y (Hofstede, 2005).

ers that believe in Theory X tend to control their workers. Those managers
think t ple are efficient only when their work process is observed. Thus the best
managing st’y?)ﬁ) tell workers exactly what they must do and closely control them
to get everything d@time and with good quality. Leaders believing in Theory X
think that worker?(e motivated by money, threat of punishment and fringe
benefits. Theory X s’sYg?g‘ ierarchical management with many managerial

levels where managers p de Id{ &at everyone is doing (Fournies, 1999).

Y

Theory X represents autocratic leadersh @e th@@ represents democratic style

Knowledge gap

of leadership. The two style of leadership are mportant"g}ﬁ}&tudy as the autocratic
and democratic styles of leadership are the variables. The diffe&ce of theory X and
theory Y is that it does not explain the effect of theory X in réetauQm to strategy
implementation and also the effect of theory Y in relation to strategy implementation.

The study sought to bridge the gap.
2.4.2 Contingency theory
Contingency perspectives on leadership are still founded in the notion that some

people possess inherent qualities that make them more capable than other people of
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being leaders, but they acknowledge that these special leadership qualities need to be
matched to the specific demands of the situation. Contingency means that one thing
depends on other things; there must be appropriate fit between the leader’s behaviour,
style and the conditions in the situation. According to those ideas, people who have
leadership qualities possess first a realistic understanding of their own leadership

skills (Gray, 2004).

In@der’s Contingency Model leaders can determine whether a situation is
favour their style. Task-orientated leaders tend to do better in very easy or
difficult situag while person-orientated leaders do best in situations of immediate

favourability. The @ea is simple where the leader’s style is matched with the

situation most fav ura 0 his or her success. Fiedler’s model presents the
leadership sﬂuaﬂon@ e key elements that can be either favourable or
unfavourable to a Ieader ali / &der-member relations, task structure, and
position power. When subordl istru /ot respect, and have little confidence

in the leader, leader ember relatlor{ a@een &poor When subordinates trust,

respect, and have Confidence in the Ieade n%relations are considered to

- /
be good (Fiedler, 2000). )\%

Hersey and Blanchard (1985), situational leadership model sugges@\the levels of
directive and supportive leader behaviour should be used on the level of readiness of
the followers. According to this theory, a leader can adopt one of four leadership
styles, based on a combination of task and relationship behaviours. The four styles of
leadership are telling, selling, participating, and delegating. The telling style reflects a
high concern for tasks and a low concern for people and relationships and is a very

directive style. The selling style is based on a high concern for both relationships and
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tasks. The participating style is characterized by the leader sharing ideas with
followers, encouraged to participate in decision-making. The delegating style reflects
a low concern for both tasks and relationships. This leader provides little direction or
support because responsibility is turned over to followers (Hersey and Blanchard,

1985).

Knowledge gap

Th%vgency theory is important to the study because it explain on various

leadershi where a leader can adopt any leadership styles. The leadership styles

in contingenc ory; telling leadership, selling leadership style and delegating

leadership style for tp( utocratic leadership style, democratic leadership style and
laissez faire Ieadeﬂu&w%/
@ship}%’;on implementation of organization strategic

plans. ‘/Seal’ <:53L/

2.5 Empirical Literature Revievv<> %

2.5.1 Autocratic leadership style and im zntati$ Sﬁtrategic plans

/

Murigi (2013), conducted a study on influence of head teac@leadership styles on

}iﬁbles of the study. However the theory does not
I

explain on effect o

pupils’ performance in Muranga, Kenya and one of the leadership K@riables was
autocratic leadership style. The measures used in autocratic leadership were
punishment, task oriented, commands and supervision according to findings of the
study autocratic leader focused in their managerial role as they were task oriented and
were mainly concerned about getting things done. The study observed that the
autocratic leader motivated the staff through punishment. The study revealed that

autocratic leadership was the least significant in influencing performance
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Kiige (2013), studied influence of leadership styles on organization climate in
Nyahururu, Kenya. One variable of the study was authoritarian leadership style. The
parameters used to autocratic leadership style influence on organization strategy
climate were strong control, centralized decisions, strong control, and direct
commands. According to the findings of the study autocratic leadership assigned
duties without consultation and issued directives expecting the staff to follow without

ﬁon which carried a negative climate. The study found out that autocratic

Ieade@ssults into a controlled and closed climate.

Nkirote (201 /bnducted a study on influence of leader ship style on students’
performance in Nawﬁtr?ounty One variable of the study was autocratic leadership
style. The parame @n autocratic leadership style were centralized decision,
punishment, dlctate :7 and no delegation of authority. The findings of
the study found out tocCratic Ieadershlp had a negative influence to
performance. The findings rev that D%O head that used autocratic leadership

had the lowest mean in student perfoé@

Omondi (2014), carried a research on rsh i\St)gs on corporate social

responsibility. One of the key variables was autocratic &%ﬁhlp style and the
indicators were reward and punishment, reliance on the prd position
influence. Qualitative data analysis indicated that explicit corporate responsibility is
linked to autocratic leadership style. The overall data indicated that leadership styles

needed to successful implement explicit and implicit corporate social responsibility.
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Knowledge gap

From the analysis of empirical review on autocratic leadership style, it is noted that
most studies concentrated on influence of leadership styles on performance therefore
the study covers the effect of autocratic style of leadership on implementation of

strategic plans.

2.5.22Democratic leadership styles and implementation of strategic plans

Ogbe Harrington (2011), studied the relationship among participative

managemerﬂﬂvtrategy implementation, success and financial performance in the
food service induafi.‘ he study was done in United Stated of America. The
measurements use %ganizational structure, level of involvement and
implementation suc@ he fi s of the study were that higher levels of action
plan implementation su

rants firms were more likely to use

for
participation in decision mak % plan‘e /ltlon Small firms are likely to use an

approach with greater participation r{r@er k@

Ojokuku, Odetayo, and Sajuyigbe (2012), e>g£'n‘ined of leadership style on
organization performance in selected banks in Nigeria. One va¢ble of the study was
democratic leadership style. The measures of the study were re\/\@,('mvolvement,
and influential. The findings from this research showed a positive and negative
correlation between leadership style and organization performance. The study
concluded that transformation and democratic leadership style should be employed by

the management in order to make the organization global competitive.
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Hussein, Sarad, Sulaiman and Nkbin ( 2011), conducted a study on the impact of
personality and leadership styles on leading change capabilities in Malaysia. The
result of the study revealed that the managers tend to use consultative leadership style.
The result of the study showed that extroversion personality trait as well as
involvement leadership style were positively leading to change. Both openness to
experience and emotional stability were significant and positively related to
co%tative leadership style that mangers use. Democratic leadership style was found

signifi fnd positively correlate with change.

Okoji (2014 died influence of leadership styles on community development
programs implem@ in rural communities in Nigeria. The variables were
autocratic and dem cra@a ership styles. The parameters used under democratic
leadership styles w%j nication, person oriented, freedom of operations,
and team work. The fin b@of o&iic leadership were r=0.621 and the study
revealed that there was a sigﬂ/@relaﬁ%ﬂp between successful implementation

of community development program a@em(éf leadership style.

Knowledge gap G} ,9\8\/)\

Various researchers conducted studies on democratic style of ledership. Most studies
conducted on democratic style of leadership were related to perfo and hence
the study covers the effect of democratic style leadership on implementation of

strategic plans.
2.5.3 Laissez Faire and implementation of strategic plans

Chaudhry and Javed (2012) conducted a research on impact of transactional and

Laissez faire leadership styles on motivation. The study was conducted in the banking
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sector in Pakistan. The variable used to measure Laissez faire was passive and
avoidant and for transactional was contingent reward and management by exception
(active). Without leadership the implementation of tasks is impossible. The finding of
the study was that motivation level in respect of laissez faire is low because of no

involvement of the management.

Koech and Namusunge (2012), conducted a study on the effect of leadership styles on
or@ation performance. The study was carried in States Corporation at Mombasa,
Kenya. @of the key variables was laissez faire leadership, transactional and
transformatio Wdershlp style. The result of the study showed that laissez faire
leadership is not snafl‘?ntly correlated to organizational performance. Based on the
findings the study reco d that manager should discard laissez faire leadership
by becoming more ;{

ing their subordinates, managers should formulate

and implement effective an v( 6t|on systems.

Zumitzavan and Udihachone (@y cc%a research on the influence of

leadership styles on organization perf i by organization innovation.
séf?}ﬂ

hai @ne of the key variables

The study was carried in hospitality indu
was laissez faire. The parameters used to measure were @gwdance complete

freedom of employees and employees solved problems individuall /&\lndlng from
the study was Beta coefficient of laissez faire was -0.058 suggesting that laissez faire

has a negative relationship with organization performance.
Knowledge gap

Various studies have been conducted on the effects of laissez faire leadership on

organizational performance. However there is a gap on the effects of laissez faire
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leadership on strategy implementation. The study covers the effects of laissez faire on

implementation of strategic plans.
2.6 Conceptual Framework

The conceptual framework below (Figure 2.1) shows the relationship between the
independent variables (autocratic leadership, democratic leadership and laissez faire

leadership) and the dependent variable (implementation of organizations strategic

pm@% A

Autocratic Leadership Style

T.

Democratic leadership styles Implementation of

l& ’
N\

Laissez Faire leadership style //
/ @

L 4

O, v

Independent variables (O Dependent variable

A\ 4

organization’s Strategic plans

/S)
)
7y

Figure 2. 1: Conceptual Framework of the study O
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2.7 Operational framework

The operation framework provides the measuring parameters that were used as
variables for the study. The implementation of strategic plans as the dependent
variable was measured by performance overall, business expansion and the alignment
of goals to organization plans. Autocratic leadership style as an independent variable
was measured by task oriented, close supervision of employees, central decisions and

pu@&gt of employees.

Democratl dership style as an independent variable was measured by the
involvement of rs and employees in decision making, open communication
that is upward comm@n and downward communication, interpersonal relations
and delegation ol)&qut’% the management getting involved. Laissez faire
leadership style as an | ent bIe was measured by little guidance, complete

freedom and solving of Work pr(g( |nd|V|duaIIy

<(\
4)\9
/ )}

O
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Task oriented
Supervision
control
Centralized
decisions
punishment

Autocratic
leadership style

Involvement
Open
communication
Team work
People oriented
Delegation of
authority

Democratic style
of leadership

-

1
/

Little guidance

Complete freedom

Solved work
problems
individually

Laissez faire

leadership style

Parameters

Independen%

“,

Figure 2.2: Operational framework of the study
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2.8 Summary for variable analysis

Table 2.1: Summary of variable analysis

Variables

Study

KON

Parameters

Findings

Strategic plan
implementation

2010)

Sorooshian, Norziana and Résnaf, :

/]

Nganga and Ombui, (2013) Kiambu,

-improved performance
-organization structure

)eam work
~improved communication

The leadership style of the entrepreneur has a considerable impact on
implementation.

Organization leadership had influence on implementation of strategic

Kenya / plans.
Autocratic Murigi, (2013) Muranga, Kenya. -punisti Autocratic leadership had the least significant in influencing
leadership style -task orie performance.

Kiige, (2013) Nyahururu, Kenya

NKkirote, (2013) Nairobi, Kenya

Omondi, (2014) Nairobi, Kenya

0 nds apd ?@rvision
-S @rol
-Centraliz decisfﬁg/
-dictate y%k/ /

-no delegati authori

-reliance on the SS %
pa

Autocratic leadership results into a controlled and closed climate.
Autocratic leadership style had negative influence on performance

Explicit corporate responsibility is linked to autocratic leadership style

Democratic
leadership style

Ogbeide and Harrington, (2011)
USA

Ojokuku, Odetayo and Sajuyigbe,
(2012) Nigeria

0Okoji. (2014) Nigeria

-Involvement \I<
-rewards

-influential O
-open communication
-person oriented
-freedom of operations
-team work

-
G

., High level of action plan implementation success for restaurant firm
re more likely to use participation in decision making and plan

tion
@ atic leadership style should be employed by the management in
or e@ake the organization global competitive.
Signifi y( ationship between successful implementation of
community/andydemocratic leadership style.

Laissez faire

Chaudhy and Javed, (2012)
Koech and Namusonge, (2012)
Mombasa, Kenya

Zumitzavan and Udchachone,
(2014), Thailand

-passive and avoidant

-little guidance

-complete freedom

-employees solved their problem
individually

Motivation leyetin laissez faire style of leadership.
Laissez faire is notgsignificantly correlated to organization performance
Laissez faire has @ ative relationship with organization

performance
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2.9 Summary of Research Gap

Studies conducted shows that businesses fail not because of inadequate strategic
formulation but because of lack of strategic implementation. Literature on the role of
leadership style on implementation of organization strategic plans is generalized. Thus
the study assessed the relationship between specific leadership styles (autocratic

Iead@ style, democratic leadership styles and laissez faire leadership style) on

implemen@f strategic plans.
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CHAPTER THREE: RESEARCH METHODOLOGY
3.1 Introduction

This chapter focused on the research methodology that was used in conducting the study.
The research methodology described the research design, research population, sampling
design, data collection, data analysis and ethical considerations. This includes the
metf@ lied in quantitative data collection, identification of target population and
target sa ’ﬁt provides information on the research data, sources of data, the

characteristics a ibutes of the data.

3.2 Research design /@

The study adopted a C@‘l /&demgn The descriptive design is concerned with

conditions or relationship here the researcher cannot manipulate the
variables but determine and re V\@ngs are (Best and Kahn, 2003). The
researcher employed the design as <® &Qg of data on a large number of
respondents on their behaviours, attitudes @ m@ oper and Schindler (2008),

stress that descriptive survey method is concerned with fn/}b\z t who, what, where,

when and how much. O
2N

This study assessed ‘how’ the various leadership styles influence the implementation of
strategic plans in SMEs in Kenya. Therefore the descriptive survey method provided
tools for describing collection of statistical observations and reducing the collected

information to an understandable form.
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3.3 Target Population

Mugenda and Mugenda, (2003) defines population as an entire group of individuals or
objects having common observable characteristic. Ministry of Industrialization and
Enterprise Development (2013) reveals that there are 2469 SMEs are in agro based
industry, 1512 SMEs are in engineering and construction industry, and 550 SMEs are in
cher@ and mining industry. The study focused on 4,531 SMEs in Nairobi. This is
because% in Nairobi and its environs have formal procedures or processes that are

documented dg registered with regulatory government bodies (Ministry of

Industrialization and /prise Development, 2013).

Table 3. 1: Target %u%

Nature of Business K\ >\ Frequency (F) Percentage %
Agro based 2469 54.5
Engineering and Construction 1512 33.4
Chemical and mining 550 121
Total 4531 100.0

Source: Ministry of Industrialization and Enterprise Develo %013)

3.4 Sampling Frame and Technique Q<\

The sampling frame describes the list of all population units from which the sample was
selected (Cooper and Schindler, 2008). It is a physical representation of the target
population and comprises all the units that are potential members of a sample (Kothari,
2011). From the population of 4,531 SMEs, a sample size of 354 was picked using

Krejcie’s (2009) formulae as follows:
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B X*NP(1—P)
~ d*(N—1)+X*P(1—P)

Where S = required sample size

X? = the table value of chi-square for 1 degree of freedom at the desired confidence level

(3.841).

= the population Size

O precision level at 0.05

N le proportion of success
P 3'[? lation proportion (assumed to be .50 since this would provide
the max sample size).
d =the W%umy expressed as a proportion (.05).
Further, the study a;@ stratifiedr sampling technique to determine the number of
respondents who part|C|pat ev{ ategory/class This implies that a sample of
7.8% from within each group in |¢

tlon )ach group bears to the study population

was selected

<<\
Table 3. 2: Sample Size # ,9\3\/)\

Nature of Business Frequency (F) Percenfagyza‘ Sample Size (n)
Agro based 2469 7.8 \$<\

Engineering and Construction 1512 7.8 118
Chemical and mining 550 7.8 43

Total 4531 354

29



3.5 Data Collection Procedure
3.5.1 Data instruments

Primary data was used to collect data by the help of a questionnaire. Sapsford and Japp
(2006), argue that the questionnaire is a standardized method of data collection where
each respondent is asked the same question, carrying the same meaning so that responses

are ble across.

Sapsford an a@d@ 2006), further add that the chief advantage of using a questionnaire is
that it is cheap a r qumker to conduct an investigation but also warns that the
response rates are some/ s low unless the questions engages the respondents’ interest
or the mvestlgatlon)\ cervg }\bemg of direct value to the respondent. There was

need to evaluate what th respons /of the investigation and give any information on

the characteristics of those Who%mot r%

The questionnaire had open and clos dqg s to allow respondents to express
their opinions. The researcher prepared a Z nn@ ith brief instructions which
allowed the respondents to tick their opinion agreed or disaﬁ nd express their views

with regards to the questions being asked. A 5 point Likert scale w. ed to answer the

statements. /<\

3.5.2 Data collection procedure

The questionnaires were administered through “drop and pick” later method. The data
collecting instruments was designed so as to collect data that addresses the problem of the

study and achieve the research objective.
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3.6 Reliability

Mugenda and Mugenda (2003), reliability means the measure of the degree to which a
research instrument yields consistent results or data after repeated trial. A pilot testing
was done by administering 23 questionnaires to SMEs in Kiambu. The pilot study was to
improve the questionnaire and get rid of ambiguous questions. Further, the researcher
used@ most common internal consistency measure known as Cronbach’s alpha (o).
Cronba@@iicates the extent to which a set of test items can be treated as measuring a
single latent Vg e (Cronbach, 1951). Cronbach’s alpha recommends the value of 0.7
to be used as a cut-op?l-reliabilities. The results produced a cronbach alpha coefficient

of 0.8964 which is abo@e recommended 0.7 hence research instrument deemed

reliable. ) ‘y
- &Qg,)’\s?
3.7 Validity /b

Mugenda and Mugenda (2003), valiQi ist?/ﬁuracy and meaningful of inferences,
which are based on research results. Vali e to which results obtained from
the analysis of the data actually represent the home@ﬁy@r study. The research
instrument was tested for validation through consulting the superJgGrs who reviewed the
questionnaire and made recommendations. Adjustments were made r@{kg readability,

relevance, language and comprehension.
3.8 Data Analysis

Data was analysed using SPSS software from which summary tables was prepared.

Research results were in form of descriptive statistics such as mean, percentage ratios,
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and dispersions from which tables were derived and inferential statistics. The F test was
used to check whether the model was statistical significant in predicting the dependent
variable. In addition, the researcher regressed data so as to determine the specific
relationship between the implementation of strategic plans and the three basic leadership

styles. The study used the multiple regression model shown below.

|31X1 + B2X2 + P3Xs

Where: % entation of strategic plans

Bo: Auto us factors (Not controlled by others or by outside forces)
Xi1: Autocratic | p style

X2 Democrat%

Xs: Laissez faire Ie

B1: Coefficient for Autocd/ de%y
B2: Coefficient for democratic | @wp séf&

Ba: Coefficient for laissez faire Ieader ;: \9
3.9 Ethical Issues )\k

Ethical issues are the code of conduct that governs the behavioQX{he researcher
(Kombo and Tromp, 2006). The researcher exercised all ethical behaviour and practices
that involve the principle of confidentiality and honesty throughout the research. The
researcher gave assurance to the respondents of the information or feedback that was

collected, confidential and only meant for academic purposes only.
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CHAPTER FOUR: RESEARCH FINDINGS, INTERPRETATION AND

DISCUSSIONS
4.1 Introduction

This chapter presents results and findings obtained from field responses and data, broken
into two parts. The first section deal with the background information of the respondents;
econd part contains the other four sections presents findings of the analysis,

based on jectives of the study where both descriptive and inferential statistics have

been employed. @
4.2 Response Rate /@

From the data collect@u § 4 questionnaires administered, 123 were filled and
returned. The respondents r managers of the business. This represented
34.7% response rate, which is c /tory to make conclusion for the study.

This corroborates Bailey (2000) asse(@at a &Qse rate greater than 30% is very

good for sample size greater than 300. Cre Oog%g{t that response rate of 30%

can be used in data analysis. This implies that based on this Q&En the response rate in

this case of 34.7% is good. O
4.3 Characteristics of Responding Small and Medium Enterprises
4.3.1 Distribution of Employees

Table 4.1 shows the distribution of employees in the 123 businesses involved in the

study.
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Table 4. 1: Distribution of Employees

Firm having Number of Business Relative Frequency = Cumulative Frequency
Employees (%) (%)
11-20 12 9.80 9.80
21-30 8 6.50 16.30
31-40 16 13 29.30
41-50 10 8.10 37.40
VN
51- 14 11.40 48.80

A
61-70 \jy 14 11.40 60.20
71-80 74 16 13 73.20

81-90 { / 22 17.90 91.10
AN o
» L4
Y
L I
Cx. ">
Table 4.1 tabulates the high umber (Of #espondents, about 22 out of 123 (17.9 per

cent) of the respondents had betwg%'i an 90' ﬂployees, followed by 16 out of 123

91-100 8.90 100

(13 %) in the 71-80 ranges. For compara@ rpo@ two categories of between 11-
50 and 51-100 were categorized as Small andllvrediu prises respectively. The
results indicated that 46 out of 123 (37.4%) of the firms studied »L«e by definition Small

enterprises, while 77out of 123 (62.6%) were Medium-Enterprises. Q<\
4.3.2 Distribution of SMEs based on Legal Ownership

The table 4.2 shows the distribution of legal ownership of 123 Small and Medium

Enterprises in Nairobi involved in the study
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Table 4.2 distribution of legal ownership

Nature of business Sole Partnership  cooperatives Limited Total
trader liability
company
Chemical and mining 1 3 4 22 30
Agro based 4 17 9 28 58
Engineering and 4 4 11 16 35
constryehions
Total ~ AN 9 24 24 66 123
N

Table 4.2 "?tes, majority 66 out of 123 SMEs (53.7%) were liability limited
companies, follo y. partnerships and cooperatives which both had each 24 out of 123

SMEs (19.5% each). Tigﬁé sults indicate that the SMEs in Kenya are formal.

4.3.3 Distribution o%&ll a&Wium Enterprises Implementing Strategic Plans

The table 4.3 shows the%utié@the 123 small and medium enterprises

implementing organizations strat (ans %are involved in the study.

Table 4.3: Distribution of Small and En ises implementing strategic
plans ; \S}

2
Subsector: Implementation Agro-based  Chemical and Mining ;ngineering Total
of strateaic plan and _
Yes 40 26 88
No 18 4 13 35
Total 58 30 35 123

Table 4.3 indicates, majority 88 out of 123 SMEs (71.5%) of the responding firms had

implemented a formal strategic plan. SMEs were classified as either strategic plan
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deploying or non-strategic plan deploying. The 88 respondents, with formal strategic plan
were used for the analysis regarding the business and organization leadership style. This
would seem relatively high (71.5%) since North et al. (1998) found that many SMEs tend

to practice strategic plan implementation in an informal way.

4.3.4 Distribution of Sub-Sectors Based on when the SME started implementing

stra plans

The table @h?ws when the small and medium enterprises started the implementation
la

7

Table 4. 4: Distributio/ Sub Sectors Based on When the Firm Started implementing

strategic plans )\@ 'y

7~ L

When the SME started implementing strategic plans

of strategic p

Nature of Business 1 o5 6-10 11-15  >16years Total
Chemical and Mining 7 13 5 1 0 26
Agro—based 14 18 5 2 1 40
Engineering and Constructions 7 10 4 1 0 22

Total 28 41 14 4 1 88

R

Table 4.4 indicates majority (47%) of the organizations that implemented strategic plans
had up to 2-5 years since commencement of their program, 16 % had more than 6 years
but less than 10 years, while only one (1%) organization had the experience of above 16
years and only 4 (5%) firms had between 11-15 years of strategic plans implementation.

Small and medium enterprises with least (1 year) experience in strategic plans
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implementation accounted for 31.8 %. The results indicated reluctance of SMEs to
implement strategic plans. The length of time using strategic plans significantly enhances

organization growth.
4.4 Descriptive Statistics on Leadership Styles
4.4.1 Leadership Styles Adopted

The ta 5.shows the leadership styles adopted by each category of the small and

medium entenp?%

Table 4. 5: Nature o'fn}iness and leadership style
/]

)\ Wcal Engineering &
A

\& i % Construction Agro based Total
Laissez Faire l\]\‘m pz A/ 11 5 40
% \-@6‘.2 // P 20.8 27.8 32,5
Democratic N ’/Tf by ( //1 24 8 46
% 26'.(_)/ l{/l 45.3 44.4 37.4
Autocratic N 1 L ~ V/\ 0 5
% 1.9 \J/\ \% 0 4.1
Mixes leadership \)‘l ! I'@
style N 13 14 /)\ 5 32
% 25 26.4 < j, 27.8 26.0
Total N 52 53 ) I 123

% 100 100 % 100

From the findings, 46.2% (n = 24) of SMEs in chemical and Mining adopted laissez faire
leadership style, 44.4% (n = 8) and 45.3% (n = 24) of SMEs in agro based industry and

engineering and construction industry adopted democratic leadership style respectively.
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4.4.2 Autocratic Leadership Style and Implementation
The study sought to establish the effects of autocratic leadership and how it affects the

implementation of strategic plans of SMEs in Nairobi

Table 4.6: Effects of autocratic leadership on the implementation of strategic plans

Mean Std dev.
Business focus on task oriented improves implementation of strategic plans 4.2 0.121
High sup@n of the business to ensure work is done the right way improves 4.1 0.124
implementa z@ﬁslt:ategic plans
The manager bai g in control of business operation improves implementation 4.0 0.096
of strategic plans ’y AN
Decision making by th(Mer without consultation of employees improves 3.9 0.156
implementation of strategic PR
The use of punishment to empfay€s_improves implementation of strategic 3.7 0.121
plans )\A\ ,? «
From the findings, the reg ts a that business focus on task oriented improves

implementation of strategic plan/s% hown @mean of 4.2. Also the respondents agreed
that high supervision of the busines@znsur )( k is done the right way improves
implementation of strategic plans as showr@ me@ 4.1. Further, the respondents
agreed that decision making by the owner with@ nsﬁ@of employees improved
implementation of strategic plans as shown by a mean of 3.9 a dﬁsﬂy the respondents
agreed that the use of punishment to employees improved implementatio@ /{(ategic plans

as shown by a mean of 3.7.
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4.4.3 Democratic Leadership Style and implementation of organizational strategic plans

The study sought to establish the effects of democratic leadership style and the

implementation of organization strategic plans in SMEs in Nairobi.

Table 4. 7: Effects of democratic leadership on the implementation of strategic plans

Mean Std dev.

The owner and the employees are involved in the decisions and plans for the business 4.2 0.111
improves@mentation of strategic plans

Open comﬁq’aﬁ n in the business with constant feedback from owners to 4.2 0.093
employees and éﬂployees to owners improves implementation of strategic plans

Encouragement of'y work in the accomplishment of tasks improves 35 0.134
implementation of strated(

The owner of the business ﬂ_/or the wellbeing of the employees improves 34 0.143

implementation of strategic plans
A N
Delegation of authority an

IO){*?‘J& allowed to contribute their ideas 3.6 0.164
lans

improves implementation of str@t

From the findings, the respondents%! th%vner and the employees are involved in

the decisions and plans for the busmess prove mentatlon of strategic plans and
that open communication in the business and nt k from owners to employees
and from employees to owners improves mpleme&tlon 0 }LC plans as shown by
means of 4.2 respectively. Further the respondents agreed that encouragement of team work
in the accomplishment of tasks improves implementation of strategic pl )@h a mean of
3.5. The respondents were neutral on the owner of the business cares for the wellbeing of
employees improves implementation of strategic plans with a mean of 3.4. Lastly, the
respondents agreed that delegation of authority and employees being allowed to contribute

their ideas and improve the implementation of strategic plans as shown by a mean of 3.6.
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4.4.4 Laissez faire leadership style and implementation of organizational strategic plans.

The study sought to establish the effects of laissez faire leadership on implementation of

organization strategic plans in SMEs in Nairobi.

Table 4. 8: Effects of laissez faire leadership style on the implementation of strategic

plans
Mean Std Dev
A\
Employe@i their own target improves implementation of strategic plans 4.4 0.231
/N
Complete freedofa_td employees and work is done with no or less supervision 4.3 0.212

improves implementat )’strategic plans
Employees solve their owgi/fvork related problems without management interfering 4.1 0.133
improves implementation of r}plan

From the findings, th?@o )ﬂdlcated that employees setting their own target

improves implementation onjggj and that complete freedom to employees and
work is done with no or less sud@o o es implementation of strategic plans
improves the implementation of strate wn by means of 4.4 and 4.3
respectively. Lastly the respondents |nd|cated t olving their own problems
without management interfering improved the |mp entatlo\r§/ ateglc plan as shown

by a mean of 4.1.

Q<\
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4.5 Reliability Analysis results

The reliability of each construct was examined to ensure the items collectively measured

their intended construct consistently as recommended in the extant literature

Table 4. 9: Reliability of Research Instruments

Variable Cronbach’s alpha No of items Verdict
Autocratic leadership style 0.7221 5 Accepted
Democraé’r}Ige\rship style 0.7145 4 Accepted
Laissez faire‘ga@uip style 0.7021 3 Accepted
Internal consisterﬂ)%bility was examined in the way of Cronbach’s alpha (Nummally,
1978). Generally, 0.70 “or higher value is considered to be an acceptable value for
Cronbach’s alpha reliaby{/ ( , 2003). Table 4.8 indicates, Cronbach’s alpha values

were well above 0.70, so the Ct{lts \& cceptable.

4.6 Inferential Statistics % /O
Table 4.10 shows the ANOVA table: (

Table 4. 10: ANOVA Q} QKS\/

4.6.1 Analysis of Variance

Sum of

Squares Df Mean Square F Sig.
Regression 35.775 2 8.944 15.066 .044()
Residual 13.654 120 .594
Total 49.429 122

The significance value is .044 which is less than 0.05 thus the model is statistically

significant in predicting independent variables (autocratic leadership style, democratic
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leadership and laissez faire leadership style) this shows that the overall model was

significant.
4.6.2 Regression Analysis

In addition, the researcher conducted a multiple regression analysis so as to determine the
effects of leadership style on the implementation of strategic plans. The researcher applied
the statistical package for social sciences (SPSS) to code, enter and compute the

measure f the multiple regressions for the study.

Table 4.11: Regrﬂﬁ Model Summary
y4

Std. Error of the

Model R R Square Adjusted R Square Estimate

1 .851 124 676 77048

uideaae I
a Predictors: (Constant), aut } Iead/%?p style, democratic leadership and laissez faire

eadership style. O
leadership styl ¢O @

Coefficient of determination explains thegt@o w@banges in the dependent variable
can be explained by the change in the independ@ﬂﬂab@@the percentage of variation
in the dependent variable (implementation of strategic plans) (a)?iﬁ(plained by all the
independent variables (autocratic leadership style, democratic leadershi d laissez faire

28

leadership style).

The correlation and the coefficient of determination of the dependent variables when all
independent variables are combined can also be measured and tested as in the table above.
From the findings 67.6% of implementation of strategic plans is attributed to combination

of the independent factors that relate to autocratic leadership style, democratic leadership
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and laissez faire leadership style investigated in this study. A further 32.4% of

implementation of strategic plans is attributed to other factors not investigated in this study.

Table 4. 12: Regression Analysis Results

Standardized

Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
(Constant) 1.147 3.93 2.915 .000
Autocratic leadership style 488 221 .663 1.908 .001
Democratic leadership style .384 .106 .397 3.608 .001
Laissez faire leadership style .269 115 192 1.917 .003

a Dependent Variable: inﬂ?}entation of strategic plans

The Unstandardized betg’c ffm‘ﬁ olumn in Table 4.12 were used to obtain the overall
equation as suggested in cep@amewcrk When these beta coefficients are

substituted in the equation, the m b comés

Y = 1147+O488X1+0384X2+0269 \@e @
Y = implementation of strategic plans, X1 = A }J_c %ﬁ style, X2 = democratic

leadership style and X3 = Laissez faire leadership style

From the above regression equation, holding (autocratic IeadershinK\democratic
leadership and laissez faire leadership style) constant at zero, the implementation of
strategic plans will be 1.147. A one unit change in autocratic leadership results to 0.488
units increase in implementation of strategic plans, a one unit change in democratic

leadership results to 0.384 units increase in implementation of strategic plans.
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Lastly, a one unit change in laissez faire leadership style results to 0.269 units increase in
implementation of strategic plans. This shows that there is a positive relationship between
(Autocratic leadership style, democratic leadership style, and Laissez faire leadership style)

and implementation of strategic plan

The result indicates that autocratic leadership style had the highest beta of 0.488 has the
largest influence on implementation of strategic plans. The second most important variable
was der@itic leadership style with a beta of 0.384. The least important predictor of these
three variab Laissez faire leadership style with a beta of 0.269. The t-test statistic

shows that all the Bicgéfficients of are significant (since p<0.05).

4.7 Discussions i/

The study revealed thag@qatic;e?grship had an effect on implementation of strategic

plans. This finding agrees \@g\/urigi 13), who conducted a study on influence of

autocratic leadership style on an @ccording to Murigi (2013) autocratic
hd
C

leadership style involves the applicatlo()fé %task oriented, commands and
@ses | @\{i}agerial role and he is task

S
supervision. This implies that autocratic leade
oriented and is mainly concerned about getting thindgs done. /)\

Further, the study showed that in SMEs that adopted democratic Ieade@a style had the
owner and the employees involved in the decisions and plans for the business,‘there is open
communication in the business and constant feedback from owners to employees and from
employees to owners thus improved implementation of strategic plans. This finding
concurs with Ogbeide and Harrington (2011) findings who observed that higher levels of
action plan implementation success for restaurants firms were more likely to use

participation in decision making and plan execution. Small firms are likely to use an
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approach with greater participation than larger firms. This finding implies that for SMEs to

successfully implement strategic plans there is need to involve employees.

Lastly the study found that laissez faire leadership style influences the implementation of
strategic plans. From the findings, it was revealed that employees who set their own target
and have complete freedom as well as work being done with no or less supervision
improved implementation of strategic plans. This finding disagree with Chaudhry and
Javed (@) findings in regard to their study on impact of transactional and Laissez faire

leadership styl motivation.
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CHAPTER FIVE: SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.1 Introduction

This chapter provides the summary of the findings from chapter four, and also it gives the

conclusions and recommendations of the study based on the objectives of the study.

5.2 Summary

521 E%{ autocratic leadership on implementation of organizational strategic

e O,y

The summary of findi gs/?wsed on the main objective of the study which was to evaluate

VY

the effect of leadership 3\(& iwnplementation of organization strategic plans in SMEs

From the findings, the r@cﬁnts %tha‘r business focus on task oriented improves
implementation of strategic plafs ?hom{ %{/amean of 4.2. Also the respondents agreed

that high supervision of the busin s@ nsn@oﬁis done the right way improves
implementation of strategic plans as shc{ am f 4.1. Further, the respondents
agreed that decision making by the owner wi@ﬁnsu @n of employees improved
implementation of strategic plans as shown by a mean of 3.9/ stly the respondents
agreed that the use of punishment to employees improved implementatio@ strategic plans

as shown by a mean of 3.7.

5.2.2 Effects of democratic leadership style on implementation of organizational

strategic plans

From the findings, the respondents strongly agreed that the owner and the employees are

involved in the decisions and plans for the business improves implementation of strategic
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plan and that open communication in the business and constant feedback from owners to
employees and from employees to owners improves implementation of strategic plans as
shown by means of 4.2 respectively. Further, the respondents agreed that the owner and the
employees are involved in the decisions and plans for the business improves
implementation of strategic plans and open communication in the business and constant
feedback from owners to employees and from employees to owners improves
implem%ion of strategic plans as shown by means of 4.1 and 3.9 respectively. Lastly,
the respon@ greed that employees being allowed to contribute their ideas and have

freedom in operaﬁ?improve the implementation of strategic plans as shown by a mean of

3.6. /1_/

5.2.3 Effects of Laissez ershlp style on implementation of organizational

strategic plans &C\ /s/

From the findings, the respond mdma@that employees setting their own target

improves implementation of strateglc omplete freedom to employees and
work is done with no or less superV|5|on mentation of strategic plans
improves the implementation of strategic plan #ho means of 44 and 4.3

respectively. Lastly the respondents indicated that employees so@_melr own problems
without management interfering improved the implementation of strat ,&n as shown

by a mean of 4.1.

5.2.4 The influence of leadership styles on the implementation of organizational

strategic plans

The study revealed that 67.6% of implementation of strategic plans is attributed to

combination of the independent factors that relate to autocratic leadership style, democratic
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leadership and laissez faire leadership style investigated in this study. A further 32.4% of

implementation of strategic plans is attributed to other factors not investigated in this study.

Also the study showed that holding (autocratic leadership style, democratic leadership and
laissez faire leadership style) constant at zero, the implementation of strategic plans will be
1.147. A one unit change in autocratic leadership result 0.488 units increase in
implementation of strategic plans; also a one unit change in democratic leadership results
0.384 u@ncrease in implementation of strategic plans. And lastly, a one change laissez
faire leadershi le results to 0.269 units increase in implementation of strategic plans.
This shows that t e)vs a positive relationship between (Autocratic leadership style,

democratic leadership %,‘}nd Laissez faire leadership style) and implementation of

strategic plans. @

5.3 Conclusions @C\ )/\sl
The study concludes that all three 1e hip%ad a positive effect on implementation
of organization strategic plans in small an(mediur(ém rises. Autocratic leadership style

had the highest effect on implementation of @ic p he study agrees with Murigi

(2013) that autocratic leaders are task oriented. /)\

The study revealed that democratic leadership style had the second@hest effect on
implementation of organizations strategic plans. The study supports’ggbeide and
Harrington (2011) implementation success of small firms are likely to involve employees in

decision making.

The study showed that laissez faire leadership style had the least effect on implementation

of organization strategic plans. The study disagree with Chaudhry and Javed (2012)
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findings in regard to their study on impact of transactional and Laissez faire leadership

styles on motivation.
5.4 Recommendations

There is no one leadership styles that fits all situation in implementation of organizations
strategic plans, managers should choose the style of leadership depending on the situation
therefore the study recommends all the three leadership style depending on the situation in

the busi@@maximize implementation of organization strategic plans.

O

i.  When foe%)n task and making quick decisions without consultations of
employees in the bésiness autocratic leadership style is suitable in this situation in
implementation of 0/ ization strategic plans.

ii.  In situations Whérzgwisioa isjsomplex and there is need to involve managers and

employees, democratie.le ers@le should be applied during implementation of

strategic plans . % @
ili.  The study recommends laissez fal ibitud%re there is consultations and the
a z%%l\e of working on their own.

employees in the business have high s da
5.5 Recommendations for Further Studies )‘l

While this study successfully examines the variables, it also presents ric%cts for
several other areas to be researched in future. This study focused on the SMEs in Nairobi in
Kenya. It would be useful to carry out the same type of research across East Africa and

beyond and see whether the same results would be replicated.
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