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ABSTRACT
It is within the objective of every firm to employ Chief Executive Officers who would
motivate individual followers to do more and even surpass the performance expected of them.
Chief Executive Officers can perform such key role through implementation of strategic
leadership. However, progress towards full understanding and exploitation of strategic
leadership components by the Chief Executive Officers in Kenya Cutflower firms is limited
due to the narrow focus on available leadership theories. The aim of this study was to analyze
effects of strategic leadership components on organization performance taking the case of
Kenya Cutflower firms in Nakuru County. Its specific objectives were to determine the
perceived singular and combined effects of; Set Strategic Direction, Balanced Organization
Controls, Managed Organization Resource Portfolio, Cultivated Ethical Practices and
Sustained Organization Culture on performance of Cutflower firms in Nakuru County. It
adopts the Survey Research Design where a complete census on thirty-five (35) Cutflower
firms was conducted with their CEOs as the respondents. The study used self-administered
structured questionnaires as the data collection tool. The data was coded and analyzed using
Statistical Package for Social Scientists. Inferential data was analysed using regression
analysis. The model was fitted and hypothesis testing was carried out using multiple
regression analysis. The Pearson Correlation revealed that Set Strategic Direction had a high
degree of positive correlation with organization performance. Also the combined effect of
Strategic Leadership components showed an average degree of correlation. Most CEOs were
not fully aware of Ethical Practices, Organizational Culture, Balanced Organizational Control
and Managed Organizational Resource Portfolio which are key elements of strategic
leadership. This points out that there exists a knowledge and practice gap in strategic
leadership elements. This study provides information that highlighted opportunities for
possible policy review on strategic leadership and organization performance. The study has
relevant suggestions to scholars, academicians and researchers on possible areas for further
research. Similarly, Cutflower firms should train its employees on the components of
strategic leadership so that the concept can be understood and applied by all employees to
match the theoretical success seen in models. It also recommends a further study into factors
affecting effective implementation of the components of strategic leadership in Cutflower

firms.
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CHAPTER ONE

INTRODUCTION

1.1 Background

Leadership is the managerial ability to expect, predict, keep flexibility, and endow others to
generate strategic change where appropriate (Robbins et al.,, 2010). Strategic leaders
understand the current state of available markets, how to structure their products to serve the
market competitively, the health of their organization and the presence of capital, how to
determine the needs of the different sections of an organization, how to manage change in
various states, how to use accountability and power, and ways to develop an optimum

leadership team with adequate skills and competencies (Harris, 2008).

Strategic leadership is a managerial capability of a firm to expect, predict, keep flexibility,
and endow others to generate strategic change and a feasible future of the firm (Kjelin, 2009).
It is therefore the capability of the leadership to keep on reinventing motives for the
organization’s sustained presence. The leader must have the ability to focus on the
organization’s operational activities and at the same time monitor the changes that affect the
organization, both internally and externally. Such changes are bound to determine the
existence of the organization in the future and their prospects to grow the firm. The

performance of any firm is dependent on its leaders (Finkelstein & Hambrick, 2008).

Globally, some researchers have attempted to develop a fully integrated global leadership
model (Chin, Gu & Tubbs 2001), while others, such as the Global Leadership and
Organizational Behavioral Effectiveness research project, have embarked on an expansive
empirical study of the level to which leadership competencies are universal or culturally
contingent. Other empirical researchers have attempted to define fundamentals of global
leadership, such as building and iranslating a shared corporate vision across regions (Kets de
Vries, Vrignaud & Florent-Treacy, 2008). Over the last twenty years, academic and business
circles have paid increasing attention to the field of intercultural competence and cultural
intelligence-areas, which directly influence global and multinational leadership-and this has
inspired a new body of cross-cultural leadership debate (Johnson et al.,., 2006; Deardorff,
2004; Grisham 2006; Klenke 2008).



Global business is growing at an unprecedented rate - in 2006 foreign sales by MNCs
exceeded US $7 trillion, growing 20% to 30% faster than domestic sales (Javidan et al.,.,
2006). At such a time of rapid business globalization, when leaders in MNCs operate in
diverse international environments, it is vital to distinguish leadership competencies in global
as opposed to mono-cultural environments. The goal of this chapter is to identify how leaders
can move from one-dimensional to cross-cultural models of global leadership to encourage

more fluid and contextualized international business operations.

In Africa, Jooste & Fourie (2009) established that strategy implementation is more important
than strategy formulation in South African organizations and that the ability to implement a
strategy in an organization is more important than the ability to formulate a strategy in an
organization. In addition, strategy implementation is perceived to be more difficult than
strategy formulation, and poor strategy implementation is perceived to result in a high failure
rate of change initiatives. The study further established the following barriers to strategic
leadership; poor understanding of the strategy by the workforce and ineffective
communication of the strategy to the workforce are the most important barriers to effective
strategy implementation; Strategic leadership is not perceived to be a major barrier to

effective strategy implementation.

In Kenya, Nthini (2013) observed that the strategic leadership practices including: determined
corporate strategic direction, effectively managed corporate resource portfolio, emphasized
effective organizational culture, emphasized ethical practices and balanced organizational
controls correlated highly with customer satisfaction, return on investment, net profit margin
and low annual employee turnover in the Kenya State Corporations. The correlation analysis
that tested the level and significance of relationships of research variables confirmed that

effective strategic leadership affects organizational performance.

1.2 Flower Firms in Kenya

Kenya is a major global supplier of Cutflowers; the sector is estimated to employ
approximately 50,000 to 60,000 people directly and over 500,000 people indirectly (Kenya
Flower Council, 2009). Cutflowers, fruits and vegetables make up Kenya’s horticulture
industry: one of the country’s major foreign exchange earners; along with tea and tourism.
Horticulture is one of the fastest growing sectors in the Kenyan economy, largely attributable

to Cutflower exports. Agriculture, more broadly, accounts for approximately one quarter of
2



GDP and 60% of export earnings and is the source of livelihood for the majority of Kenyans
(International Monetary Fund, 2010).

There are over 150 flower producers in Kenya, many of which are medium to large-scale
commercial operations Ksoll et al., (2009) conducted a firm-level survey of over 100 exporter
producers. Data from Ksoll et al., (2009) revealed that there are about 120 established
grower-exporters, exporting right through the year. The established exporters have substantial
heterogeneity across firms with respect to key characteristics, such as acreage, ownership
structure, and level of vertical integration. Major investment over the past two decades and
duty-free access to the European Union (EU) has contributed to strong growth in the sector.
Cutflower importers and retailers in the EU have established (largely unwritten) contractual
relationships with Kenyan producers to ensure adequate supplies and timely delivery; this

vertical relationship requires a readily accessible labor force (Hale & Opondo, 2005).

EU member countries are the world’s largest importers of fresh Cutflowers, making up over
65% of global imports; the EU is also the primary destination for Kenyan flowers. Roses are
by far the most important export in the Kenyan Cutflower sector, comprising over 70% of all
trees, plants, buds, roots, flowers, and foliage exported from Kenya (Muhammad, 2009). The

EU imports about 90% of Kenya’s Cutflowers and over 82% of its roses.

The major flower-growing areas are Naivasha, Thika, Limuru, Nairobi, and the Athi River
plains in the west, and the Nakuru, Nanyuki, Mount Kenya region, and Eldoret in the north.
Naivasha-located about 100 kilometers Northwest of Nairobi-accounts for about 50% of the
total land under Cutflower cultivation, and about one-quarter of all flower exporters is located
in the region. Additionally, the area is in close proximity to the Jomo Kenyatta International
Airport and is linked by the Nairobi-Nakuru highway. Well-developed transportation

networks are particularly important since fresh Cutflowers are highly perishable.

1.3 statement of problem
The industry players within the Kenyan Cutflower sector are faced with the following
challenges: tariff and non-tariff barriers, formal barriers that encompass custom duties and
import charges, quantitative restrictions, anti-dumping and countervailing restrictions,
standards, testing and certification rules, government procurement laws, counter trade

requirements, child labor laws, exchange and financial controls as well as export and lack of

3



subsidies. Therefore Kenyan Cutflower sector is a sensitive venture that is riddled with
complexities, challenging opportunities and threats as well as stiff competition posed by other
players in the global economy. Despite realization that strategic leadership can enhance firm
performance while competing in turbulent and unpredictable environment, it is still evident
that there are firms in the flower sector that have difficulty in confronting the challenges in
the global economy and has been experiencing less than satisfactory organization
performance. This is partly attributed to slow progress and limited understanding of
strategic leadership in these firms because of the narrow focus on available leadership
theories. The application of strategic leadership model by Hitt, Ireland, & Hoskisson (2016)
and how it influences performance in terms of sales, quality and brand equity remains
inadequately researched in Kenyan Cutflower Sector. Therefore, it justified this study whose
main aim was to determine the effect of strategic leadership components on performance of

Kenya Cutflower Sector taking the case of Cutflower firms in Nakuru County.

1.4 Objective of the Study
1.4.1 General Objective
The main objective of the study was to determine effect of strategic leadership components

on organization performance taking the case of Cutflower firms in Nakuru County, Kenya.

1.4.2 Specific Objectives
The specific objectives of the study were;
a) To determine the effect of setting strategic direction on performance of Cutflower
firms in Nakuru County
b) To determine the effect of balancing organization controls on performance of
Cutflower firms in Nakuru County
¢) To determine the effect of managing organization resource portfolio on performance
of Cutflower firms in Nakuru County
d) To determine the effect of cultivating ethical practices on performance of Cutflower
firms in Nakuru County
e) To determine the effect of sustaining organization culture on performance of
Cutflower firms in Nakuru County
f) To determine the combined effect of strategic leadership components on performance

of Cutflower firms in Nakuru County.



1.5 Hypotheses of the Study
i. Hor: Setting strategic direction does not significantly affect performance of Cutflower
firms in Nakuru County
ii. Hoz: Balancing organizational controls do not significantly affect performance of
Cutflower firms in Nakuru County
iii. Hes: Managing organization resource portfolio does not significantly affect
performance of Cutflower firms in Nakuru County
iv. Ho4: Cultivating ethical practices do not significantly affect performance of
Cutflower firms in Nakuru County
v. Hops: Sustaining organization culture does not significantly affect performance of
Cutflower firms in Nakuru County
vi. Hos: The combined effect of strategic leadership components does not significantly

affect performance of Cutflower firms in Nakuru County.

1.6 Significance of the Study
The importance of this study on effects of strategic leadership components on organization
performance was to expand the existing body of knowledge so as to benefit the Kenya
Cutflower sector and its supportive industries, the Kenyan government, scholars and readers
in general. This study has provided empirical data and information to the Chief Executive
Officers of the Cutflower firms in Kenya that is useful in adjusting their policies to
accommodate strategic leadership. It has also influenced the understanding within the
Cutflower industry that effective strategic leaders can make firms cope better with
competition as well as exploit competitive advantages for organization survival and
sustainable performance within the industry. The study has provided information to Kenyan
Government and Cutflower Sector stakeholders that highlighted opportunities for possible
policy review on strategic leadership and organization performance. The study has
contributed in filling the gap in knowledge and practice as well as added to the existing body
of knowledge in Strategic Management. The findings has also assisted the researcher to come
up with suggestions to scholars, academicians and researchers on possible areas for further
research that could contribute to the existing body of knowledge in Strategic Leadership and

Organization Performance.




1.7 Scope of the Study

This study covered the Cutflower firms in Nakuru County and concentrated on the effect of
strategic leadership on performance of Kenya Cutflower sector, and took the case of
Cutflower firms in Nakuru County. The study covered the five elements of Hitt, Ireland, &
Hoskisson (1995) model including; Determining strategic direction; Exploiting and
maintaining core competencies; Sustaining an effective corporate culture; Emphasizing
ethical practices and Establishing strategic controls. The study targeted the senior managers
in the 35 Cutflower firms in Nakuru County and was conducted from 15™ October to 30™
November 2017. The study took the case of Cutflower firms in Nakuru County for two
reasons; Cutflower firms are involved in a timed production linked to specific market with
labor intensive operations that if any mistakes occur can lead to huge loss. The four
components of strategic leadership therefore are key in setting management operations that

can deliver the timed production and the flowers to the designated market.

1.8 Limitations of the Study

The firms within Kenyan Flower Industry have been known to be secretive about their
financial, business processes and their success factors for fear of adverse negative publicity or
possibility of exposure of their competitive strategy to rivals. This posed as one of limitations
to the study. To overcome this limitation, the researcher assured the respondents that the
information they gave would treated with utmost confidentiality. Despite the scarcity of
resources and time at the disposal of the researcher, the study was conducted to cover all the
thirty-five cutflower firms within Nakuru County. The methodology adopted was applied to
obtain accurate findings at firm level or corporate level and was limited to that extend. The
results of this study may not be used to generally refer to the whole Kenyan Flower Industry
but will be useful in understanding how some firms have implemented the concept of
strategic leadership in pursuit of sustainable high performance. To that effect, the study

applied inferential statistics to make in references about the Kenya Flower Industry.

1.9 Assumptions of the Study
This study assumed that the managers working in the Cutflower firms understood the six
elements of strategic leadership model and performance of Cutflower sector in Kenya in
terms of sales, quality and brand equity. The study assumed that the respondents would give

the required information intended to achieve the objectives of the study without fear of



victimization after assuring them that the information they would give would only be for

academic purpose and was to be treated with the highest confidentiality.

1.10 Operational Definitions of Terms

Cutflower Sector: This is the sector that grow special species of flowers for domestic and
international market

Ethical Practice: Doing business in morally good and acceptable way.

Performance of Cutflower firms: Assessment of how well a Cutflower firms executes on its
most important parameters, typically sales, quality and their brand equity.

Organization Performance: Is the analysis of a firm’s output as compared to its intended
goals and objectives.

Strategic leadership components: These are six critical components of strategic leadership
posited by Hitt, Ireland & Hoskisson (2016) that includes: determining strategic direction;
exploiting and maintaining core competencies; maintaining balanced organization controls;
managing organization resource portfolio; cultivating ethical practices and sustaining
effective organization culture.

Strategic Leadership: The ability of a leader to influence others to voluntarily make
decisions that enhance the prospects for the organization’s long-term success

Strategic management: This is the process of creation and implementation of a strategy in
response to and in anticipation of future events and trended in the outside world. In other
words, strategic management can be considered as a set of decision and actions that result in
the formulation and implementation of strategies geared towards meeting the objectives of an
organization. It involves strategic analysis, strategic choice and strategic implementation.
Strategies: The term is used to refer to ways and means that can be used to improve both
quantitative and qualitative participation of management staff. They include formal (e.g.

institutional and government policies) and informal (networking, open campaigns).



CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This chapter presents literature review on strategic leadership definition, its scope and
application in this study. It discusses the relevant theories and studies undertaken by scholars
while taking into consideration the six critical components of strategic leadership, which
includes: determining strategic direction; maintaining balanced organization controls;
managing organization resource portfolio; cultivating ethical practices and sustaining
effective organization culture. It also explains the relationship of the various variables and

conceptual framework that are related to the subject matter of the study.

2.2 Theoretical Review

2.2.1 Resource Based Theory

The resource-based theory can be described as a managerial framework used in determining
the firm’s strategic resources. The theory has the potential to deliver comparative advantage
to a firm. Resource-based theory contends that “the possession of strategic resources offers
the organization with an opportunity to develop competitive advantages™ over its existing and
upcoming competitors. Barney (1991) remains widely cited as the fundamental work in the
emergence of the resource-based theory (Barney, 1991). The supporters of the theory
maintain that an organization should explore within the organization to find the sources of
competitive advantage instead of looking at competitive environment (McWilliams & Siegel,
2011). When analyzing Cutflower firms, common resources such as land and vehicles are not
considered to be strategic resources. Resources such as infrastructure and other tangible
assets are valuable, of course, but an organization’s competitor can readily acquire the
resources. Thus, Cutflower firm cannot hope to create an enduring competitive advantage

around common resources.

In order for a Cutflower firm to gain competitive advantage over other Cutflower firms, then
the firm’s strategic resources must be valuable, rare, difficult to imitate, and non-substitutable
(Gottschalk, 2005). Strategic resources that are valuable or rare are valuable simply due to the
relatively high cost of acquiring them, for example, the strategic direction and the
organizational culture are rare and difficult to immitate. A competitor has a hard time

replicating resources that are difficult to imitate. Certain resources can be and are hard to



replicate, for example, the ethical practices and balanced organizational control. This is
because these resources evolve over time and reflect unique aspects of the firm. A strategic
resource is non-substitutable when competitors cannot find alternative ways to gain the
benefits that a resource provides. Ideally, Cutflower firms should have an organizational
culture that embraces all the four qualities. If so, these resources can provide not only a
competitive advantage but also a sustained competitive advantage, one that will endure over
time and help the Cutflower firm stay successful far into the future. Strategic resources that
fail to meet all four qualities can still be very useful, but remain questionable in providing the

long-term advantages (Barney, Ketchen, & Wright, 2011).

2.2.2 Human Capital Theory

In his 1776 publication, The Wealth of Nations, Adam Smith formulated the basis of what
was later to become the science of human capital. Human-capital theory is the most
influential economic theory of Western education (Fitzsimons, 2017). The theory has
constantly set the framework of different organizational policies since the early 1960s. The
human capital is seen as group or individual dispositions of a person in form of source of
knowledge and skills that reflect education and experience of the individual person (CIPD,
2017). In labour economics, identifying sets of marketable skills of workers as a form of
capital is among the important ideas of improving productivity. This perspective is important
in understanding human capital and corresponds to any standard of knowledge or worker’s
characteristics that contributes to his or her productivity. The theory rests on the assumption
that formal education remains highly influential and essential when it comes to improving the

productive capacity of a population.

In short, human capital theorists argue that an educated manager is a strategic leader. Such a
leader plays an important role in influencing the company by aligning the organization’s
system, culture, and organizational structure to ensure consistency with the strategy
(Olaniyan & Okemakinde, 2008). The human-capital theory emphasizes on the proposition
that continuous education increases the productivity and efficiency of workers by increasing
the level of cognitive stock of economically productive human capability, which is a product
of innate abilities and investment in human beings. The key strategy in determining
organizational performance involves employing the conception of individuals as human

capital. For an organization to realize its objectives, then it is imperative that the organization



focuses on developing the human capital. Human capital serves as an integral part of any
organization. As (Memon, Mangi, & Rohr, 2009) pointed out, many organizations understand
that their human capital contribute to their success, since it can be measured and managed
effectively. In an organizational setting, developing human capital serves as platform that
helps leaders formulate competitive advantage (Birasnav, Rangnekar, & Dalpati, 2009). In
helping organizations achieve competitive advantage and improve the organizational
performance, human capital remains influential since it is considered to the wealth success

and major source of competitive advantage.

2.2.3 Strategic Leadership

Leadership is the process through which leaders influence the attitudes, behaviors, and values
of others (Vecchio, 1997). Strategic leadership can be described as the ability of a leader to
expect, visualize, and maintain flexibility. Additionaily, strategic leadership is about
empowering others to create necessary strategic change (Byrd, 1987). Strategic change
occurs in the firm's existing strategy and is as a result of stimulus caused by triggering events

(Wheelen & Hunger, 1998).

Strategic leadership is multifunctional. This form of leadership involves managing through
others. It also helps organizations to cope with change that seems to increase exponentially in
today's globalized environment (Huey, 1994). Strategic leaders require the ability to
accommodate and integrate both external and internal conditions. This ability will enable the
leader manage and engage in complex information processing. Firms use the strategic

management process successfully through effective strategic leadership (Hitt & Keats, 1992).

As these conditions and realities suggest, strategic leadership is not only an extremely
complex but also important form of leadership. This is because some believe that
organizations are relatively under led and over managed (Kotter, 1990). Present-day business
schools offer Master of Business Administration degrees. The lecturers are challenged to

guide learners with regards to strategic leadership and its effective practice (O'Reilly, 1994).

The primary responsibility for effective strategic leadership practices rests at the top of an
organization, with the CEO. The CEO cannot delegate this responsibility to the manager of

another function, regardless of how important that function may be. All managers throughout

10



the organization should be strategic leaders, to some extent, to effectively formulate and

implement business-unit and corporate-level strategies (Hitt, Ireland, & Hoskisson, 1995).

Ireland & Hitt (1999, p.43) defined strategic leadership as a person’s ability to anticipate,
envision, maintain flexibility, think strategically and work with others to initiate changes that
will create a viable future for the organization. According to Wheeler et al.,., (2007), great
management practices are not replicable in a recipe fashion, but companies can develop a
design for strategic leadership. This integrated group of practices builds a company’s
capacity for change. In order to develop and maintain this capacity, these authors define four
critical elements that need to be integrated: commitment to the company’s purpose; the make-
up of the top management team; the capabilities and motivation of people throughout the
organization and a sequence of focused, well-chosen strategic initiatives that can take the

company forward.

Strategic leadership is different from the two other popular leadership styles, namely
managerial and visionary leadership. As (Rowe & Nejad, 2009) pointed out, managerial
leaders are primarily immersed in the day-to-day activities of the organization and lack an
appropriate long-term vision for growth and change. Despite the benefits of strategic
leadership, many organizations still implement structures or routines that constrain and
discourage strategic leadership. If strategic leadership is to emerge, an organization must
offer its leaders autonomy and protection. They need to be free to envision a future as they
see it and implement growth strategies without interference. This interference is most evident

in large diversified organizations (Rowe, 2001).

Strategic leadership is the ability to influence others to voluntarily make day-to-day decisions
that enhance the long-term viability of the organization, at the same time maintaining its
short-term financial stability. Visionary leadership is future oriented and involves risk taking,
and visionary leaders are not dependent on their organizations for their sense of who they are
(Marques & Dhiman, 2018). Under visionary leaders, organizational control is maintained
through socialization and the sharing of and compliance with a commonly held set of norms,
values and beliefs. Managerial leadership involves stability and order, and the preservation of
the existing order. According to Rowe (2001), managerial leaders are more comfortable

handling day-to-day activities and are short-term oriented.
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Most managers typically exercise managerial leadership. Rowe (2001) further maintains that
for several reasons, organizations implicitly and explicitly train their employees to be
managerial leaders. Governments are even more inclined than business organizations to train
their employees to be managerial leaders, as a result of public accountability for every cent
spent, the diversification of government, the political context of re-elections and for most
governments, an enormous debt load. These factors lead to the imposition of a financial
control system that enhances the use of managerial leadership and curtails strategic and
visionary leadership. There are people who can exercise strategic and visionary leadership in
such organizations, but the nature of the organizations discourages the exercise of such

leadership. Managerial leaders commonly adopt impersonal, passive attitudes towards goals.

2.3 Setting Strategic Direction

Determining strategic direction of the organization refers to developing a long-term vision
(Hunt, 1991). Strategic intent means leveraging the firm's internal resources, capabilities, and
core competencies to accomplish what may at first appear to be unattainable goals in the
competitive environment. Strategic direction involves developing long-term vision of the
firm’s intent. A long-term vision typically looks at least five to ten years in future. According
to Prokesch (1997), the purpose and vision of an organization aligns the actions of people
across the whole organization. A real vision is very active and all the people in the
organization understand the vision and live it. It is also filled with drive and energy and
people are proud to talk about their organization’s purpose and vision. It gives employees the
only goal worthy of personal effort and commitment- to become the best or remain the best in
the world (Hamel & Prahalad, 1989). Strategic intent exists when all employees of a firm are
committed to pursue a specific performance criterion, believe fervently in their product and
industry, and focus totally on doing what they do better than competitors do (Hamel &
Prahalad, 1989). Intel, Microsoft, Canon, and Xerox are typical examples of firms offering
expressions of strategic intent (Loeb, 1993). A long-term vision of the organization's strategic
intent usually requires a view at least five to 10 years in the future. This would include the
organizational strategy, design and subsystems, planning, and the information and control
systems (Hunt, 1991). For instance, Boeing is attempting to maintain its market leadership
and control system. Top Boeing executives suggest that their focus is 15 to 20 years (West,
1994). Alternatively, Toyota has a 100-year plan to determine its strategic direction (Yang &
Rothman, 1993).
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Goffee & Jones (2015) warned that the biggest trap that leadership in organizations fall to is
when they are so sure of their vision and direction that they fail to see new opportunities.
Therefore, when an organization’s strategic leadership fails to continuously address the full
spectrum of issues that may have an effect on the performance of the organization it is likely
that the organization will encounter challenges for which it is not prepared. Therefore, it is
expected of leadership in the organization to provide certainty together with uncertainty. It is
also necessary for the leadership to create constant tension betwecen the desirable future and
those elements of the present that could inhibit progress. To achieve this, leaders must
continuously create burning platforms so that it is impossible for the organization to maintain

the status quo.

2.3.1 Effect of Set Strategic Direction and Performance

Within a company setting, leaders (Chief Executive Officers) have the responsibility to take
lead in the implementation and execution of organizational strategies. CEOs are viewed as
leaders who drive pace of progress in truly proficient fashion and approach. As (Guillot,
2003) pointed out, strategic leadership serves as the capacity of an experienced, senior leader
who has wisdom and vision. This implies that a strategic leadership to create and execute
plans and make consequential decisions in an uncertain and complicated environment.
Strategic direction is a component of strategic leadership which is commonly referred to as
strategic intent. A strategic direction informs the organization where the organization wants
to be in the future. Ng’ang’a (2016) described strategic direction as the organizational
statement of both direction and intention. Strategic direction purposes to maintain the
competitive advantage of a firm. Strategic direction is as result of an organization pursuing
ambitious goals and continuous focus on competitive strategies to arrive at the set

organizational objectives.

Alaimo (2011) argued that strategic direction can be realized through the vision, mission, and
objectives of an organization. As (Pearce & Robinson, 2011) pointed out, strategic leaders
help an organization embrace change by adopting a shared vision and championing to
improve organizational performance. Through strategic direction, organizational performance
can be realized when employees understand the adopted strategy and their roles in the overall
organizational delivery. It is important that strategic leaders articulate a clear and realistic

statement about why the company exists and what remains distinctive about the organization.
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The strategic direction empowers workers to develop and execute strategies that are in line
with the vision, mission, and objectives of the organization. David (2015) maintained that the
vision statement answers the question what the organization wants to become. Developing
the vision statement is the first step in strategic planning. This is mainly because the vision

statement aligns the actions of the stakeholders to those of the organization.

The company’s mission describes what the company does (Hill, Jones, & Schilling, 2015).
According to (Dess, Eisner, & Lumpkin, 2008), an effective mission statement incorporates
the concepts of the stakeholder management. The statement suggests that the organization
needs to respond to various constituencies in order to survive and prosper. David (2015)
further argued that a mission statement is an “enduring statement for purpose” that helps in
differentiating businesses. Hill & Jones (2015) asserted that the values of an organization
present how workers and the management should conduct themselves and do business. The
researchers also identified the set of values associated with high performing organizations.
For example, respecting the interests of the organizational stakeholders helps organization
achieve superior financial performance by impacting the employee behavior. David (2015)
defined objectives as specific results that an organization seeks to achieve in pursuing a
shared mission. Nga'ng’a (2016) argued that objectives are instrumental in achieving
organizational success. Objectives make it possible for organizations to state their direction,
create synergies, identify priorities, and providing a platform for effective planning,

organizing, motivating, and controlling organizational activities.

Researchers have studied strategic direction concept from different perspectives. Brady &
Walsh (2007) studied how organizations set strategic directions. The study found out that the
many organizations used the agent based-based approach to set their strategic direction. Odita
& Bello (2015) explored the relationship between strategic intent and organizational
performance in the banking industry. The study revealed that strategic intent and its
components significantly and positively relate with organizational performance. Strategic
direction was found to account for 34% of variance in performance. Ng’ang’a (2016) did a
study on the influence of strategic direction of organizational performance in tourism
government agencies in Kenya. The study found out that strategic direction significantly
influenced the organizational performance of tourism agencies. Balanced Organizational

Controls
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Strategic control refers to the corporate leaders' understanding of the strategies being
implemented within the various business units. Strategic control focuses on the content of
strategic actions in order to achieve appropriate outcomes. Although some firms' strategic
actions may be correct, they may have poor results (e.g. financial results) caused by high
interest rates, inflation, unfavorable economic conditions, or natural disasters. Therefore,
strategic control encourages lower-level managers to make decisions that incorporate
moderate and acceptable levels of risk. In fact, most corporate restructuring actions are
designed to refocus the firm on its core businesses, thereby allowing top executives to re-

establish control over their separate business units (Hoskisson & Johnson, 1992).

Organizational control has long been viewed as a major part of the strategy implementation
process. Controls are necessary to help ensure that organizations achieve their desired
outcomes of strategic competitiveness and above average returns (Hitt et al.,., 2001, p.511).
According to Hagen et al.,., (1998, p.4), strategic control refers to corporate leaders’
understanding of the strategies being implemented in the various business units. Strategic
control focuses on the content of strategic actions in order to achieve appropriate outcomes.
Strategic control therefore encourages lower-level managers to make decisions that

incorporate moderate and acceptable levels of risk.

Effective use of strategic controls by corporate leaders is integrated frequently with
appropriate autonomy for the subunits so they can gain competitive advantage in their
respective markets. Strategic controls can be used to promote the sharing of both tangible and
intangible resources among independent businesses within a corporate portfolio. In addition,
the autonomy provided by strategic control allows the flexibility and innovation necessary to
take advantage of specific market opportunities. As a result, strategic leadership promotes the

simultaneous use of strategic controls and autonomy (Hitt & Keats, 1992).

2.3.2 Effect of Balanced Organizational Control on Performance

In broad terms, strategic leaders emphasize on the adoption of balanced organizational
control. Organizational controls have long been viewed as important parts of the strategic
management process particularly the parts that relate to the implementation process. Rowe &
Guerrero (2011) defined organizational controls as the formal procedures that companies use
to influence and guide work. Developing and using balanced organization controls serves as

the final key leadership action related to effective strategic leadership (Hitt, Ireland, &
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Hoskisson, 2016). Strategic and financial controls are the two known types of internal
controls. A balanced scorecard measures the effectiveness of the strategic and financial
controls of a firm. An effective balance between strategic and financial controls allows for
flexible use of core competencies, within the parameters of the financial position of the
company. As (Rowe & Guerrero, 2011) pointed out, a strategic leader has the responsibility
to establish a balanced organizational control by incorporating the two internal controls. This
move will allow employees to remain flexible and innovative.

The application of balanced organizational control assesses the organizational performance
from four broad perspectives: financial, internal business, customer, and organizational
capacity (Adler, 2017). Information from all of these four perspectives remains vital to the
organizational continued success. From a financial perspective, Ondieki (2017) did a study on
the effect of the balanced scorecard on organizational performance in public sector in Kenya.
The study focused primarily on the impact of balanced scorecards in the Kenya Bureau of
Standards (KBS). The study concluded that good financial reporting is an outcome of
balanced organizational control and is responsible for organizational success. As an internal
control strategy, financial control impacts positively on the employee perception of the
organization and also promotes organizational performance on the overall. Additionally,
(Chitu & Opris, 2014) researched on the significance of financial perspective indicators in
balanced scorecard in a leading company. The study concluded that business scorecard is not
only organizational control strategy but also an important tool in the design of sustainable
management and decision-making control. It is correct to conclude that financial perspective
provides insight into how well an organization meets the needs of the shareholders. Some of
the typical measures used to assess financial performance include the business units operating
under the organization, how business units compiement each other, and the role of CEO is

coordinating the existing business units among other.

2.4 Managing Organization Resource Portfolio
As Distefano & Maznevski (2003) pointed out, building human capital is vital to the effective
execution of strategic leadership. Strategic leaders must acquire the skills necessary to help
develop human capital in their areas of responsibility. Grant (1996) argued that core
competencies are the resources and capabilities that serve as a firm's source of competitive
advantage. Typically, core competencies relate to the functional skills of an organization,

such as manufacturing, finance, marketing, and research and development. Core
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competencies allow organizations to produce and deliver products that have unique benefits
and value for customers (Hamel & Prahalad, 1993). For example, Philip Morris has
developed a core competence in its marketing function, especially in terms of promotion
skills (Hitt & Keats, 1992). As strategic leaders, corporate managers make decisions intended
to help their firm develop, maintain, strengthen, leverage, and exploit core competencies.
Exploiting core competencies involves sharing resources across units. The most effective
core competencies are based on intangible resources, which are less visible to competitors
because they relate to employees' knowledge or skills. Effective strategic leaders promote the

sharing of intangible resources across business units in their firms (Hitt & Keats, 1992).

In many large, diversified firms, core competencies are developed and applied across
different units in the organization (economies of scope) to create a competitive advantage.
Miller Beer, for example, applied marketing and promotion competencies across its multiple
businesses (Maruca, 1994). In many multinational corporations, the development, nurturing,
and application of core competencies also facilitate managing complex relationships across
business operating in different international markets. Human capital refers to the knowledge
and skills of the organization's work force - employees as a capital resource (Hitt, Ireland, &
Hoskisson, 2016). Much of the development of American industry can be attributed to human
capital. One-third of the growth in the U.S. gross national product (GNP) from 1948 to 1982
was attributed to increases in the education level of the work force. Fifty percent resulted
from technical innovations and knowledge that depend on education. In the view of many
top-level executives, employees are the key source of the firm's competitive advantage

(Chilton, 1994).

A good approach to developing human capital is through training and development programs.
Management development programs can help build skills and facilitate communication
among employees by providing a common language, building employee networks, and
constructing a common vision of the firm. Because development programs socialize and help
inculcate a common set of core values, they promote cohesion among the employees General
Electric and Procter and Gamble exemplify an emphasis on human capital development. Core
competencies cannot be effectively developed or exploited without appropriate human capital
(Hitt, Ireland, & Hoskisson, 2016). The relatively unstable market conditions resulting from

innovations, diversity of competitors, and the array of revolutionary technological changes
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occurring in the new competitive landscape have caused core competencies rather than served

markets to become the basis upon which organizations establish their long-term strategies.

In Porter’s (1980) classic approach to formulating strategy was stated that developing a
competitive strategy is developing a broad formula for how a business is going to compete,
what its goals (mission or objective) should be, and what policies will be needed to carry out
these goals. Kaplan and Norton formulated the balanced scorecard including four
perspectives: financial, customer, internal and learning and growth. A strategy map for a
balanced scorecard describes the process for transforming intangible assets into tangible
customer and financial outcomes. A balanced scorecard strategy map describes the strategy
(Kaplan & Norton, 2001). Porter (2008) in describing “What is strategy?” used activity

system maps.

Portfolio management is the coordinated management of one or more portfolios to achieve
organizational strategies and objectives. It includes interrelated organizational processes by
which an organization evaluates, selects, prioritizes, and allocates its limited resources to best
accomplish organizational strategies consistent with its vision, mission, and values. Portfolio
management produces valuable information to support or alter organizational strategies and
investment decisions. The Standard for Portfolio Management further differentiates the

attributes of portfolio components (PPM, 2013).

The ultimate goal of linking portfolio management with organizational strategy is to establish
a balanced, executable plan that will help the organization achieve its goals. The impact of
the portfolio plan upon strategy is attained by the six areas: maintaining portfolio alignment
to strategic objectives, allocating financial resources, allocating human resources, allocating
material or equipment resources, measuring portfolio component performance and managing
risks (PPM, 2013). A portfolio has relationships with its components, projects. Project
management has five process groups: initiating, planning, executing, monitoring and
controlling, and closing (PMBOK, 2013). Managing a project typically includes: Identifying
requirements; Addressing the various needs, concerns, and expectations of the stakeholder, as
the project is planned and carried out; setting and maintaining active communication with
stakeholders; Balancing the competing project constraints, which includes, but is not limited

to: scope, quality, schedule, budget, resources, and risk (PPM, 2013).
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Portfolio management is a continuous process whose purpose is to integrate portfolio
management process activities to those other organization processes like annual planning or
strategic review with quarterly or weekly updates. Sanchez & Benoit (2010) presented in
their article an approach to developing key strategic performance indicators for project
portfolios. They noted that it is difficult to find indicators for measuring the achievement of
objectives, the progress of project portfolios. Teller et al.,., (2012) showed in their study that
both single project management and project portfolio management formalization are directly

connected to portfolio success.

McCauley & Van Velsor (2004) argued that leaders develop skills and perspectives that
enable them to facilitate the accomplishment of work in organizational systems.
Organizations consist of many individuals, groups and subsystems that need to work
independently to accomplish collective goals and outcomes. Individuals in leadership roles
facilitate the implementation, coordination, and integration of this work. Work facilitation
competencies include managerial skills, the ability to think and act strategically, the
competence to think creatively and the ability to initiate and implement change. Management
skills encompass a broad range of competencies related to the facilitation and coordination of
day to day work in organizations, including setting goals and creating plans for achieving
those goals, monitoring progress, developing systems, solving problems and making

decisions.Effect of Firm’s Managed Resource Portfolio on Performance

Organizational resources are often categorized into financial capital, human capital, social
capital, and organizational capital (Hitt, Ireland, & Hoskisson, 2016). Strategic leaders
understand the reality that financial capital is of importance to the organizational success.
Nonetheless, most effective strategic leaders understand the equivalent significance of
managing the other resources as well as managing the integration of resources. Effective
strategic leaders manage the organizational resource portfolio by organizing resources into
capabilities, structuring the organization to facilitate the use of capabilities, and identifying
strategies through which the capabilities can be successfully leveraged to create value for
customers. Exploiting and maintaining core competencies and developing and retaining the
organization’s human and social capital are examples of actions taken to reach there

important objectives.
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Effective management of the organization’s resource portfolio involves the exploitation and
maintaining of the firm’s core competencies. Drejer (2002) defined core competencies as
capabilities that serve as significant source of competitive advantages, transcend a single
business, and hard for competitors to imitate. The definition implies that core competencies
relate to the skills within the organizational functions. Thus, strategic leaders have the
responsibility to verify that the firm’s core competencies are understood and emphasized
when selecting and implementing the strategies respectively. Jabbouri & Zahari (2014)
studied the role of core competencies on organizational performance on the Iraqi private
banking sector. The study found out a significant correlation among core competencies and
organizational performance. Based on the findings, the researchers recommended that the
banking management develop core competences for human resource as a strategic tool to
help enhance organizational performance. Liang, Lin, & Huang (2013) examined the
relationship among core competence, unobservable human capital, and organizational
performance conduct at an airport shopping centre. The study made use of personal
interviews and secondary data. The findings suggested that the variables of core competences
positively correlated with the organizational performance. Non-management core

competences provided the greatest contribution to the performance of the shopping centre.

Developing human capital and social capital are effective approaches of effectively managing
the firm’s resource portfolio (Hitt, Ireland, & Hoskisson, 2016). The human capital refers to
the knowledge and skills of an organization’s entire workforce. Employees are viewed as a
firm’s capital resource and require continuous investment. Investment can be in form of
effective training and development programs. Khan, Khan, & Khan (2011) sought to
understand the effect of training and development, on the job Training, training design and
delivery style on organizational performance. Secondary data was the backbone of the study.
The findings revealed that training and development, on the job Training, training design and
delivery style positively affect organizational performance. While investigating the impact of
training and development efforts in the Small and Medium enterprises of Pakistan, (Mansoor,
Shah, Ateeq-ur-Rehman, & Tayyaba, 2015) found out that the relationship of training and
development and organizational performance were positively mediated by the intention of
employees to quit the organization. Social capital entails the relationship that exists inside
and outside the organization (Hitt, Ireland, & Hoskisson, 2016). Such relationships help firms

in efforts to accomplish tasks and create value for stakeholders. Social capital is an essential
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asset since employees must corporate with one another to complete their work. External
social capital is increasingly important to the firm’s success. Cooperative strategies, for
example strategic alliances, help in developing social capital. Russo & Cesarani (2017) found
out that strategic alliances developed through alliance formation phase, alliance operational

phase, and alliance evaluation phase helps an organization achieve operational success.

2.4.1 Cultivating Ethical Practices

Effective strategic leaders emphasize ethical practices within their organizations, and seek to
infuse them through the organizational culture. The ethics that guide the individual actions
are based on principles formed by long-term influences that extend beyond the organization.
However, organizations can shape and control employees' and managers' behavior through
formalized rules, economic rewards and sanctions, and the values and norms that represent

corporate culture (Sinclair, 1993).

To the extent that employees and managers share a common set of ethical principles, there is
a strong likelihood that ethical practices will be observed. For example, top executives of the
pharmaceutical firm Johnson and Johnson claim that one of the major sources of their success
was their firm's culture, which emphasizes ethnical conduct even across international
boundaries (Sinclair, 1993). GE's culture also emphasizes values that underlie important
ethical principles. For instance, GE's CEO confirms that integrity is an important value for

the company and its employees (Hitt, Ireland, & Hoskisson, 1995).

Effectiveness of processes used to implement the firm’s strategies increases when they are
based on ethical practices. Ethical companies encourage and enable people at all
organizational levels to act ethically when doing what is necessary to implement the firm’s
strategies. For instance, Royal Ahold NV, a large international supermarket chain based in
the Netherlands had major accounting problems. It overstated its earnings in 2001 and 2002
and it had illegal transactions in its Argentine subsidiary. Because of these problems, the
CEO and the CFO of Royal Ahold were discharged (Ball, Zimmerman & Veen, 2003). These
incidents suggest that firm’s need to employ ethical strategic leaders who include ethical
practices as part of their long-term vision for the firm, who desire to do the right thing and for

whom honesty, trust and integrity are important (Robertson & Crittenden, 2003).
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There is a considerable body of literature, which addresses the topic of ethical leadership.
However, many of the sources deal with the topic of leading ethically without clarifying the
attributes and actions that comprise ethical leadership. This is a vital concept and
organizations must gain a better understanding of the factors that influence ethical leadership
(Resick, Hanges, Dickson & Mitchelson, 2006; McCann & Holt, 2009). A lapse of ethical
standards by leaders in recent years has resulted in ethical leadership coming under the

spotlight of public attention.

The meaning of ethical is that which is morally good and right. as opposed to legally or
procedurally right (Sauser, 2005, p.345). Ethics has to do specifically with moral behavior in
society. It is becoming more apparent that organizational leaders need to be more sensitive to
their moral obligations to all stakeholders, including employees, suppliers, consumers,

governments and local communities (Mendonca, 2001; McCann & Holt, 2009).

Ethics or integrity is a set of moral standards of what is proper and right behavior. The extent
to which one’s behavior measures up to societal standards is typically used as a gauge of
one’s ethicality. Integrity in leadership is vital for a corporation to achieve its goals. It is
assumed that the personal values a leader holds will influence corporate beliefs, behavior and
decisions (McCann & Holt, 2009). The effectiveness of processes to implement strategy
increases when the processes are based on ethical practices. Ethical companies encourage and
enable people at all organizational levels to exercise ethical judgment. To influence properly,
employees’ judgment and behavior, ethical practices must shape the organization’s decision-
making process and be an integral part of its culture. A value-based culture is the most
effective means of ensuring that employees. comply with the organization’s ethical
requirements (Hitt et al.,., 2001). Hagen et al.,. (1998) maintained that effective strategic
leaders emphasize ethical practices in their organizations, and seek to infuse them through the
organizational culture. The ethics that guide individual actions are based on principles formed

by long-term influences that extend beyond the organization.

The organization’s moral environment is a natural overflow of ethical leadership manifested
by the leader’s altruistic motive, empowering influence over strategies and moral character
formation (Mendonca, 2001). The practice of personal mastery through the exercise of virtue

and managerial resourcefulness ensures ethical leadership through the leader’s commitment
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to the ethical principles and values expressed, not only in terms of intellectual assent, but also

in the leader’s continuous struggle to live by them.

Moral managers recognize the need to put ethics at the forefront of their leadership agenda.
The challenge for executives is to make values and ethics prominent in the business
landscape where messages about beating the competition and achieving quarterly goals and
profits dominate (Trevifio et al.,., 2000). A number of ways in which moral managers can
increase the impact of an ethics and values agenda and enhance a reputation for ethical
leadership are identified. These include role modeling through visible action, rewards and
discipline and communicating about ethics and values. Strategic leaders emphasize ethical
behavior and are extremely rare in most organizations (Rowe, 2001). They oversee day-to-
day operations and long term strategic responsibilities and formulate and implement
strategies for immediate impact and the preservation of long-term goals to enhance
organizational growth, survival and viability. They use strategic controls and financial
controls, with the emphasis on the former and have strong positive expectations of the
performance that they expect from their superiors, peers, subordinates and themselves. They
use and interchange facit and explicit knowledge at both the individual and organizational
levels and use both linear and nonlinear thinking patterns. Finally, they believe in strategic
choice, namely that their choices make a difference in what their organizations do, and that

this will affect their organizations’ internal and external environments.

2.4. 2 Effects of Cultivated Ethical Practices on Performance

Hitt, Ireland, & Hoskisson (2016) argued that the effectiveness of processes used to
implement the organizational strategies increases when the processed are based on ethical
practices. Ethical organizations encourage and enable employees at all levels to act ethically
when taking actions to implement strategies. Ethical practices and the judgment on which the
organization is based on tend to create social capital and increase “goodwill available to
individuals and groups” within an organization. Modern organizations are today faced with
various challenges, for example, unethical business practices. Kehinde (2010) studied the
effects of ethical behavior on organizational performance. The study used quantitative
method with two hypotheses to explore three service organizations in Lagos. The findings
revealed that the ethical behavior has positive effects on the performance of an organization

and that good ethical behavior has a positive correlation with organizational performance.
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Malik, Awais, Timsal, & Qureshi (2006) inspected the impact of ethical leadership on
employees’ performance by using two hypotheses to test the study. The study revealed that
organizational value plays a significant role in moderating between ethical leadership and
employees. In addition, (Malik, Awais, Timsal, & Qureshi, 2006) revealed that ethical
practices help in nurturing the work efficient of the employees and supporting leaders’ ethical
context. This finding corresponded to a study (Sabir, Igbal, Rehman, Shah, & Yameen,
2012). Sabir.,., et al (2012) found out that corporate ethical value is the most significant
factor for ethical leadership and employee performance. While investigating the effects of
leadership styles on organizational performance at State Corporations in Kenya, (Koech &
Namusonge, 2012) found out that the correlations between the transformational-leadership
factors and organizational performance were high. The study attributed the finding to
strategic leaders who create shared vision, develop and coach future leaders, encourage

innovation in others, and act with high levels of integrity and ethics.

2.4.3 Sustaining Effective Organization Culture

Corporate culture refers to the core values shared by all or most employees. It consists of a
complex set of shared ideologies, symbols, and values that influence the way the firm
conducts its business. Corporate culture is the social energy that drives or fails the
organization (Barney, 1986). Strategic leaders must develop and nurture an appropriate
culture, one that promotes focused-learning and human development, the sharing of skills and
resources among units in the firm, and the entrepreneurial spirit important for innovation and
competitiveness. An appropriate corporate culture can encourage an entreprencurial spirit,
foster and facilitate a long-term vision, and create an emphasis on strategic actions linked
with the production of high-quality goods and services. Corporate culture helps regulate and
control employee behavior (Lei, Hitt, & Bettis, 1990).

Changing culture is more difficult than sustaining it. But effective strategic leadership
involves recognizing the need to change the culture and implement the changes.
Restructuring may provide an appropriate time to effect a change. In the 1990s, Lee Iacocca
succeeded in implementing major changes in Chrysler's corporate culture (Hitt, Hoskisson, &

Harrison, 1991).

Culture provides the context within which strategies are formulated and implemented.

Organizational culture is concerned with decisions, actions, communication patterns and
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communication networks. Formed over the life of an organization, culture reflects what the
organization has learnt across time through its responses to the continuous challenges of
survival and growth. Culture is rooted in history and held collectively and is of sufficient
complexity to resist many attempts at direct manipulation, because it influences the way the
organization conducts its business, as well as the methods used to regulate and control the
behavior of people in the organization. Since the way the organization conducts its business
depends largely on the alignment of business process with its strategy, and needs to be
effectively controlled, culture can be a competitive advantage (Serfontein, 2009). The
discussion in this section identifies the importance of organizational culture ethical practices,

strategic control and strategic alignment in the context of strategic leadership.

Corporate culture comprises the core values shared by all or most employees. Strategic
leaders should develop and nurture an appropriate culture, one that promotes focused learning
and human development, the sharing of skills and resources among units in the organization,
and the entrepreneurial spirit necessary for innovation and competitiveness. An appropriate
corporate culture can promote an entrepreneurial spirit, foster and facilitate a long-term
vision and create an emphasis on strategic actions linked to the production of high-quality
goods and services. Changing culture is more difficult than sustaining it, but effective
strategic leadership involves recognizing the need to change the culture and implement the

changes (Hagen et al.,., 1998).

Without the proper cultural nurturing, organizations will be unable to produce sustainable
results and a lasting competitive advantage. The transformation of a culture requires
relentless commitment from top management-a role that cannot be delegated or outsourced. It
is top management that drives the culture of an organization, and while many leaders will
admit that culture is a powerful influence that is able to create and sustain organizational
performance, it is not always given the focus that will achieve the transformation (Panico,
2004). Culture can be defined as those characteristics that differentiate one organization from
another and these comprise values, beliefs and behaviors. In any organization, the culture is a
consequence of the influence of past leadership, whether good or bad. Collins (2001)
maintained that all companies have a culture, some companies have discipline, but few
companies have a culture of discipline. When a culture of discipline is combined with the

ethic of entrepreneurship, the result is great performance.
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2.4.4 Effects of Sustained Organizational Culture on Performance

Organizational culture as the complex set of ideologies, symbols, and core values that are
share right through the organization. These complicated set of ideologies influence how the
organization conduct its business, helps regulate and control employees’ behavior.
Bogdanowicz (2014) maintained that organizational culture aligns with the firm’s strategy as
the inner strength of an organization and significantly improves the firm’s competitive
advantage. Each organization’s culture is unique. Thus, it is possible that a vibrant
organizational culture servers as an increasingly important source of differentiation for firms
to emphasize when pursuing strategic competitiveness. An organizational culture often
encourages strategic leaders to pursue entrepreneurial opportunities, a vital source of both
growth and innovation. Abdullah, Musa, & Azis (2017) did a study on the effect of
organizational culture on entrepreneurship characteristics and competitive advantage of small
and medium catering enterprises in Makassar. The research revealed that organizational
culture has a positive and significant effect on entrepreneurship characteristics and
organizational culture has a positive and significant effect on competitive advantage of small

and medium catering enterprises.

Kamaamia (2017) examine the effect of the organizational culture on organizational
performance at Kenya School of Monetary Studies (KSMS). More specifically, the study
aimed to ascertain the effect of organizational culture on the different attributes of
organizational performance of KSMS, the extent to which organizational culture affects the
customer service at KSMS and establish the relationship between organizational culture and
internal business procedures at KSMS. The findings revealed statistically significant
relationship between organizational culture and performance. The constituent components of
organizational culture including mean oriented measures, work oriented measures,
professional oriented measures, open system culture and pragmatic approach contributed to
the significance of the relationship. Effective strategic leaders recognize when change is
needed. In order to realize change and improve performance, it is imperative that an
organization change and restructure its culture (Hitt, Ireland, & Hoskisson, 2016). Ting
(2011) and Bahati (2013) showed that organizational culture and organizational restructuring
both have obviously positive influences on organizational performance. This implies that
more significant and sometimes even radical changes to organizational culture support

selecting strategies that differ from those the firm has implemented historically.
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2.5 Performance of Cutflower Sector in Kenya.

USA and Canada stand for 80% of the continental flowers and potted plants production. In
South America it is Colombia and Mexico together with Costa Rica and Ecuador that have
developed recently mainly as producers of Cutflowers, parental material and cuttings. On the
other hand, Asian production is represented by Japan, South Korea, India, China, and
Thailand mainly as producers of ornamentals and Israel as a big producer of Cutflowers.
However, countries like Japan and South Korea are mainly producing for the domestic
markets. Oceania, Australia, and New Zealand are mainly represented by small producers of
Cutflowers supplying local markets (van Uffelen & de Groot, 2005). In contrast, African
flowers production has increased rapidly during the last few decades with Kenya, Tanzania,
South Africa, and Uganda as producers of Cutflowers which are mainly roses. These African
countries have shown rapid growth because of the cheap labor and favorable climate even

though they are still viewed as a risky unstable institutional and business environment,

Growth of Kenyan Cutflower cluster started to pick up in the .1980°s when the leading
exporters started commercial rose cultivation. However, the industry was characterized by
low value and simple open field flowers with limited assortment in the 1980’s. At the
beginning, early production focused on hardy plants, primarily carnations that could
withstand relatively crude open field growing conditions and less than optimal handling and
transport conditions. The dynamism of the floriculture sector moved its production from low
value into higher value products, upgrading where necessary, such that in the 1990’s the
industry had shifted to higher-value flowers grown in greenhouses. The industry moved up
from low input open field flower production to greenhouse production at higher altitudes to
produce higher value flowers. The main aspects of floriculture technology are: Hardware
(structures and equipment to manage climatic conditions during production, storage and
transport); plant-ware (breeding and multiplication of flower varieties with characteristics
desired in the market and suitable for local production conditions); nature-ware (materials
and knowledge systems that reduce environmental impacts of production) and; software

(technical and management knowledge).

There was a marked increase in production with growers increasing their planting area by
about 250%. By 1999, Kenya was exporting about 100,000 tons of horticultural produce, a

10x increase from 1975 with Cutflowers accounting for about 37% of this volume (Jensen,
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2005). In recent years, the sector has benefited from surge in new foreign investment
particularly from Israel and Holland and many of the dominant flower producers are owned
and managed by expatriates. According to a World Bank estimate, the total investment into
the flower industry from 2002 to 2004 was $200 - $300 million (World Bank Report No.
31387-KE, 2005). The continued investment in the sector has further upgraded the cluster’s

technology, production skills and market know-how.

The Kenyan industry has demonstrated a tremendous growth during the last 20 years. Based
on Dutch and American articles the production was estimated 11 billion dollars in 1985, 24
billion in 1990, growing to 31 billion in 1996, via 44 billion in 2000, up to 60 billion in 2003,
displaying the annual growth of 6 to 9%. Europe is traditionally the largest producer with
estimated production of 10 billion dollars in 2002. The Dutch Flower Officer predicted even
further growth of 45% in the next 10 years in 2005 (van Hemert, 2005). Of course this
estimation does not account for economic recession 2006-2008 during which the industry still
displayed a slight growth. Main Cutflower producing countries are: the Netherlands
(Cutflowers, potted plants, bulbs, annuals and perennials); Germany (nursery stock and
garden plants); Italy (flowers and potted plants; less considerable producers); France (with its
broad assortment); Denmark (famous for potted plants and Belgium); UK and Spain (as
relatively small players in the field). North and South America floriculture production mainly

consists of flowers and cuttings.

2.6 Strategic Leadership and Organization Performance

Nthini (2013) carried out a descriptive study of 48 commercial and financial institutions on
effect of strategic leadership on the performance of commercial and financial state
corporations in Kenya. She studied the following strategic leadership practices have been
discussed in this study, which include: determined corporate strategic direction, effectively
managed corporate resource portfolio, emphasized effective organizational culture,
emphasized ethical practices, and balanced organizational controls. The study established that
the practices have correlated highly with customer satisfaction, return on investment, net
profit margin, and low annual employee turnover. The correlation analysis that tested the
level and significance of relationships of research variables confirmed that effective strategic
leadership affects organizational performance. This study did not analyze effect of strategic

leadership in Cutflower sector which is the main aim of the current study.

28



Funda & Tinaztepe (2014) carried out a study on effect of strategic leadership styles on firm
performance: A study in a Turkish SME. The study found out that several leadership styles
are relevant to strategic leadership, particularly those that focus on leader behavior and that
have been the subject of more recent investigation. In this study, the more established
behavioral styles of transactional, transformational, and paternalistic leaderships were
interrogated in a Turkish SME. In this study, transformational, transactional, and paternalistic
leadership styles were conducted together in the factor analysis. However, it is seen that
different strategic leadership styles such as relationship-oriented and management by
avoidance styles were revealed. This result shows that in Turkish SMEs, paternalistic leaders
can be perceived as relationship-oriented or passive leaders. In terms of hypothesis testing,
the first hypothesis of the study is partially supported as only relationship-oriented and
transformational leadership styles are significantly related to firm performance. As to the
second hypothesis, it can be said that it is fully supported. Compared to other leadership
styles transformational leadership has a stronger effect on firm performance. When the means
of leadership styles are considered, it is clear that in three countries most common leadership
style is relationship-oriented. This result is in accordance with literature review.
Transformational leaders create a clear picture of the future state that is both optimistic and
attainable, encourage others to raise their expectations, reduce complexity to key issues and
uses simple language to convey the mission in competitive markets such as Turkey. Their
study did not analyze effect of strategic leadership in Cutflower sector, which is the main aim

of the current study.

Lear (2012) carried out a quantitative survey study on the relationship between strategic
leadership and strategic alignment in high-performing companies in South Africa. The study
found out that in order for employees to effectively understand and deploy strategy
throughout the organization, they must have a clear understanding of what the strategy is. The
results indicate that employees have a moderate understanding of the strategy throughout the
organization, which therefore does not translate into people development and processes that
are focused on customer needs. Useful information about customer needs is not provided to
employees, and this tends to impact on the implementation of all the other alignment
constructs. The results indicate that investment in top management team place a greater focus
on strategy than employees’ experience of the other three alignment constructs, with the
lowest focus on processes. While it can be argued that strategy is the focus of leadership,
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failure to deploy the strategy throughout the organization will influence organizational
effectiveness and performance. The people construct demonstrates the lowest scores on the
employee rating. Lack of communication and the impact of changes in processes are
reflected. While teamwork is rated highest on this alignment construct, reward for teamwork
is rated low. The research did not analyze effect of strategic leadership in Cutflower sector,

which is the main aim of the current study.

Mai et al.,., (2015) carried out quantitative analysis of the effects of transformational and
ethics-based leaderships on employee’s loyalty towards marketing agencies in Ho Chi Minh
City, Vietnam. The study established that the relationship between ethic-based contingent
reward leadership and employee ethical promotion is also validated and makes sense in the
context. Because contingent rewards tend to be positive motivators to employees’ ethical
behaviors rather than a negative discouragement for unethical conducts. In other words,
employees are promoted to behave ethically because the possibility of being recognized and
awarded, rather than being discouraged by the fear of not having the reward. The emphasis
on praise and rewards is consistent with promotion orientation more than a prevention
orientation. Ethic-based contingent rewards, as expected, influence employee loyalty via
ethical promotion, ethical leadership was positively related to employees' ethical promotion
and prevention and ultimately to employee loyalty. Employees tend to be more persuaded to
act virtuously by looking up to their supervisors as an exemplary individual rather than be
encouraged by promotion and prevention, thus, the direct influence is more significant than
the indirect ones. The study did not did not analyze effect of strategic leadership in Cutflower

sector which is the main aim of the current study.

Bass (2007) carried out a literature analysis on Executive and Strategic Leadership. On his
review he identified that employees and team leaders may make suggestions upward that
have implications for company strategy. Sales supervisors as well as salespersons can bring
home to the organization important ideas about competing products and organizational
practices. They can provide early waming signals. Production supervisors and their
employees can contribute significant ideas about needed changes in internal organizational
processes. His review did not analyze effect of strategic leadership in Cutflower sector, which

is the main aim of the current study.
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Ryno (2003) carried out a quantitative study on leadership. It was a leadership study of
organizational strategic decision-making and its impact on organizational performance. The
study found a statistically significant predictor (p<0.05) of return on investment was detected
by regressions containing, employee growth, capital growth and an interaction of capital
growth multiplied by employee growth. Ryno’s analysis did not analyze effect of strategic

leadership in Cutflower sector, which is the main aim of the current study.

Rubina (2006) carried out a descriptive study on Results Based Strategic Leadership:
Strategic Leadership and Determinants of Firm Performance using 104 Fortune 1000 firms in
the U.S. from 15 industries. Information on financial indicators during the period from 1995-
2004 was obtained from the Research Insight database (aka Compustat). The study found out
that all three performance determinants are important, and they provided the most support for
the partially mediated model. An important contribution of my research is to provide
evidence for the intervening processes proposed in Flexible Leadership Theory and that
efficiency and innovative adaptation mediate the relationship between human resources and
firm effectiveness. Finally, the research suggests that strategic leadership must understand the
internal and external dynamics of the company and find ways to improve simultaneously the
performance determinants. His analysis did not did not analyze effect of strategic leadership

in Cutflower sector which is the main aim of the current study.

Elenkov et al., (2005) carried out a quantitative survey data from six countries comprising
three social cultures on strategic leadership and executive innovation influence: an
international multi-cluster comparative study. The study found that strategic leadership
behaviors are positively associated with executive influence on innovation processes, beyond
the effects of organizational size and the CEO’s personality traits. These results are consistent
with the findings of prior research on the full range of leadership and the visionary leadership
perspectives. A second important finding of this research is that TMT tenure heterogeneity
moderates the leadership behavior-executive innovation influeance relationship for both
product-market and administration innovations. As such, the top management team
characteristics were found to have important influences on the leadership dynamics within the
firm. This research refines and extends our understanding of the upper echelons perspective
by looking at the relationship between actual leadership behaviors and the tenure

heterogeneity within the top management team. The study also found that social culture
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moderates the leadership behavior—executive innovation influence for administrative
innovations, but not for product— market innovations. As such, our data suggest that product—
market innovations transcend socio-cultural differences, but that administrative innovations
might be contingent on specific cultural characteristics. Their finding did not did not analyze

effect of strategic leadership in Cutflower sector which is the main aim of the current study.

2.7 Conceptual Framework

In this study, the independent variables are the components of strategic leadership which
include; strategic direction, balanced organization control, management of organization
resource portfolio, cultivation of ethical practices and sustenance of effective organization
culture. The dependent variable is organizations performance measured in terms of sales,
quality and brand equity. Moderating variables include; business environment, motivation,
employees knowledge and skills. The study hypothesizing that when Cutflower firms
implement strategic leadership in their management paradigms then they are likely to
improve on their performance in terms of sales volumes, quality delivery and advancing their
respective brand equity assuming that business environment, motivation, employees’

knowledge and skills are controlled as moderating variable.
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Dependent Variable

Independent Variables
Strategic Leadership Components Performance of Cut Flower Sector
.| ® Sales
Set Strategic Direction *
» Developing long term vision s  Quality
s Developing Strategic Objectives )
Balanced Organizational Controls * Brandequity

o Develop work policies

s Develop work procedures

s Develop monitoring and evaluation systems

s Effective communication
Managing Organization Resource Portfolio

e Human resource management

s Financial resource management

s Technological resource management

s Physical resource management
Cultivating Ethical Practices

s Develop corporate governance systems

* Implement organization values
Sustaining Effective Organization Culture

Extraneous Variables

s Business environment

» Motivation

» Knowledge and skills

» International Environment

» Develop organizational norms
s Develop organization reputation

Figure 2: Effect of Strategic Leadership Components on Organization Performance
Source: (Author, 2018)
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introduction

This chapter contains the research methodology that the study adopted. This is the bridge
between the literature review and analysis sections. It presents various themes including the
research design, study population, sampling size and sampling procedures, data collection
instruments and analysis of the data collected. The chapter explained how the researcher has
considered how to select the sample; how to collect the data; how to analyze the data and
how to validate the data. Tt shows how the design has been carefully evaluated to ensure that
the data collection and analysis techniques defined in the methodology are correctly and
accurately capturing what they are intended to measure. It also portrays the expected output

of the research process.

3.2 Research Design
The research design that the study adopted is the Survey Research Design. According to (Rea
& Parker, 2014), survey research design is a technique that is used for gathering information
through questioning those individuals who have been selected as objects of the research and
belonging to a representative sample. It was done in a standardized questioning procedure
with the aim of studying the relationship among the variables. Orodho (2005) asserted that
Survey Research Design allows a researcher to present and interpret collected data about a
certain phenomenon for the purpose of clarification. Kothari (2010) posited that surveys are
conducted in case of descriptive research and their main concern is to record, describe,
analyse, and interpret conditions that either exist or existed. Surveys are also concerned with
opinions that are held, the on-going processes, trends that are developing, or effects that are
evident. The study used both quantitative and qualitative approach to measure and analyse
data in a numerical form so as to give a precise description. According to (Mugenda &
Mugenda, 2009), quantitative approach is a scientific method that has been considered as
suitable mode of inquiry in the field of both research and evaluation. This mode of inquiry
follows several logical and distinct steps from identifying and stating research problem to
making appropriate conclusions and inferences to the population. On the other hand,

qualitative research is used to gain an understanding of underlying reasons, opinions, and
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motivations. It provides insights into the problem or helps to develop ideas or hypotheses for

potential quantitative research.

3.3.1 Population of Study

In as much as all managers throughout the organization should be strategic leaders, the
primary responsibility for effective strategic leadership practices rests at the top of an
organization with the CEO (Hitt et al., 1995). The CEO cannot delegate this responsibility to
the manager of another function, regardless of how important to some extent the aspect of
strategic leadership is to the functions of the later. Therefore, the target population for this
study comprises of thirty-five flower firms of Nakuru County and the respondents were the
Chief Executive Officers in the Cutflower firms of Nakuru County. This category is
purposively selected since they are leaders involved in crafting, implementing and evaluating
strategies used in the flower firm. According to Kenya Flower Council (2016), there were 35
flower firms in Nakuru County, (see the list below in Appendix I). The target population was
the members of top management drawn from the thirty-five Cutflower firms in Nakuru

County, making a total of thirty-five chief executive officers.

3.3.2 Sample Size and Sampling Procedure

Chief Executive Officer of each of the thirty-five Cutflower firms of Nakuru County were
purposively selected to respond to the research questions. The researcher took a census of all
the thirty-five chief executive officers by means of self-administered questionnaire. The
firms’ physical addresses were used to arrange on how the questicnnaires was delivered and

collected.

3.4 Data Coliection Instrument
The researcher used close ended questionnaires based on Likert Scale as the main mode of
data collection. The use of questionnaires was justified because they assured an effective way
of collecting information from a population in a short period of time and at a reduced cost.
The questionnaires also facilitated easier coding and analysis of data collected (Kothari,
2010). The closed ended questions ensured that the respondents were restricted to certain
categories in their responses for easy data collection, analysis and interpretation. The
questionnaires were personally administered by the researcher, dropped and picked after one

day for purposes of higher response rate.
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3.5 Validity and Reliability of the Instruments

3.5.1 Validity of Research Instruments
Validity is the degree to which results obtained from analysis of the data actually represent
the phenomenon under study (Mugenda & Mugenda, 2009). Validity and reliability was
established for standardization of the research instruments that was used in the study. Validity
is the accuracy and meaningfulness of inferences, which is based on the research results.
There are three types of validity; content, criterion-related and construct. Content validity is
the extent to which a measuring instrument provides adequate coverage of the topic under
study. Criterion-related validity relates to the ability of an individual to predict or estimate the
existence of some current condition. Validity was tested through expert judgment of research

supervisors from Department of Business Administration, Egerton University.

3.6 Reliability of the Instruments
Reliability is the measure of the degree to which a research yields consistent results or data
after repeated trials. It is the degree of consistency that the research instruments or procedures
can demonstrate. Poor reliability degrades the precision of a single measurement and reduces
the ability to track changes in measurement in a study (Mugenda & Mugenda, 2009). In order
to ensure reliability of the instruments, a pilot study was conducted in Nyandarua County
using the same tool to gauge responses for the purposes of improving the tool. The
Cronbach’s coefficient alpha was applied on the results obtained to determine how items
correlate among them in the same instrument (Cronbach, 1955). Cronbach’s coefficient alpha
of 0.84 was obtained which was above the threshold alpha of 0.7 enhanced the identification

of the dispensable variables and deleted variables.

3.7 Data Analysis and Presentation
The questionnaire was edited first and coded to ensure completeness and accuracy. The
computer application package for social sciences SPSS (Statistical Package for Social
Sciences) was used to aid in the analysis. The data was analyzed through the use of
descriptive statistics and inferential statistics. The relationship between each of the elements
of strategic leadership model (Hitt, Ireland, & Hoskisson 1995) and performance of
Cutflower firms was tested using a Pearson’s Correlation. The combined effect of all the
elements and performance of Cutflower firms was tested with the Regression Model in

equation 1, below:
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Where;
Y = Organization Performance
o = Constant

B, - ... Bgy = Parameter Estimates

X = Strategic Direction

X, = Balanced Organizational Controls
X3 = Organization Resource Portfolio
X4 = Ethical Practices

Xs = Organization Culture

¢ = The Error of Prediction.
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CHAPTER FOUR
FINDINGS AND DISCUSSIONS

4.1 Introduction
The chapter presents the results of the analysis effect of strategic leadership components on
performance of Kenya Cutflower Sector, taking the case of Cutflower firms in Nakuru
County in relation to each objective and hypothesis. The field research conducted between
October and November 2017 and quantitative data collected from CEO of the Cutflower
Firms on specific areas of the study. First, the general characteristics of the respondents are
presented followed by the objectives and hypotheses, and finally a summary of the results.
The results on each hypothesis are presented, discussed and then the hypothesis either
rejected or accepted.

4.2 Instruments Return Rate and Demographic Characteristics of Respondents
4.2.1 Instruments Return Rate
The study used questionnaire to collect data from the 35 CEOs in the Cutflower Firms in
Nakuru County. The instrument return rate was based on the 35 questionnaires distributed.
Out of the 35 of the questionnaires distributed to CEOs the researcher was able to collect all
of them representing 100% return rate which was high and able to answer the set objectives

of the study.

4.2.2 Demographic Characteristics of Respondents
This section presents the findings from the demographic characteristics of the population

including; the population age bracket, gender, work experience and level of education.

Table 4.1: Respondents Age Bracket

Age Bracket Frequency Percent
18-25 years | 3
26-35 years 2 6
36-45 years 8 23

>46 years 24 69
Total 35 100

Note. From Field Data (2018)
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Table 4.1 presents the results of the analysis of respondents’ age bracket as one of the
respondents’ demographic characteristics. The study established that majority of the
respondents at 69% were >46 years of age bracket, 23% were 36-45 years of age bracket, 6%
were 26-35 years of age bracket and 3% were 18-25 years of age bracket. This finding
showed that CEOs working in Cutflower firms in Nakuru County were mature and were
towards the 60 years retirement age. This age bracket is related to effective and motivated

employees as strategic leadership component.

Figure 4.1: Respondents Gender parity

The study established that majority of the respondents 83% were male compared to 17% who
were female. The finding indicates that men dominated the top management of Cutflower

firms,

Table 4.2: Respondents Education Level

Level Frequency Percent
A-Level 1 3
Undergraduate Degree 27 Tl
Masters 7 20
Total 35 100

Note: From Field Data (2018)
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Table 4.2 was used by the study to present the results of respondents’ level of education.
Level of education is important as far as understanding organizations strategic leadership
where the CEO is the head who gives the strategic direction. The study established that
majority of the respondents 77% had undergraduate degree qualification, 20% had masters’
qualification and 3% had A-Levels and therefore moved through the ranks based on
experience to become the CEOs. On work experience, the study established that the
employees had worked for an average of 6 years, an experience important to the study to
allow the respondents give information about their organizations’ strategic leadership based
on experience. This finding showed that the respondents who were the CEOs of the firms had
university education, the level where organizations strategic leadership is taught and therefore

had an idea what the study entailed.

4.3 Cut flower Firms’ Organizations Strategic Leadership
This section present the results of the respondents view on; their awareness of concepts in
organizations strategic leadership, Strategic direction measured in terms of; long term vision,
functional mission statement, strategic objectives, understanding the environment the firms
operated in, availability of a functioning strategic plan, understanding very well firms core
competence. The section also presented balance organizational control measured in terms of;
availability of various business units, each business unit having internal control parameters,
each business unit working complementarily, the CEO being the main coordinator of all the
units, each business unit being responsible for its successes and failures and heads of business

units in control by making decisions for the success.

Organization Resource Portfolio results are also presented in terms of; existence of effective
and motivated employees, stringent management of the firms finances, availability of
physical resources are well maintained and managed, technological resources continuous
improvement, new technologies coming with new training needs which are executed and
availability of leverage of competencies across all our businesses. The section also presents
the results of ethical practices measured in terms of], effective corporate governance systems,
ethical values being shared among employees, organization free from corruption, availability
of rules that govern employees behaviors, breaking of rules of conduct not tolerated and Our

competitors and peers recognizes our ethical practices.
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Last, this section presents organizational culture which is key element of strategic leadership
measured in term of; availability of organizational norms which are practiced by every
employee, availability of have shared entrepreneurial culture among employees, existence of
culture of the customers first, culture of customers first and culture that protects environment

where the business of Cutflower exist and is supported.
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4.3.1 Awareness of the Concept Organizations Strategic Leadership

Figure 4.2: Respondents Awareness of the Concept Organizations Strategic Leadership

The study found out that majority of respondents 86% were aware of the Concept
Organizations Strategic Leadership compared to 14% who were not aware. This finding was
important since CEOs being the main respondents in the study were able to give accurate
information concerning Organizations Strategic Leadership in Cutflower firms and how it

affected the firms’ performance.

Table 4.3: Elements of Strategic Leadership Respondents Aware of

Element Frequency Percent
Strategic Direction 19 54
Balance organizational control 2 6
Organizational resource portfolio 2 6
Ethical practice 5 14
Organizational culture 4 11
Total 32 91

Note. From Field Data (2018)

Table 4.3 presents the elements of Strategic Leadership the CEOs were aware of. The study
established that majority of respondents 54% were aware of the firms strategic direction, 14%

were aware of ethical practices, 11% were aware of organizational culture and 6% were
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aware of balance organizational control and organizational resource portfolio respectively as
elements of strategic leadership. This finding indicated that although the CEOs were involved
in providing strategic leadership to the entire operations of the Cutflower firms most of them
were not fully aware of ethical practices, organizational culture and balance organizational
control and organizational resource portfolio which are very important elements of strategic

leadership.

Table 4.4: Elements of Strategic Leadership Applied in the Management of Cutflower

Firms
Element Frequency Percent
Strategic Direction P i)
Balance organizational control 6 17
Organizational culture 2 6
Total i 100

Note. From Field Data (2017)

The study established that out of the 5 strategic leadership elements, only three were
practiced in Cutflower firms in Nakuru County representing 60% whereas 40% were not
practiced. The study went a step further to establish the proportion of the elements practiced
by the CEOs. The study further established that 77% of the CEOs practiced strategic
direction element, 17% practiced balance organizational control and 6% practiced
organizational ethics. This finding indicated that the CEOs working in Cutflower firms in
Nakuru County practiced more than half of the strategic leadership elements creating
knowledge gap of the strategic leadership elements. Secondly, out of the 3 elements
practiced, not all the CEOs fully practiced the threc elements creating practice gap by the
CEO.
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Figure 1.3: Respondents’ Awareness that Strategic Leadership Effect Performance

Although two of the five strategic leadership elements were not practiced by the CEOs, the
study established that majority of the CEOs 89% agreed that all the elements of strategic
leadership affect organizational performance in terms of sales performance, quality
performance and brand performance compared to 11% who were not aware. This finding
indicated that the CEOs were able to relate the strategic leadership elements to organizational

performance of which they are responsible.

4.3.2 Cutflower Firms’ Strategic Direction

Table 4.5: CEOs Views on Cutflower Firms’ Strategic Direction

Strategic Direction SA A NS D SD
(%) (%) (%) (%) (%)
Long term vision 31 87 3 6 3
Functioning mission statement 29 87 3 4 4
Strategic objectives 26 49 11 6 8
Understand the environment 43 37 11 3 6
Functioning strategic plan in place 31 57 3 6 3
Understand core competence 26 49 11 6 8

Note. From Field Data (2018)
Key: SA= Strongly Agree, A = Agree, NS = Not Sure, D = Disagree, SD = Strongly Disagree

Table 4.5 was used to analyze the CEOs Views on Cutflower Firms’ Strategic Direction. The
key elements of strategic direction analyzed in this section included; long term vision,

functional mission statement, strategic objectives, understanding the environment the firms
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operated in, availability of a functioning strategic plan, understanding very well firms core

competence.

The study established that majority of the respondents 88% agreed that their firms was
operating with long-term vision and functioning strategic plan respectively compared to 9%
who disagreed and 3% who were not sure. Concerning functioning mission statement, the
study established that majority of respondents 86% agreed that their firms operated with
functioning mission statement compared to 11% who disagreed and 3% who were not sure.
Further, the findings established that majority of the respondents 75% agreed that operated
based on strategic objectives and that they understood very well firms core competence of
their firms respectively compared to 14% who disagreed and 11% who were not sure.
Concerning the understanding of the environment the business operated in, the study
established that majority of respondents 81% agreed that they understood the environment the
business operated in compared to 11% who were not sure and 9% who disagreed.

4.3.3 Cutflower Firms’ Balanced Organization Controls

Table 4.6: CEOs Views on Cutflower Firms’ Balanced Organization Controls

Balanced Organizational Control SA A NS D SD

(%) (%) (%) (%) (%)

Various business units 31 54 3 6 6
Each business unit has internal control parameters 31 34 3 3 9
Each business units work complementarily 6 37 23 17 37
The CEO co-ordinates all the units 31 34 3 3 9
Each business unit responsible for successes and failures 26 60 0 14 0
Heads of business units make decisions for the success 23 54 0 3 20

Note. From Field Data (2018)

Key: SA= Strongly Agree, A = Agree, NS = Not Sure, D = Disagree, SD = Strongly Disagree
The section presents the second element of strategic leadership which is balanced
organizational control measured in terms of; availability of various business units, each
business unit having internal control parameters, each business unit working
complementarily, the CEO being the main co-coordinator of all the units, each business unit
being responsible for its successes and failures and heads of business units in control by

making decisions for the success.
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The study established that majority of the respondents 85% agreed that the Cutflower firms
had various business units and that each business unit having internal control parameters and
also that the CEO being the main co-ordinator of all the units compared to 12% who
disagreed and 35 who were undecided. Further findings showed that slightly more than half
of the respondents 54% disagreed that each of the business units worked complementarily to
support the business functions of all other units within the firms compared to 42% who
agreed and 3% who were not sure. Concerning decision making, the study established that
majority of respondents 74% agreed that heads of business units were in control by making

decisions for the success of the units.

These findings indicated that the Cutflower firms in Nakuru County employed most of the
elements of balanced organizational control apart from the heads of business units being in
control by making decisions for the success of the units. The elements of balanced
organizational control that were employed by the Cutflower firms in their strategic leadership
agenda were; availability of various business units, each business unit having internal control
parameters, each business unit working complementarily, the CEO being the main co-
ordinator of all the units and that each business unit being responsible for its successes and
failures.

4.3.4 Cutflower Firms’ Managed Organization Resource Portfolio

Table 4.7: CEOs View on Cutflower Firms’ Managed Organizational Resource

Portfolio
Organizational Resource Portfolio SA° A NS D SD
(%) (%) (%) (%) (%)
Effective and motivated employees 22 & 1 6 14
Stringent management of the firms finances 17 46 0 23 14
Physical resources are well maintained and managed 23 87 © 5 15
Technological resources are continuously improved 31 37 3 3 6
New technologies new training needs which is executed 26 8 0 3 3
Leverage of competencies across all our businesses 26 68 0 3 3

Note. From Field Data (2018)
Key: SA= Strongly Agree, A = Agree, NS = Not Sure, D = Disagree, SD = Strongly Disagree

This section presents the third element of strategic leadership which is organizational

resource portfolio measured in terms of; existence of effective and motivated employees,
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stringent management of the firms finances, availability of physical resources are well
maintained and managed, technological resources continuous improvement, new technologies
coming with new training needs which are executed and availability of leverage of

competencies across all our businesses.

On organizational resource portfolio, the study established that majority of the respondents
80% agreed that Cutflower firms in Nakuru County had effective and motivated employees,
stringent management of the firms finances compared to 20% who disagreed. Further
findings indicated that majority of the respondents 63% agreed that there was availability of
physical resources is well maintained and managed compared to 37% who disagreed.
Concerning technological resources, the study established that majority of respondents 88%
agreed that the firms technological resources were continuous improvement compared to 9%
who disagreed and 3% who were undecided. Concerning new technology and leveraging
competencies, the study found out that majority of respondents 94% agreed that the firms
employed a strategy of adopting new technologies alongside new training needs which were
executed to match the new technologies and also existence of leverage of competencies

across all our business units.

These findings showed that the Cutflower firms in Nakuru County employed all the elements
organizational resource portfolio as an element of strategic leadership including; ensuring
effective and motivated employees, adopting stringent management of the firms finances,
ensuring that the physical resources are well maintained and managed, making sure that
technological resources were continuously improved, matching new technologies with new
training needs which are executed to ensure that the technologies are optimally used in the
firms’ business operations and lastly leveraging competencies across all our business units for

maximization of performance.
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4.3.5 Cutflower Firms’ Ethical Practices

Table 4.8: Cutflower Firms’ Ethical Practices
Ethical Practices SA A NS D SD

(%) (%) (%) (%) (%)

Effective corporate governance systems 31 54 3 6 6
Ethical values are shared among employees 31 54 3 3 9
Organization is free of corruption 6 37 3 17 37
Rules that govern our behaviors 31 54 3 6 6
Breaking of rules of conduct is not tolerated 26 60 O 7 7
Competitors and peers recognizes our ethical practices 31 54 3 3 9

Note. From Field Data (2018)
Key: SA= Strongly Agree, A = Agree, NS = Not Sure, D = Disagree, SD = Strongly Disagree

This section presents the fourth element of strategic leadership which is firms’ ethical
practices measured in terms of; effective corporate governance systems, ethical values being
shared among employees, organization free from corruption, availability of rules that govern
employees behaviors, breaking of rules of conduct not tolerated and firms’ competitors and

peers recognizes our ethical practices.

The study established that majority of respondents 85% agreed that Cutflower firms had
effective corporate governance systems with ethical values being shared among employees
and also availability of rules that govern employees behaviors and firms’ competitors and
peers recognizes our ethical practices respectively compared to 9% who disagreed and 3%
who were not sure. Concerning corruption, the study established that about 54% of
respondents agreed that the firms were free from corruption compared to 43% who agreed
and 3% who were not sure. Further findings indicated that majority of respondents 86%

agreed that breaking of rules of conduct were not tolerated compared to 14% who agreed.

These findings showed that the Cutflower firms in Nakuru County employed all the elements
ethical practice as an element of strategic leadership including; having effective corporate
governance systems with ethical values being shared among employees, availability of rules
that govern employees behaviors, firms’ competitors and peers recognizes our ethical
practices, the firms were free from corruption and that breaking of rules of conduct were not

tolerated in the firms.
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4.3.6 Cutflower Firms’ Organization Culture

Table 4.9: CEOs View of Organization Culture Practice

Organizational Culture SA A NS D SD

(%) () () (%) (%)

Organizational norms 31 57 3 3 6
Norms are practiced by every employee 29 54 0 9 8
Shared entrepreneurial culture among employees 31 57 3 3 6
Culture of honesty 31 57 3 3 6
Culture of the customers first 17 37 0 14 12
Culture that protects our environment 17 57 0 14 12

Note. From Field Data (2018)
Key: SA= Strongly Agree, A = Agree, NS = Not Sure, D = Disagree, SD = Strongly Disagree

This section presents the fifth element of strategic leadership which is firms’ organizational
culture practices measured in terms of; existence of organizational norms which are practiced
by every employee, existence of shared entreprenecurial culture among employees, existence
of culture of the customers first, the practice of the culture of customers first and culture that

protects environment where the business of Cutflower exist and is supported.

The study established that majority of respondents 88% agreed that the Cutflower Firms have
organizational norms that guide their operations, existence of shared entrepreneurial culture
among employees and existence of culture of honesty respectively compared to 9% who
disagreed and 3% who were not sure. Majority of respondents 83% agreed that norms are
practiced by every employee without discrimination compared to 17% disagreed. Concerning
customers and environmental protection, majority of the respondents 74% agreed that the
firms have the culture that puts customers first and also promotes the protection of

environment compared to 26% who disagreed.

These findings showed that the Cutflower firms employed all the elements organizational
culture practice as an element of strategic leadership including; existence of organizational
norms which are practiced by every employee, existence of shared entrepreneurial culture
among employees, existence of culture of the customers first, the practice of the culture of
customers first and culture that protects environment where the business of Cutflower exist

and is supported.
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4.4 Cutflower Organizational Performance
This section presents the descriptive statistics on the cut firms’ organization performance

measured in terms of sales performance, quality and brand performance.

Table 4.10: Descriptive Statistics of Cutflower Firms’ Performance

Performance N Minimum Maximum Mean Std. Deviation
Brand Performance 35 2 5 4 0.82
Sales Performance 35 2 6 4 0.98
Quality Performance 35 2 6 - 0.95

Note: From Filed Data (2018)

Table 4.10 shows that the means of performance variables had minimum and maximum
scores ranging from 1 to 5. All mean scores were found to be 4, which according to Likert
Scale indicate that the variables are important and that the respondents agreed that Cutflower
firms in Nakuru County had brands that had better performance and of quality with good

sales performance.

4.5 Hypothesis Testing

This section presents the analysis of the hypothesis test. The study used five null hypothesis
related to the firms® set strategic direction, balanced organizational control, managed
organizational resource portfolio, cultivated ethical practices and sustained organizational
culture. The study also used the multiple regression to test the combined effect of the five
strategic leadership components on the firm’s performance.

Table 4.11: VIF for the 4 Independent Variable

Model Collinearity Statistics
Tolerance VIF

(Constant)

Resource Portfolio 998 1.002
Organizational control 292 1.046
Ethical Practice 992 1.008
Organizational Culture 994 1.006
Strategic Direction .996 1.004
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Since the Variable Inflation Factor (VIF) was less than 10, there was evidence that the data

used had no multicollinearity (correlation between predictors) in the regression analysis.

Table 4.12: VIF of all Independent Variable

Model Collinearity Statistics
Tolerance VIF
1 (Constant)
Strategic Objective 073 3.684
Environmental Scanning 121 8.291
Strategic Plan 294 3.403
Core Competence 398 2.512
Motivated Employce 384 2.607
Stringent Financial Management 484 2.066
Resources Well Maintained ol 3.690
Technology With New Training 485 2.057
Leveraging Competencies 461 2.169
Effective Corporate Governance .007 4313
Free Of Corruption .628 1.593
Rules That Govern Behavior .006 3.736
Breaking Rules Not Tolerated 626 1.598
Recognized Our Ethical Value 13 1.744
Norms Practiced Norms Practiced  Norms Practice
Entrepreneurial Culture 057 7.416
Culture Of Honesty 526 1.900
Customers First 266 3.758
Culture To Protect Environment 510 1.960

Since the Variable Inflation Factor (VIF) was less than 10, there was evidence that the data

used had no multicollinearity (correlation between predictors) in the regression analysis.

4.5.1 Effect of Set Strategic Direction on Performance

This section presents the analysis and hypothesis test of effect of strategic direction on

performance of Cut flower firms in Nakuru County. The study carried out in-depth analysis

to the specific elements strategic direction elements and how they related with Cutflower

firms’ performance.
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Table 4.13: R-Squared for Effect of Set Strategic Direction on Performance

Model R R Square Adjusted R Square Std. Error of the Estimate

1 .990° 980 917 15107

The R-value was 0.990 whereas R-Squared was 0.980, which indicated a high degree of
correlation. The R? value indicates how much of the dependent variable, "Cutflower firms’
performance”, was explained by the elements of independent variables, "set strategic
direction”. In this case, 98.0% was the R Squared, which was very large indicating high

degree of correlation.

Table 4.14: ANOVA for Effect of Set Strategic Direction on Performance

Model Sum of Squares df Mean Square F Sig.
1 Regression  33.22 5 6.64 291.14  .000°
Residual 0.66 29 0.02
Total 33.89 34

Predictors “long term vision, functional mission statement, strategic objectives,
understanding the environment the firms operated in, availability of a functioning strategic
plan, understanding very well firms core competence” Dependent variable “Cutflower firms
performance. Table 4.14 indicated that the regression model predicted the outcome variable
significantly with p=0.000, which was less than 0.05, and indicated that; overall, the model

statistically and significantly predicted the outcome variable.

Table 4.15: Effect of Set Strategic Direction on Performance

Unstandardized Standardized

Coefficients Coefficients
Model B Std. Error Beta i Sig.
(Constant) -.254 208 -1.222 231
Long term vision 946 057 871 16.565 .000
Strategic objective 141 .054 b 2.598 015
SR 013 024 -016 -563 578
scanning
Strategic plan -.026 .029 -.029 -906  .372
Core competence 010 023 012 445 .659
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The study established that two of the elements of strategic direction that is ‘long term vision’
and ‘strategic objective’ had p<0.05. Therefore, there was evidence to reject the Hoq:
Strategic direction does not significantly affect performance of Cut flower firms in Nakuru
County. In order for the study to influence the practice, the regression analysis was also used
to indicate which of the elements of strategic direction had greater effect on Cutflower firms’
performance. According to the finding long-term vision r=0.946, p=0.000<0.05 had great
effect than strategic objective r=0.141, p=0.015<0.05.

4.5.2 Effect of Balanced Organization Controls on Performance

This section presents the analysis and hypothesis test of effect of balanced organizational
control on performance of Cut flower firms in Nakuru County. The study carried out in-depth
analysis to the specific elements balanced organizational control elements and how they

related with Cutflower firms’ performance.

Table 4.16: R Square Effect of Balanced Organization Controls on Performance

Model R R Square Adjusted R Square Std. Error of the Estimate
1 309° .096 -.060 1.007

The R-value was 0.309 whereas R-Squared was 0.096, which indicated a low degree of
correlation. The R? value indicates how much of the dependent variable, "Cutflower firms’
performance", was explained by the elements of independent variables, "balanced
organizational control". In this case, 9.6% was the R Squared, which was low indicating low

degree of correlation.

Table 4.17: ANOVA Effect of Balanced Organization Controls on Performance

Model Sum of Squares Df Mean Square F Sig.
1 Regression 3.115 5 623 614 .690°
Residual 29.432 28 1.015
Total 32.546 34

Predictors “availability of various business units, each business unit having internal control
parameters, each business unit working complementarily, the CEO being the main co-

ordinator of all the units, each business unit being responsible for its successes and failures
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and heads of business units in control by making decisions for the success.” Dependent
variable “Cutflower firms’ performance. Table 4.17 indicated that the regression model did
not predict the outcome variable significantly with p=0.690>0.05, which was far greater than
0.05, and indicated that; overall, the model did not statistically and significantly predicted the

outcome variable.

Table 4.18: Effect of Balanced Organizational Control on Performance

Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Error  Beta
(Constant) 3.001 1.057 2.840 .008
Various business unit -1.095 1.288 -1.183 -850 .402
Business units complement .049 121 073 407 687
each other
CEO coordinate all business 1.082 1.227 1.243 882 385
units
Each unit responsible for .045 154 057 288 775
success or failure
Heads of units make 116 130 .169 .890 381

successtul decisions

The study established none of the elements of balanced organizational control had effect on
organization performance, there was evidence to accept the Hop,: Organization controls do not
significantly affect performance of Cut flower firms in Nakuru County. In order for the study
to influence the practice, the regression analysis was also used to indicate any other elements
of balanced organizational control, which had greater effect on Cutflower firms’

performance.

4.5.3 Effect of Managed Organization Resource Portfolio on Performance

This section presents the analysis and hypothesis test of effect of organization resource
portfolio on performance of Cut flower firms in Nakuru County. The study carried out in-
depth analysis to the specific elements organization resource portfolio elements and how they

related with Cutflower firms’ performance.
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Table 4.19: R Square for Effect of Balanced Organization Controls on Performance

R
Model R Square  Adjusted R Square  Std. Error of the Estimate
1 497¢ 247 .085 936

The R value was 0.497 whereas R Square was 0.247, which indicated a low degree of
correlation. The R? value indicates how much of the dependent variable, "Cutflower firms’
performance”, was explained by the elements of independent variables, "organizational
resource portfolio”. In this case, 24.7% was the R Squared, which was fairly small indicating

low degree of correlation.

Table 4.20: ANOVA Effect of Balanced Organization Controls on Performance

Model Sum of Squares df Mean Square F Sig.
1 Regression 8.026 6 1.338 1.527 206"
Residual 24.520 28 .876
Total 32.546 34

Predictors “existence of effective and motivated employees, stringent management of the
firms finances, availability of physical resources are well maintained and managed,
technological resources continuous improvement, new technologies coming with new
training needs which are executed and availability of leverage of competencies across all our
businesses.” Dependent variable “Cutflower firms’ performance. Table 4.20 indicated that
the regression model did not predicted the outcome variable significantly with p =
0.206>0.05, which was greater than 0.03, and indicated that; overall, the model did not

statistically and significantly predicted the outcome variable.
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Table 4.21: Effect of Managed Organizational Resource Portfolio on Performance

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error  Beta
1 (Constant) 7.052 1.537 4.590 .000
Effective and motivated -.205 R -272 -1.355 .186
employee
Stringent financial 212 140 .300 1521 138
management
Physical resources well -.184 215 -.167 -855 400
maintained and managed
Technological resources -.371 L1 -.378 -2.076 .047
continuously improved
New technology -.191 208 -.155 -919 366
accompanied with new
training
Leveraging competencies -.081 044 -.071 =393 125

across business

The study established 1 of the elements of organization resource portfolio that is ‘effective
technological resources continuous improvement’ had 1r=-0.37, p=047<0.05, there was
evidence to reject the Hos: Organization resource portfolio does not significantly affect
performance of Cutflower firms in Nakuru County. In order for the study to influence the
practice, the regression analysis was also used to indicate which of the elements of strategic

direction had greater effect on Cutflower firms’ performance.

4.5.4 Effect of Cultivated Ethical Practice on Performance

This section presents the analysis and hypothesis test of effect of ethical practice on
performance of Cut flower firms in Nakuru County. The study carried out in-depth analysis
to the specific elements ethical practice elements and how they related with Cutflower firms’

performance.
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Table 4.22: R Square Effect of Cultivated Ethical Practice on Performance

Model R R Square Adjusted R Square Std. Error of the Estimate

1 A404° 163 019 .899

The R-value was 0.404 whereas R-Squared was 0.163, which indicated a low degree of
correlation. The R” value indicates how much of the dependent variable, "Cutflower firms’
performance”, was explained by the elements of independent variables, "ethical practice". In

this case, 16.3% was the R Squared, which was very low indicating low degree of correlation.

Table 4.23: ANOVA Effect of Cultivated Ethical Practice on Performance

Model Sum of Squares df Mean Square - F Sig.
1 Regression  3.115 5 623 614 .690°
Residual 29.432 29 1015
Total 32.546 34

Predictors “having effective corporate governance systems with ethical values being shared
among employees, availability of rules that govern employees behaviors, firms’ competitors
and peers recognizes our ethical practices, the firms were free from corruption and that
breaking of rules of conduct were not tolerated in the firms.” Dependent variable “Cutflower
firms performance. Table 4.23 indicated that the regression model did not predicted the
outcome variable significantly with p=0.690>0.05, indicated that; overall, the model did not

statistically and significantly predicted the outcome variable.
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Table 4.24: Effect of Cultivated Ethical Practice on Performance

Model Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Beta
Error
1 (Constant) 3.001 1.057 2.840 .008
Effective corporate governance  -1.095  1.283 -1.183 -850  .402
Ethical practice - free of 049 J21 .073 407 .687
corruption
Rules that govern behavior 1.082 L2 1.243 .882 385
Breaking rules not tolerated 045 154 057 288 i
Competitors recognizes ethical  .116 130 169 .890 381
practices

The study established none of the elements of ethical practices had effect on firms’
performance there was evidence to accept the Ho4: Ethical practices do not significantly

affect performance of Cutflower firms in Nakuru County.

4.5.5 Effect of Sustained Organization Culture on Performance

This section presents the analysis and hypothesis test of effect of organizational culture on
performance of Cutflower firms in Nakuru County. The study carried out in-depth analysis to
the specific elements organizational culture elements and how they related with Cutflower

firms’ performance.

Table 4.25: R-Squared Effect of Sustained Organization Culture on Performance

Model R R Square Adjusted R Square  Std. Error of the Estimate

1 489° .240 .108 924

The R-value was 0.489 whereas R-Squared was 0.240, which indicated a low degree of
correlation. The R? value indicates how much of the dependent variable, "Cutflower firms’
performance", was explained by the elements of independent variables, "organization
culture". In this case, 24.0% was the R Squared, which was fairly small indicating low degree

of correlation.
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Table 4.26: ANOVA for Effect of Sustained Organization Culture on Performance

Model Sum of Squares df Mean Square F Sig.
1 Regression 7.796 5 1.559 1.827 139"
Residual 24.750 29 853
Total 32.546 34

Predictors “existence of organizational norms which are practiced by every employee,

existence of shared entrepreneurial culture among employees, existence of culture of the

customers first, the practice of the culture of customers first and culture that protects

environment where the business of Cutflower exist and is supported.” Dependent variable

“Cutflower firm’s performance. Table 4.26 indicated that the regression model did not

predicted the outcome variable significantly with p = 139>0.05, which was greater than 0.05,

and indicated that; overall, the model did not statistically and significantly predicted the

outcome variable.

Table 4.27: Effect of Sustained Organization Culture on Performance

Model Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Beta
Error
1 (Constant) 5.989 1.120 5.347  .000
Norms practiced by everybody .14l 207 B | 679 503
Share entrepreneurial culture -.157 219 -.160 -716 480
Culture of honesty -.062 143 -.076 -434 668
Culture of customers first -.391 188 -.507 -2.084 .046
Culture to protect environment  -.171 143 -.213 -1.195 242

The study established 1 of the elements of organization culture that is ‘culture of customers

first’ had =-0.391, p=0.046<0.05, there was evidence to reject the Hps: Organization culture

does not significantly affect performance of Cut flower firms in Nakuru County.
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4.5.6 Combined Effect of Strategic Leadership Components on Organization
Performance |

This section presents the analysis and hypothesis test of combined effect of strategic
leadership components on performance of Cutflower firms in Nakuru County. The study
carried out multiple regression analysis to the specific elements strategic leadership elements
(strategic direction, balanced organizational control, organization resource portfolio, ethical

practice and organization culture) and how they affected with Cutflower firms” performance.

Table 4.28: R-Squared for Combined Effect of Strategic Leadership Components

Model R R Square Adjusted R Square Std. Error of the Estimate

1 .587° 344 i 843

The R-value was 0.587 whereas R-Squared was 0.344, which indicated an average degree of
correlation. The R* value indicates how much of the dependent variable, "Cutflower firms’
performance"”, was explained by the elements of independent variables, "strategic leadership".
In this case, 34.4% was the R Squared, which was average indicating average degree of

correlation.

Table 4.29: ANOVA Combined Effect of Strategic Leadership Components on

Organization Performance

Sum  of Mean
Model Squares Df Square F Sig.
1 Regression 11.208 4 2.802 3.939 011°
Residual ~ 21.338 30 J41
Total 32.546 34

Predictors “strategic direction, balanced organizational control, organization resource
portfolio, ethical practice and organization culture.” Dependent variable “Cutflower firms
performance. Table 4.29 indicated that the regression model predicted the outcome variable
significantly with p=0.11<0.05, and indicated that; overall, the model statistically and

significantly predicted the outcome variable.
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Table 4.30: Combined Effect of Strategic Leadership Components on Organization

Performance
Model Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Error  Beta
1 (Constant) 5.578 1.872 2981  .006
Managed Organizational Resource -.062 258 -.036 -241 811
Portfolio
Cultivated Ethical Practice 635 239 395 2,660 .012
Balanced Organizational Control ~ -.596 2l -.326 -2.201  .036
Sustained Organizational Culture  -.408 265 -.228 -1.538  .134
Set Strategic Direction 503 284 366 1771 00

The study established three of the elements of strategic leadership that is “set strategic
direction” r=0.503, p=0.001<0.05, ‘Cultivated ethical practice’ r=0.635, p=0.012<0.05 and
‘balanced organizational control’ had r=-0.596, p=0.036<0.05, there was evidence to reject
the Hpe: The combined effect of strategic leadership components does not significantly affect
performance of Cut flower firms in Nakuru County. In order for the study to influence the
practice, the regression analysis was also used to indicate which of the elements of strategic
direction had greater effect on Cutflower firms’ performance. This finding is supported by
Lear (2012) who established that in order for employees to effectively understand and deploy
strategy throughout the organization, they must have a clear understanding of what the
strategy is. The results indicate that employees have a moderate understanding of the strategy
throughout the organization, which therefore does not translate into people development and
processes that are focused on customer needs. Useful information about customer needs is not
provided to employees, and this tends to impact on the implernentation of all the other
alignment constructs. The results indicate that investment in top management team place a
greater focus on strategy than employees’ experience of the other three alignment constructs,
with the lowest focus on processes. While it can be argued that strategy is the focus of
leadership, failure to deploy the strategy throughout the organization will influence
organizational effectiveness and performance.

The finding is further supported by Nthini (2013) who found that strategic leadership
practices have correlated highly with customer satisfaction, return on investment, net profit

margin and low annual employee turnover. The correlation analysis that tested the level and
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significance of relationships of research variables confirmed that effective strategic
leadership affects organizational performance. This study did not analyze effect of strategic

leadership in Cutflower sector, which is the main aim of the current study.

4.5.7 Summary of Hypotheses Test

Summary on hypotheses test indicated that Hoy: Strategic direction does not significantly
affect performance of Cutflower firms in Nakuru County was rejected because 2 of the
elements of strategic direction that is ‘long term vision’ and ‘strategic objective positively
affect firms’ performance although long term vision had great cffect than strategic. Hoa:
Organization controls do not significantly affect performance of Cutflower firms in Nakuru
County was accepted because none of the elements of strategic direction had positive effect
on performance. Hops: Organization resource portfolio does not significantly affect
performance of Cut flower firms in Nakuru County was rejected because 1 of the elements of
organization resource portfolio that is ‘technological resource improvement’ having effect on
firms’ performance. Ho4: Ethical practices do not significantly affect performance of
Cutflower firms in Nakuru County was accepted because none of the element had effect on
firms’ performance. Hos: Organization culture does not significantly affect performance of
Cutflower firms in Nakuru County was rejected because 1 of the elements of organization
culture that is ‘culture of customer first’ element of ethical practices had effect on firms’ had
positive effect on firms’ performance. The study established 3 of the elements of strategic
leadership that is “set strategic direction” r=0.503, p=0.001<0.05, ‘ethical practice’ r=0.635,
p=0.012<0.05 and ‘balanced organizational control’ had r=-0.596, p=0.036<0.05, there was
evidence to reject the Hog: The combined effect of strategic leadership components does not
significantly affect performance of Cut flower firms in Nakuru County. In order for the study
to influence the practice, the regression analysis was also used to indicate which of the

elements of strategic direction had greater effect on Cutflower firms’ performance.
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CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.1 Summary
Strategic leadership is the road map for achieving organization performance. The aim of this
study was to analyze effect of strategic leadership components on performance of Kenya
Cutflower Sector, taking the case of Cutflower firms in Nakuru County. The achieved this
aim by specifically analyzing ; the effect of strategic direction, organization controls,
organization resource portfolio, ethical practices, organization culture on performance of Cut
flower firms in Nakuru County. In order to show which of the strategic objective highly
correlated with performance, the study carried out an analysis of the combined effect of
strategic leadership components on performance. The following therefore were the summary

of the major findings of the study.

First, although the CEOs were involved in providing strategic leadership to the entire
operations of the Cutflower firms most of them were not fully aware of ethical practices,
organizational culture and balance organizational control and organizational resource
portfolio which are very important elements of strategic leadership. Second, the CEOs
working in Cutflower firms in Nakuru County practiced more than half of the strategic
leadership elements creating knowledge gap of the strategic leadership elements. Secondly,
out of the 3 elements practiced, not all the CEOs fully practiced the three elements creating
practice gap by the CEO. The CEOs were also able to relate the strategic leadership elements

to organizational performance of which they are responsible.

Findings on strategic direction component of strategic leadership established that the
Cutflower firms in Nakuru County employed strategic direction as an element of strategic
leadership including; having long term vision to steer their firms directional growth,
functional mission statement to exhibit the reasons their firm currently exist in terms of the
services offered, products produced, the customers/clients served and the business operative
strategies employed, strategic objectives, understanding the environment the firms operated
in terms of political, economic, social, legal and technological environment; availability of a
functioning strategic plan as a blue print that guides the road map of their business and also
understood very well the firms’ core competence which they can leverage to face any

competition that may arise.
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Findings on balanced organizational control established that the Cutflower firms in Nakuru
County employed most of the elements of balanced organizational control apart from the
heads of business units being in control by making decisions for the success of the units. The
elements of balanced organizational control that were employed by the Cutflower firms in
their strategic leadership agenda were; availability of various business units, each business
unit having internal control parameters, each business unit working complementarily, the
CEO being the main co-ordinator of all the units and that each business unit being

responsible for its successes and failures.

Further, findings on organizational resource portfolio established that the Cutflower firms in
Nakuru County employed all the elements organizational resource portfolio as an element of
strategic leadership including; ensuring effective and motivated employees, adopting
stringent management of the firms finances, ensuring that the physical resources are well
maintained and managed, making sure that technological resources were continuously
improved, matching new technologies with new training needs which are executed to ensure
that the technologies are optimumly used in the firms’ business operations and lastly

leveraging competencies across all our business units for maximization of performance.

Findings on ethical practice established that the Cutflower firms in Nakuru County employed
all the elements ethical practice as an element of strategic leadership including; having
effective corporate governance systems with ethical values being shared among employees;
availability of rules that govern employees behaviors, firms’ competitors and peers
recognizes our ethical practices, the firms were free from corruption and that breaking of

rules of conduct were not tolerated in the firms.

On organizational culture, the study established that the Cutflower firms employed all the
elements organizational culture practice as an element of strategic leadership including;
existence of organizational norms which are practiced by every employee, existence of
shared entrepreneurial culture among employees, existence of culture of the customers first,
the practice of the culture of customers first and culture that protects environment where the
business of Cutflower exist and is supported. The study found out that the Cutflower firms in
Nakuru Count had better based on had brands that had better performance based on quality

production performance and sales performance.
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5.2 Conclusion

This section presents the conclusion on analyze effect of strategic leadership components on
performance of Kenya Cutflower Sector, taking the case of Cutflower firms. The conclusion
was based on multiple regression analysis to the specific elements strategic leadership
elements (strategic direction, balanced organizational control, organization resource portfolio,
ethical practice and organization culture) and how they affected the Cutflower firms’
performance. The study established that the combined effect of set strategic direction,
balanced organizational control, managed organization resource portfolio, cultivated ethical
practice and sustained organization culture had significant effect on performance of

Cutflower firms in Nakuru County.

In order for the study to influence the practice, the regression analysis was also used to
indicate which of the elements of strategic direction had greater effect on Cutflower firms’
performance. This was based on empirical evidence that three of the elements of strategic
leadership that is ‘set strategic direction’ ‘cultivated cthical practice’ and ‘balanced
organizational control’ had positive effect on Cutflower firms performance. The ‘set strategic
direction’ had greatest influence on organization performance of Cutflower firms followed by
‘cultivated ethical practice’ and ‘balanced organizational control’ respectively. Organization
resource portfolio and organization culture did not have significant effect on Cutflower firms’

performance.

5.2 Recommendations

Based on the findings and the conclusions on effect of strategic leadership components on
performance of Kenya Cutflower Sector, taking the case of Cutflower firms in Nakuru
County, the study came up with the following recommendations to enhance strategic

leadership in the Cutflower firms in Kenya:

5.3.1 Recommendations for Policy

Components of strategic leadership such as set strategic direction, cultivated ethical practices
and balanced organization controls were found to have significant effect on the performance
of Cutflower firms. Budgetary resource allocation should be committed as a matter of policy
to enable builds the strategic leadership competency among the CEOs and senior top
management who remain vital in determining the vision, mission, values, and objective of the

organization. The survival and above average performance is solely dependent on full
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implementation of strategic leadership within organization that operate in turbulent and

unpredictable business environments such us experienced in Kenyan Cutflower.

5.3.2 Recommendations for Practice

The department of Horticulture of the Ministry of Agriculture should streamline Cutflower
management to comply with the principal of strategic leadership especially Organizational
Resource Portfolio and Organizational Culture components that had no positive effect on the
firms’ performance. To improve practice of strategic leadership, the study recommends that
the management of Cutflower firms should train its employees on the components of strategic
leadership so that the concept can be embraced and applied by every employee in the firms.
Strategic leadership being a complex concept, the study recommends that the firms should
develop strategic management monitoring and evaluation tool that will be able to track the
milestones of its implementation and also evaluate its impact as far as the firms’ performance

1S concern.

5.3.3 Recommendations for Further Research

A study on factors affecting effective implementation of the components of strategic
leadership in Cutflower firms in Kenya. The findings from the study will supplement the
findings of the current study and also address implementation challenges that this study did

not consider.
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APPENDICES

Appendix I: List of flower firms in Nakuru County

SN | NAME SN | NAME

1 Beaﬁtyline Kenya Limited 18 | Buds and Blooms Ltd

2 | Benev Flora Ltd 19 | Homegrown Ltd

3 | Bilashaka Flowers Ltd 20 | Kenya Highlarnds

4 | Bigot Flowers (K) Ltd 21 | Sian Roses

5 | Blooming Africa Ltd 22 | Ravine Roses

6 | Cenacle Kenya Ltd 23 | Longonot Horticulture

7 | Chain Creek (K) Ltd 24 | Kudenga Ltd

8 | Florafresh Kenya Ltd 25 | Morop Flowers Ltd

9 | Florensis (K) Ltd 26 | Roseto Ltd

10 | Groove Ltd 27 | De Ruiter East Africa

11 | Hamwe Limited 28 | Lake Naivasha Growers Group

12 | Live Wire Ltd 29 | Primarosa Zuri Ltd.

13 | Maaskant Flowers Limited 30 | Kongoni River Farm Ltd — Kinangop
Division

14 | Maridadi flowers Itd 31 | Kongoni River Farm Ltd. — Star
Division.

15 | Mult Grow Investments 32 | Wildfire Ltd

16 | Molo River Roses Ltd 33 | Oserian Dev. Co. Ltd

17 | Nini Ltd 34 | Plantation Plants K. Ltd

35 | Ol Njorowa Ltd

Source: Kenya Flower Council Database (2016)
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Appendix II: Specimen Introductory Letter to the Respondents

Egerton University,
P.O. Box 536-20115
Egerton, Kenya

Dear Sir/Madam

I am a postgraduate student pursuing Masters in Business Administration (Strategic
Management) at Egerton University. I am currently carrying out a research project on “Effect
of strategic leadership components on organization performance: a case of Cutflower firms in

Nakuru County, Kenya”

The purpose of this questionnaire is to gather information from the Chief Executive Officers
in the Cutflower sector in Nakuru County, Kenya. You have been selected as one of the
respondents with that kind of knowledge and experience which will assist the researcher in
providing the necessary data for the study. My supervisors and I assure you that the
information supplied will be used for research purposes only and your name and views will

be treated with confidentially. Thank you for your cooperation.
Sincerely

William Kurere

CM11/0451/09

MBA Student
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Appendix ITI: Research Clearance Permit

CONDITIONS

1. The Lieense is valid for the proposed rusearch,
research site specified perfod.

2. Barth ihe Licence and any rlxﬁia mmmr are
nmon-transforable.

3. Upan request of the Cmm&sslm the Licenser
shall submiit 8 progress report.

4. The Liccnses shall repart to the County Director of
h!u;:ﬂmn and Coviy Governor in the area of

mens of the resesrch.

s E‘Mwam filming and coltectian of speeinvens
are subjest to further permissions frim relevant
Government agencles.

6. This Licence dnes nol give suthority 1o tru:s!‘ev
reseqrch materials, . y

7. The Licenkee shall submit ton (2} bard cuples and
wpboad 4 soft copy uf thair finsl repurt.

K iﬁ&'WMm reserves Lhe right 1o madify the
-canditions of this Licence including its cancellation

Nat_ia;mll Conumission for Science,
Technology and Innovation

without prior notice. RESEARCH CLEARANCE
PERMIT
Serial No.A 161158
COND!T]O_NS: see back page
THIS IS TO CERTIFY THAT: ' Permit No : NACOSTI/P/17/79536/19641
MR. WILLIAM - KURERE Date OF Issue 5 12th October,2017
" of EGERTON UNIVERSITY, 0-20105 Fan I‘Eacteved iKsh 1000

MOGOTIO,has been permittad to
conduct research in Nakory t‘cm’ltj

on the topic: EFFECT OF STRATEGIC
LEADERSHIP COMPONENTS ON
ORGANIZATION PERFORMANCE - CASE
‘OF FﬂOWER FIRMS [N NAKURU COUNTY,
KENYA

for the pariod ending:
12th October,2018

Appendix I'V: Research Authorization Letter
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irector General
 Commission for Science,
Tuhnmy & }nmaﬁon




NATIONAL C(}MM‘!SSI{]N FOR SCIENCE,
TECHNOLOGY AND INNOVATION

Telepbone: 0240 $03 7006, NACOSTE Upper Kabue
UTEE TRETET.OTHSHAAS O Walgt Ry
Fav: <254 HESRIS31R219 S0, T MG PR
Emih dimonsit e NAIROBRREN
Whsite: wwow nacusi go ke
When repbving plosse quotc
ree né NACOSTEP/17/79536/19641 nwe 12" October, 2017
William Kurere
Egerton University
PO. Box 536-20113
EGERTON.

RE: RESEARCH AUTHORIZATION

Following your application for authority to carry out rescarch on “Effect of strategic
leadership components on erganization performance-Case of flower firms in Nakuru
County, Kenya™ 1 am pleased to inform you that you have been authorized o undertake
research in Nakuru County for the period ending 12" October, 2018.

You are a&viﬁ:&‘ié.mpnn to the County Commissioner and the County Director of
Education, Nakuru County before embarking on the research prosect.

Kindly note that, as an applicant who has been licensed under the Science, Technology
and Innovation Act, 2013 to conduct research in Kenya, you shall deposit a copy of the
final research report to the Commission within one vear of completion. The soft copy
of the same should be submitted through the Online Research Information System.

ChPalend™
GODFREY P. KALERWA MSe, MBA, MKIM
FOR: DIRECTOR-GENERAL/CED

Copy to:

The County Commissioner
Nakuru County.

The County Director of Education
Nakuru County.
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Appendix V: Questionnaire

Section A: Respondents Demographic Characteristics

Tick you age (18-25) (26-35) (36-45) ( >46 )
Tick your gender (M ] (F ]

For how many years have you been working...................................

What is your level of education?

O-Levels A-Levels | Degree ()
Masters L 18

Section B: Knowledge of Strategic leadership

Are you aware about strategic leadership? Yes (___JNo ()
Are you aware of the following elements in strategic leadership?
Strategic direction

Balanced organizational controls
Organization Resource Portfolio

Ethical Practices

Jubot

Organization culture
Please tick the components of strategic leadership that the management of your firm is using
currently:

Strategic direction

Balanced organizational controls
Organization resource portfolio

Ethical practices

JUuo0

Organization culture
Do you think that these specific strategic leadership components will affect your job

performance?

Yes (] No C_ ]
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Section C: Effect of the components of strategic leadership on performance of Cutflower

firms

The table below shows the effect of the elements of strategic leadership on performance of
Cutflower firms. You are required to give your level of agreement on each of the elements
by ticking where; 1 SD — Strongly Disagree, 2— D — Disagree, 3 — NS — Not Sure, 4 — A —
Agree, 5- SA — Strongly Agree,

Strategic Direction 1 213 |45

SD (D |[NS|A|SA

Our firm has a long term vision

We have functioning mission statement

We have strategic objectives

We understand the environment we operate in

We have a functioning strategic plan in place

We understand very well our core competence

Balanced Organizational Controls 1 2 |3 |45

SD |D [ NS|A|SA

We have various business units

Each business unit has internal control parameters

Each business units work complementarily

The CEO co-ordinates all the units

Each business unit is responsible for its successes and failures

Heads of business units make decisions for the success

Organization Resource Portfolio 1 (23 |4|5

SD|D |[NS|A|SA

There is effective and motivated employees

There stringent management of the firms finances

Physical resources are well maintained and managed

Technological resources are continuously improved
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New technologies come with new training needs which is

executed

There is leverage of competencies across all our businesses

Ethical Practices 1 2. |3 4 |5

SD (D |[NS|A|SA

We have effective corporate governance systems

Ethical values are shared among employees

Our organization is free of corruption

We have rules that govern our behaviors

Breaking of rules of conduct is not tolerated

Our competitors and peers recognizes our ethical practices

Organization Culture I 12 (3 |48

SD (D |NS|A|SA

We have our organizational norms

Our norms are practiced by every employee

We have shared entrepreneurial culture among employees

We have culture of honesty

We have culture of the customers first

We have culture that protects our environment

Section D: Organization performance

The table below shows performance indicators in your company. You are required to give
your level of agreement on each of the indicators by ticking where; 1 SD — Strongly
Disagree, 2- D — Disagree, 3 — NS — Not Sure, 4 - A — Agree, 5— SA — Strongly Agree,
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Organization performance

SD

NS

SA

Sales Volume

We efficiently achieve our sale volume target

Our cost input is far much less than the achieved gross sales

Our annual sales volume is normally beyond expectation

Our sales volume is above 50% of market share in Kenya

Quality

We produce based on a set quality standard

Our production process is efficient and precise

Our production system conforms with global standards

Our standards is far much above all our competitors

Brand equity

Our brands are on demand in the world market

Our brands speak for our firm

We have developed strong brands in the market

Our brands market our firm
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