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In today’s dynamic business environment, strategy 
implementation remains a critical challenge for organizations. 
This study examines the role of organizational culture in 
facilitating effective strategy execution. The research aims to 
explore how corporate culture influences strategic outcomes and 
provides a competitive advantage. A theoretical review was 
conducted, analyzing existing literature from a managerial 
perspective. The study identifies key cultural factors that impact 
the success of strategy implementation, emphasizing the need for 
alignment between corporate culture and strategic goals. Studies 
indicate that strategy implementation faces various challenges, 
and organizational culture plays a pivotal role in determining 
success (Nderitu et al., 2021). Additionally, Ritala et al. (2021) 
argue that strategy implementation is more effective in 
organizational cultures that empower employees to navigate 
execution challenges. Findings suggest that organizations 
fostering a strong, adaptive culture are more likely to overcome 
strategic hurdles and achieve their objectives. The study 
concludes that organizational culture is a fundamental 
determinant of strategy execution, offering managerial insights to 
enhance internal communication and employee engagement. 
By recognizing culture as a key driver of strategic success, 
organizations can optimize their performance and long-term 
sustainability. This research contributes to the ongoing 
discussion on strategy implementation by providing practical 
recommendations for managers and executives seeking to 
improve organizational effectiveness. 
 
Keywords: Strategic Management, Organizational Culture, 
Strategy Implementation 
 
Authors’ individual contribution: The Author is responsible for all 
the contributions to the paper according to CRediT (Contributor 
Roles Taxonomy) standards. 
 

Declaration of conflicting interests: The Author declares that there 
is no conflict of interest. 
 
Acknowledgement: The author extends the appreciation to the Arab 
Open University for funding this work through AOU research fund 
No. AOUKSA-524008. 
 

 

1. INTRODUCTION 
 
Effective strategy implementation is crucial for 
organizational success, yet many organizations 
struggle to translate strategic plans into actionable 
outcomes. However, Kabeyi (2019) has estimated 

that 70–90% of organizations fail to realize 
the success of implementing their strategies, and 
strategies most often fail because of ineffective 
execution (p. 29). As a matter of fact, many 
organizational failures occur due to the lack of 
implementation, not formulation. Considering 
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Johnson’s (2004) research reports that 66% of 
corporate strategy is never implemented. 
While managers should be careful to develop 
an appropriate and effective strategy, they should 
assign a large portion of their attention and 
resources to activities and tasks that are related to 
implementation (Ahmadi et al., 2012). However, only 
a few studied implicitly the effect of culture on 
strategy implementation (Mantere, 2000; van der Maas, 
2008). The fact that many studies discuss 
organizational culture in combination with other 
factors suggests that its effects on strategy 
implementation are overshadowed, thus creating 
the need for this study (Mwaura, 2017). Few studies 
have reviewed culture and strategy together 
(Genc, 2017). In addition, there is a growing body of 
research on this topic has been conducted in 
developed Western countries. Much less is known in 
a non-Western context. While researchers have 
shown an increasing interest in the relationships 
between implementation, culture in Anglo-Saxon and 
Scandinavian countries, there has been no empirical 
study analyzing the organizational culture with 
strategic implementation in the Middle East and 
Arabic countries (Genc, 2017). 

Implementation is regarded as a variable 
influenced by various independent variables, and 
not as a process with its own dynamics (Merkus 
et al., 2019). Kabeyi (2019) explained that 
the challenges that prevent implementation can be 
grouped into internal factors within the organization. 
One of the internal limiting factors is 
the organization’s lack of resources (Clark et al., 
2015). Strategy implementation requires a range of 
resources such as funds, infrastructure, staff, and 
time. Organizational culture is another crucial factor 
that influences the strategic implementation 
success. Kabeyi (2019) believed that ensuring 
alignment between the new strategy and existing 
organisational culture and structure is an effective 
way of enhancing the implementation of strategies. 
Strategy implementation is part of strategic 
management, whose success depends on its 
managers, employees, its organization, and in 
corporate culture (Susanto et al., 2023). 

Research consistently highlights organizational 
culture as a central factor influencing the success or 
failure of strategy implementation. As the shared 
values, beliefs, and norms within an organization, 
culture shapes employee behavior, decision-making 
processes, and overall organizational performance. 
Understanding how specific elements of organizational 
culture facilitate strategy implementation has become 
an important area of inquiry in strategic management. 

The literature review would start with strategic 
management as all factors of this study surrounding 
the strategy area, followed by the organizational 
culture and its dimensions, and finalized by 
highlighting the relationship between organizational 
culture and strategic implementation. 

Therefore, this study aims to explore how 
corporate culture influences strategic outcomes and 
provides a competitive advantage. By examining  
the relationship between culture and strategy 
execution, the research highlights the critical role of 
cultural alignment in achieving organizational 
objectives. To address this issue, the study seeks to 
answer the following research questions: 

RQ1: Is there a positive relationship between 
organizational culture and strategic implementation? 

RQ2: What key cultural factors contribute to 
effective strategic execution? 

Understanding these dynamics is essential for 
managers and executives striving to enhance 
organizational performance. The study contributes 
to the ongoing discourse on strategy implementation 
by providing practical insights that can help 
organizations foster a culture that supports 
strategic success. 

This study is grounded in the resource-based 
view (RBV), a theoretical framework that offers 
a structured perspective for analyzing the influence 
of corporate culture on strategy implementation. 
The RBV asserts that an organization’s internal 
resources — particularly intangible assets such as 
culture — constitute a fundamental source of 
sustained competitive advantage (Barney, 1991).  
By integrating this perspective, the study 
conceptualizes corporate culture as a strategic 
resource that facilitates the effective execution of 
business strategies. The proposed framework 
underscores the interaction between key cultural 
dimensions and the strategy implementation 
process, offering a systematic approach to 
understanding the impact of culture on 
organizational performance. 

The significance of this research lies in its 
contribution to the broader discourse on strategy 
execution, particularly in addressing the persistent 
challenges organizations encounter when translating 
strategic objectives into tangible outcomes.  
While extensive literature exists on strategic 
planning, there remains a notable gap in 
understanding the cultural determinants that 
influence implementation effectiveness. This study 
seeks to bridge this gap by examining the extent to 
which corporate culture functions as a critical 
enabler of successful strategy execution. From 
a practical standpoint, the findings provide valuable 
insights for managers and executives striving to 
enhance strategic alignment within their 
organizations. By identifying cultural attributes that 
foster effective implementation, the study offers 
managerial recommendations aimed at improving 
internal communication, leadership cohesion, and 
employee commitment to strategic goals. 

Methodologically, the study adopts a theoretical 
review approach, synthesizing existing literature to 
identify the key cultural factors that shape 
strategy implementation. This approach enables 
a comprehensive analysis of empirical findings and 
theoretical arguments within the field of strategic 
management. The findings indicate that 
organizations characterized by a strong, adaptive 
culture are better positioned to navigate 
implementation challenges, ultimately leading to 
improved strategic outcomes. By emphasizing 
the necessity of cultural alignment in strategy 
execution, this research contributes to both 
academic scholarship and managerial practice, 
offering theoretical insights and practical 
implications for organizations seeking to achieve 
long-term strategic success. 

The structure of this paper is as follows. 
Section 2 reviews the relevant literature. Section 3 
analyses the methodology that has been used to 
conduct empirical research. Sections 4 and 5 detail 
the study’s results and discussion, respectively. 
Finally, Section 6 concludes the research. 
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2. LITERATURE REVIEW 
 

2.1. Strategic management 
 
Strategic management is the process of making and 
implementing management decisions to achieve 
goals, based on objective assessment of external and 
internal conditions of the enterprise’s functioning 
(Zakharchuk, 2022). Strategic management is a process 
that organizations use to plan and direct their 
activities in order to achieve specific goals and 
objectives. It is often used by larger companies to 
help them stay competitive in a rapidly changing 
business environment. Nadaf (2021) stated that 
strategic management, including implementation, 
plays a crucial role in creating competitive 
advantage for businesses in a dynamic and highly 
competitive environment. 

Early studies of strategic management focused 
on identifying the strategies that were most likely to 
lead to financial success, but over time, the focus 
has expanded to include other factors such as 
organizational structure and culture (Mohamed & 
Başar, 2023). Further, Rothaermel (2012) described 
strategic management as the whole set of decisions 
and activities for developing and implementing 
effective strategies and assessing and controlling 
them. Typically, the key advantage of strategic 
management has been to assist organizations 
articulate improved strategies using a more 
systematic, logical, and rational approach to 
strategic choice (David, 2011). 

Strategic management refers to a process of 
developing goals, a mission and a vision, values, and 
duties that will lead to the organization’s success. 
The main assets of an organization that lead it to 
proper functioning are its employees, and 
the organizational culture is the one that  
gives it the uniqueness and creates its brand image. 
The absolute compatibility between the strategic and 
cultural path is in the organizational alignment 
(Mohamed & Başar, 2023; Alina et al., 2018). 
Moreover, the strategic management process can 
generally be divided into three stages: planning, 
implementation, and evaluation. 

The planning stage is where the organization 
sets its goals and objectives and develops 
a comprehensive plan to achieve them. This stage is 
also known as the strategy formulation stage, and it 
typically involves a thorough analysis of 
the organization’s internal and external environment, 
including strengths, weaknesses, opportunities, and 
threats (SWOT) analysis. This is the stage where 
the organization identifies the opportunities and 
threats in the market and develops a strategy to 
capitalize on opportunities and overcome threats. 
The implementation stage is where the organization 
puts the plan into action. This stage is also known as 
the strategy execution stage, and it involves 
allocating resources, establishing systems and 
procedures, and communicating the plan to all 
stakeholders. This stage is crucial for the success of 
the strategy as it requires effective coordination and 
execution of the plan. The evaluation stage is where 
the organization evaluates the performance of 
the strategy and the results achieved. This stage is 
also known as the strategy evaluation stage, and it 
involves monitoring and assessing the performance 
of the strategy and making adjustments as 
necessary. This stage is important for continuous 
improvement and for ensuring that the organization 

stays on track to achieve its goals and objectives. 
Overall, the strategic management process is a cycle 
that includes planning, implementation, and 
evaluation (Mohamed & Başar, 2023). 

The stages of strategic management, from 
analyzing the internal and external organization 
environment, formulating a strategy, and 
implementing that strategy, provide a structured 
approach to decision-making in organizations. 
However, completing these stages does not ensure 
that a strategy will be fulfilled or lead to 
a competitive advantage. The strategic management 
process is often seen as a stage-by-stage framework 
that, when followed correctly, should raise positive 
outcomes. However, Porter (1996) indicated that 
despite careful planning and execution, strategies 
often fail due to unforeseen external factors, 
misalignment with organizational capabilities, or 
shifts in the market environment. 

One fundamental issue is that the strategic 
management process, by its nature, tends to assume 
a degree of predictability in both the internal 
capabilities and the external environment of 
the organization. The initial analysis stage, which 
involves tools such as SWOT analysis, political, 
economic, social, technological, legal, and 
environmental (PESTLE) analysis, and Porter’s five 
forces analysis, is designed to comprehensively 
understand the factors that could influence 
the organization’s strategy. However, these tools rely 
on data accuracy and availability, which can be 
problematic in rapidly changing industries where 
market conditions, technological advancements, and 
competitor actions can shift unpredictably. While 
data is crucial in guiding strategy by providing 
a clear view of past trends and current conditions, it 
often lacks the predictive power to address future 
uncertainties, as strategies built on historical data 
may not anticipate emerging trends or disruption 
(Marr, 2021). 

Moreover, the second stage, which is 
the formulation stage, where strategic options are 
selected and developed, is often influenced by 
the cognitive biases of decision-makers. These biases 
can lead to overconfidence in the selected strategy, 
especially if it aligns with the firm’s existing 
capabilities and resources. In many cases, 
the strategy formulation process is centered around 
validating preexisting assumptions and ideas rather 
than encouraging the exploration of innovative 
approaches that could lead to a competitive 
advantage (Hrebiniak, 2013). Michel et al. (2023) 
argued that strategy formulation often involves 
tradeoffs and choices that can have unforeseen 
consequences. During the implementation phase of 
a strategy, resistance is often encountered as 
employees may resist changes that disrupt their 
familiar routines and threaten their job security. 

The implementation stage, which is the main 
problem and the paper focuses on, involves putting 
the strategy into action. It is an essential area where 
the process can falter. Effective implementation 
requires not just resources and planning but also 
strong leadership and organizational alignment. 
Even the best strategies can fail if they are not 
executed properly. For instance, Hill and Jones (2012) 
argued that a lack of clear responsibility assignments 
and inadequate resource allocation are barriers to 
successful strategy implementation, as they cause 
confusion and inefficiencies within the organization, 
ultimately preventing the effective execution of 
the strategic plan. Even though the strategic 
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management process serves as a valuable framework 
for the development and execution of strategies, it is 
important to note that simply following these stages 
does not guarantee a competitive edge in 
the market. The real world is complex and 
unpredictable, and a strategy that works in one 
context may fail in another. Therefore, organizations 
must remain flexible and adaptive, continually 
reassessing their strategies in response to new 
information and changing circumstances. Strategic 
management is not a one-time process but 
a continuous, iterative cycle of action, learning, and 
adaptation in response to the evolving competitive 
environment (Mintzberg et al., 1998). 

The current focus has expanded to include 
other factors such as organizational structure and 
culture that affect organizational strategy (Mohamed 
& Başar, 2023). Furthermore, organizational culture 
has an impact on the way of a leader to expresses 
his/her vision to other members of the organization 
as well as gaining support for implementing new 
strategies. Strategy gives the direction, and culture 
sets the way you make your trip to your destination, 
positive, negative, and challenging. It consists of 
competitive advantage for a business, leading it for 
success, motivating employees, and making their 
work most effective, at its best, or it can lead to 
failure, at its worst (Alina et al., 2018). Therefore, 
there is a growing call among scholars, practitioners, 
and policymakers to implement strategies effectively 
in public sector organizations or local governments 
(Bukoye & Abdulrahman, 2023). In addition, Akbar 
et al. (2012) recommended conducting further 
studies that investigate strategy implementation and 
the impact of different cultural, organizational, and 
national factors in different countries. 

 

2.2. Organizational culture 
 
Organizational culture is a system of shared 
meaning held by members that distinguishes 
an organization from other organizations and 
contributes to its development and performance 
improvement (Nurhalim, 2022). Organizational 
culture is a key driver of performance and strategy 
(Stoller et al., 2020). Organizational culture 
considers as sums up the invisible platform that 
runs the organization, meaning the values, 
principles, behaviors, emotional commitment, it 
plays a major role in implementing organizational 
strategy effectively that leads to enhancing 
a competitive advantage for a business, leading it for 
success, motivating employees and making their 
work most effective. In addition, organizational 
culture can affect attitude, actions, and decisions. 
Hence, organizations try to develop work that 
commits to their culture. Whereas, strategic 
management represents a process of developing 
goals, a mission and a vision, values, and duties that 
will lead to the organization’s success, which is 
affected by organizational culture (Alina et al., 2018). 

According to Denison and Neale (1996), 
organizational culture is defined as the values, 
beliefs, and principles that serve as the basis of 
an organization’s management system and a set of 
management practices and behaviors that help and 
reinforce these basic principles. Culture plays 
a significant role in risk management and risk 
appetite and can contribute in a positive way to 
an organization’s competitiveness. Managers use 
organizational culture as a tool to lead and control 
strategic management behaviors. It’s wise to use 

corporate culture to influence and train the mindset 
and attitude of employees, gain their support for 
the organization’s regulations and procedures, and 
slow down resistance to change. There is a strong 
link between corporate culture and strategic 
management. A company is managed and strategic 
decisions are made using the same values, beliefs, 
and principles set through the organizational culture 
(Alina et al., 2018). 

 

2.3. Organizational culture dimensions 
 
Organizational culture is the set of values, norms, 
goals, and expectations share by all members of 
an organization that improves commitment and 
performance (Fernandes et al., 2023). Organizational 
culture is one of the key drivers of success in 
today’s rapidly changing business environment. 
Organizational culture, consisting of involvement, 
consistency, adaptability, and mission (Qureshi et al., 
2023), reward system, communication, teamwork, 
and management support (Olayiwola & Akeke, 2022). 
Organizational culture refers to the shared values, 
beliefs, norms, and behaviors that shape the unique 
identity and character of an organization. According 
to Schein’s (2016) model, the dimensions of 
organizational culture encompass all three cultural 
levels and include the following elements: 
assumptions, attitudes, ethical behavior, beliefs, 
knowledge, leadership, management, meanings, 
mission and vision, norms, organizational 
capabilities, perspective, rules, strategy, symbols, 
and values. 

On the other hand, Boon and Arumugam (2006) 
have established that the scope of organizational 
culture consists of four dimensions, including 
training and development, reward and  
recognition, organizational communication, and 
teamwork. In addition, Hofstede (1980) proposed 
a five-dimensional measurement of organizational 
culture, which is used as a set of variables:  
power distance, uncertainty avoidance, 
individualism/collectivism, masculinity, and long-
term orientation. 

Hofstede (1997) presented six cultural 
dimensions: process-oriented versus results-
oriented, employee-oriented versus job-oriented, 
parochial versus professional, open system versus 
closed system, loose versus tight control, and 
normative versus pragmatic. However, Deal and 
Kennedy (2020) identified four key dimensions of 
culture: 1) values — the beliefs that lie at the heart 
of corporate culture; 2) heroes — the people who 
embody values; 3) rites and rituals — routines of 
interaction that have strong symbolic qualities; and 
4) the culture network — the informal 
communication system or hidden hierarchy of power 
in the organization. 

Denison’s (1997) model asserts that 
organizational culture can be described by four 
general dimensions — mission, adaptability, 
involvement, and consistency. Each of these general 
dimensions is further described by the following 
three sub-dimensions: involvement — empowerment, 
team orientation and capability development; 
consistency — core values, agreement, coordination/ 
integration; adaptability — creating change, 
customer focus and organizational learning; mission 
— strategic direction and intent, goals and 
objectives and vision. Tremblay et al. (1997) 
assessed all corporate culture dimensions were 
measured with a scale for empowerment, 
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competence development, fair rewards, and 
information sharing. 

Many studies were conducted to determine 
different categories of organizational culture 
(Shivers-Blackwell, 2006; Martins & Terblanche, 2003). 
Some of them have considered that organizational 
culture can be divided into four categories, namely, 
clan, hierarchy, adhocracy, and market (Cameron & 
Freeman, 1991; Deshpandé et al., 1993; Quinn, 1988). 
Quinn and Spreitzer (1991) have suggested that 
organizational culture is composed of four different 
cultures: development culture, group culture, 
rational culture, and hierarchal culture. Similarly, 
Chang and Lin (2007) believe that organizational 
culture follows the four concepts of innovativeness, 
cooperativeness, effectiveness, and consistency. 
In addition, Wallach (1983) suggested a simpler 
classification of the organizational culture following 
its functions: bureaucratic, innovative, and supportive 
perspectives. A further classification for the culture 
was presented in the organizational culture profile, 
suggesting that it is related to seven main values: 
innovation, aggressiveness, result orientation, 
stability, people orientation, team oriented, and 
a detail focus culture. The organization’s culture can 
also be classified according to being a service 
culture organization that focuses on providing 
the highest value to its customers, or a safety 
culture that focuses on having strong workplace 
standards, or both (O’Reilly et al., 1991). Moreover, 
according to Robbins (2001), characteristics like 
leadership, risk aversion, amount of detail, result 
focus, people focus, team focus, hostility, and 
stability are the main characteristics of 
organizational culture. Van den Berg and Wilderom 
(2004) proposed five dimensions: autonomy, 
external orientation, interdepartmental coordination, 
human resource orientation, and improvement 
orientation. 

 

2.4. Organizational culture and strategic 
implementation 
 
In today’s competitive landscape, no organization 
can fulfill its strategy or endure without cultivating 
a favorable culture. Culture is a predictor of 
organizational effectiveness and interacts with other 
elements like strategy (Hartnell et al., 2019). Culture 
can be more influential than strategy in guiding 
organizational responses to crises (Firestone, 2020). 
Organizational culture is a powerful force in shaping 
the organization’s behavior, decision-making, and 
direction. It influences strategy, structure, and 
performance (Schein, 2016). It represents the shared 
values, beliefs, and norms that define how 
employees interact with each other, their work, and 
external stakeholders. This cultural framework 
influences how strategies are formulated, 
implemented, and adjusted, and it can significantly 
affect a company’s ability to achieve a competitive 
advantage in the marketplace. Culture must align 
with strategy to reduce resistance and enhance 
commitment (Momos & Otuya, 2020; Odero & Mutua, 
2016). Organizations should pay close attention to 
culture as a key driver of well-articulated strategic 
plans to translate intended strategies into improved 
performance (Kamaku et al., 2021). Schein (2016) 
looks at organizational culture as a pattern of 
shared basic assumptions learned by a group as it 
solves its problems of external adaptation and 
internal integration. These assumptions are deeply 

embedded in the organization’s practices and 
become taken for granted over time, shaping how 
things are done within the company. 
 

Figure 1. Research framework 
 

 
 
Several factors shape culture, including 

leadership, industry context, and company history. 
It can be observed in how decisions are made, 
problems are solved, and employees are rewarded or 
disciplined. Companies with a strong and 
well-defined culture typically exhibit consistent 
behavior and alignment with long-term goals. 
For example, the culture of a tech start-up that values 
innovation and risk-taking will differ significantly 
from that of a government organization that prioritizes 
stability and following procedures. Therefore, with 
the importance of culture as a unifying and 
encouraging factor, it has to be considered in 
the implementation process (Schein, 2016). 

Companies should also ensure that they align 
their corporate culture with performance 
management systems. When culture and 
management systems are not aligned, management 
must redirect them so that employee behaviour 
results in the achievement of organizational goals. 
Additionally, organisations must structure their 
recruitment processes to attract and engage 
incumbents with the same beliefs and values that 
constitute the organization’s culture. This ensures 
the new employee’s assimilation to the company and 
further strengthens corporate culture. The bonds 
that the teams build help them evade conflicts and 
concentrate on task completion. Furthermore, strong 
corporate cultures assuage communication of roles 
and responsibilities to all individuals. Employees 
know what is expected of them, how management 
assesses their performance, and what forms of 
rewards are obtainable (Obaji et al., 2017). 

The majority of companies that have strategic 
plans fail to implement them (Kyalo, 2023). 
An organization can go on its mission and last in 
the world of competition without maintaining 
a strong advantageous culture (Seyed et al., 2012), 
and ensuring some degree of realignment between 
the organization’s culture and strategy (Dobni & 
Luffman, 2003). Green (1988) introduced strategy 
effectiveness and competitive advantage as a product 
of organizational culture. 

Organizational culture is one of the dominant 
force and act as an influence in the attainment of 
goals and objectives of the organization. A reasonable 
organizational culture produces a motivation for 
high ideals of performance, and workers are always 
enthusiastic to contribute their best in 
the organization. To meet the organizational 
objectives and achieve competitive advantages, all 
organizations are thriving to employ extremely 
achieving individuals. On the other hand, individuals 
need a supportive organizational culture to assist 
them reach individual objectives (Obaji et al., 2017). 

The role of strategic leadership and 
organizational culture in achieving competitive goals 
in the business sector is a relatively new concept in 
research. Numerous authors have emphasized 

Organizational culture

reward system

communication

teamwork

management support

Strategic 
implementation
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the need for future research on the role of strategic 
leadership (Nyong’a & Maina, 2019; Wanyama & 
Nyaga, 2019) and organizational culture in attaining 
competitive advantages in the banking sector 
(Altman & Tushman, 2017; Shao, 2019). Strategic 
leadership plays a crucial role in leveraging and 
aligning organizational resources and capabilities. 
Effective strategic leaders provide vision, direction, 
and guidance, ensuring that the organization’s 
culture, processes, and structures align with 
strategic objectives (Al-burshaid & Alomair, 2022). 

Organizational culture is one of the key drivers 
of success in today’s rapidly changing business 
environment. Organizational culture refers to 
the shared values, beliefs, norms, and behaviors that 
shape the unique identity and character of 
an organization (Zeqiri & Alija, 2016; Drašković 
et al., 2020; Hussain & Talpur, 2021). Effective 
leaders play a crucial role in shaping organizational 
culture, as they serve as role models and set 
the tone for employee behavior. By instilling a strong 
sense of purpose, fostering open communication, 
and aligning the organization’s values with its 
strategic goal (Zeqiri & Alija, 2016). Moreover, 
leaders can create a culture that empowers 
employees to contribute meaningfully to 
the achievement of the organization’s objectives 
(Zeqiri & Alija, 2016; Hussain & Talpur, 2021). In this 
regard, weak cultures provide flexibility to respond 
to new and changing circumstances, while strong 
cultures enable swift responses to established 
conditions. However, strong cultures may impede 
quick reactions to unexpected situations due to their 
adherence to existing organizational philosophies. 
Strategic leaders have the ability to align 
organizational vision, goals, and strategies with 
the changing external environment. 

Existing literature has consistently highlighted 
the critical role of organizational culture in 
facilitating strategic implementation (Dasgupta, 
2014). When a strong organizational culture is 
present, it provides a unifying framework that 
shapes how employees interpret and respond to 
strategic directives, ensuring that their individual 
actions and decisions are closely aligned with 
the organization’s overall strategic priorities 
(Hussain & Talpur, 2021). This alignment is crucial, 
as it fosters a shared sense of purpose and 
commitment among employees, enabling them to 
work collaboratively towards the achievement of 
the organization’s strategic objectives. 

In contrast, a weak or fragmented 
organizational culture can hinder strategic 
implementation, as employees may lack a clear 
understanding of the organization’s strategic goals 
and may be less motivated to support their 
achievement. As such, organizations must prioritize 
the development and maintenance of a strong, 
cohesive organizational culture that supports and 
reinforces their strategic initiatives. 

Strategy sets the direction and focus, 
elaborates plans, and formal environment for 
employees to understand the organization’s goals, 
while culture helps accomplishing goals by 
encompassing them in the organization’s shared 
values and beliefs. The vision of the organization 
needs to be first assimilated in the culture. 
A strategy can only be implemented if it is backed 
by the corporate culture. The company sets 
the headline of its story through the strategy and 
the language through culture. Intention is given by 
strategy and culture sets, and measures 

the aspiration, the commitment, and the performance. 
Further, organizational culture will impact the way 
a leader expresses his/her vision to other members 
of the organization, as well as gaining support for 
implementing new strategies. Strategy gives 
the direction, and culture sets the way you make 
your trip until destination, positive, negative, and 
challenging, where the corporate activity is shaped 
through culture and strategy and works at its best 
when values, policies, strategies, and practices are 
harmonized (Halici & Erhan, 2013). 

 

3. RESEARCH METHODOLOGY 
 
This study employs a theoretical review approach to 
examine the role of organizational culture in 
strategy implementation. The research is based on 
a systematic review of existing literature, drawing on 
peer-reviewed journal articles, books, and empirical 
studies in the fields of strategic management. 
The primary objective of this methodological 
approach is to synthesize existing knowledge, 
identify key cultural factors influencing strategy 
execution, and establish a conceptual framework for 
understanding the relationship between corporate 
culture and strategic outcomes. 

The research follows a descriptive and 
analytical methodology. First, relevant literature was 
selected based on predefined inclusion and 
exclusion criteria to ensure credibility and relevance. 
Studies were included if they focused on strategy 
implementation, organizational culture, leadership, 
and performance outcomes. Sources that lacked 
empirical evidence or theoretical rigor were 
excluded. Second, the literature was then analyzed 
using a thematic analysis, identifying recurring 
themes, patterns, and critical success factors related 
to strategy execution. Key theoretical perspectives, 
such as the RBV, was used as conceptual lenses to 
interpret findings. 

While this study employs a theoretical review 
approach to synthesize existing literature on 
the relationship between organizational culture and 
strategy implementation, alternative research 
methods could be applied to provide empirical 
validation and deeper contextual insights.  
These methods include quantitative surveys, 
qualitative case studies, mixed-method research, and 
experimental studies. Each of these approaches 
offers distinct advantages and would be  
suitable for exploring the research problem from 
different perspectives. 

A quantitative research approach could be used 
to statistically analyze the relationship between 
corporate culture and strategy implementation. 
This method would involve designing structured 
surveys or questionnaires targeting managers, 
employees, and executives across various 
organizations. Respondents would be asked to rate 
different cultural attributes, such as leadership 
support, employee engagement, and communication 
effectiveness, in relation to their organization’s 
strategy execution success. The collected data could 
then be analyzed using statistical techniques such as 
regression analysis, structural equation modeling, or 
factor analysis to establish patterns and 
correlations. A quantitative approach would allow 
for generalizability, enabling researchers to draw 
broader conclusions about how corporate culture 
impacts strategy execution across industries.  
While this alternative method offers valuable 
empirical insights, the theoretical review approach 
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remains an effective strategy for synthesizing 
existing research, identifying key cultural factors 
influencing strategy implementation, and establishing 
a conceptual foundation for future studies. Future 
research could build on this theoretical framework 
by incorporating empirical data from quantitative to 
further validate and refine the findings. 

 

4. RESULTS 
 
This section presents the key findings derived from 
the review of existing literature on the role of 
organizational culture in strategy implementation. 
The analysis highlights several critical insights 
related to how culture influences the success or 
failure of strategy execution. The literature 
consistently demonstrates that organizational 
culture is a fundamental driver of strategy 
implementation success. Studies suggest that 
organizations with a strong, adaptive culture — one 
that is aligned with strategic objectives — experience 
more successful outcomes in executing strategies. 
A culture that promotes innovation, collaboration, 
and accountability creates an environment 
conducive to achieving strategic goals. In contrast, 
a misaligned or rigid culture often results in 
resistance to change, poor communication, and 
challenges in executing strategic initiatives. 

Several cultural factors have been identified as 
critical to the effective implementation of strategy. 
Cultures that embrace change are better equipped to 
execute new strategies. Transparent, open 
communication within the organization helps ensure 
that all employees understand their roles in 
executing strategy, reducing uncertainty, and 
improving coordination. 

While organizational culture can facilitate 
strategy implementation, several barriers impede 
success. Employees may resist new strategic 
initiatives due to fear, lack of understanding, or 
uncertainty about the future. A culture that lacks 
cross-departmental collaboration leads to 
fragmented execution, where departments work in 
isolation, hindering overall strategic success. When 
the existing culture does not align with the new 
strategic direction, efforts to implement the strategy 
are often unsuccessful, as employees may not fully 
embrace the changes. 

The results suggest several practical implications 
for organizations seeking to enhance strategy 
implementation through culture. Organizations 
should foster a culture of empowerment and 
engagement, encouraging employee participation in 
the strategic process. Cultivating a culture of 
adaptability and learning is essential for 
organizations to remain competitive and effectively 
implement new strategies. Implementing robust 
communication channels that reinforce strategic 
objectives can increase organizational alignment and 
reduce resistance. 

The results from the review emphasize 
the significant impact of organizational culture on 
strategy implementation. Strong leadership, 
employee engagement, adaptability, and effective 
communication emerge as key cultural factors that 
drive success. However, cultural barriers such as 
resistance to change present significant challenges. 
These findings underline the importance of aligning 
organizational culture with strategic goals and 
provide a foundation for future empirical research 
on how cultural factors influence strategy execution. 

 

5. DISCUSSION 
 
Organizations strive for success in a highly complex 
business environment, and it is important for 
alignment between organizational culture and 
strategic management. This paper discussed the role 
of organizational culture in organizational strategy 
implementation success and highlights the benefits 
derived from effective strategy implementation 
process that affect internally and externally to 
a wide range of stakeholders. 

Organizational culture has become an important 
factor and is necessary for organizations to achieve 
their goals and strategies. Therefore, for strategy 
implementation to succeed, it is essential that 
the organization should be aware the corporate 
culture well. With the rapid changes in the business 
environment and the world that includes diversity of 
the employees and customers, there is a growing 
need to understand organizational culture that 
affected strategy implementation. 

This paper aims to discuss the role of 
organizational culture in organizational strategy 
implementation success as theoretical review from 
the managerial perspective. Therefore, the strategic 
plan needs to be constant with culture, and 
the board has the mission to set the risk appetite 
and risk tolerance for the organization. Management 
is responsible for adopting and monitoring 
the culture after it is agreed by the board, aligning it 
to the business strategy. A strong organizational 
culture, from the perspective of successful strategic 
implementation, is one that is closely aligned  
with the company’s strategic objectives and 
competitive advantage. It ensures that employees 
understand the company’s vision and how their 
roles contribute to achieving that vision. When 
culture and strategy are in sync, it fosters a shared 
sense of purpose across the organization, where 
everyone from top executives to entry-level 
employees knows how their efforts connect to 
the broader goals. This alignment reduces ambiguity, 
helps avoid conflicting priorities, and ensures that 
all actions taken by individuals and teams move 
the organization toward its strategic targets. 

In organizations with robust cultures, employees 
are not just passive participants but active drivers of 
strategic goals. A culture that emphasizes 
collaboration, empowerment, and a shared vision 
motivates employees to take ownership of their 
roles. This commitment ensures that strategic 
initiatives are executed not just because they are 
mandated from above, but because people 
throughout the organization believe in their 
importance and are personally invested in their 
success. Employee engagement also leads to higher 
levels of discretionary effort, where individuals go 
above and beyond in support of the strategy. 
Another essential element is accountability and clear 
expectations. In a strong organizational culture, 
responsibilities are well-defined, and everyone 
knows who is accountable for specific tasks related 
to the strategic plan. This clarity prevents 
miscommunication, duplication of effort, and gaps 
in execution. When individuals are held accountable 
for their contributions, there is a greater likelihood 
that strategic milestones will be met on time and 
with the desired quality. Additionally, a culture that 
values accountability encourages transparent 
performance metrics and regular feedback, allowing 
the organization to track progress and adjust 
the strategy as needed. 
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Adaptability and openness to change are also 
critical components of a strong culture that 
supports strategy implementation. In today’s 
dynamic business environment, strategies often 
need to be adjusted or refined in response to 
external pressures like market shifts or new 
technologies. A strong culture is one that embraces 
flexibility and innovation, encouraging employees to 
adapt quickly to changes without losing sight of 
the overall strategic objectives. Such a culture 
promotes continuous learning and improvement, 
helping the organization stay competitive and 
responsive to evolving business conditions. 

An effective organizational culture is 
results-oriented as well, focusing not just on 
the execution of tasks but on achieving the desired 
outcomes. This results-oriented mindset ensures 
that employees are focused on delivering value 
rather than just completing processes. However, 
a strong culture also balances these results focus 
with an emphasis on ethical behavior and long-term 
sustainability. It encourages employees to meet 
goals in ways that are consistent with the company’s 
values, ensuring that short-term achievements do 
not come at the cost of long-term viability or 
reputation. Therefore, organizational culture is 
a vital element of organizational performance and 
a basis of sustainable competitive advantage. 

This paper concludes and provides 
recommendations for organizations in the business 
environment to focus on the main aspects, which are 
organizational culture, in order to improve 
the success rate and strategy implementation. It has 
added to the body of knowledge concerning 
organizational culture and strategy implementation 
by discussing the importance of the role of 
organizational culture in successful strategy 
implementation. Consequently, this study may help 
organization executives and managers to prioritize 
specific aspects of organizational culture aspects to 
improve in those areas which have a higher impact 
on how strategies are implemented in their 
organization. Finally, this study can also help several 
employers and employees understand and recognize 
the importance of organizational culture and strategy 
implementation success within their organizations. 

 

6. CONCLUSION 
 
This study offers a meaningful contribution to both 
academic research and managerial practice by 
underscoring the pivotal role of organizational 
culture in shaping the success of strategy 
implementation. While prior research has thoroughly 
examined the technical and structural dimensions of 
execution, the cultural aspects remain relatively 
underexplored within strategic management 
literature. By synthesizing theoretical perspectives 
with empirical insights, this study develops 
a comprehensive conceptual framework that not 
only enhances current understanding but also 
establishes a strong foundation for future research 
in this domain. 

A central contribution of this study lies in its 
identification of specific cultural factors that 
influence strategy execution. Future research can 
expand on these findings by conducting empirical 
studies that assess the extent to which these cultural 
dimensions’ shape implementation outcomes across 
varying organizational contexts and industries. 
Additionally, this study highlights the importance of 
contextual variation, as the influence of culture on 

strategy execution is likely to differ based on factors 
such as industry characteristics, organizational 
scale, and regional dynamics. Further research could 
explore these nuances through comparative analyses 
of organizations operating in different sectors or 
geographic regions. 

Another critical area for future exploration is 
the longitudinal examination of cultural evolution 
and its impact on strategic performance. 
Organizational culture is inherently dynamic, 
adapting in response to internal transformations 
and external pressures. Future studies could employ 
longitudinal research designs to track how shifts in 
corporate culture influence strategy execution over 
time. Furthermore, investigating the causal link 
between cultural interventions and improvements in 
strategic implementation through experimental 
methodologies could provide deeper insights into 
the mechanisms through which culture drives 
execution success. 

From a managerial perspective, this study 
offers practical implications by highlighting how 
leaders can align corporate culture with strategic 
objectives to enhance execution effectiveness. 
Future research could further develop this area by 
examining the role of organizational change 
management in fostering a culture that supports 
strategic implementation. For instance, studies could 
explore how agile work practices, digital 
transformation, and cross-functional collaboration 
contribute to improved execution. Additionally, 
research could investigate how value-driven 
cultures enhance long-term strategic sustainability 
and stakeholder engagement, providing further 
insights into the interplay between culture and 
competitive advantage. 

Overall, this study establishes a foundation for 
future inquiry by defining key cultural determinants 
of strategy execution and outlining directions for 
empirical investigation. Subsequent research can 
build upon these insights using quantitative, 
qualitative, and mixed-method approaches to 
deepen understanding of the relationship between 
corporate culture and strategic success. By advancing 
knowledge in this area, future studies can generate 
practical recommendations for both scholars and 
practitioners seeking to enhance organizational 
performance and long-term competitiveness. 

While this study provides valuable insights into 
the relationship between organizational culture and 
strategy implementation, several limitations must be 
acknowledged. First, the study is based on 
a theoretical review rather than an empirical 
investigation, which limits its ability to provide 
direct causal evidence of how corporate culture 
influences strategy execution. Although the research 
synthesizes existing findings and theoretical 
perspectives, it does not include primary data 
collection, such as surveys, interviews, or case 
studies, which could offer real-world validation of 
the proposed conceptual framework. Future studies 
could address this limitation by incorporating 
quantitative and qualitative empirical methods to 
test and refine the findings in practical 
organizational settings. 

Second, the study primarily relies on secondary 
sources, meaning that the conclusions drawn 
depend on the quality, scope, and biases of previous 
research. As organizational culture is highly 
context-dependent, findings from different studies 
may vary based on industry, geographical location, 
or organizational size. Future research could 
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conduct comparative studies across multiple 
industries or cultural settings to determine whether 
the identified cultural factors influencing strategy 
implementation hold universally or vary significantly. 

Another limitation of this study is its lack of 
focus on dynamic changes in organizational culture 
over time. Culture is not a static entity; it evolves in 
response to external market conditions, leadership 
changes, technological advancements, and employee 
expectations. This study does not account for 
the longitudinal effects of cultural shifts on strategy 
execution, nor does it explore how organizations can 
intentionally reshape their culture to enhance 
strategic alignment. Future research could employ 

longitudinal studies to examine how organizations 
adapt their culture to overcome strategic challenges 
and sustain competitive advantage over time. 

Finally, this study does not explicitly consider 
external environmental factors that may moderate 
the relationship between organizational culture and 
strategy implementation. Factors such as economic 
conditions, regulatory frameworks, competitive 
pressures, and industry-specific constraints can 
significantly influence an organization’s ability to 
execute strategies effectively. Future research could 
integrate institutional theory or contingency theory 
to explore how external forces interact with 
corporate culture to shape strategic outcomes. 
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