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ABSTRACT 

Purpose: The purpose of the study was to establish the influence of strategic change management 

on performance of county government development projects in Meru County, Kenya. 

Methodology: The study adopted descriptive design. The target population of the study were 139 

respondents comprising 9 sub-county departmental heads, 65 project management committee 

members, 20 county chief officers and 45 members of county assembly. A sample size of 103 

respondents were drawn from the population to participate in the study. The main research tool 

was questioners. The data was analyses using SPSS. Descriptive statistics mainly percentages and 

frequency distribution were used for data presentation. Analysis of variance (ANOVA) was used 

to establish the level of statistical significance of difference between the observed and expected 

values. Regression analysis was used to estimate the model coefficient while Pearson coefficient 

of correlation was used to establish the strength of relationship among the variables. Test of 

hypothesis was also carried out. 

Results: After carrying out regression analysis, the research indicated that leadership was found 

to be statistically significant in explaining performance of county governments development 

projects since a unit change in leadership caused 0.488 units change in performance of county 

governments development projects as indicated by regression coefficient. The findings further 

revealed that there exists a positive and significant relationship between leadership and 

performance of county governments development projects (r = 0.339; p value < 0.05). 

Unique contribution to theory, policy and practice: It’s recommended that the county 

government should recruit competent managers to enhance performance of the county 

development projects. Further, management of county should be include all professionals from all 

the communities in Kenya 

Keywords: Strategic management change, leadership, Performance of county development 

projects, Meru County. 
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1.0 INTRODUCTION 

The changes which occur in any environment, where an organization does its operations, whether 

technologically, the surrounding marketplace, systems of information, the economy worldwide, 

organization values and political stability greatly affect the Strategic Change Management of the 

organization. Strategic Change Management systems role is to ensure alignment of processes, 

structures, behavior and systems of the newly developed strategies (Shimengah, 2018). These 

methods ensure organizational change is done according to the determined direction of the 

organization, done in a relatively effective and efficient manner in terms of cost and also ensure 

completion is done within the targeted time frame work with the achievement of the targeted 

results (Chanda & Goyal, 2020). 

Strategic change management ensures that business change management is done effectively with 

leaders at the top, departmental managers and employers highly promoting team work to ensure 

technologically changes, organizational changes and processes of the organization are smoothly 

implemented (Nayak & Sahoo, 2015).  For any organization to survive in the prevailing business 

changes, then business managers must be ready to changes their operations so that they align with 

the market changes. 

Success in the public service management entails maximization of the scarce resources to achieve 

maximum utility to the beneficiaries. This is reflected by a high performance which then translates 

to the general growth of the economy (Kariuki, 2014). However, for the public service to show 

high performance, it must get peoples commitment towards achieving its objectives. According to 

Kimathi (2016) performance of the organization is key to shareholders, creditors, debtors, 

management and also the government. 

Adoption of strategic change management by public organizations has brought significant effects 

to their performances. Kunisch & Huy (2017) argue that due to these changes, organizations have 

been forced to change their responses to environmental changes, which has thus translated to 

changes in approach to noble opportunities and threats (Kunisch & Huy, 2017). 

As a result, county governments have to devise ways to put up with these changes in order to gain 

competitive advantage and boost their profit margins. According to Helfat & Martin, (2015) 

despite the fact that there is no framework so far for organizational strategies changes and 

performance, there are some indications that management changes improve overall performance 

of the organization. It is this regard that public organizations in Kenya are rapidly embracing 

strategic changes in management. These changes arise from customer services and delivery of 

services to the community and clients. 

1.2 Statement of the problem 

The performance of county government on development projects cannot be ignored as these 

organizations brings services closer to the society and improves the formal societal life. This is 

evident from several scholarly discourses on the contribution of county government in different 

social contexts (Koitie, 2015). Accordingly, some studies like Kitsios and Kamariotou (2017) have 

observed that county development projects continue to respond to the diverse and growing 

demands by the society even with limited resources in this sector. County governments continue 

to experience unsatisfactory development projects performance which may be attributable to 

http://www.carijournals.org/


Journal of Business and Strategic Management   

ISSN 2520-0402 (Online) 

Vol.6, Issue No. 2, pp 1–14, 2021                  www.carijournals.org                                                                                                                                                  

 

3 
 

ineffective leadership and consequently poor performance even as society increasingly continue 

to demand for sustainable services. 

Kariuki (2014) found that the performance of county government development projects in many 

developing countries especially in Africa was poor. Though some studies have linked performance 

to social contexts (Kimathi, 2016). The relationship between strategic change management and 

performance of development projects of county governments in Kenya has received less attention; 

further, studies on strategic change management in the county’s context are even scarce. 

Therefore, this study sought to examine the influence of strategic change management practices 

on the performance of county development projects in Kenya. 

1.3 The purpose of the study 

The purpose of this study was to establish the influence of strategic change management on 

performance of county government development projects in Kenya. 

1.4 Hypothesis 

This study strived to respond to the following hypothesis: 

Ho: There is no significant relationship between leadership and performance of county 

governments development projects in Kenya. 

 

2.0 LITERATURE REVIEW 

2.1 Theoretical framework 

 Path-Goal Theory 

Path-goal theory, originally developed by Martin G. Evans in 1970 and later modified by Robert 

House in 1971, was designed to identify a leader’s most practiced style as a motivation to get 

subordinates to accomplish goals (Farhan, 2018). Path-goal theory is primarily a theory of task 

and person oriented supervisory behavior which does not concern the leadership of entire 

organization, rather only the specified work unit with regards to achievement of a specific goal at 

a specific time (Rowold, 2014). 

In this theory, leader behavior is acceptable and satisfying to the extent that the subordinates see 

such behavior either as an immediate source of satisfaction or instrument to future satisfaction 

(Farhan, 2018). The theory assumes that subordinate will be motivated if they think they are 

capable of performing their work, if they believe their efforts will result in a certain outcome, and 

if they believe that the payoffs for doing their work are worthwhile (Rowold, 2014). 

According to this theory, a leader behavior is predicted to be motivational if: (1) it reduces 

roadblocks that interfere with goal accomplishment (2) it provides guidance and support needed 

by subordinates (3) it ties meaningful rewards to goal accomplishment (Saide, Indrajit & 

Najamuddin, 2019). According to path-goal leadership, the effectiveness of leader is influenced 

by the interaction of leader behaviors (directive, supportive, participative and achievement-

oriented) with two types of contingency factors including, subordinate characteristics and 

environment, that cause one leadership style to be more effective than another (Farhan, 2018). 
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Path Goal theory claims that the most successful leaders are those who keep their employees and 

subordinates motivated defining and making the path of work clear to them through their clear 

vision. Thus, leader role is to align individual goals with organizational goals and facilitate the 

achievement of such goals by encouraging them to achieve these goals, clarifying the path towards 

goal attainment and ensuring that goals are valuable to followers (Farhan, 2018). 

County government leaders should take a key role by creating working environments that reduce 

barriers that hinder implementation of the desired change status, provide guidance to the 

employees by clarifying unclear and uncertain paths, and motivating employees to work tirelessly 

towards the desired organizational change status. 

2.2 Empirical review 

Leadership on Performance 

According to Tyssen, Wald and Spieth (2014), leadership is one of the key factors necessary to 

attain the desired level of performance. The relationship between performance and leadership is 

so essential such that it can influence service delivery in county governments; hence county 

governments should strengthen their leadership.  Organizations are focusing on improving their 

leadership styles, in order to boost returns on investment. They are adopting the art of maintaining 

constant communication with clients to enhance accountability (Pretorius, Steyn & Bond-Barnard, 

2018). 

However, challenges such as diversity in cultural differences in leadership and communities served 

have posed a challenge in service delivery (Buba & Tanko, 2017). A leadership which manages to 

come up with partnering relationship which will lead to development of strategic changes clearly 

articulating the mission of the firm and leads to improved performance is all what is needed in the 

government leadership. Being physically available in the society and maintaining consistency in 

offering accountable services to citizens and employees is what is mostly required in government 

organizations (Pretorius et al. 2018). 

The leadership of the organization should always have a clear and offer consistent communication 

of its mission and the services it offers as it strives to address specific wants in their area of 

operation. One of the main challenges in developing countries especially African states is a 

shortage in experienced leadership which does not put much value on measures of getting skills 

and knowledge. This has been one of the main reasons poor implementation of government related 

projects as a result of poor leadership in government departments (Yang, Huang & Hsu, 2014). 

Each of the country’s education system needs a setup which meets performance management 

demands of that country which then suggests urgent prioritization of development of employees 

within government departments. Also, a need of attraction and maintenance of skill evaluation is 

required in government departments (Patel, Thorgren & Wincent, 2015). 

The importance created on capacity building which was achieved by trainings was one of the major 

strategies that led to completion of government projects in Tanzania while a close look at one of 

West African States, Ghana insufficient capacity led to late implementation of government projects 

(Buba & Tanko, 2017). For government projects to be effectively and efficiently implemented, 

employees need to be experienced with the necessary knowledge and skill set. Absence of 
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employees with the necessary project management skills and experience cannot be easily 

substituted by training and employing new staff (Yang et al. 2014). 

Employees with the required skills are not always incentivized to joining the public sector making 

it hard for the public sector to favorably compete with the private sector since also the conditions 

of employment and salary system in the private sector are far much better than those on the public 

sector. Many experienced employees leave the public sector for greener pastures elsewhere which 

then worsens the situation (Oyaya, 2016). 

The leaders in various governments, mostly in developing countries, departments should be 

experienced in designing, managing and operating accounting in government, implementing 

projects and managing the budgeting and financing systems. High experience in government 

departments by leaders should always be in consideration during the implementation of strategic 

changes in government departments for them to improve on performance (Pilkienė & Müller, 

2018). Leaders in managerial positions should be experienced and be able to operate the latest 

computerized systems of finance in a government budgeting and accounting environment (Oyaya, 

2016). 

Poor performance by leaders of public organizations has led to governance of weak projects, 

technical areas of development and inexperienced leaders who cannot be depended to formulate 

and implement strategic changes (Zhang & Skibniewski, 2018). Most developing countries need 

to formulate strategies which ensure experience is gained through training, development in 

management, human resource management and structural adjustments in the organization. The 

organizations leadership should put up measures to ensure efficiency in managing and 

implementing projects and also developing their training capacity (Buba & Tanko, 2017). 

Independent variables                                                               Dependent variables 

Leadership 

 Competent Managers 

 Inclusive Professionals 

 Teamwork 

 Decision Making 

 

Figure 1 Conceptual Framework 

2.3Research Gap 

Various studies have been conducted on the newly devolved government structures. Wamae 

(2014) studied the role of procurement function in enhancing performance on county governments. 

The study focused on procurement function and thus presenting a conceptual gap. The current 

study focused on strategic change management. Mugambi and Theuri (2014) studied the 

challenges encountered by devolved governments in Kenya in the budget preparation process. The 

study found that the planning process was not adequately done as per the stipulated guidelines. 

The study was biased on budget preparation process whereas the current study focused on strategic 

Performance of County 

Government development projects 

 Achieved Targets 

 Stalled Projects 

 Community satisfaction 

 Newly started projects 
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change management. Wambua (2014) examined decentralization of governments operations and 

services delivery by sector. The study found that there was an overlap in the role of the national 

government in delivery of services of some functions. The study focused on government 

operations only while the current study focused on strategic change management. Most of the 

existing studies have researched on areas of management practices on organization’s performance 

(Nyandiko, 2020) and are based on foreign countries. Evidence from the previous literature shows 

that strategic management practices has not been effectively studied. The researcher is not aware 

of any research on the strategic management practices more so in the county government of Meru. 

This gap has further resulted in recommendation by Mumanyi (2014) that more studies need to be 

carried out primarily to investigate the relationship between strategic change management and 

performance of county government funded projects. 

3.0 METHODOLOGY 

The study adopted a descriptive design. The target population of this study was 139 staff of Meru 

County government consisting 9 sub-county departmental heads, 65 project management 

committee members, 20 county chief officers and 45 members of county assemblies. The study 

adopted stratified sampling technique because the target population were heterogeneous and 

everybody was given an equal chance of participating in the study. Therefore, the sample size for 

the study was 139 respondents. 

 

The study collected quantitative data using a self-administered questionnaire that was administered 

to the targeted respondents. A questioner for the county staff was constructed to capture relevant 

information on the objective of the study. Since the study was considered to be based response 

Likert scale was used. To ensure the information was rich and more comprehensive interviews 

schedules were prepared to triangularise the data obtained. 

 

The Cronbach alpha method was used for the reliability test of each of the research concepts of 

strategic change management and the reliability of questionnaire was confirmed by the result 

generated from Cronbach alpha test. (Cooper & Schindler, 2011 cited in Taber, 2018) advises that 

a Cronbach alpha of at least 0.7 is acceptable. The reliability of the questionnaire was greater than 

0.7 and therefore was considered reliable for the study. To enhance reliability of the instruments 

test, factor analysis was used. Factor analysis was  conducted to ensure that all the items in each 

instrument were based on the study and those variables found to have a factor loading of 0.4 and 

above were retained for further analysis. Factor analysis therefore aided the researcher with the 

only items that corresponded to the subject dependent on their factor loadings. 

Data was analysed using statistical package for social science, (SPSS) version 20.0. Data analysis 

was carried out using frequencies, percentages. Regression and correlation. The results were 

presented in form of tables. The study used multiple regression analysis to show the effect and 

influence of the independent variable. 
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4.0 FINDINGS AND PRESENTATION 

4.1 Descriptive Statistics 

4.1.1 Leadership 

Table 1: Influence of leadership on the performance 

Opinion SD D N A SA Mean SD 

There are 

competent 

managers to 

enhance 

performance of the 

county 

6(6.8%) 3(3.2) 9(10.2%) 33(37.5%) 37(42.0%) 4.05 0.134 

The management 

of county is 

inclusive of all 

professionals from 

all the communities 

in Kenya 

3(3.4%) 3(3.4%) 18(20.5%) 27(30.7%) 37(42.0%) 4.05 0.134 

There’s teamwork 

from management 

within the county 

government 

1(1.1%) 4(4.5%) 11(12.5%) 49(55.7%) 23(26.1%) 4.01 0.823 

Employees 

participate in 

decision making of 

the county 

government 

projects 

0.0% 5(5.7%) 21(23.9%) 26(29.5%) 36(40.9%) 4.06 0.939 

The management 

team promotes and 

develops the right 

people to promote 

change 

5(5.7%) 8(9.1%) 9(10.2%) 32(36.2%) 34(38.6%) 3.93 1.172 

The organizational 

leaders are creative 

and innovative in 

ensuring successful 

3(3.4%) 7(8.0%) 10(11.4%) 32(36.4%) 36(40.9%) 4.03 1.077 

http://www.carijournals.org/


Journal of Business and Strategic Management   

ISSN 2520-0402 (Online) 

Vol.6, Issue No. 2, pp 1–14, 2021                  www.carijournals.org                                                                                                                                                  

 

8 
 

change 

introduction. 

 

The study findings in table 1 indicate that 37(42.0%) of the respondents strongly agreed on the 

statement that there are competent managers to enhance performance of the county with a mean 

of 4.05 and Standard deviation of 0.134. They also strongly agree by supporting the opinion 

statement that management of county is inclusive of all professionals from all the communities in 

Kenya with a mean of 4.05 and Standard deviation of 0.134. Most of the respondenst,49(55.7%) 

agreed with the opinion statement that there’s teamwork from management within the County 

Government with a mean of 4.01 and Standard deviation of 0.823. 36(40.9%) of the respondents 

strongly agreed with the opinion statement that employees participate in decision making of the 

county government projects with a mean of 4.06 and Standard deviation of 0.939. 34(38.6%) of 

the respondents also agreed with the statement that the management team promotes and develops 

the right people to promote change. Lastly, the 36(40.9%) of the respondents also strongly agreed 

with the statement that the organizational leaders are creative and innovative in ensuring successful 

change introduction with a mean of 4.03and Standard deviation of 1.077. The findings are in line 

with Tyssen, Wald and Spieth (2014) who revealed that leadership is one of the key factors 

necessary to attain the desired level of performance. The relationship between performance and 

leadership is so essential such that it can influence service delivery in county governments; hence 

county governments should strengthen their leadership. 

4.2 Multiple Regression Analysis 

4.2.2 Model Summary 

Table 2: Model Summary for leadership and performance of county development projects 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .893(a) .797 .785 .57765 

 

The study conducted a multiple regression analysis and from the above regression model, holding 

leadership and performance of county development project constant at zero, the performance of 

county government development project in in Meru County was 1.147. A unit change in leadership 

lead to 0.488 units change in performance of County development project. This shows that there 

is a positive relationship between leadership and performance of County development project in 

Meru County, Kenya. 
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4.2.3 ANOVA for leadership and Performance of county development projects 

Table 3. ANOVA for Strategic change management on the Performance of county 

development projects 

Model  

Sum of 

Squares df Mean Square F Sig. 

Regression 21.150 1 21.150 22.963 .000b 

Residual 79.213 86 .921   

 Total 100.364 87    

 

The ANOVA analysis in Table 3 presents the influence of leadership variables on performance of 

County development projects. The results presented a p-value of 0.000 which was less than 0.05. 

This indicated that the model was statistically significant in explaining the impact of leadership on 

the performance of County government development projects. It is therefore concluded that the 

leadership had significant combined effects on performance of County development projects. 

The significance of the model was reaffirmed by the goodness of fit tests whereby the coefficient 

of determination (R square) of 0.797 confirmed that the model explained 89.3% of the variation 

or change in the performance of county development projects. The adjusted R square of 0.785 did 

not make a significant difference since the model now explained 78.5% of the variations. The 

coefficient of determination (R square) of 0.797 indicated that the model explained 79.7% of the 

variations in the dependent variable. This meant that the linear model was a good fit in explaining 

the relationship between leadership and performance of county development projects. 

4.2.4 Regression Coefficient for leadership and performance of County development projects 

Table 4: Regression Analysis Results for leadership and performance of county development 

projects 

 
Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

 B Std. Error Beta   

(Constant) 1.147 3.93  2.915 .000 

Leadership .488 .255 .663 1.908 .001 

 

The standardized coefficients assess the contribution of leadership towards the prediction of the 

performance, since they have been converted in the same scale to show comparison. The result 
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indicates that leadership having the highest beta of 0.663 has the largest influence on performance 

of county government development project. The t-test statistic shows that leadership significant 

since p<0.05. 

5.0 SUMMARY, CONCLUSION AND RECOMMENDATION 

5.1 Summary of the findings 

Descriptive statistics was used to analyze leadership and other subsequent analysis was done. The 

results showed the average mean was above 3.0 this meant that most of the respondents agreed 

with statements concerning the influence of leadership on the performance of county governments 

development projects in Meru County, Kenya. 

Inferential statistical methods were used to arrive at the findings where deductions and 

relationships were established. After carrying out regression analysis, the research indicated that 

leadership was found to be statistically significant in explaining performance of county 

governments development projects since a unit change in leadership caused 0.488 units change in 

performance of county governments development projects as indicated by regression coefficient. 

The findings further revealed that there exists a positive and significant relationship between 

leadership and performance of county governments development projects (r = 0.339; p value < 

0.05). 

5.2 Conclusions 

The rationalization for the study of this nature could not be undermined as county governments 

brings services closer to the society and improves the formal societal life.  This is evident from 

several scholarly discourses on the contribution of county government in different social contexts 

(Koitie, 2015). The degree at which the counties have continued to experience unsatisfactory 

development project which may be attributed to ineffective leadership has got the attention of 

the researcher which was the key driver for carrying out the research. 

The research heavily relied on quantitative data with supplement of qualitative data to examine 

the contribution of leadership on performance of county development projects. The finding of 

the study found leadership to influence performance of county governments development projects 

in Meru County, Kenya. The study therefore concludes that there are competent managers to 

enhance performance of the county. It also concluded that management of county is inclusive of 

all professionals from all the communities in Kenya 

5.3 Recommendations 

With respect to the findings of this study, it is recommended that the county government should 

recruit competent managers to enhance performance of the county development projects. In 

addition, management of county governments should be include all professionals from all the 

communities in Kenya. 

5.4 Suggestions for further studies 

The study evaluated how strategic change management influence performance of county 

government development projects in Meru County, Kenya. The study therefore suggests that 

http://www.carijournals.org/
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further studies to be carried out that focus on different conceptualization of strategic change 

management to see how they influence the performance of the County government. 
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