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Abstract
This study explores the impact of organizational culture on execution of strategic plans within the Kenyan insurance industry, with a strong emphasis on adhocracy culture, a culture type under Competing Values Framework (CVF). Adhocracy culture underpins innovation, flexibility, and adaptability; traits necessary for firms operating in highly evolving and dynamic environments. While much of the existing body of knowledge acknowledges the impact of organizational culture on strategic plan implementation, rarely has any empirical study tested this correlation in an African context, especially in a dynamic and highly regulated environment such as the Kenyan Insurance sector. Employing cross-sectional survey design, data was collected from 30 insurance firms and analyzed through inferential and regression methods. The findings reveal that adhocracy culture is a statistically significant forecaster of strategic plan implementation (). Conversely, market, clan, and hierarchy cultures, though prominent in the industry, were not statistically significant predictors of success of strategic plan implementation. These results underpin the importance of adaptive and innovation-driven organizational environments in converting strategic plans into actionable outcomes, particularly in rapidly-evolving and highly-dynamic markets where traditional and highly structured approaches are insufficient. The research progresses the knowledge in the areas of corporate culture and organizational strategy by offering empirical evidence from a highly-regulated and dynamic industry in an understudied developing economy. The research progresses the idea that adaptive organizational cultures underpinned by innovation are essential for effective strategic plan implementation. The research offers practical lessons for leaders and policymakers tasked with implementation of strategic plans. It supposes that vibrant cultural characteristics largely enhance strategy execution in highly-evolving business set-ups. The study recommends that organizations entrench innovation processes, encourage cross-functional collaboration, and set up flexible decision-making models to enhance effective strategic plan implementation.      
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1. Introduction 
Strategic plan implementation is a complex and detailed process needing not only resources and managerial capability but also a responsive organizational culture. In a fast-paced, dynamic, and highly volatile market, organizations must nurture culture that adopts innovation and embrace continuous change to effectively execute strategies (Saranani, Ausat, & Rijal, 2024). Such cultures are essential for firms to be able to able to exploit emerging opportunities, deal with challenges, address uncertainties and pivot when and if necessary. Adhocracy culture, which emphasizes flexibility, adaptability, risk-taking, innovation, creativity, and entrepreneurship, has stood out as a major enabler of strategic plan implementation. 
Adhocracy culture is founded on creativity, innovation, and entrepreneurial mindset; characteristics that drive firms to experiment new ideas, take calculated risks, and rapid adapt to the changing market dynamics. The adhocracy dimension of culture fosters an environment where companies encourage their employees to embrace innovative strategies and approaches to dealing with challenges rather than focus on established structures and approaches (Mtana & Tsuma, 2024). Therefore, strategic plans are not only implemented, but are continuously adjusted to address the changing market realities. By embedding flexibility and innovation into the core of their culture organizations fortify their strategic adaptiveness, ensuring that their strategic plans remain impactful, relevant, and capable of conveying a sustainable competitive advantage in a dynamic and unpredictable environments.
Observational evidence drawn from various industries have unearthed differing but thoughtful proof on the importance of adhocracy culture in the success of strategic plan implementation. For example, studies on private enterprises and processing firms (Dhar et al., 2022; Puriwat & Hoonsopon, 2022) found out that flexibility and creativity had a positive influence on the outcomes of strategic plan implementation. Likewise, studies carried out on technology and manufacturing industries (Karneli, 2023; Tiong, 2025), concluded that adhocracy culture informs innovation-based strategy execution by embodying flexibility, agility, and decentralized decision-making. Nonetheless, less data-backed attention has been warranted to a highly regulated and highly dynamic contexts as in the case of Kenya’s insurance sector. Therefore, this study enriches the empirical evidence by examining this relationship within the Kenyan insurance sector.
       
1.1 Background of the Study
The modern-day business environment has presented business entities with continuously volatile, uncertain, complex and ambiguous (VUCA) conditions that requires more than conventional approaches to strategic management. Strategic plans, once highly viewed as static pointer to long-term organizational growth, now require unconventional thinking, continuous adaptation, and agile execution to remain effective and relevant (Wiraeus & Creelman, 2019). In spite of notable effort in planning, many organizations continue to encounter challenges in transforming strategic plans into tangible outcomes with research indicating that many strategic planning efforts fail at implementation stage. This clear gap has led to a shift in scholars’ and practitioners’ focus from strategic plan development to organizational factors that support or hinder strategy execution.   
One such crucial organizational factor is the organizational culture; the shared values, beliefs, and norms that inform behavior and influence decision-making within an organization. An organization’s culture influences how staff conceive and interpret strategic plans, engage with change programs, and adjust their goals with the organization’s objectives. The Competing Values Framework (CVF) model, largely used in study of organizational culture, categorizes organizational culture into four major cultures; adhocracy, market, hierarchy and clan. Each of the four cultures has a distinct impact and influence on the operations of the firm (Wang et al., 2025). However, recent findings indicate that in continuously evolving and highly dynamic sectors, adhocracy culture has a significantly influential role. 
Adhocracy culture is underpinned by innovation, entrepreneurial thinking, risk-taking and creativity. Entities that adopt this cultural type are more open to experimenting with new ideas, continuously adapt to the evolving changes in business environment, and continuously streamline their strategic plans to address emerging trends (Franco, Sartor & Rodrigues, 2025). Such flexibility creates strategic nimbleness thus increasing the likelihood of successful strategy execution. Empirical analysis from this study reveals that among the four cultural elements under CVF, adhocracy culture was the only one with statistical significance in predicting the success rate of strategy execution in the Kenyan insurance industry. This points to the pivotal role of adaptability, entrepreneurial thinking, and innovation in transforming strategic plans and initiatives into tangible outcomes. Understanding how adhocracy culture facilitates strategy implementation is thus essential for companies seeking to maintain a competitive edge and remain effective in highly dynamic environments.                     
1.2 Theoretical Framework
The study is based on the Competing Values Framework (CVF) model formulated by Robert Quinn and John Rohrbaugh (1983), one of the widely applied models for studying organizational culture and its impact on organizational performance. The CVF model clusters organizational culture into four distinct types; adhocracy, hierarchy, clan and market based on tow primary dimensions; stability vs. flexibility and internal vs. external firm focus. Each culture type impacts a firm’s behavior, core focus, and decision-making in a unique way. Within the CVF model adhocracy culture falls in the quadrant defined by external focus and high flexibility underpinning creativity, innovation, entrepreneurship, and adaptability (Zeb, et al. 2021). 
Companies with a strong adhocracy culture are open to experimenting new ideas and taking calculated risks in order to optimize new opportunities. Leadership in such firms seem to be future-oriented and transformational emphasizing continuous learning, autonomy, and cross-functional integration. These characteristics enable firms to forecast and respond immediately to changes, enabling them remain relevant especially in highly competitive, volatile, and dynamic business environments.
When it comes to strategic plan implementation, adhocracy culture plays a pivotal role by nurturing and fostering strategic agility. It enables firms to actively redesign strategies innovate, and redistribute resources in response to changes and shifts in the market.  Adhocracy culture enables firms to align their operational processes and organizational structures with dynamic key imperative, thus aiding the implementation of strategies that would otherwise be hindered by resistance to change and inflexible hierarchies (Gutterman, 2025). By grounding this study on the CVF model, the findings present a robust theoretical lens through which the influence of organizational culture; particularly adhocracy culture, on strategy implementation can be thorough analyzed and understood.              
1.3 Statement of the Problem
Despite too much effort towards strategic plan implementation, many Kenyan insurance companies continue to consistently witness a gap between strategy formulation and execution. Rigid organizational structures, highly-structured decision-making processes, and poor responsiveness to the changing market demands often hinder successful strategic plan implementation. Although organizational culture has be generally viewed as a key enabler of strategy execution, the direct contribution of adhocracy culture, in a highly dynamic and effectively regulated environment like the Kenya’s insurance industry remains understudied. This gap in empirical evidence warrants an investigation into how adhocracy culture influences strategic plan implementation within the Kenyan insurance industry.        
1.4 Research Objective
To examine the impact of adhocracy culture on implementation of strategic plans in the insurance industry in Kenya.
1.5 Significance of the Study
The findings of this study contribute significantly to the existing body oof literature on organizational culture and strategic management by offering empirical evidence on the importance of adhocracy in ensuring successful strategy execution. By underscoring how flexibility, entrepreneurial mindset and innovation influence the success of strategy execution, the research strengthens theoretical understanding of the relationship between organizational culture and strategic plan.
In real world, the findings of the study offer actionable ideas for the policy makers and sector players within the insurance industry and beyond, guiding them on how to foster agile organizational cultures that inculcate innovation, creativity, and continuous responsiveness and strengthen overall performance in rapidly changing business environments.      
2. Literature Review
2.1 Concept of Adhocracy Culture
Adhocracy culture is characterized by highly creative, dynamic, and entrepreneurial culture. It is driven by a leadership style that is entrepreneurial, visionary, and focused on challenging status quo (Karneli, 2023). Such organization adopt decentralized decision-making to foster empowerment and respond swiftly to the changes in the market place. Organizations adopting adhocracy culture always anticipate continuous change and therefore position themselves to acquire new resources and knowledge. Tiong (2025) opines that by fostering an environment where failure is treated as a part of learning and experimentation encouraged, adhocracy culture fosters continuous iteration and creative problem-solving.  
Leadership in such set ups develop compelling visions that stress new ideas, technologies, flexibility, and adaptability. Priority is given to creativity and innovativeness thus strengthening the distinction and prestigiousness of a firm’s services and products. (Shahin, Chong and Ojo, 2025). In such a culture, the uniqueness and the extra value of the products are the key measures of success. Adhocracy culture is more suitable and effective in dynamic and emerging markets where agility and responsiveness offer strategic advantage. Nevertheless, as argued by Jansson and Krebser, (2023), the obsession with creativity and innovation can result to lack of structure, employee burnout, and instability if not well-balanced with clear goals and proper organizational structures and systems. Thus, while adhocracy culture drives future-oriented and audacious initiatives, it needs intentional controlling to ensure sustainable momentum and employee well-being.    
2.2 Adhocracy Culture and Strategic Plan Implementation
Adhocracy culture plays a critical role in bridging the gap between strategic plan development and execution by fostering adaptability, agility, continuous organizational learning and responsiveness. Organizations that inculcate innovation and creativity are better poised to predict market shifts, deal with emerging issues, and make required adjustments during strategy implementation (Birkinshaw, 2023). This organizational culture encourages proactiveness and experimentation in decision-making and problem-solving, enabling teams detect obstacles early and adjust strategic initiatives accordingly. In consequence, strategic initiatives are more likely to remain relevant and effective in rapidly changing business environment.  
In addition, adhocracy-based organizations often out-perform their highly structured and rigid peers in converting strategic plans into actionable and tangible outcomes. George, (2024) opines that nimbleness exhibited by such cultures fosters seamless collaboration and greater support for employees to execute new ideas and make decisions faster across all the levels of a firm. The culture ensures that strategic plans do not remain just on paper but are diligently implemented to ensure actionable and quantifiable results. Additionally, by embracing innovation and risk-taking, adhocracy culture fosters a mindset aimed at continuous improvement thus enabling firms remain agile and responsive to the changes in the business environment. Thus, embracing and adhocracy culture becomes a vital necessity for organizations keen on maintaining sustainable advantage in complex, dynamic and fast-paced markets.   

2.3 Empirical Evidence
Several empirical studies assert the critical role played by adhocracy culture in fostering achievement, ingenuity, and strategy implementation across various set ups. For instance, Mchaizi, Okwemba, and Otsyula (2023), found out that adhocracy culture had a notable impact on performance of public universities in Western Kenya, pointing to the need for firms to foster creativity and proactivity among their staff. Similarly, Zeb et al. (2021) concluded that both adhocracy and clan cultures had a significant positive impact on firm performance at the Pakistan Electric Power Company. In their study, adhocracy stood out as the most statistically significant indicator of firm performance. Likewise, Misigo, Were, and Odhiambo (2024) concluded that adhocracy culture had a significant positive influence on the performance of Kenyan water companies, pinpointing its vital role in fostering innovation, creativity, and business excellence. 
Comparable outcomes were manifested in the Kenyan services and financial sectors. Mugwika and Kavale (2022) concluded that although all the four culture types under CVF had an impact on performance of commercial banks, adhocracy culture had the strongest impact, stamping its critical role in highly volatile and fast-paced business environments. Additionally, Chesenge and Njuguna found out that adhocracy and clan cultures had consequential influence on knowledge management at Kenya Postal Corporation, resulting to improved learning, agility, and adaptability. Collectively, these studies emphasize that adhocracy culture enhances agility, innovation, and continuous improvement; all of which are necessary elements in successful execution of strategy and sustainable performance.    
2.4 Conceptual Framework
The study is anchored on the Competing Values Framework (CVF) model developed by Robert Quinn and John Rohrbaugh (1983). The model classifies organizational culture into four types; adhocracy, hierarchy, adhocracy, and market cultures. The model opines that an organization’s efficiency is dependent on predominant cultural values that determine internal processes and external nimbleness. According to the CVF model, adhocracy culture espouses innovativeness, agility, creativity, and responsiveness to the changes in business environment. Therefore, this paper conceptualizes adhocracy culture as the independent variable and strategic plan execution as the dependent variable. The study assumes that firms driven by strong adhocracy culture are better poised to turn strategic plans into actionable and tangible outcomes. Thus, the conceptual framework opines that adhocracy culture has a positive impact on strategic plan implementation in the Kenyan insurance sector.     
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3. Methodology
3.1 Research Design 
The research adopted a descriptive survey design to investigate the influence of adhocracy culture on strategic plan implementation in the Kenyan insurance industry. The research design was appropriate as it led to impartial analysis of existing organizational circumstances without engineering variables, leading to precise identification of cultural traits and strategic outcomes. The research design facilitated systematic collection of data through standardized questionnaires, offering a clear picture on how innovation, adaptability, and flexibility influence strategy execution. The approach is in concurrence with earlier studies that deployed descriptive research designs to examine the link between culture and strategy in highly-dynamic business environments successfully.   
3.2 Population and Sampling
The study’s target population was all the 59 life and general insurance companies registered by the Insurance Regulatory Authority (IRA). The study applied a multistage sampling procedure with Nassiuma’s (2000) sample size determination formula applied to settle for a sample size of 30 insurance companies. The study then applied systematic sampling to ensure fairly representative sample based on firm ownership, specialization, and size thus reducing selection bias (Dubey & Kothari, 2022). Six participants from each of the 30 selected firms were purposively selected based on their position and role in strategy planning and execution resulting to 180 respondents. The participants included chief executive officers, human resource managers, finance managers, departmental heads and clerical staff, ensuring deeply corroborated view on the impact of adhocracy culture on strategic plan implementation in the insurance industry in Kenya.   
3.3 Data Collection
A structured questionnaire developed to measure the perceptions of participants on adhocracy culture and strategy execution initiatives within the Kenyan insurance industry was used to collect data. The questionnaire was composed of both Likert-scale and open-ended items guided by the organizational culture assessment instrument (OCAI) designed by Cameron and Quinn in 2011 (Amran & Setyanegara, 2021) and other related strategic management literature. The assessment tools were administered to 180 respondents drawn from the selected 30 companies both electronically and physically to attain a high response rate and ensure data reliability.
3.4 Data Analysis
Descriptive statistics was first applied to summarize and characterize the types of organizational culture and the degree of strategy implementation across the firms under study. Statistical measures such as frequencies, standard deviations, and means offered an overview of the participant’s perceptions on adhocracy culture including adaptability, innovation, and risk-taking. The descriptive statistics presented in-depth understanding of how adhocracy culture had penetrated the Kenyan insurance sector. To guarantee validity and reliability, factor analysis was done to substantiate the constructs’ structure. ANOVA and regression analysis were used to examine the nexus between adhocracy culture and strategic plan implementation and account for potential size effects. Significance levels and size effects were keen interpreted to handle the validity of inferences and acknowledge the limitations of the study’s generalizability. The outcomes offered empirical evidence connecting innovation, flexibility, creativity, and cultural agility to effective strategy execution in the Kenyan insurance sector.      
4. Results
The study found that adhocracy culture garnered a mean of 3.73 (on a 5-point Likert-scale ranging from 1 = “Strongly Disagree” to 5 = “Strongly Agree”), pointing to a moderate yet significant pervasiveness of adhocracy culture. This shows that although creativity, innovation, and adaptability are prevalent in the Kenyan insurance sector, they are not yet predominant organizational values. This indicates that although the sector appreciates the need for experimentation and agility, these elements are not yet deeply rooted in all industry players. Firms showing a higher level of adhocracy culture were more likely adopt and adapt to change more easily, embrace open communication, and empower employees to make decisions, thus fostering overall organizational agility and apt responsiveness to unforeseen market conditions.
In addition, regression analysis revealed that adhocracy culture was a statistically significant predictor of strategic plan implementation (β = 0.075, p = 0.028). The small size of the beta coefficient shows that although adhocracy culture impacts strategy implementation, other firm factors may have a stronger influence. Thus, while adhocracy is a major predictors strategic execution success, it is not the only determinant. These findings emphasize the role of adhocracy culture in turning strategic plans into tangible and actionable results. Organizations that embodied innovativeness, creativity and risk-taking tendencies showed faster decision-making, improved agility and adaptability, and higher rates of success realizing the outcomes of strategic initiatives. The findings of the study affirm that fostering adhocracy-driven practices bolsters firm performance and strategic alignment in the Kenyan insurance sector. However, owing to the study’s confinement within the Kenyan insurance industry, the outcomes may not be generalizable to other regions or industries with different cultural and operational contexts.    
5. Discussion
The outcomes of the study indicate that adhocracy culture plays a pivotal role in strengthening strategy implementation by fostering agility, creativity, and proactive problem-solving. Companies that encourage creative thinking, innovation and experimentation are better poised to adjust their strategic plans to respond to the changes in the business environment, potential threats and emerging issues. Adhocracy culture allows staff to take initiative, evaluate new ideas, experiment, and continuously learn resulting to increased responsiveness, improved execution efficiency, and overall strategic efficiency in the insurance sector.  
The findings of this study are in agreement with previous studies stressing the connection between cultural agility and strategic plan implementation. Faro et al., (2024) points out that dynamic capabilities, combined with innovative, creative, and nimble cultures, are essential for strategy implementation. Moreover, Quansah, Hartz and Salipante (2022), found that organizations emphasizing innovation-driven cultures are more poised to outperform their peers in realizing strategic and performance initiatives. Therefore, this study extends these insights into the Kenyan insurance sector, reinforcing the empirical vitality of adhocracy culture in strengthening strategy execution.
From a practical perspective, insurance sector players should ingrain innovation and creativity into their systems and operations to sustain timely responsiveness and strategic competitiveness. This can be realized through intentional and deliberate initiatives such as interdepartmental project teams, innovation labs, and rapid feedback channels that hasten learning and decision-making. Additionally, flexible governance structures and independent decision-making systems stimulate flexibility, enabling firms to reroute their strategic plans fast in response the evolving market demands. By fostering these practices, organizations can transform adhocracy culture into a practical determinant of strategic success.     
6. Conclusion and Recommendations
6.1 Conclusion
The study concludes that adhocracy culture considerable enables strategy implementation by cultivating innovation, agility, and responsiveness. In today’s highly dynamic and volatile business environment, agility and adaptability are not peripheral attributes but rather core strategic necessities. Organizations that embrace adhocracy attributes such as creativity, agility, and experimentation are better positioned to navigate through market uncertainties and seize emerging opportunities. By encouraging and mandating employees to think innovatively and act decisively, such firms can attain alignment between their strategic approaches and with the changes and dynamics in business environment. Consequently, fostering adhocracy culture becomes a key enabler of effective strategy execution, sustainable competitiveness, and long-term organizational growth.    
6.2 Recommendations
To strengthen strategy execution, organizations should deliberately ingrain creativity and innovation initiatives into their strategy development processes and cycles. Such an approach ensures that creativity and agility are not treated as peripheral and isolated initiatives but as core elements of strategic development and execution process. Firms should cultivate a culture of experimentation and continuous learning, where employees feel empowered to experiment with new ideas, gain lessons from failure and share ideas across departments. Additionally, flattening and spreading decision-making mechanisms nurtures agility by reducing bureaucratic bottlenecks while strengthening leadership capabilities foster and nurture innovation thinking throughout the entire organization.
Future studies could lend themselves to understanding how digital transformation mediates the interrelationship between adhocracy culture and strategic plan implementation. As organizations continuously incorporate and engraft technology into their routines and operations, understanding how digital systems influence cultural agility becomes vital. Furthermore, a multi-industry comparative analysis could present detailed insights as to whether influence of adhocracy culture on strategy implementation is homogenous across industries or differs across industries. Such studies would be vital for generalizability of the findings therefore contributing to wider theoretical and empirical knowledge of the influence of organizational culture on success of strategy implementation.      
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