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ABSTRACT : Strategy implementation is commonly considered as the most complex and crucial phase of 

strategic management, yet it is also the least understood and most difficult to apply effectively in organizations. 

While strategy formulation sets an organization's direction, implementation decides if strategic objectives are 

met in practice. Despite major advances in strategic management literature, many organizations still face a 

persistent gap between strategy creation and execution. This literature review brings together existing scholarly 

work on strategy implementation, concentrating on its conceptual foundations, implementation obstacles, and 

success determinants. Drawing on both classical and contemporary research, the paper emphasizes the 

importance of leadership, organizational structure, culture, communication, resource allocation, and 

performance monitoring in influencing implementation outcomes. The review reveals that strategy 

implementation is a multidimensional and dynamic process that requires alignment between technical systems 

and human behavior. The findings further suggest that successful implementation depends on integrated 

organizational capabilities rather than isolated managerial actions. 
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I. INTRODUCTION 
Strategic management has emerged as a key field in organizational studies, owing to its importance in 

directing long-term performance and competitive advantage. It is made up of two interconnected processes: 

strategy formulation and implementation. While formulation focuses on setting goals and strategic direction, 

implementation entails turning these plans into practical actions that influence organizational outcomes. 

Although businesses frequently devote significant resources in formulating strategic plans, research consistently 

reveals that many fail in their implementation. Hrebiniak (2006) contends that implementation is fundamentally 

more complex than formulation because it necessitates coordination across many organizational systems, 

ongoing leadership participation, and behavioral alignment. Kaplan and Norton (1996) agree that even well-

designed plans are worthless unless they can be transformed into observable operational activities. 

The gap between strategic planning and implementation has thus become a major topic in strategic 

management literature. Scholars increasingly understand that success is determined not just by the quality of 

strategy creation, but also by the organization's capacity to effectively implement plan. This literature review 

seeks to integrate existing research on strategy implementation by looking at its conceptual roots, identifying 

main implementation problems, and investigating important success variables that lead to effective execution. 

 

II. LITERATURE REVIEW 
2.1 Concept of Strategy Implementation 

Strategy implementation refers to the process of translating strategic plans into organizational actions 

designed to achieve predetermined objectives. Chandler (1962) argued that organizational structure should 

follow strategy, emphasizing the importance of aligning organizational arrangements with strategic goals. This 
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perspective suggests that successful implementation depends largely on the organization's ability to design 

structures that support strategic priorities. 

In contrast, Mintzberg (1994) challenged the traditional planning perspective by arguing that strategies 

often emerge from organizational activities rather than being implemented exactly as planned. According to 

Mintzberg, implementation should be viewed as a dynamic process that involves continuous adaptation and 

learning. 

More recent studies support a broader understanding of strategy implementation. Tawse and Tabesh 

(2021) describe implementation as a complex interaction among managerial actions, organizational systems, and 

employee behaviors. Similarly, Holm et al. (2025) emphasize that implementation is socially embedded and 

influenced by relationships among managers, employees, and stakeholders. 

While Chandler's structural perspective remains influential, it may not fully capture the realities of 

contemporary organizations operating in highly dynamic environments. Modern organizations often require 

flexibility and rapid adaptation, which rigid structural approaches may not adequately support. In this regard, 

Mintzberg's argument appears more relevant because it recognizes the evolving nature of organizational 

strategy. However, Mintzberg's perspective may also underestimate the importance of deliberate planning, 

particularly in industries where regulatory requirements and long-term planning are essential. Therefore, the 

literature suggests that successful strategy implementation requires a balance between deliberate planning and 

adaptive execution rather than reliance on a single approach. 

2.2 Theoretical Perspectives on Strategy Implementation 

 The Resource-Based View (Barney, 1991) proposes that organizational success depends on valuable, 

rare, and difficult-to-imitate resources and capabilities. From this perspective, implementation effectiveness is 

determined largely by the organization's internal strengths. Another widely used framework is the McKinsey 7S 

Model (Waterman et al., 1980), which emphasizes alignment among strategy, structure, systems, skills, staff, 

style, and shared values. 

Although the Resource-Based View provides valuable insights regarding internal capabilities, its focus 

on organizational resources may overlook external environmental factors such as market volatility, 

technological disruption, and regulatory change. Likewise, while the McKinsey 7S Framework offers a 

comprehensive view of organizational alignment, it provides limited guidance regarding how managers should 

resolve conflicts among the seven elements during implementation. These limitations suggest that no single 

theoretical framework is sufficient to explain implementation success, highlighting the need for more integrative 

approaches. 

2.3 Challenges in Strategy Implementation 

 Numerous studies identify communication failures, resistance to change, leadership weaknesses, and 

resource constraints as major barriers to implementation (Hrebiniak, 2006; Kotter, 1995; Neilson et al., 2008). 

Kaplan and Norton (1996) emphasize communication as a critical mechanism for translating strategic 

objectives into operational activities. Kotter (1995) identifies employee resistance as one of the most significant 

obstacles to organizational change. Meanwhile, Neilson et al. (2008) argue that accountability and decision 

rights are stronger predictors of implementation success than communication alone. 

The literature demonstrates considerable disagreement regarding which implementation barriers are 

most influential. While Kaplan and Norton prioritize communication, Neilson et al. place greater emphasis on 

accountability structures. This suggests that communication alone may not guarantee successful implementation 

unless accompanied by clear responsibilities and governance mechanisms. Similarly, Kotter's portrayal of 

resistance as a barrier may oversimplify employee responses to strategic initiatives. Employee resistance is not 

always negative; in some cases, it reflects legitimate concerns regarding feasibility, resource limitations, or 

unrealistic expectations. Therefore, resistance should also be viewed as a potential source of organizational 

learning and feedback. 

2.4 Success Factors in Strategy Implementation 
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 Leadership is consistently identified as one of the most important determinants of implementation 

success (Hrebiniak, 2006; Kotter, 1995). Other frequently cited success factors include organizational culture, 

employee engagement, communication effectiveness, structural alignment, and performance measurement 

systems (Kaplan & Norton, 1996; Johnson et al., 2008). Researchers generally agree that successful 

implementation requires coordination among organizational systems and individuals. Employee involvement, 

supportive cultures, and clear performance metrics are often associated with higher implementation 

effectiveness. 

Although leadership is widely recognized as a critical success factor, the literature may overemphasize 

leadership at the expense of other organizational influences. Many studies attribute implementation success 

primarily to leadership effectiveness while paying comparatively less attention to structural constraints, cultural 

barriers, and resource availability. Consequently, leadership alone should not be viewed as a sufficient 

explanation for implementation outcomes. 

Furthermore, the widespread use of performance measurement systems such as the Balanced Scorecard 

has generated substantial support in the literature. However, excessive reliance on measurable indicators may 

encourage organizations to prioritize short-term targets while overlooking intangible outcomes such as 

innovation, organizational learning, and employee well-being. This suggests that performance measurement 

systems should complement rather than dominate implementation efforts. 

III. RESULTS AND DISCUSSION 
The literature reveals that strategy implementation is influenced by both structural and behavioral 

factors. Although scholars generally agree on the importance of leadership, communication, culture, and 

organizational alignment, there is less consensus regarding their relative influence. The review also highlights 

several limitations within existing research, including conceptual fragmentation, overreliance on leadership-

centered explanations, and insufficient attention to developing-country contexts and digital transformation. 

Based on the reviewed studies, it can be argued that strategy implementation is best understood as an 

integrated organizational process rather than a collection of isolated factors. Successful implementation depends 

on the interaction among leadership, culture, communication, structure, and employee engagement. Therefore, 

organizations should adopt holistic approaches that address multiple dimensions simultaneously. 

 

IV. CONCLUSION 
Strategy implementation remains one of the most critical yet challenging aspects of strategic 

management. While strategy formulation provides direction, implementation determines whether strategic goals 

are achieved in practice. This literature review demonstrates that implementation is influenced by multiple 

interconnected factors, including leadership, organizational structure, culture, communication, employee 

engagement, and performance measurement systems. Failures in implementation are often rooted in 

organizational misalignment rather than strategic design flaws. 

The review underscores that strategy implementation should be viewed as an ongoing, dynamic, and 

integrative process rather than a discrete stage of strategic management. Organizations that successfully align 

their systems, structures, and human resources are better positioned to achieve sustainable competitive 

advantage. Future research may further explore how digital transformation, artificial intelligence, and hybrid 

work environments influence strategy implementation in modern organizations. 
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