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ABSTRACT 

The helicopter operators in Kenya had to 

deal with continuous challenges such as 

high operating costs, fluctuation in fuel 

prices, strict regulatory requirements, and 

shortage of skilled workers which were 

detrimental to their performance and they 

were going to face extinction along with the 

resultant poor service, ineffective 

operations, and lack of development. This 

study investigated how strategy 

implementation practices, specifically 

resource allocation, training, 

communication and organizational culture 

influence organizational performance. The 

research was guided by The Resource-

Based View Theory, Human Capital 

Theory, Balanced Scorecard Theory, and 

McKinsey 7-S Framework. A descriptive 

research design and census approach were 

employed, targeting 120 staff from 10 

helicopter companies. Data were collected 

through structured questionnaires and 

document reviews, with reliability 

confirmed using Cronbach’s Alpha (≥0.7) 

and refined through a pilot test. Both 

descriptive and inferential statistics were 

applied in analysis. It was revealed that 

helicopter companies operating in Kenya 

were very good at strategy implementation. 

The main drivers of performance (R² = 

0.696) were:  training (β = 0.312), 

organizational culture (β = 0.274), resource 

allocation (β = 0.258), and communication 

(β = 0.205). Safety training and fleet 

maintenance were at the top of the list, 

while investment in technology and 

customer service training were at the 

bottom. The research stated that training is 

the biggest factor of performance, which is 

further supported by a strong safety culture 

and effective communication. However, 

there is limited innovation and weak 

feedback loops which slows down the 

adaptability of these companies. It 

suggested that the companies should 

increase their investment in technology, 

extend the offering of their customer 

service training, and facilitate two-way 

communication while balancing it with the 

promotion of innovation alongside safety to 

maintain a competitive edge and achieve 

operational excellence. 

 

 

Key words: Resource Allocation, 

Training, Communication, Organizational 

Culture, Organizational Performance.

 

 

 

 

INTRODUCTION  

The performance of helicopter operators is greatly affected by such challenges as fluctuating 

fuel prices, high maintenance costs, regulatory pressures, and lack of specialized personnel 

(Vertical Magazine, 2025). Performance in aviation is typically measured in terms of 

operational efficiency, customer satisfaction, and safety, which are all supported by a KPI-

driven decision-making framework (Moghadasnian & Mojavezi, 2024). The helicopter 

industry globally is witnessing a remarkable upsurge in the demand from the offshore oil and 
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gas sector, emergency medical services, and tourism which has been the chief reason for the 

industry's growth. Consequently, the worldwide helicopter services market estimated at USD 

27.69 billion in 2023 and projected to rise to USD 48.06 billion by 2032 is mainly powered by 

technology advancements, higher demand for emergency medical services, and the opening up 

of new markets (Fortune Business Insights, 2023). Regionally, the helicopter industry in Africa 

is still quite fragmented, characterized by operators providing services in different sectors 

including energy, mining, emergency services, and tourism. The African helicopter market is 

foreseen to expand in the coming years as there will be a continuous increase in demand for air 

transport in remote and unserved areas which is the main reason for most companies to invest 

in the purchase of these services (International Air Transport Association, 2025). 

 

Locally, the helicopter service industry is growing gradually with different industries that 

helicopter operators service, including tourism, oil exploration, emergency medical response, 

security operations, agriculture, and disaster response. Helicopter operators in Kenya are 

subject to stringent government regulations through the Kenya Civil Aviation Authority 

(KCAA), thus confirming the adherence to global aviation standards. Strategic implementation 

is a method of action that changes the strategies in order for the goals and aspirations of the 

organization to be fulfilled (David et al., 2020).  Key strategic implementation practices 

comprise resource allocation, which guarantees resources such as financial, technological, and 

human are optimally allocated to assure that objectives are achieved (Grant, 2021); training, 

through which employees acquire skills that are necessary for effective service delivery and 

operational excellence (Noe et al., 2020); communication, which facilitates the appropriate and 

consistent flow of information across levels within the organization and aligns actions through 

the achievement of strategic objectives (Clampitt et al., 2020); while the concept of 

organizational culture establishes shared values and commitment to safety, innovation, and 

customer satisfaction (Schein & Schein, 2019). Effective implementation improves quality of 

the execution and the degree to which they fit the operators' resources and capabilities (Pearce 

& Robinson, 2021; Hill, Jones, & Schilling, 2019).  

 

The companies in Kenya are those that cater to aviation services which consist of operating as 

well as maintaining helicopters for different industries (6Wresearch, 2025). Some of the 

industries are tourism, emergency medical service, corporate travel, aerial surveys, and security 

(KCAA, 2023). The intention of this regulatory framework is to guarantee safety and 

operational discipline, but it simultaneously causes problems in high operating costs, 

fluctuating fuel prices, costly maintenance, and shortages of skilled personnel, which are the 

main challenges faced by the aviation sector in Kenya. The Kenya helicopter industry can be 

classified into three major parts: privately-owned helicopters, government-affiliated aircraft, 

and commercial aviation helicopters. Therefore, the study set out to establish how strategy 

implementation practices such as resource allocation, training, communication and 

organizational culture affect performance outcome to discover actionable insight impetus for 

sustainability, profitability and quality of service in Kenya’s helicopter aviation sector. 
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Statement of the problem 

The helicopter operators' operational success is extremely important not only for the Kenyan 

aviation industry but also for the overall economic development. The Kenya Vision 2030 plan 

highlights aviation as a major facilitator of economic growth, improve connectivity and support 

the key industries (Government of Kenya, 2007). Helicopters can provide the highest degree 

of flexibility, being able to access remote places and cutting travel time immensely. KCAA 

denotes (2024) that the top helicopter industry companies' performance has generally decreased 

over the last three years. For instance, the average return on investment went down from 12% 

in 2020 to 6.8% in 2023, whereas the operators' performance was hit particularly hard by the 

lower utilization rates which have fallen from 78% in 2020 to 64% in 2023 (IATA, 2025). 

 

KCAA denotes (2024) that the top helicopter industry companies' performance has generally 

decreased over the last three years. For instance, the average return on investment went down 

from 12% in 2020 to 6.8% in 2023, whereas the operators' performance was hit particularly 

hard by the lower utilization rates which have fallen from 78% in 2020 to 64% in 2023. This 

situation has further worsened the problem of operational inefficiencies as there has been an 

increase in maintenance turnaround times caused by disruptions in the supply chain and a lack 

of skilled workers.  

 

While there is extensive literature on strategy implementation practices across different sectors, 

there are few studies of their impact on performance of helicopter operators in Kenya. Studies 

such as Koech and Were (2016) on public sector institutions, Muturi and Kariuki (2018) on 

energy sector firms and Nthiwa and Muchemi (2020) on audit firms have highlighted the 

importance of strategy implementation but have not fully addressed factors critical to helicopter 

operations such as resource allocation, training, communication, and organizational culture. 

Given the challenges facing the industry arising from declining profitability, reduced utilization 

of fleets, and increasing concerns about compliance with safety operations specifications as set 

by KCAA, 2024, there was a need to investigate how strategy implementation practices 

influence selected key performance indicators of operational efficiency, rates of compliance, 

customer satisfaction, and return on investment. This study was therefore initialized to address 

these emerging concerns. 

 

Objectives of the study 

i. To investigates the effects of resource allocation on the performance of helicopter 

operating companies in Kenya. 

ii. To determine how training affects the performance helicopter operating companies in 

Kenya. 

iii. To explore the extent to which communication affects the performance of helicopter 

operating companies in Kenya. 

iv. To determine the effect of organizational culture on the performance of helicopter 

operating companies in Kenya. 
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REVIEW OF LITERATURE 

Theoretical Review 

Resource-Based View (RBV) Theory 

The present study is based on the Resource-Based View (RBV) Theory that was initially 

suggested by Edith Penrose (1959) and later amplified by Barney (1991). The work of Penrose 

greatly highlighted that a firm's capability to make use of its internal resources is the main 

factor that leads to growth and competitive advantage. Subsequently, Barney added the notion 

of the resources criteria to the theory which comprise value, rarity, inimitability, and non-

substitutability's, these are the characteristics that a resource must possess in order to be the 

source of a company’s long-term success. Resource allocation is among the most critical 

aspects of strategy implementation as it implies how financial, technological, and human 

capital resources are distributed among the business objectives (Wernerfelt, 1984). 

 

The RBV is used to demonstrate the whole process of resource allocation in the form of 

efficiency, innovation, and production effectiveness. As per Peteraf (1993), companies that are 

lucky enough to access resources corresponding to the right strategy in the right place will be 

the ones to enjoy continuous growth and long-term victory. To RBV proponents like 

Wernerfelt (1984), the concept of resources driving the performance of a firm has been reversed 

with the external environment's influence. In this study, the resources-based view highlighted 

the importance of first determining the internal resources' strategic fit and then going on to the 

establishment of the superior organizational performance. The companies that are capable of 

recognizing, enhancing and safeguarding the resources that are key to their success are likely 

not only to carry out their strategies effectively but also to enjoy long-term growth through the 

maintenance of their operational efficiency in the aviation sector. 

 

Human Capital Theory 

Human Capital Theory (HCT) introduced by Becker in 1964 asserts that the competencies, 

skills and experiences of the workers are of great strategic importance for the companies and 

are the very source of competitive advantage. It speaks of the quality of productivity as an 

outcome of the investment in education, training, and health of the workers, which in turn, 

leads to better organizational outcomes. Schultz (1971) further elaborated on the concept that 

human capital is an intangible asset and it is what he termed as professional education, constant 

training and skill upgrading that entitles it to be classified so. 

 

Noe et al. (2017) claim that training and development programs heighten employee 

performance and nurtures the creative and flexible workers who are indispensable for the 

survival of the organization. Wright et al. (2001) supported the view that human capital is one 

of the key conditions for the development of the sustained competitive advantages when the 

companies center their activities around specialized training and skills development programs. 

A research by Goon et al. (2018) states that the allocation of resources to employee training 

has a strong positive link with better service, operational efficiency and satisfaction of 

customers. Njoroge et al. (2021) have proved that proper training programs keep the workers 

informed about the latest technologies and the best practices in the industry. The imparting of 

skills through right training has been credited for the success of the company; it has the 
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technical skills of the workers and the organization's ability to respond quickly to changes in 

the industry.  

 

Balanced Scorecard Theory 

The idea of the Balanced Scorecard as a strategic management tool was introduced by Kaplan 

and Norton in 1992. Earlier, in 1990, they performed a preliminary study on companies looking 

for new performance measurement methods, which they soon discovered would not be that 

easy, since the issue of admitting the inadequacy of traditional financial measures to cope with 

the complexity of modern organizations was already emerging. They built a scorecard after 

comparing and discarding different options, which they related to the various domains of an 

organization, namely, internal operations, workforce activities, investor concerns, and 

customer satisfaction. 

 

Heuvel and Broekman (1998) consider the Balanced Scorecard as a must-have for most 

organizations and at the same time highlight the considerable impact and popularity of this 

tool. Kaplan and Norton (1990) point to the key advantage to be the ability of the Balanced 

Scorecard to translate organizational strategy into useable operational steps by facilitating ease 

of performance measurement while managing to achieve strategic organizational goals. The 

balanced scorecard also allows employees to focus on essential drivers of the business. The 

Balanced Score Card had high relevancy to this study as it was used in assessments of 

effectiveness for the helicopter operators. Through the use of this method, organizations will 

develop specific scorecards to shape strategies, measure progress, and ultimately drive better 

results (Olson and Slater, 2002). 

 

McKinsey 7-S Framework 

The McKinsey 7-S Framework was developed in the early 1980s by Robert H. Waterman and 

Tom Peters. Their work on the framework was first featured in their book, In Search of 

Excellence, which investigated factors that constituted high-performing organizations. The 

framework suggests that successful implementation of strategy is more likely to occur when 

organizational managers focus on seven interrelated elements: strategy, shared values, 

structure, skills, processes, personnel, and style.  

 

The framework points out that an organization must be strategically aligned, and the 

misalignment of any factor or performance below the optimal level might slow down the 

execution of an organization's strategy. Transition in the organizational structure might require 

modifications to the people's qualifications and the systems that are in place to support 

operations. Management style is one of the major factors that contribute to the formation of a 

strong organizational culture which is in line with the company's shared values and supports 

the strategic goals. The framework calls for perpetual exploration of the internal organization 

and the needed changes so as to have all the seven elements aligned together. Managers can 

take the focus off these aspects to improve the success rate of plan execution and thus enhance 

their organization’s performance. (Waterman, Peters, & Phillips, 1980). 



International Academic Journal of Human Resource and Business Administration (IAJHRBA) | Volume 5, Issue 1, pp. 466-485 

472 | P a g e  

 

Empirical Literature Review  

Resource Allocation and Performance 

Nyagado (2020) analyzed the situation of the allocation of resources in the Kenya military 

focusing issues of procurement of equipment and deployment of personnel in order to improve 

the operational readiness of the forces. A descriptive research design was the basis of the study 

that focused on surveys and structured interviews with 250 defense personnel. The study took 

resource allocation as the main subject of analysis in a very centralized and command-driven 

environment and so was limited by the fact that in the latter, the funding and decision-making 

arrangements are quite different from those of competitive, market-driven sectors. This paper 

is aimed at discussing the use of resource allocation strategies in the areas of financial planning, 

personnel training, and technological investment to impact operational safety, efficiency, 

service reliability, and long-term sustainability for civilian helicopter operating companies as 

the main topic. 

 

Wanjiru (2015) analyzed how resource allocations affect the operational success in private 

higher-education institutions in Kenya. The descriptive research design of the study involved 

150 participants drawn from 10 private universities in Kenya. Survey results showed that the 

universities which had proper financial and human resource allocation reported higher 

academic performance, better student satisfaction, and better research output. Besides, the 

universities with poor resource allocation, especially in staffing and infrastructure 

development, encountered efficiency problems and low retention rates and experienced 

academic stagnation. The current research will contribute to results by investigating the 

resource allocation of helicopter companies in Kenya regarding financial, technological, and 

human resources which will result in optimum aircraft maintenance, pilot training, and 

compliance with aviation safety regulations. 

 

Komba et al. (2021) carried out a research study to examine the relation of resource allocation 

to operational performance of commercial banks in Tanzania using a descriptive research 

design and targeting 100 respondents consisting of branch managers, credit officers, and IT 

officers from six leading commercial banks in Dar es Salaam. Positive influence of resource 

allocation on banks' efficiency attained through excellent service delivery, quick loan 

processing, and reduced operating costs was revealed by the results. The study was concerned 

with internal operational efficiencies and did not consider the impact of resource allocation on 

the wider financial aspects, like profits, return on investment, and market positioning.  

 

Mutunga and Were (2019) investigated resource allocation and performance in Kenya’s public 

sector, examining how financial and human resource distribution influenced efficiency. 

Surveys and interviews with 180 employees showed that misallocation led to inefficiencies, 

project delays and service delivery challenges, while well-structured allocation frameworks 

improved efficiency and employee satisfaction. The study highlights the importance of 

strategic resource distribution. The present study examines how effective allocation of 

maintenance budgets, personnel training, and operational resources impacts safety, efficiency, 

and service reliability in Kenyan helicopter operators. 
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Training and Performance  

In the Nigerian banking sector, Adeyemi et al. (2021) studied the relationship between 

Employee Training and Performance. The research focused on how structured training 

programs have positive effects on employee performance in different banks in Nigeria. The 

research took a descriptive approach, using convenience sampling to obtain a sample size of 

150 banking professionals. They concluded that training employees increased the efficiency of 

the employees within the organization. This downfall will be nullified by investigating the 

impact of training on emergency response and decision-making under pressure in Kenya's 

helicopter industry. 

 

Kamau et al. (2020) examined how safety training affects operational performance in Kenya's 

construction industry through a case study methodology in which 90 site supervisors. The 

results indicated that those companies which frequently conduct safety training had fewer 

workplace accidents and greater adherence to safety regulations than others. The present study 

will analyze the effectiveness of safety training in preventing accidents and enhancing 

performance in Kenya's helicopter industry. 

 

Mugisha et al. (2019) examined training programs in Uganda’s healthcare sector, using 100 

healthcare workers and patient satisfaction surveys. The study found that continuous training 

improved service delivery and workforce efficiency. The present study assesses how training 

enhances communication and coordination among pilots, engineers, and other staff in Kenya’s 

helicopter operations. 

 

Okumu and Mutua (2017) reviewed the role of staff training in enhancing service delivery in 

the Kenyan banking sector. The research indicated that regular professional development 

training not only enabled the employees to become more adaptable to the tech changes but also 

led them to be more efficient and confident with the customers. The present research, therefore, 

is to broaden the scope of these findings by examining the impact of helicopter operations 

training on safety regulation compliance, risk management, and overall performance in the 

aviation sector. 

 

Communication and Performance 

Efendioglu and Karabulut (2010) explored teaching corporate communication and a successful 

strategy implementation. The survey method was selected for the research design where 200 

managers of foreign companies from different industries were the respondents. The results 

obtained from the research introduced corporate communication as an "antenna" - facilitating 

in sending the strategy to the lower levels while giving the feedback to the top level, winning 

the stakeholders' understanding and support. The present study will extend the findings of by 

exploring structured communication frameworks reporting channels and feedback mechanisms 

and their effects on operational performance in helicopter companies. 

 

Omondi et al. (2016) analyzed the impact of communication on the performance of 

organizations in Kenya's SMEs. The research involved 120 employees who participated in the 

study through surveys and interviews as data collection methods. The study was about SMEs, 
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though, and those are operating quite differently than aviation due to the need and concern for 

regulatory compliance and safety in the operational area. The current study will add to the work 

of Omondi et al. by looking into how the communication practices across the enterprises in 

Kenya’s helicopter industry result in the alignment of strategies, operational efficiency, risk 

management, and regulatory compliance in this difficult area. 

 

Mutua et al. (2019) carried out research to find out the impact of Communication on 

Performance in the Kenyan Health Care Sector. The study applied a quantitative design and 

gathered 200 healthcare workers' responses through the survey method. The results of the 

research indicated that communication of people within the same team helped in providing 

services and thus the satisfaction of patients increased. The current study plans to compare this 

by understanding how communication impacts the strategic performance of emergency 

operations in the helicopter sector of Kenya. 

 

Ndegwa et al. (2021) examined the impact of internal communication systems within 

individual retail outlets on employee performance and customer service. A survey of 120 

employees was conducted across a sample of retail stores in Nairobi. The results indicated that 

communication that is clear and timely enhances employee motivation and contributes to 

positive results for an organization. The study in this paper, investigates if initiatives for 

improvements in safety are communicated to employees and how those initiatives contribute 

to overall organizational performance and alignment of goals. 

 

Organizational Culture and Performance 

Kibera and Joseph (2019) conducted a study on the impact of organizational culture on 

performance levels in Kenyan industries, drawing from a survey of 150 employees and utilizing 

a descriptive design that examines the effect of cultural traits like shared values, leadership 

style, and internal communication on performance outcomes. Their results confirmed the 

importance of maintaining a strong organizational culture in areas such as resource allocation, 

employee engagement, and stakeholder satisfaction. The cultural traits required in the 

helicopter operations industry are quite different from those traditionally found in other 

industries; they place a strong emphasis on precision, constant training, and uncompromising 

compliance with aviation regulations. 

 

Eaton and Kilby (2015) focused on the relationship between organizational culture and 

performance specifically in the financial sector and they sampled 120 employees and managers 

working in different financial institutions. The results showed that organizations with well-

defined cultural values had, among other things, better strategic focus and made more informed 

decisions. However, this was only applicable to the financial sector with no consideration given 

to those industries that rely heavily on operational safety, adherence to standards, and technical 

competence.  

 

Kinyanjui and Ouma (2020) looked into organizational culture and strategy implementation in 

Kenyan public institutions. The study used a mixed-methods approach to gather data from 120 

senior managers working in various government agencies. It was found that organizations 
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practicing accountability and having performance-oriented leadership experienced less 

turbulent execution of their strategies. This study looks specifically at how organizational 

culture in the helicopter sector in Kenya has a mediating effect on strategy execution and 

performance whereby operational constraints are at a tipping point. 

 

Shahzad et al. (2012) explored the relationship between organizational culture and performance 

across large-scale global organizations, surveying 500 employees. Findings indicated that a 

strong, well-defined culture fosters employee commitment, enhances productivity, and 

improves operational efficiency. The study’s limitations include its broad scope and lack of 

focus on specific industries or regions, reducing applicability to specialized sectors. This study 

narrows the focus to helicopter operators in Kenya, where culture significantly affects safety 

standards, operational efficiency, and customer satisfaction, playing a critical role in decision-

making and adherence to safety protocols. 

 

RESEARCH METHODOLOGY 

Research Design 

A descriptive research design was used, which is useful in systematically capturing and 

analyzing characteristics, trends, and relationships that exist in a given population without the 

intervention of the variables (Kumar, 2020). Thus, this design will allow for accurate responses 

to the research inquiries and thorough examination of the factors involved considering the 

research objectives. 

 

Target population, Sampling Techniques and Sample Size  

The research target population in this study includes staff in selected helicopter operators in 

Kenya, targeting key personnel who engage in strategic implementation practices. The target 

population for the study stood at 120 staff members selected from 10 helicopter operator 

companies, categorized as senior management, heads of departments, and operational staff. In 

this study, the census approach was utilized because the total population consists of a total of 

120, which is within a manageable number for a complete survey. 

 

Data Collection and Analysis  

Primary data were collected through structured questionnaires with a five-point Likert scale 

ranging from ‘Strongly Disagree’ to ‘Strongly Agree’ in order to have consistency in the 

responses provided. In a bid to enhance convenience for the participants and increase response 

rates, the questionnaire distribution applied the drop-and-collect approach. 

Data analysis was done using SPSS version 28, a program ideally suited for descriptive and 

inferential statistical data analysis. Descriptive statistics include means, percentages, standard 

deviation, and dispersion measures that show the trends and variability of data. In the 

inferential analysis, the regression model was applied to test the effect of each independent 

variable on the dependent variable. The following regression model was used: 

� = �0 + �1�1 + �2�2 + �3�3 + �4�4 + � 

Where: 

� represents the performance of the helicopter operator companies (dependent variable), 

�1 represents resource allocation, 
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�2 represents employee training, 

�3 represents communication, 

�4 represents organizational culture, 

�0 denotes constant 

�1, �2, �3, and �4 denotes coefficients for the corresponding independent variables, 

� stand for error term. 

 

RESEARCH FINDINGS AND DISCUSSIONS 

This study was primarily motivated to investigate the effect of strategy implementation 

practices on the performance of helicopter operating firms in Kenya centred on resource-

allocation, training, communication and organizational culture. From the regression analysis, 

there was a strong significant positive relationship between the performance variables, as 

shown by the greater coefficient of correlations R = 0.834 and the corresponding adjusted 

coefficient of determination R² = 0.685, indicating that the four practices of strategy 

implementation explained the 68.5% of the variation in performance. The correlation analysis 

further indicated that training had the strongest association with performance (r = 0.756) 

followed by organizational culture (r = 0.694), resource allocation (r = 0.678) and 

communication (r = 0.642). 

 

Resource allocation was found to have a meaningful, positive effect on performance (β = 0.258, 

p = 0.001), supporting the importance of structured budgetary allocations and timely 

distribution of operational resources. However, a barrier to performing at a higher level was 

underinvestment in modern technology. Training had the largest effect (β = 0.312, p < 0.001), 

formal safety training and technical training improved compliance with safety and health 

regulations, increased efficiency within operational controls, and aided in improving customer 

satisfaction, although customer-facing skills received lesser improvement. Similarly, 

communications were found to significantly influence performance (β = 0.205, p = 0.005), with 

an information flow and coordination between operational elements being strong, limited 

upward communication to management was less frequent and restrictive of learning to adapt 

within the organization. Organizational culture was the second greatest predictor (β = 0.274, p 

< 0.001), safety and compliance were broadly entrenched and highly valued by staff, while the 

relative level of emphasis on innovation limited organizational competitiveness within a 

dynamic operational context such as represented in the aviation environment. 

 

Inferential Statistics 

Pearson correlation analysis to assess linear associations and multiple regression analysis to 

evaluate the predictive strength of the independent variables. 

 

Correlation Analysis 

The study applied correlation analysis to examine the linear relationships between strategy 

implementation practices and helicopter operating company performance.  
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Table 1: Pearson Correlation Matrix 

Correlations  RA TR CO OC PE 

RA Pearson 

Correlation 

1     

 Sig. (2-tailed)      

 N 115     

TR Pearson 

Correlation 

.672*

* 

1    

 Sig. (2-tailed) .000     

 N 115 115    

CO Pearson 

Correlation 

.589*

* 

.701*

* 

1   

 Sig. (2-tailed) .000 .000    

 N 115 115 115   

OC Pearson 

Correlation 

.634*

* 

.743*

* 

.718*

* 

1  

 Sig. (2-tailed) .000 .000 .000   

 N 115 115 115 115  

PE Pearson 

Correlation 

.698*

* 

.756*

* 

.681*

* 

.724*

* 

1 

 Sig. (2-tailed) .000 .000 .000 .000  

 N 115 115 115 115 115 

**. Correlation is significant at the 0.01 level (2-tailed). 

Key: RA: Resource Allocation, TR: Training, CO: Communication, OC: 

Organizational Culture, PE: Performance 

     

 

The correlation analysis indicates that all the variables related to strategy implementation are 

highly correlated with performance at a significance level of 0.01, thus demonstrating strong 

statistical connections. Training is the variable with the highest correlation with performance, 

which is reflected in the value of r = 0.756 and p < 0.01. The organizational culture variable is 

next in line with a correlation of r = 0.724 and p < 0.01, indicating that culture-centered at 

safety, learning, and teamwork promotes performance very strongly. Resource allocation is 

also reported to have a strong positive correlation of r = 0.698 and p < 0.01, demonstrating that 

if budget is managed well, maintenance and technology investments made are highly conducive 

to organizational success. Communication, on the other hand, has the lowest but still rather 

strong correlation r = 0.681 and p < 0.01, suggesting that although information flow is 

significant, it may not be as directly influential as the other factors. The findings support Hair 

et al. (2022) in their assertion that the effectiveness of strategy implementation hinges on the 

synergistic interplay between various organizational factors rather than on isolated 

interventions. 

 

Regression Analysis 

The regression analysis yielded three important outputs: model summary, ANOVA results, and 

regression coefficients. 
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Table 2: Model Summary 

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

1 0.834 0.696 0.685 0.478 

Source: Field Data (2025) 

The model summary shows that there is a strong positive correlation between the four strategy 

implementation practices and performance, with an R value of 0.834. It also indicates an 

Adjusted R² value of 0.685, signifying that about 68.5% of the variation in performance across 

the helicopter companies is explained by these practices. The remaining 31.5 percent may be 

explained by other external or internal factors not taken into account in this model. 

The statistical significance of the regression model was verified through an ANOVA test. 

Table 3: The ANOVA Results 

Model Sum of Squares df Mean Square F Sig. 

Regression 145.683 4 36.421 159.478 0.000 

Residual 63.175 110 0.574   

Total 208.858 114    

Source: Field Data (2025) 

The ANOVA results confirm the overall validity of the model and the collective effect of 

strategy implementation practices on performance at a statistically significant level: F = 

159.478, p < 0.001. 

Table 4: Regression Coefficients 

Variables Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

 B Std. Error Beta  

(Constant) 0.456 0.289  1.578 

Resource Allocation 0.234 0.067 0.258 3.493 

Training 0.289 0.071 0.312 4.070 

Communication 0.198 0.069 0.205 2.870 

Organizational Culture 0.267 0.073 0.274 3.658 
 

     

Source: Field Data (2025) 

Regression Equation:  

� = �0 + �1�1 + �2�2 + �3�3 + �4�4 + � 

 

Performance = 0.456 + 0.234(Resource Allocation) + 0.289(Training) + 

0.198(Communication) + 0.267(Organizational Culture) 

 

The regression analysis presented in Table 4 reveals that each and every independent variable 

made a significant performance prediction in helicopter operating companies, p < 0.05, the 

strongest one being Training with a β = 0.312 at p < 0.001. Thus, the results are in line with 

Salas et al. (2017) who postulates that systematic training programs produce measurable 

performance increases through competencies, knowledge, and skills uplift. Also, Ekhsan 

(2020) claimed that simulation-based training and recurrent training mitigate human error and 
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enhance teamwork, thereby confirming that safety training is very much related to operational 

reliability. In addition, the Wang and Lee (2020) reported that competency-based training 

programs for aircrews; such programs are the backbone of safety, efficiency, and compliance 

with international aviation standards, according to the organization. 

 

The second strongest predictor of performance was organizational culture with a β = 0.274 and 

p < 0.001. This is in line with Schein and Schein (2023), who argue that organizational culture 

sets the stage for unending performance since shared values and beliefs direct the behavior and 

decision-making of the employees. Reason (2016) also points out that a positive safety culture 

provides the vital protection against accidents in high-risk organizations, a claim which is 

consistent with this study’s results that a safety culture boosts compliance and operational 

efficiency.  

 

Resource allocation also demonstrated a substantial impact on performance (β = 0.258, p = 

0.001). The Resource-Based View theory as postulated by Barney (1991) states that 

organizations achieve superior performance through the strategic utilization of their valuable 

and rare resources, thereby supporting this study's conclusion that well-planned maintenance 

and budgets enhance operational performance. Research conducted by Al-Kahtani et al. (2021) 

indicates that effective resource allocation in aviation maintenance leads to reduced downtime 

and increased safety, thus providing further support for this research.  

 

Although the role of communication in influencing performance was least among the factors 

considered, clinching a β rating of 0.205 and a significance level of 0.005, it was still 

statistically significant, hence it was portrayed as an enabling factor in determining 

performance outcomes. Reason's 2016 work points out that good, clear talks are super 

important to avoid accidents at work. This is extra true in flying, where screw-ups in getting 

on the same page can be a big problem. Flin et al. (2008) established that Crew Resource 

Management wants to make talking, teamwork, and deciding what to do better in jobs where 

safety is key. They use ideas that work in flying. Our study agrees that sharing info in order 

makes things run smoother. Kotter (2012) that talking back and forth matters when a company 

is changing. It gets folks more involved and ready to go with the flow.  

 

Conclusion  

The research concluded that effective strategy implementation practices have a huge impact on 

the performance of helicopter companies in Kenya. One of the main positive factors impacting 

the reliability of the helicopters is the strategic allocation of resources, especially concerning 

maintenance and operational budgets. However, the slow investment in modern technology is 

the main factor that limits efficiency and competitiveness. Training is the most important factor 

impacting the companies that invest in both technical and customer service skills, as these are 

the areas where there are greater benefits to be gained in terms of safety, operational standards, 

and customer satisfaction, thereby supporting long-term growth. Good communication 

practices facilitate coordination and safety but restricted feedback channels are a disadvantage 

in terms of learning for the organization. This suggests that participatory communication might 

be the key to both innovation and responsiveness. Organizational culture plays a vital role 
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values oriented towards safety induce compliance and operational excellence in the company, 

while leadership that is supportive fosters higher levels of engagement. Companies that adopt 

the strategy of balancing safety with innovation will be able to adapt to change in the 

environment, be resilient and thus, attain their goal of sustained success in the ever-changing 

aviation sector. 

 

Policy Recommendations  

The helicopter industry should be simultaneously modernized, made safe, and made 

competitive according to the frameworks that aviation regulatory authorities and policymakers 

will create. Investment in state-of-the-art aviation technologies, which include communication 

systems, maintenance management software, and flight-tracking tools, should be encouraged 

by the regulators. The regulators alongside the operators should define the customer service 

levels to be met and the accreditation systems to be used so that the passengers do not feel the 

difference in their experiences with the different operators. By increasing the communication 

and reporting requirements, the market will get more transparent, accountable, and faster 

information flow. It is crucial that the policies while enforcing the safety regulations maintain 

strictness that does not allow for any creativity in the industry but instead encourages operators 

to adopt emerging technologies and best practices without compromising regulatory 

compliance. 

 

Limitations and Future Research Direction 

The research was done in Kenya only on helicopter operating companies, other aviation sub-

sectors like fixed-wing operators, drone services, and commercial airlines were left out. During 

the research, a number of gaps were recognized that future investigations could take up, among 

them being the customer service training, soft skills training, bidirectional communication 

mechanisms and the balance between safety-oriented and adaptive organizational cultures. 

Therefore, the future research is going to be about the impact of strategic investments in modern 

aviation technologies on efficiency and competitiveness, as well as the role of customer 

focused training in enhancing service quality and satisfaction. Besides, studies could probe 

how bidirectional communication and participatory decision-making impact organizational 

learning and innovation, while further examining how safety-oriented cultures could be 

balanced with adaptability and creativity to maintain competitiveness. Lastly, it is suggested 

that comparative studies across different aviation sub-sectors be conducted to find out if these 

findings pertain only to helicopter operators or are a general industry wide situation. 
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