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DEFINITION OF TERMS 

Idealized influence: refers to the ability of a leader to inspire and motivate their 

followers to achieve exceptional performance. It is 

characterized by several indicators, including charismatic 

personality, going beyond self-interest, emphasis on ethical 

practices, and acting as a role model. 

Individual consideration: involves personalized attention and support for each 

individual follower. It refers to a leader's ability to understand 

and address the unique needs, strengths, and aspirations of their 

followers. 

Inspirational motivation: involves challenging the status quo, encouraging 

creativity, and promoting critical thinking within the 

organization. It refers to a leader's ability to inspire and 

stimulate their followers' intellectual capabilities, fostering 

innovation, problem-solving, and learning. 

Intellectual stimulation: involves challenging the status quo, encouraging 

creativity, and promoting critical thinking within the 

organization. It refers to a leader's ability to inspire and 

stimulate their followers' intellectual capabilities, fostering 

innovation, problem-solving, and learning. 

Organizational performance: Refers to firms’ ability to meet its laid down 

objectives and goals by incorporating good governance, proper 

management and  unwavering efforts in the achievement of the 
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goals in regard to  profitability, efficiency and the satisfaction 

of their clients. 

Transformational leadership: is a leadership style that focuses on inspiring and 

motivating followers to achieve exceptional performance and 

exceed their own expectations. It involves a leader's ability to 

create a compelling vision, foster a sense of purpose, and 

promote positive change within an organization. 
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ABSTRACT 

Kenya Airports Authority (KAA) has been experiencing poor performance in terms of 

decreased profits, reduced efficiency owing to a decrease in pre-profit tax and cargo 

throughput and an increase in operating expense in 2016. Therefore, despite changes 

in leadership and the adoption of transformational leadership, KAA is still performing 

poorly. The researcher looked into effect of transformation leadership on KAA 

organizational performance. Specifically, researcher examined1how idealized1effect, 

inspirational1motivation, individualized1consideration and intellectual stimulation 

influences organizational1performance in KAA. This study used path goal theory and 

transformational leadership theory. Descriptive1research1method1was deployed. The 

study’s population was1made of all 167 employees from 9 departments in KAA 

headquarters whereby 50% of the study population was chosen by employing 

stratified1random1sampling which meant that the study’s sample was made of 84 

staff. Primary data1was acquired by1employing semi-structured questionnaires. 

Moreover, content1validity1was facilitated by use of experts’ opinions known in the 

area of study but more importantly opinion of the research supervisors was sought. On 

the other hand, face1validity1of the study tool was facilitated1by1use1of pilot study 

and indefinite or unclear query was changed. Measuring of the research instrument 

internal consistency was employed to prove research tools’ reliability using Cronbach 

Alpha, where a higher value indicates greater reliability, with coefficients above 0.8 

being considered good reliability.  The research tool led to the collection of 

quantitative and qualitative data. Inferential as well as descriptive statistics helped in 

quantitative data analysis. Further, assistance of SPSS v21 was used. 

Descriptive1statistics included frequencies, standard1deviation, mean and percentages 

and findings were given in figures and tables. Qualitative data analysis was done with 

the assistance of thematic1content1analysis. To enhance research credibility, the 

researcher addressed ethical issue to avoid plagiarism, obtaining voluntary 

participation, and acquiring necessary research permits. The findings were given 

in1narrative form. The relationship that exists between depended variable and 

independent variable was determined using multiple regression as well as correlation 

analysis. According to the study, idealized1influence, individualized consideration, 

intellectual1stimulation and inspirational1motivation have1significant effect on 

organizational1performance in KAA. The study recommends that the management 

ought to encourage and support innovation and creativity among the employees since 

it facilitates problem solving and team work, increases staff morale and productivity. 

Moreover, the management ought to provide more incentive programs such as 

flexibility in work arrangements, retirement plans, sick leave and paid time off among 

others which motivates the employees. Additionally, the management should involve 

employees at all level of decision-making because it encourages high devotion among 

the workforce, increases employees’ morale who as a result perform at their best on 

individual level.  
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CHAPTER ONE: INTRODUCTION 

1.1 Background to the Study 

Every organization seeks to do better than its competitors while satisfactorily meeting 

the needs of its customers and providing profitable and sustainable returns to its 

shareholders (Rao, 2015). A good performance is one of the major goals of a firm. 

The indicators of a firm performance can be controlled by the firm.  Outcomes do 

influence the performance of the firm and these outcomes are regarded as broad 

(Gatzert, 2015). Outcomes are not the same as the firm’s goals as the former arte 

influenced by the shareholder’s decisions on which outcomes the firm should focus 

on. Another factor that influences firm’s performance is the measurers used to 

indicate performance of a particular unit, executive unit or work unit.  

Ghosh and Mukherjee (2006) indicate that a corporate performance can be measured 

using the balanced scorecard method. This method uses financial indicators such as 

ROE, ROI and divided yield. It also integrates this with other performance measures 

that include learning and innovation, customer satisfaction, the growth of the firm, 

and efficiency in the internal operations of the firm. Profitability can be said to be the 

ability of a corporate to make profitable returns. The profit is the revenue that is left 

after the firm pays all its expenditures that are associated with the generation of 

revenue (Abdulkadir, 2012). The measure for this is often ROA and ROE. The 

satisfaction of the customer is related to how the customer feels or the attitude the 

customer has towards the experience he has had when he or she came into contact 

with the firms’ services or products (Abdulkadir, 2012). Customer satisfaction does 
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qualify as a measure of the performance of the firm since it shows how the firms’ 

products meet or surpass the needs or expectations of the customer. A customer who 

is satisfied will be loyal to the product and will repurchase it which will lead to more 

sales, higher revenue and more profits.  

In the 1950s, in Romania, the performance of corporates was quantified in terms of 

successful the firm was in meeting its goals (Abdulkadir, 2012). At the time, the 

performance of the firm was more focused on the structure of the firm and its people. 

Things changed in the 1960s and the 1970s when firms changed the way they 

measured their performance with corporate performance being regarded as how well 

the firm was able to exploit the environment it existed in while using minimal 

resources (Mutua, Karanja & Namusonge, 2012). In this era firms accepted that they 

needed to achieve their goals (effectiveness) using the minimum possible resources 

(efficiency) to be termed as successful. However, in the last one decade the measure 

of corporate performance has changed with organizations using multiple dimensions 

to measure this performance. Some of these dimensions include the satisfaction off 

customers, customer service, employee stewardship, social responsibility, financial 

performance and community outreach.  

There are firms that have been doing really well when it comes to their performance 

but there are also others who are not doing so well (Nyandiko & Ongeri, 2014). 

According to McKone, Lewis and Nevin (2017), globally the aviation industry has 

been shown to generate minimal returns. However, in 2016 for the second year 

running, the industry revenue was at $17 billion which was the economic profit. This 

figure was low compared to 2015 figure of $25 billion. 
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The airlines in India are not exempted from this scenario and they have been suffering 

from low yields, minimal premium travels, low fares, decreased cargo loads and poor 

load factors all because of the poor market conditions. To change this scenario, is time 

aviation firms came up with a better strategy and improve their management process 

to see an increase in revenue. The research conducted by Singh (2011) on 

performance evaluation on India airline industry revealed Indigo was the only Indian 

airline with the best relative efficiency at (100%) out 11 domestic airlines. Jet came in 

second with a relative efficiency level of 99%. While Indian and Go Air airlines 

efficiency levels were at 95.6% for each one of them. The airline with the least 

relative efficiency level was Alliance Air at 25.9%. One of the airlines called Mid-

eastern airlines had a very low breakeven load factor. The airline has low yields and 

the unit costs are much lower. This is partially due to the capacity growth strength and 

the prediction for the current year is at 10.1%. In 2017 the expectation for post-tax 

profits was at $0.3 billion which represented $1.56 profit for every passenger and a 

0.5% net margin (International Center for Strategic Analysis, 2014). 

Latin American airlines have been through rough times due to the weak currencies 

and a weak market at home. However, a recovery is expected in 2017. The forecast 

for next year shows a net profit estimation of $0.2 billion after $1.7 billion losses in 

2015 and 2016 profit of $0.3 billion. The African region is the most affected in the 

last three years. The high losses in this region are as a result of the effects of low 

commodity prices and conflicts in the region. The breakeven load factors are lower 

and the costs are even lower while the yields are higher than the average. However, 

only a few airlines in this region are able to meet the required load factors. These 

airlines have the average lowest of 50.8%, which was the figure in 2017. Although 
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there is a slight improvement in performance the improvement is very slow (IATA, 

2017). 

For a corporate to succeed, there should be commitment from the employees, good 

performed in terms of the firm meeting its objectives, job satisfaction for the staff, 

maximization of profits and satisfaction of the customers (Abasilim, 2014). Finding 

the best leaders in the present business environment is one of the issues that firms are 

experiencing. The most important organizational component, leadership, needs to 

receive more attention in the competitive and dynamic business climate (ElKordy, 

2013). 

Leaders are an important component in a firm as when they use the most effective 

leadership methods, they motivate and help the staff be committed and competitive in 

regard to their bid to achieve the organizational set objectives and goals. To raise the 

bar for the professional growth of employees, many styles of leadership are used in 

organizations. Management, analytical abilities, compensation, staff engagement, and 

inspiration are all components of effective leadership. Employee satisfaction rises 

when organizational leadership effectiveness is improved, and this in turn has a 

positive impact on profitability customer satisfaction and sales volume.  

Mortazavi and Partovi (2014) state that organizational effectiveness is measured using 

cost and quality, on the other hand financial performance can be measured 

using profit, ROA and market share, and job performance and turnover rate can be 

used as measures of human resource performance. Leaders must encourage creativity 

and innovation, enhance worker performance, and challenge junior staffs to change 

their own value systems in order to increase organization's performance. 
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Transformational leadership methods according to Raluca-Elena (2015) can positively 

change the performance of a corporate.  

1.1.1 Transformational Leadership 

Leadership is a persons’ or a group of peoples’ ability to guide and influence 

followers and other organizations’ members. Leadership involves the establishment of 

a clear vision, sharing of that vision with followers, provision of methods and 

techniques for realizing a vision as well as coordination and balancing of conflict of 

interests of all members and stakeholders (Abasilim, 2014). Transactional and 

transformation leaderships are the two main types of leadership styles commonly used 

in today’s organizations (ElKordy, 2013). While transactional leadership is involved 

in maintaining operations flow in an organization, transformational leadership goes 

beyond managing daily operations and develops strategies for taking the organization 

to the next performance level (Karaca, 2010). In addition, while transaction leaders 

attract followers by considering their interests first, transformational leaders stimulate 

followers by putting the interest of the group first.  

Transformational leadership is a concept that was championed in 1978 by James 

MacGregor Burns. This concept involves the use of positive, trustful and optimistic 

leaders who can encourage team effort, set high expectations and encourage 

innovation. Leaders who are transformational leaders change and modify their 

organizations’ culture by inspiring a zeal for mission and purpose of teamwork. They 

as well encourage creative thinking as well as problem solving means which inspires 

organizations’ employees to perform better. According to Raluca-Elena (2015), four 
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basic elements exist that underlie transformational leadership: idealized influence, 

intellectual stimulation, individualized consideration and inspirational motivation.  

Idealized influence is the characteristics associated to the leader by his followers due 

to the way the leaders carry her or himself in terms of confidence, transcendent ideals 

and power. Jiang, Zhao and Ni (2017) indicate that idealized influence involves 

instilling followers with pride (charismatic), going above and beyond self-interest, 

displaying strength and confidence, talking about the most crucial principles and 

beliefs, and emphasizing the joint mission. Karaca (2010) further indicates that 

idealized influence has to do with evoking a sense of purpose and put more emphasis 

on the collective achievement of the firm’s goals. 

Individual consideration is the support a leader gives to each of his or her followers 

both economically and socially so as to empower them to enhance their development 

(Mwangi & Kwasira, 2015). In Jordan and Orabi (2016) found that individual 

consideration involves being concerned and meeting the followers needs, being 

mentors and coaches to the followers as well as listening to the concerns of the 

followers. In addition, Naseem and Sheikh (2011) found that individual consideration 

in an organization involve coaching followers treating followers as individuals, 

listening to followers’ concerns and helping develop others’ strengths.  

Inspirational motivation is the leaders’ characteristics and behaviors that are meant to 

motivate and inspire the followers to achieve the laid down objectives and even 

achieve goals that are regarded as unattainable. Hassan et al. (2013) found that 

inspiration motivation involves enhancing creativity, teamwork, communication and 

autonomy in Pakistan, In Uganda, Mwesigwa and Namiyingo (2014) indicate that 
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inspiration motivation involves giving optimistic talks about the future, providing an 

encouraging vision for the future, creating exciting image, and encouraging team-

spirit, general enthusiasm.  

Intellectual stimulation is the way the leader challenges the existing norms and 

encourages the followers to be more creative and innovation in regard to decision 

making. Emeka et al. (2015) indicates that intellectual stimulation encompasses 

seeking diverse point of view, involving followers’ problem solving, persuading non-

traditional thinking and re-examining critical assumptions. In Nigeria, Osabiya (2015) 

indicates that intellectual stimulation involves encouraging innovation and creativity, 

critical thinking and problem-solving.  

1.1.2 Organizational Performance  

The expected output is known as performance. According to Karaca (2010), the 

organizations’ performance can be measured based on the financial outcome of the 

organization or cased on the manager’s perception on the impacts of information 

technology. To attain operational effectiveness, there are five performance objectives 

that should be sought. These objectives include cost, quality, flexibility, speed and 

reliability. Organizational performance is categorized into three: financial 

performance in terms of profit, internal non-financial performance in terms of 

productivity as well as external non-financial performance such as customer 

satisfaction (Dola, 2015). Organization performance requires selection and measuring 

of important variables that can see the firm be aware of its competitive position and 

monitor its competitors.  
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Performance measurement is important factor for effective management. Corporate 

performance can be said to be how the firm is performing in regard to its profitability, 

quality of its profits and its market share compared to other businesses in the same 

industry. It is also showing the productivity of its employees in regard to profit, 

expansion, revenue, development and growth of the firm (Karaca, 2010).  

Tubigi and Alshawi (2015) measured performance using profitability (ROA and 

ROE), market share, customer satisfaction and sales. Carton (2017) indicated that 

efficiency (ROA, ROI and ROE), growth (sales, employees and market share), profit, 

size, liquidity and market share are indicators of organizational performance. In India, 

Antony and Bhattacharyya (2010) used balanced scorecard to measure organizational 

performance. Financial1performance, customer satisfaction, internal1business 

operations1and learning1and growth1were all used as specifically measures. 

According to Kaplan and Norton (2004), the important success elements are the 

source of the business strategy' objectives, targets, and measures and initiatives. 

Internal business operations, customers ’satisfaction, financial performance, and 

learning and growth are some of the performance aspects. Revenue, market share, 

assets, and cost leadership are used to as dimensions of financial perspective. Quality, 

timeliness of purchase, and proper selection are used to assess customer perspective. 

Process innovation, effectiveness, interpersonal interactions, and convenience are 

used to measure internal perspective. Competencies, operational excellence, and the 

climate of action are used as dimensions of learning and growth perspectives. 

Nonetheless, the finding cannot be generalized to performance of Kenya aviation 

industry due to variation in research design, organizational framework as well as 

geographical boundary. 
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1.1.3 Aviation Industry in Kenya 

Aviation industry in recent years has had stiff competition because of new 

competitors, innovation in terms of information technology and due to globalization. 

The number of airline companies has increased and the customer’s needs are 

changing. Thus, the airline firms are tasked with ensuring that the products they give 

their customers meet their needs and at an affordable cost. The main competitors 

Kenya Airways (the national carrier in Kenya) include Ethiopian Airlines, Emirates 

and Qatar Airways. Other upcoming competitors include Cabo Verde Airlines, Air 

Mauritius, Hainan Airways, Ethiopian Airline and Rwanda Air. Competition in the 

airline industry is mainly based on prices and service quality. Currently, Ethiopian Air 

is offering cheaper services as compared to Kenya Airways (Buyck, 2010).  

The early post-World War II era, when the colonial governments of Kenya, Tanzania, 

Uganda, and Zanzibar established the East African Directorate of Civil Aviation, can 

be considered the beginning of Kenya's aviation history. There are two different 

categories of activity that make up Kenya's aviation sector; the ground-based 

infrastructure and the airlines. The airlines offer passenger and cargo transportation 

services. Ground- based infrastructure is made up of the facilities at the airport, 

passenger services given at the airports such as ticketing, collection of baggage, 

catering and other off-site services such as air regulation and air navigation (Mokaya, 

Kanyagia & Wagoki, 2012).  

1.1.4 Kenya Airports Authority 

The Kenya Airports Authority (KAA) has a significant history, encompassing its 

establishment, evolution, and development over the years. The authority was founded 
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in 1991 under the Kenya Airports Authority Act (Cap 395) with the aim of providing 

efficient and effective airport services in Kenya. Prior to the establishment of the 

Kenya Airports Authority, airport operations were managed by the Department of 

Civil Aviation. Since its inception, the Kenya Airports Authority has undergone 

notable changes and advancements. It has continuously worked towards enhancing 

the infrastructure, services, and overall operations of airports in Kenya. The authority 

has been involved in the development, expansion, and modernization of various 

airports across the country (Kenya Airports Authority, 2017). 

Over the years, the Kenya Airports Authority has undertaken significant projects to 

improve airport facilities and services. These include the construction of new 

terminals, runways, and other infrastructure to accommodate the increasing air traffic 

and meet international standards. The authority has also invested in advanced 

technologies and systems to enhance security, safety, and operational efficiency at 

airports. Kenya Airports Authority (KAA) owns and operates nine airports and 

airstrips found in Kenya. Kenya Airports Authority is currently responsible for the 

management of Jomo1Kenyatta International1Airport, Kisumu1airport, Moi 

International1Airport, Malindi1airport, Eldoret International Airport, Wilson Airport, 

Lokichogio Airport, Wajir Airport and Ukunda, Manda, Kitale, Kakamega, Lodwar 

and Garissa Airstrips. It is also responsible for the management of all the other 

airstrips found in Kenya as an agent on behalf of the government (Kenya Airports 

Authority, 2017).  

According1to the1KAA Act, the main1functions of1KAA are; to the1control 

and1management of aerodromes,1provision and1maintenance of1facilities that1are 

needed to ensure the proper operations of aircrafts and provision of firefighting and 
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rescue services and equipment. In addition to this, they are also expected to operate, 

construct, and maintain aerodromes among other services, construction and 

maintenance of aerodromes on behalf of the government as agents, provide the 

needed services and facilities to passengers using the services of the KRA facilities 

and provide approval for private airstrips’ construction and their operations (Kenya 

Airports Authority, 2017). 

In terms of organizational structure, the KAA has evolved to meet the changing 

demands of the aviation industry. It has implemented strategic management practices, 

ensuring effective governance, financial sustainability, and customer-centric services. 

The authority has also embraced international best practices and standards in airport 

management. The KAA has played a crucial role in promoting the growth and 

development of the aviation industry in Kenya. It has facilitated increased 

connectivity, both domestically and internationally, by attracting airlines and fostering 

a conducive environment for air travel. The authority has actively participated in 

regional and international collaborations, ensuring seamless operations and adherence 

to global aviation standards. 

Kenya Airports Authority, in its short existence has undergone commendable changes 

that have been meant to turn an organization into performance-driven and client 

focused organization. Presently, the organization is carrying out key projects that seek 

to bring an improvement to the already established airports and aerodromes around 

the country and increase output by ensuring employees optimum commitment.  
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1.2 Statement of the Problem 

Auditor General’s report (2016) indicates that pre-profit tax decreased by 46.35% 

from Ksh. 4.66 billion in 2015 to Ksh. 2.5 billion in 2016. In addition, cargo 

throughput decreased by 3.8%, which implies that there was a decrease in efficiency. 

Further, operating expenses increased by 22.33% from Ksh. 8 billion to Ksh. 10.3 

billion. However, customer satisfaction level was at 78%, which was attributed to 

improved facilities at JKIA, improvement in waiting lounges as well as frequent 

training of staff. Human resource is essential in ensuring continuous improvement in 

organizational performance in terms of profitability and customer satisfaction.  

According to Hancott (2005), transformational leadership is superior to other types of 

leadership styles as it influences performance of a firm positively. Transformational 

leaders are agents of change and are vital in the performance of the organization by 

showing direction (idealized influence), promoting self-development (individualized 

consideration), encouraging creativity and involving them in problem solving 

(intellectual stimulation) and articulating compelling vision of the future (inspirational 

motivation). However, despite changes in leadership and the adoption of 

transformational leadership, Kenya Airports Authority is still performing poorly.  

Although research has been done on transformation leadership and organizational 

performance, these researches focused on specific organizations. For example, Dola 

(2015) researched on how transformational leadership influences employees’ 

performance of in KWS; in Kenya, Datche and1Mukulu (2015)1assessed how 

transformational1leadership1affected1employee1engagement in civil service; Chege 

(2016) evaluated association between transformational leadership and commercial 
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banks’ performance while Amin (2016) conducted1a1research on existing association 

between1transformational1leadership and National1Bank of Kenya performance. 

However, different organizational have different structures and hence the 

organizational structures of commercial banks, civil service and Kenya Wildlife 

Service are different from those of the Kenya Airports Authority. This research 

looked at how transformation leadership influences organizational performance of 

KAA. 

1.3 Objectives of the Study  

1.3.1 General Objective  

The purpose of this research was1to1determine on influence of transformational 

leadership on the organizational1performance Kenya Airports Authority 

1.3.2 Specific objectives  

This study specific1objectives were1as1outlined1below;  

i. To examine effect of idealized1influence on organizational1performance 

in Kenya Airports Authority. 

ii. To determine the influence of inspirational1motivation on 

organizational1performance in Kenya Airports Authority. 

iii. To examine influence of intellectual1stimulation on 

organizational1performance in Kenya Airports Authority. 

iv. To establish influence of individualized1consideration on 

organizational1performance in Kenya Airports Authority.  
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1.4 Research Questions  

i. What is the effect of idealized1influence on organizational1performance in 

Kenya Airports Authority? 

ii. What is the influence of inspirational1motivation on 

organizational1performance in Kenya Airports Authority? 

iii. How does intellectual1stimulation influence organizational1performance 

in Kenya Airports Authority? 

iv. What is the influence of individualized1consideration on 

organizational1performance in Kenya Airports Authority? 

1.5 Significance of Study  

The research may be beneficial to the Kenya Airports Authority management, Kenyan 

government, policymakers and to other researchers and scholars. To Kenya Airports 

Authority management, the research may provide insights on how different 

transformational leadership characteristics, such as intellectual stimulation, 

customized concern, and inspirational drive, impact a corporation's success. The 

Kenya Airports Authority's performance may be enhanced by using this information 

in the creation of leadership strategies related to these factors.  

To the Kenyan1government and policy1makers, the research1explains1the application 

of transformational leadership on KAA execution and how these findings may help to 

come up with effective policies to mitigate these challenges and hence improve the 

performance of Kenya Airports Authority. The findings may also be used to develop 

policies on job requirements in leadership positions in Kenya Airports Authority to 

enhance airports’ performance.  
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This research may provide essential1information to1already 

existing1body1of1knowledge concerning impact of transformative1leadership on 

organizational performance. Moreover, the study may also offer foundation for future 

research in relation to the effect1of1transformative leadership1on 

organizational1performance. To other academicians and researchers, the research 

gives information that may be employed as a literature review.  

1.6 Scope of the Study  

The scope1was limited to: inspirational1motivation, idealized1influence, 

intellectual1stimulation and individualized consideration. Additionally, the study 

focused on Kenya Airports Authority. The unit of analysis was conducted in KAA 

located at Jomo Kenyatta International (JKI) Airport in Nairobi County. The study’s 

population was the 167 employees from 9 departments in the headquarters of Kenya 

Airports Authority. The study used primary data collected between October 2018 and 

November 2018. 

1.7 Limitations of the Study 

Limitations are the traits of methodology that influences interpretation of research 

results. They are constraints existing in regard to application to practice, 

generalizability, and/or usefulness of findings. They are due to how the researcher 

might have chosen the research design and/ or the method used in the determinations 

of external and internal validity. Major limitation is that findings are not applicable to 

other Kenyan government institutions. There was need for more studies before 

conclusion was done. Another limitation was that the honesty of the respondents was 

not well known as they gave their responses. To improve the research instrument, 
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validity and reliability tests were used to ensure the instruments met the laid down 

standard. 

During data collection, another challenge was expected where some respondents 

declined to provide the needed data because of their attitudes towards the research and 

fear of victimization. The researcher tried to win respondents by providing them with 

purpose why the research was being conducted and gave them assurance that the data 

they provided was to be handled confidentially.  

1.8 Organization of the study 

This project is made up of five chapters. The first1chapter encompasses1of 

study’s1context, problem1statement, research questions, objectives,1 the1significance 

of1the research,1study’s scope and limitations. Second1chapter presents 

literature1review, empirical1review and conceptual1framework, theoretical1review 

and knowledge1gaps. The third chapter presents the techniques deployed in collection 

and analysis of data. Chapter four is made up of research approach, study1population, 

sample1size and techniques1deployed in sampling, tools1employed in 

collecting1data, pilot1testing, procedure of1data collection1and techniques1used in 

analyzing data. Chapter four presents data1analysis, results1presentation, 

results1interpretation and discussions. Chapter1five presents1summary of1the 

findings, conclusions,1recommendations and areas1for further1research.  
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CHAPTER TWO: LITERATURE REVIEW 

2.1 Introduction  

This chapter covers the existing1literature pertaining1to transformational1leadership 

and organizational1performance. Specifically, the chapter comprises of 

theoretical1review, empirical review, research1gap and also conceptual1framework.  

2.2 Theoretical Review  

Reviewing leadership literature showed that there are different schools of thought 

when it comes to transformational leadership. Some of these include the great man 

and trait models. Theories that were put forward by early researchers often looked at 

the leader’s behaviors and characteristics. However, modern theories often consider 

the contextual nature of leadership and what role followers play in transformational 

leadership. Further, this section presented theories associated with the research. 

Moreover, these theories included leader member1exchange theory, 

transformational1leadership1theory, path1goal1theory and 

Maslow’s1basic1needs1theory.  

2.2.1 Path Goal Theory  

This model was founded in 1971 by Robert House at Ohio State University, the 

theory was later revised in 1996 (Schriesheim & Von Glinow, 2012). According to 

this model, the behavior of a leader depends on his followers’ satisfaction, 

performance and motivation. The revised version further states the leader acts in a 
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way that compliments his followers’ abilities and also compensates for their 

shortcomings.  

In addition, the leaders goal in this theory is seen as a guide to workers on the 

appropriate paths to take that can help them achieve their goals and those of the firm 

(House, 2012). The argument is that managers will have to take on different styles of 

leadership in accordance with the existence demands and nature of a given scenario. 

The leader has a role to guide his followers on the best way they can use to achieve 

their goals and also ensure these goals are in agreement with the firms’ objectives 

(Schriesheim & Von Glinow, 2012). The followers will appreciate a leader behavior if 

they view this behavior as aimed to be a source of motivation and satisfaction if this 

satisfaction is dependent on the subordinate’s performance and if the manager 

coaches and provides incentives that encourage great performance. The non-revised 

version of this theory points out that the forms of leadership styles available include 

supportive, directive, achievement oriented and participative forms of leadership 

(Greene, 2011).  

The directive form of leadership behavior is known as a situation where the leader 

clarifies to the followers the goals they are expected to meet and directs them on how 

to meet these goals. According to the theory this is the kind of behavior that has the 

most satisfaction to the follower especially if the role of the follower is not very clear 

(Szilagyi & Sims, 2011). In the achievement-oriented behavior the leader sets very 

high goals for his subordinates and shows confidence that the followers are capable of 

achieving these goals. Some of the jobs where this leadership style is common include 

in sales jobs, entrepreneurs, technical jobs and in engineering.  
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The participative form of leadership style is characterized by the managers making the 

followers part of the decision-making process by encouraging them to forward their 

suggestion in regard to a particular concept. This kind of behavior is very common 

where followers are deeply involved in their tasks (Schriesheim & Von Glinow, 

2012). The supportive form of leadership style seeks to meet the needs of the 

followers. The manager seeks to ensure the follower’s psychological needs are met. 

This style is essential in work situations where relationships and tasks are physically 

distressing or psychological in nature (Greene, 2011).  

With regard to this study, path-goal theory resonates with transformational leadership 

as it focus on organizational culture development by using inspirational motivation as 

well as intellectual stimulation so as to enable an organization to achieve anticipated 

outcomes by squeezing out the potential of each staff resulting to organizational 

success. The management at the Kenya Airport Authority should embody their 

subordinates’ values that are expected to be learnt and internalized so as to see an 

improvement in the performance of the Kenyan aviation industry. The management at 

the Kenya Airport Authority should encourage teamwork and commitment among the 

employees through individualized consideration of each staff performance and 

rewarding or promoting them so as to facilitate improvement on performance of 

aviation industry (House, 2012).  

The Theory highlights the importance of a leader's behavior aligning with their 

followers' satisfaction, performance, and motivation. According to the theory, leaders 

should complement their followers' strengths and compensate for their weaknesses. 

They should also guide their followers towards the appropriate paths to achieve both 

personal and organizational goals. Different leadership styles are mentioned, 
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including directive, achievement-oriented, participative, and supportive styles, each 

suited for specific situations. In terms of leadership and organizational performance, 

the Path-Goal Theory aligns with transformational leadership by focusing on 

developing the organizational culture through inspirational motivation and intellectual 

stimulation, allowing each staff member to reach their full potential and contribute to 

the success of the organization. The passage suggests that the management at the 

Kenya Airport Authority should embrace their employees' values, foster teamwork 

and commitment, provide individualized consideration, and establish realistic goals to 

enhance the performance of the Kenyan aviation industry. By demonstrating strong 

commitment, building trust, and aligning with organizational goals, the management 

can work towards achieving the desired outcomes in the aviation industry. The 

management should also set realistic goals, vision and missions through showing 

strong commitment, creating trust as well as confidence among the staff through 

inspirational motivation and representing organizational goals, culture, and mission to 

their subordinates so as to ensure the aviation industry achieve the anticipated 

outcomes. 

2.2.2 Transformational Leadership Theory 

The above1theory was1very popular1in 1970s and1is still is the person responsible 

for its development is Burns (1978) and Covey (1992) who later encouraged leaders 

to be transformative by engaging people’s minds and hearts in the leadership process. 

This form of leadership is based on the managers changing beliefs, values and their 

followers’ needs. This concept is broad and requires coming up with new strategies 

that will result to reshaping the firm. The transformational leadership style results to 

positive transformation of the followers. The kind of leaders who champion 
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transformation are passionate, energetic and enthusiastic. Such leaders are part of the 

process and they focus in helping the followers succeed. Such leaders put more 

emphasis on empowering their followers, teamwork and encourage learning. Taborda 

(2000) looks at this form of leadership characteristics including that the firm’s goals 

should be communicated and be part of the organization culture. Communication is 

vital and should be done by managers who can champion the organization’s vision 

through different hierarchy levels of the firm.  

The discussion on the Transformational Leadership Theory and its impact on 

leadership and organizational performance lacks clarity and coherence, making it 

challenging to grasp the main points. The references to Burns (1978) and Covey 

(1992) appear disjointed from the rest of the analysis, lacking further explanation or 

integration. Moreover, the claims regarding the effects of transformational leadership 

and the importance of communication and leadership characteristics lack specific 

examples or empirical evidence for support. The passage fails to elucidate how factors 

like enthusiasm and eagerness directly contribute to organizational success or how 

leaders can effectively implement them. To enhance the discussion, it would be 

beneficial to provide more coherent arguments, incorporate relevant sources, and offer 

concrete examples that illustrate the relationship between transformational leadership, 

leadership characteristics, and organizational performance. 

In this study context, leaders at Kenya Airports Authority should show a commitment 

to the firm’s values through the means by which they act and by encouraging others to 

behave in a similar manner by use of motivation, inspiration, consideration of each 

individual, idealized influence and intellectual stimulation. When an employee at the 

Kenya Airport Authority is motivated inspirationally, he or she will be confident, 
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motivate others and show positivity towards other subordinates ideas and thoughts. 

Intellectual stimulation competency enable the management leaders at the aviation 

industry to set a clear vision, meets expectations of the group and is as well as 

dedicated to meet the set objectives for the group.  

Additionally, the management should adopt leadership characteristics such as 

enthusiasm, eagerness, and capability to formulate organization vision and goals so as 

to ensure organizational success. Further, the management at the KAA should adopted 

competency skills such as individualized consideration so as to prevent them from 

expressing contradictory values which tend to negatively affect their staff confidence 

and trust. The management leaders at the at Kenya Airports Authority must ensure 

that their employees are rewarded, motivated, and well developed so as to enhance 

production of great results which ultimately lead to organizational success.  

2.3 Empirical Review  

The empirical review section looked at the four independent and dependent variables. 

It covered literature on idealized1influence, individualized1consideration, 

inspirational1motivation, intellectual1stimulation and organizational1performance.  

2.3.1 Idealized Influence and Organizational Performance 

The leaders’ ability to install confidence and appreciation from his followers which is 

the basic step in acceptance of radical change in a firm is known as idealized 

influence. Lack of confidence in the leader can see his efforts to redirect the firm be 

unsuccessful among the subordinates (Tiri, Ogollah & Mburu, 2014). This form of 

leadership behavior is also referred to as charismatic leadership and it is the extent the 
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managers can be role models to their subordinates and are able to show morals and 

principals that are ideal.  

Karaca (2010) conducted a study to examine whether transformational leadership 

influences staffs’ perceived leadership efficiency in USA public organizations. The 

research made use of confirmatory factor analysis for the validation of construct 

validity for provided leadership effectiveness measurement model. Moreover, 

structural equation modeling was done for examination of the hypothesis of the 

research. The study deployed correlation research design. According to the findings, 

transformational managers who are able to influence their subordinates encouraged 

their followers to have common values and beliefs, encouraged their followers to have 

a common sense of the mission of the firm. Having been done in United States, the 

findings are not generalizable to Kenya because of variations in macroeconomic 

environment and legal frameworks governing public institutions in both countries. 

However, the study adopted correlation research design and its targeted audience 

comprised of staff in Federal Emergency Management Agency hence it is imprudent 

to generalize the findings due to variation in research methodology. With respect to 

contextual gap, the research only focused on charismatic personality but failed to 

focus on going beyond self- interest, emphasis on ethical practices and acting as role 

model. Furthermore, the research took place in USA therefore findings are not 

applicable to Kenya because of disparity in economic advancement as well as 

institution frameworks. 

Zdaniuka and Bobocel (2015) analyzed the impact of idealized influence leadership 

on the promotion of place of work forgiveness in Canada. The dominant methodology 

adopted was cross-sectional study approach. According to the results, idealized 
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influence leadership led to suppression of antisocial responses like revenge and 

avoidance. In addition, leaders using idealized influence motivate their employees to 

respond to workplace mistreatment instances. Nonetheless, the study1deployed1cross 

-sectional1research1approach whilst present1research 

employed1descriptive1research1technique; hence, it is 

unwise1to1generalize1findings1due to variation1in research1design. Moreover, the 

targeted1audiences were staffs1working in Canadian1firms1therefore1the1study’s 

findings are not applicable to Kenya. Further, the study’s dependent study variable 

was promotion of workplace forgiveness, which is different from 

organizational1performance in terms of its measures1or1indictors, therefore, the 

findings are not generalizable1to the present1research. 

In the setting of Vietnamese software firms, Nguyen and Nguyen (2015) conducted a 

study to examine whether leadership behaviors influences employee performance. 

The research sample was made up of 304 individuals that gave their data through a 

questionnaire. The researchers adopted a cross-sectional research approach. 

According to the results, individualized influence in the form of charismatic or 

encouraging pride among the followers, putting the interest of the firm first, having 

confidence and power, talking about their ideal beliefs and values and emphasizing 

collective mission influence employee performance. However, Nguyen and Nguyen 

(2015) study deployed cross-sectional research approach whilst this research adopted 

descriptive research approach hence; it is unwise to generalize their findings to 

present research because each research design has its own limitations. In addition, 

study’s sample size included 304 personnel working in software firms while sample 

size of the current research is 84, therefore, findings cannot be applied to the research 
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because sample size can influence conclusion of a research. Further, researcher only 

focused on one indicator of idealized influence (charismatic personality) while the 

present research focused on four indicators (charismatic personality, going beyond 

self-interest, emphasis on ethical practices and acting as role model thus it is unwise 

to generalize results to this because of disparity measures of idealized influence. 

Furthermore, unit of observation of the study was software companies in Vietnam 

while that of the current research was the headquarters of Kenya Airports Authority 

hence study findings are not applicable to Kenya because of disparity in legal 

jurisdiction and institutional frameworks governing organizations in various states. 

Ngaithe, Aol and Lewa (2016) assessed the association between idealized influence 

on employee performance within Kenyan state owned enterprises. Moreover, research 

adopted descriptive research approach and a positivism research philosophy. The 

results discovered that idealized influence influenced staff performance significantly 

and positively. Additionally, the researcher found that transformational leaders 

emphasize on the use of common beliefs and values, they also encourage their 

followers to encourage subordinates to work towards meeting the firms’ mission 

collectively. In addition, such leaders put forward their worries about a problem and 

why this problem needs to be resolved. These leaders also install a sense of belonging 

to their followers. Followers who look up to the leader are ready to share their 

concerns with him and readily take up the challenge as their own. Nevertheless, the 

study adopted positivism while the current research employed pragmatic research 

philosophy. Besides that the unit of observation comprised on 163 staff while the 

current research was 83 staff hence results are not applicable to Kenya because of 

disparity in unit of observation. Further, Ngaithe, Aol and Lewa (2016) measured 
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idealized influence in term of charisma, ethical and communication of organization 

vision while the current research measured idealized influence in terms of charismatic 

personality, going beyond self-interest, emphasis on ethical practices and acting as 

role model. Therefore, the findings are not applicable to this current research due to 

methodological, context and conceptual gaps.  

In Kenya, Ogola and Sikalieh (2017) studied how idealized influence leadership 

behavior influence employee performance among SMEs. The study adopted 

correlational research approach. The idealized influence leadership behavior 

significantly affects’ employees performance according to the report. Additionally, 

the findings indicated that if a leader shows trust on employees, acts as a role model, 

portrays high ethical practices and encourages followers to take necessary risks, 

employee performance will be improved. However, the research employed correlation 

research design while present research deployed descriptive research technique. 

Moreover, researchers measured idealized influence in terms of risk taking, ethical 

values, trust and role model which is different compared to current research. In 

addition, the context of this research was SMEs while current research focused on 

Kenya Airports Authority, hence the results are not generalizable to this research. 

2.3.2 Individualized Consideration and Organizational Performance 

Leaders that embrace change usually ask their followers for their opinions before 

giving them advice. Additionally, they ensure that the problems that trouble their 

followers are properly addressed, which helps them gain the respect of their followers. 

Such leaders pay close attention because they understand that fresh ideas are the only 

way they can learn about them and intellectually grow alongside their followers. This 
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feature is a wonderful illustration of a leader that listens to and supports their people, 

according to Okechukwu and Godday (2015). Leaders who support change also take 

on the duty of imparting knowledge to their followers, assisting them in putting 

important issues into practice.  

Any organization's members have a variety of demands and wants. Whereas some 

people are driven by finance, others are actually driven by desire to do things in a 

different way. Similarly, some people are driven by the enjoyment of being part of an 

organization. Therefore, it is the leaders’ responsibility to recognize all their 

employees’ needs and demands and to ensure that they have been met as effectively 

as possible (Kalkavan & Katrinli, 2014). To hear what their followers would like to 

do in a different way, wise leaders always keep a close ear to the ground. They might 

need to engage in interactive sessions with the subject in order for them to get the 

correct conclusion. In order to increase understanding, it is important to ask questions 

and get feedback (Neupane, 2015). Such leaders are always willing to be questioned 

and corrected. This fosters their cognitive growth even more. 

The most crucial elements of human resource management nowadays are thought to 

be training and counseling. This is mostly because they encourage people to work 

more which raise profitability and product quality (Abasilim, 2014). The best way to 

improve an organization's fortune is through its employees, who make up its core. If 

the correct motivation is instilled in them, they will be in the best position to do so. As 

a result, the company frequently uses training and counseling to assist people in 

realizing their potential. There are many researchers that have shown that coaching 

and mentoring does influence employee performance (Erkutlu, 2008; Abasilim, 

2014).  
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In Jordan, Orabi (2016) assessed whether transformational leadership style influences 

organizational performance. A survey research approach was used during the study. 

Moreover, the surveys that were distributed were 249, 213 of these were returned but 

only 171 could be used. According to the findings, a significant association does exist 

between Individual consideration and Organizational Performance. Additionally, 

findings revealed that there is need for personal consideration pointing out that this 

processes was concerned with managers giving support to their followers. This 

process is able to positively affect the workers satisfaction, which would result to 

increased motivation and better engagement within the firm. If all workers are 

considered individually, then there is the possibility of a firm to improve on its 

performance. The researcher adopted survey research approach and targeted all 

personnel working in various organizations in Jordan therefore findings are not 

generalized to Kenya because of difference in research methodology. Moreover, the 

study measured idealized influence in terms of trust while the indicators of idealized 

influence in the current study were charismatic personality, going beyond self-

interest, emphasis on ethical practices and acting as role model against these gaps, the 

findings are not applicable to Kenya. 

In the United Kingdom, Khalil and Sahibzadah (2017) studied the nexus between 

leaders’ individualized consideration and job satisfaction of employees. The study 

used an explanatory research approach. The findings indicated that Individualized 

Consideration positively affects job satisfaction. In addition, individualized 

consideration in institutions has proven to be effective in the achievement of job 

satisfaction. However, the study adopted exploratory research technique while this 

research used descriptive research design hence it is unwise to generalize findings to 
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current research. The study population comprised of all staffs in UK private 

universities while the targeted audience in this research comprised of all staff working 

in KAA headquarters thus, results are not applicable to this research due to variation 

in around mean and human tend to be unique and different. Further, the unit of 

analysis was private universities while this research focused on Kenya Airports 

Authority, henceforth; it is unwise1to1generalize results to Kenya1because of 

disparity1in legal1jurisdiction governing1institution in the both countries. 

In Kenya, Ondari, Were and Rotich (2018) examined the association between 

individualized consideration and state corporations organizational performance. 

Moreover, the researcher made use of descriptive research approach and primary data 

was obtained using questionnaires. Results indicated that individualized consideration 

was significantly affecting state corporations’ organizational performance in Kenya. 

However, targeted audience comprised of all 165 managerial staff in state cooperation 

while target population was 167 personnel in KAA. Additionally, the researcher 

focused on state cooperation while current research focused on parastatal (KAA). 

Moreover, the researchers measured individualized consideration in terms of 

mentoring and coaching, followers treated individually, learning opportunities 

established and followers strengths developed while the indicators of individualized 

influence in the current research were mentoring and coaching followers, encouraging 

self-development, attending to follower’ concerns and autonomy. Therefore, Ondari, 

Were and Rotich (2018) findings are not applicable to the current study. 

Ndwiga and Ngaithe (2016) studied whether individualized consideration influences 

organizational performance of Kenya commercial state owned enterprises. The 

researcher used descriptive research approach. Results found that individualized 
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consideration significantly and positively affects organizational performance. The 

results also indicated that coaching and mentoring, task delegation and development 

of learning chances together with supportive situation. The study involved 34 

commercial state corporations in Kenya, which did not include Kenya Airports 

Authority.  

In Kenya, Ayacko, K’Aol and Linge (2017) studied effect of individualized 

consideration on judicial staff performance. Moreover, the researcher deployed cross 

sectional study method. According to the study, individualized consideration in terms 

of delegation, workplace diversity, autonomy, and acceptable working conditions had 

significant effect on staff performance in the Kenyan judiciary. The survey also 

revealed that happier workers ultimately lead to happier customers when they feel 

fulfillment in their profession. Employee satisfaction not only increases yield but also 

results in higher-quality products or services. As a result, an organization must make 

sure that employee needs and wants are met while simultaneously looking for ways to 

increase their commitment. Nevertheless, researchers employed cross-sectional 

survey research approach whereas current research used descriptive research approach 

hence it is improvident to generalize the study findings to current research since every 

research method has its limitation. The targeted audience of this comprised of judicial 

staff while target population in present research was personnel working in KAA 

headquarters, therefore, it is inexpedient to generalize Ayacko, K’Aol and Linge 

(2017) findings to current research because of disparity in institutional framework, 

analysis and unit of observation. Furthermore, the researchers measured 

individualized consideration in terms of delegation, workload diversity and acceptable 
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working conditions. Due to variation in conceptual gaps the findings are not 

applicable in this research. 

2.3.3 Intellectual Stimulation and Organizational Performance 

Namiyingo and Mwesigwa (2014) point out that any leaders who keep an open mind 

is likely to affect their followers intellectually such leaders challenge the status quo 

and provide a case for every reason, this encourage their junior staffs to intellectually 

challenge themselves more. People are capable of learning more and also improve 

their lives as a result of cognitive thinking. The forefront of challenging presumptions 

is always held by transformational leaders. They ensure1that every1fact has 

been1supported1by an argument1to1support1its1validity. Since1this is1the1only 

means of learning better ways of performing tasks, these leaders push individuals to 

think critically and make mistakes. Employees1can explore 

the1unknown1more1and1thereby unlock1unexpected1potential with 

such1encouragement. 

Ul Hassan et al. (2013) examined the employee creativity and the performance in 

banking sector. The researcher made use of descriptive research approach. The degree 

of creativity in an organization is influenced by internal factors like job complexity as 

well as the connection between management and workers according to the study. In 

order to encourage employees to be more creative, management should develop a 

model that addresses every aspect of the banking system. The unit of observation 

comprised of 164 staff working in banking industry in Pakistan, while the sample size 

was 84 employees working in KAA headquarters due to disparity in unit of analysis, 

it is unwise to generalize study’s findings to this research. Besides that the researchers 
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measured intellectual stimulation in terms of employee creativity, job complexity, 

intrinsic motivation and innovation while the current research measured intellectual 

stimulation in terms of creativity and innovation, engagement in problem solving and 

decision making and encouraging non-traditional thinking thus1results are 

not1applicable to the1present1research due to disparity1measures 

of1intellectual1stimulation. Further, the unit of observation was banking industry in 

Pakistan hence, findings1are not generalizable1to1Kenya1Airports1Authority due to 

disparity in institutional1frameworks1in between Kenya1and1Pakistan. 

Transformational leadership has been considered as the most successful kind of 

management for encouraging innovation. According to Quagraine (2010), this style of 

leadership encourages workers to increase their contribution to the firm. Additionally, 

transformational leadership pushes staff members to be more ambitious and to set 

greater goals. According to Ogbomoso and Ojokuku (2014), this style of leadership 

unquestionably encourages innovation, which breeds innovative brains. This in turn 

has a favorable impact on organization's performance. It is therefore advised that 

leaders adopt this style of leadership because it has a positive impact on both the 

business and the individual. 

Leadership should provide moral support and inspire employees to be imaginative 

(Udoh & Agu, 2012). When management and staff have a better working connection, 

management will take into account emotional needs of the workforce, motivating 

them to perform better for the benefit of the business. In order to stimulate employee 

innovation, management must create a culture where workers are given little direction 

and encouraged to work independently. Employees that are followed carefully often 

experience confidence loss, which stops them from taking creative risks. As 
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previously mentioned, creativity has a significant impact on the innovation process, 

which ultimately improves the performance of the business and transforms it into an 

organization driven by innovation (Mutahar et al., 2015). 

Namiyingo and Mwesigwa (2014) looked at how intellectual stimulation affected 

employees' performance in Ugandan commercial banks. The study, which employed 

an explanatory research approach, discovered that, in the Ugandan banking system, 

employee creativity is directly correlated with an organization's success. The most 

crucial thing to remember is that creativity inspires employees to develop innovative 

ways to carry out their activities, which helps to save time and reduce losses. An 

organization can better serve its clients and grow its market share by using these 

new concepts. In the same way, coming up with new ideas opens the door to better 

structure and operational methods. As a result, production is more effective and 

simpler. The research used explanatory research method whilst present research 

employed descriptive research technique; therefore, it is improvident1to 

generalize1study’s1findings to current research1due1to1disparity in research1design. 

Moreover, the targeted audience was employees working in banking industry while 

study population was staffs in headquarter of KAA. Henceforth, study results are no 

applicable to present research due to disparity unit of observation. Further, the study 

measured intellectual stimulation in terms of creativity and job resources thus the 

study’s findings are not generalizable to current research due to disparity in measures 

of intellectual stimulation. 

For instance, management might encourage employees to be more creative by 

utilizing transformational leadership (Pradhan & Pradhan, 2015). Initiatives that are 

founded on creativity can thrive on a platform provided by transformation leadership. 
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Problem-solving can be a fairly difficult task that calls for specialized knowledge. The 

difficulty of the task is increased by the requirement for cognitive and mental 

awareness. Problem solving involves all cognitive processes. As a result, the amount 

of abilities needed varies substantially depending on the problem's structure (Abbasi 

& Zamani-Miandashti, 2013). Different issues confront organizations, and issues can 

change within an organization for instance, management might encourage employees 

to be more creative by implementing transformational leadership (Pradhan & 

Pradhan, 2015). Initiatives focused on creativity can thrive on a platform provided by 

transformation leadership. 

Problem solving can be a fairly difficult task that calls for specialized knowledge. The 

difficulty of the task is increased by the fact that it calls for cognitive and mental 

awareness. Problem solving uses all cognitive processes. As a result, the amount of 

expertise required varies substantially depending on the problem's structure (Abbasi 

& Zamani-Miandashti, 2013). Different difficulties that organizations confront can 

also differ inside a single organization. Whereas some may be equivalent in a setting, 

others may be difficult to structure in mind, which makes them difficult to solve. One 

issue, however, may have numerous remedies, each of which will have a different 

level of efficacy. Therefore, it is up to the individual tackling the issue to determine 

the most appropriate solution to adopt, however even this necessitates specialized 

knowledge. 

Numerous studies found positive correlation between engagement of workers in the 

making of decisions and organizational performance. Ojokuku and Ogbomoso (2014) 

examined the nexus between employee1participation1in1decision1making and 

selected SMEs’1performance in Lagos,1Nigeria. The study employed descriptive 
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research method, discovered that employees' involvement in decision-making 

influences business's overall performance significantly. Therefore, the employees’ 

participation in the organization's decision-making is crucial because it encourages 

high devotion among the workforce. Additionally, the study found that when 

personnel actively participate in decision making, their morale soars, they are happier, 

and as a result, they perform at their best on an individual level. The targeted audience 

comprised 156 staff in SMEs in Lagos, Nigeria therefore results are not generalizable 

to this research because of difference in unit of observation. Employee participation in 

decision making was measured in terms of establishing policies, procedures and 

determining perks. Its sample size was 120 staff working in SMEs in Lagos. 

Therefore, the study’s findings cannot be applied to current research due to disparity 

in unit of analysis. Further, Ojokuku and Ogbomoso (2014) findings only focused on 

employee participation among SMEs in Nigeria while the current study focused on 

public parastatal (KEE) henceforth, the findings are not applicable to Kenya because 

of disparity in institutional frameworks between Nigeria and Kenya.  

It is through provision of suggestions and information among employees that 

encourage productivity and overall organizational growth. Being involved in the 

making of decisions makes the employees seem like they own part of the firm, which 

basically transforms to more responsible behavior and trust. When employees 

participate in decision-making, cost of learning is typically lower. This is because less 

human work is necessary because only little supervision is needed. Also, an increase 

in the organization performance is noted when workers are involved in the making of 

decisions.  



36 

In Ghana, Quagraine (2010) studied the involvement of employees as effective 

management tool in decision-making in the Merchant Bank (Ghana) Limited. The 

study made use of cross-sectional study design. As per the study, favorable 

environment for innovation and creativity is made when employees are consulted 

when decisions are made. This causes the workers to identify with the company, 

leading them to desire to have positive impact on its output. Additionally, when 

employees participate in decision-making, there is greater cooperation and coherence 

within the organizational hierarchy. Since Quagraine (2010) adopted cross-sectional 

survey whilst current research used descriptive research approach, it is unwise to 

generalize the results to this study because research design does not aid in 

determining the cause of effect of elements under investigations. Moreover, the 

targeted population comprised of staff working in Merchant Bank (Ghana) Limited 

consequently, results are not applicable to Kenya because of disparity in unit of 

analysis and observation. Further, the study only focused on one indicator of 

intellectual simulation (involvement in problem solving) therefore its findings cannot 

be generalized to current research which measured intellectual stimulation in terms of 

creativity and innovation, encouraging non-traditional thinking and involvement in 

problem solving.  

In Kenya, Kirui, Iravo and Kanali (2015) studied the relationship between intellectual 

stimulation and financial institutions’ organizational performance. Moreover, using 

descriptive research approach, the study was conducted in 22 branches of National 

Banks and Post Bank within Rift Valley region of Kenya. According to the study, 

intellectual stimulation influences financial institutions’ performance significantly. In 

addition, the management of organizations ought to invest in creation of knowledge 
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and continuous improvement of the issues of the employees. Besides that, they should 

also ensure that there is continuity in coaching employees on self-efficacy. The target 

population of comprised of National Bank of Kenya’s staff therefore; results are not 

applicable to Kenya as a result of disparity in unit of observation. The researchers’ 

indicators of intellectual stimulation comprised of involvement in decision making, 

engagement in problem solving and encouraging non-traditional thinking but failed to 

focus on creativity and innovation, thus, it is unwise to apply the results to current 

research because of existence of conceptual gap. 

2.3.4 Inspirational Motivation and Organizational Performance 

The manager can exhibit confidence, when he or she is inspirationally motivated 

positively respond to the subordinates ideas and thoughts and even motivate others. 

Transformational leader develops vision separate from group's1prospects1and1is 

devoted to1attaining1the1goals formulated1for1the1group. 

Eagerness,1excitement,1and1ability to define1a1vision and organizational1goals 

are1other essential1leadership1qualities (Sahin1et1al.,12014). As per 

inspirational1motivation, leaders1ought1to1make clear1the high1standards they have 

for their followers. They should1as1well challenge them to 

formulate1mutual1vision1for1the1firm to inspire1and1motivate1them.  

The followers1of transformational1leaders are also inspired1by1their 

inspirational1appeal to do their1best1work1in terms1of cooperation,1generosity, and 

good1deeds. The followers are allegedly urged by their leaders to have a collaborative 

attitude, which makes them enthusiastic and excited when outlining their company's 

aims, according to Abbasi and Zamani-Miandashti (2013). 
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According to Li et al. (2016), linking organizational aims to personal ambitions 

encourages employees to accomplish organization goals in order to accomplish 

individual goals. Additionally, usage of such encouraging words inspires persons to 

put greater effort in their work which enables workforce to put more effort to 

accomplish their personal aspirations and organizations’ goals. Employees are 

motivated by incentive packages offered to them. This is because they sense that their 

efforts are valued and that they are cared for. Regardless of the diverse motivational 

inclinations of the staff, this can aid in motivating them. These programs are typically 

tailored to the needs and preferences of the employee. Motivating employees makes 

them more productive, but more significantly, it demonstrates that the company 

values them. Increased performance or productivity is the most significant effect that 

employee motivation has (Mutahar et al., 2015). 

A leader should see beyond what is perceived by others, claim Mutahar et al. (2015). 

The ability to develop a transformational vision is a crucial leadership quality. 

Transformational leaders know that a vision that is well-developed and communicated 

in appropriate way may alter a person, entire society or the team (Udoh & Agu, 2012). 

The followers will comprehend the vision and develop strategies to help the 

organization realize its objective if the leader is capable of defining it effectively and 

convey the message to them. Transformative leaders inspire their people to try new 

things, take chances, and develop original ideas. Leaders are driven by their vision 

and dissatisfied with the present situation (Mutahar et al., 2015).  

In Enugu State, Emeka, Amaka and Ejim (2015) studied the nexus between staffs’ 

motivation and manufacturing firms’ organizational performance. Cross-sectional 

research methodology was adopted in the analysis. The findings depicted that 
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extrinsic motivation offered to any organization has a significant impact on staff 

productivity. This conforms to equity theory, which claims that paying workers fairly 

is critical since it improves their effectiveness at work. The researchers employed 

cross sectional survey whilst this research used descriptive research technique, hence, 

results are not applicable to existing study because of difference in research approach. 

The targeted population was all staff working in manufacturing firms Enugu state 

while the targeted audience of the present study was staffs working in Kenya Airports 

Authority, therefore, its findings1are not generalizable1to1current1research due to 

difference1in1unit of observation. Besides1that, the1study 

only1focused1on1articulating1organization’s1vision and encouraging of team-spirit 

as indicators of inspirational motivation, hence, it is unwise to apply the results to 

research because of the existence of conceptual gap. Furthermore, both manufacturing 

firms and the KAA operate under diverse institutional frameworks; therefore, results 

are not generalizable to the present research.  

In Nigeria, Oluyinka and Hashim (2012) examined effect of worker motivation and 

organizational performance in international companies. The study deployed case 

study method with focus on Cadbury Nigeria Plc. The productivity of the workforce 

was discovered to be positively correlated with corporate performance. The 

performance of the business will improve as worker productivity rises. Thus, the 

research demonstrates a significant link between motivation and employee 

productivity. The key idea here is that when employee motivation rises, business 

performance will inevitably follow. The study focused on one manufacturing firm, 

and hence results are not applicable to Kenya public sector. A case study research 

technique was employed while the current research used descriptive research method, 
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henceforth, it is imprudent1to1generalize1study’s findings1to1Kenya1since1every 

research method has its weakness. Moreover, the research only focused on 

multinational1companies in Nigeria1therefore, results1cannot be applied1to 

Kenya1Airports1Authority due to disparity in institutional functionality and also 

frameworks in both states. Its unit of analysis comprised of 100 staff working in 

multinational firms in Nigeria while that of the current study comprised of 84 staff 

working in KAA. Hence due to the methodological gap identified the findings are not 

applicable to the current research. Further, the measures of inspiration motivation 

comprised of bonus system, suggestions scheme and merit rating which differs from 

current study; hence results cannot be applied this research.  

In Ghana, Ovidiu-Iliuta (2013) examined how employee motivation influences 

organizational performance. The study adopted cross1sectional1study1approach and 

revealed1that staff motivation influences organizations effectiveness positively. If 

workers feel appreciated and empowered, their motivation to work will increase, 

which will eventually lead to greater success and performance inside the organization. 

In a manner similar to this, disgruntled workers who are subject to customer pressure 

or who have boring jobs may underperform for the company. Additionally, this can 

result in a rise in absenteeism, and staff members might depart for organizations with 

better compensation and working conditions. Since every employee is different, 

several incentive strategies should be employed. The fact that this study was 

conducted in Ghana prevents its findings from being applicable to Kenya. 

Mwongeli and Juma (2016) assessed whether inspirational motivation 

influences1employee performance1in1Safaricom1Limited. The study employed 

survey1research1approach. According to the study1inspirational 
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motivation1influences1employee1performance1positively. The research found that 

inspirational motivation led to the accomplishment of objectives and goals, team 

building support and enabling employees to find meaning in their day-to-day 

activities. Nonetheless, the targeted audience was all personnel working in Safaricom 

Limited that is different from KAA which is a parastatal hence it is unwise to apply 

the study findings to present research due to disparity in legal frameworks in the two 

institutions. Apart from that, the researcher adopted a survey research method that is 

varies from descriptive research technique hence; results cannot be applied to this 

research. Furthermore, the researchers measured inspirational motivation in term of 

follower motivation empowerment and vision communication that is different from 

indicators used in the current research, henceforth; it is imprudent to generalize 

study’s findings to this research. 

2.4 Research Gaps  

Although numerous researches have being performed on transformational leadership, 

majority of these researches focused on some nations, industries, sectors and 

particular organizations, which hinder generalization of study findings. Studies on 

transformational1leadership and team effectiveness1in1Indian1construction1industry 

were1undertaken by Tabassi, Ramli, and Dashti (2013), and studies on 

transformational leadership and work performance in Brazil were conducted by 

Cavazotte, Moreno, and Bernardo (2013). (2010). Nonetheless, having been done in 

other countries, results are not1generalizable to Kenya1due to 

disparity1in1legal1framework governing diverse organizations, economic factors and 

political environment. 
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In Kenya, Namusonge and Koech (2012) did research on how leadership styles 

affected Kenyan state firms in regard to organizational performance; Datche and 

Mukulu (2015) assessed transformational leadership and employee involvement in 

Kenyan civil service; Dola (2015) investigated effect of transformational leadership 

on Kenya Wildlife service employees’ performance. Nonetheless, these researches 

focused on different organizations and sectors hence, results are not generalizable to 

project-based organizations. Additionally, these researches do not explain how 

performance is affected by transformational leadership (idealized1influence, 

intellectual stimulation, individualized1consideration and inspirational1motivation).  

Cavazotte, Moreno, and Bernardo (2013) conducted a study on transformational 

leaders and work performance in Brazil using a descriptive research design, and their 

findings revealed a significant impact of perceived transformational leadership on task 

performance. However, the applicability of these findings to the Kenyan context and 

aviation industry was not explored. Orabi (2016) investigated organizational 

performance in Jordan and the effect of transformative leadership using a survey 

research approach, and the study identified a significant correlation between 

Individual consideration and Organizational Performance. Nevertheless, the 

applicability of these findings to the Kenyan context was not explored. Tabassi, 

Ramli, and Dashti (2010) examined the use of transformational leadership and 

effective teams in the Indian construction sector through a cross-sectional study 

design, and their findings indicated that transformational leadership influences 

organizational performance in the construction industry. However, the applicability of 

these findings to the Kenyan context and aviation industry was not explored. 
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Karaca (2010) explored employee perceptions of leadership effectiveness and 

transformative leadership in public organizations using a cross-sectional research 

approach, emphasizing the importance of shared understanding, major similar values, 

and beliefs. Nonetheless, the applicability of these findings to the Kenyan context was 

not explored. Dola (2015) investigated the relationship between transformational 

leadership and employees' performance in Kenya Wildlife Service using a cross-

sectional study approach, and the study revealed a significantly positive correlation 

between transformative leadership and employee performance. However, the 

applicability of these findings to the aviation industry and organizational performance 

was not explored. Munyeki and Were (2017) examined the relationship between 

transformational leadership and project-based organizations' performance, with a 

focus on the International Livestock Research Institute, using a descriptive research 

method. The study found that transformational leadership influences the performance 

of selected project-based organizations. Nevertheless, the applicability of these 

findings to the aviation industry was not explored.  

Datche and Mukulu (2015) investigated the effects of transformational leadership on 

employee engagement in the civil service in Kenya, collecting survey data from 252 

civil servants. The study revealed a positive influence of transformational leadership 

on employee engagement, but its impact on organizational performance was not 

explored. Chege (2016) explored the nexus between transformational leadership and 

commercial banks' performance using a cross-sectional research design, and the study 

found a significant influence of transformational leadership on the performance of 

commercial banks. However, the applicability of these findings to Kenya Airports 

Authority was not explored. Amin (2016) examined the correlation between 
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transformational leadership and the National Bank of Kenya using a descriptive 

research approach with a sample of 168 employees. The study identified that 

inspirational motivation, intellectual stimulation, and individualized consideration 

affect performance. Nevertheless, the applicability of these findings to Kenya Airports 

Authority was not explored. 
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Table 2.1: Summary of Empirical Gaps 

Author

s  

Focus Methodology Findings Research 

Gaps 

Cavazot

te, 

Moreno 

and 

Bernard

o (2013) 

Transformati

onal leaders 

and work 

performance 

in Brazil 

Descriptive1rese

arch 

design1was1use

d  

The results 

established1that 

perceived1transformati

onal 

leadership1significantl

y 

impacts1task1performa

nce 

Since the 

study was 

done in 

Brazil, the 

research 

findings are 

not ideal for 

the Kenyan 

context  

The research 

was done in 

financial 

sector, which 

differs from 

aviation 

industry  

Orabi 

(2016) 

Organizationa

l performance 

in Jordan and 

the effect of 

transformativ

e leadership 

A survey 

research 

approach was 

used. 

The researcher found 

that a significant 

correlation does exist 

between Individual 

consideration and 

Organizational 

Performance 

The study 

was 

delimited to 

Jordan and 

due to 

variations in 

legal 

frameworks, 

economic 

factors and 

organization

al structures, 

the research 

findings are 

not ideal for 

the Kenyan 

context  

Tabassi, 

Ramli 

and 

Dashti 

(2010) 

The Indian 

construction 

sector's use of 

transformatio

nal leadership 

and effective 

teams 

The study 

employed cross-

sectional study 

design  

Transformational 

leadership affects 

organizational 

performance in 

construction industry 

 

 

Since the 

study was 

carried out in 

India, the 

results 

cannot be 

applied to 

Kenya.  

The research 

was 

conducted in 

the 
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 construction 

industry, 

which is 

different 

from the 

aviation 

industry 

Karaca 

(2010) 

Employee 

perceptions 

of leadership 

effectiveness 

and 

transformativ

e leadership 

in public 

organizations  

Cross-sectional 

research 

approach was 

utilized 

Results demonstrated 

the importance of 

strong senses of 

purpose, significance 

of shared 

understanding of 

organization's 

objective, and the 

promotion of having 

major similar values 

and beliefs by 

changing leaders who 

are perfect for their 

followers' influence. 

The study 

was a case 

study of 

Federal 

Emergency 

Management 

Agency in 

US and 

hence results 

cannot be 

applied to 

Kenya. 

Dola 

(2015) 

Transformati

onal 

leadership1an

d employees’ 

performance1

in 

Kenya1Wildli

fe Service 

The study used 

cross-sectional 

study approach  

Findings showed that 

transformative 

leadership and 

employee performance 

are significantly 

correlated. 

The study 

focused on 

Kenya 

Wildlife 

Service, 

which is 

varies from 

the aviation 

industry 

Dependent 

variable was 

employee 

performance 

which differs 

from 

organization

al 

performance  

Munyek

i and 

Were 

(2017). 

Transformati

onal 

Leadership 

relationship 

with the 

Project Based 

Organizations

’ 

Performance 

with a special 

This study made 

use of 

descriptive 

research method 

Transformational 

Leadership influence 

performance of 

selected project-based 

organizations. 

The study 

was limited 

to 

International 

Livestock 

Research 

Institute and 

due to 

differences 

in 
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focus on 

International 

Livestock 

Research 

Institute 

organization

al structures, 

the findings 

are not 

applicable to 

aviation 

industry  

Datche 

and 

Mukulu 

(2015) 

Effects of 

transformatio

nal leadership 

on 

engagement 

of employee 

in civil 

service in 

Kenya. 

A survey data 

was collected 

from 252 civil 

servants from 

eighteen top 

performing state 

corporations. 

The study revealed that 

transformation 

leadership influences 

employee engagement 

positively  

Nonetheless, 

the study 

showed the 

effect of 

transformatio

nal 

leadership on 

engagement 

of the 

employee 

and hence it 

did not show 

how it 

affects 

organization

al 

performance. 

Chege 

(2016) 

The nexus 

between 

transformatio

nal leadership 

and 

commercial 

banks’ 

performance  

The study made 

use of cross-

sectional 

research design 

Transformational 

leadership influences 

performance of 

commercial banks 

significantly. 

Different 

organization

al have 

different 

structures 

and 

regulatory 

frameworks 

and 

therefore, 

findings 

from 

commercial 

banks are not 

applicable 

Kenya 

Airports 

Authority 

Amin 

(2016) 

The 

correlation 

between 

transformatio

nal leadership 

and National 

Bank of 

The research 

adopted 

descriptive 

research 

approach and 

study targeted 

168 employees. 

Results indicated that 

inspirational1motivatio

n, 

intellectual1stimulation 

and 

individualized1conside

ration 

The study 

focused on 

National 

Bank of 

Kenya and as 

a result of 

variation in 
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Kenya have1an1effect1on 

performance. 

regulatory 

frameworks 

and 

organization

al structures, 

the results 

are not 

applicable to 

Kenya 

Airports 

Authority 
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2.5 Conceptual Framework 

This research examined the effect of transformational leadership on KAA 

performance. The research independent variables encompassed idealized1influence, 

inspirational1motivation, intellectual1stimulation and individualized1consideration. 

The research dependent study variable was organizational performance.  

 

  

 

 

 

 

 

 

 

 

 

Independent Variables      Dependent Variable  

Figure 2.1 Conceptual Framework  

Transformational leadership 

Idealized influence  

 Charismatic personality  

 Going beyond self-interest 

 Emphasis on ethical practices  

 Acting as role model  

Intellectual stimulation  

 Creativity and innovation  

 Involvement in decision making  

 Involvement in problem solving  

 Encouraging non-traditional thinking 

 

Individualized consideration  

 Coaching and mentoring followers 

 Promoting self-development 

 Attending to follower’ concerns 

 Autonomy  

Kanya Airport Authority 

Performance 

 Customer Satisfaction 

 Efficiency in service delivery 

 Learning and growth  

Inspirational motivation  
 Optimism  

 Articulating organization’s vision  

 Encouraging of team-spirit 

 Incentive programmes 
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CHAPTER THREE: RESEARCH METHODOLOGY 

3.1 Introduction  

The research methodology chapter covered methodology employed in this research 

according to study’s questions. The chapter was made up of the research design, 

techniques used in collecting data, the study population, the pilot study, analysis as 

well as presentation of data.  

3.2 Research Design  

This study employed a descriptive research design. A research design allows the 

research to be efficiently conducted and leads the most valuable information with 

minimal resources, effort and time (Bryman & Cramer, 2012). A descriptive research 

approach was used for this research. This method describes procedures and methods 

used for the description off variables. The method involves the collection of data that 

give a description of an event and then this data was tabulated and described. 

Research studies that use the descriptive method of data collection answer the how, 

who and what questions (Bryman, 2003). Because it enables the integration of 

qualitative and quantitative data, this design was used. Additionally, descriptive 

research design was adopted since it enables evaluation of associations between 

variables. Since the researcher sought to assess how transformation leadership 

influences KAA performance, descriptive research design was the best design.  
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3.3 Target Population 

A population refers to1a group1of1items or people that are under investigation and 

have similar attributes (Cooper & Schindler, 2006). This target population was made 

of 167 employees working at Kenya Airports Authority headquarters.  

Table 3.1: Target Population  

Departments  Target Population 

Information and communication technology 12 

Finance  13 

Internal Audit  11 

Project and engineering services  23 

Marketing and Business Development  21 

Human resource  12 

Procurement  18 

Operations and safety  43 

Security  14 

Total  167 

3.4 Samples size and sampling techniques 

According1to Creswell1(2006), a sample1size should1not be1too small1as it 

represents the whole population. Kothari (2004) points out that sample size deployed 

should have sufficient information1on the study1population and1this data1should 

be1easy to1analyze. This study utilized stratified random sampling method and 50 

percent of target population was selected. As pointed out by Greener (2008), in case 

the total number of the population under target is at 100 up to 500, then 50% of the 
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study population is adequate representation of1the1whole1population. In line with 

this recommendation the researcher used 84 staff were randomly selected as the 

sample size. In stratified random1sampling, the1population is 

first1stratified1before1a1random1sample can be chosen. Stratification means the 

division of the target group members into categories that are homogenous. The strata 

were 9 departments of Kenya Airports Authority. After stratification, the population 

members are picked at random which is what is referred as random sampling. This 

method is ideal as it fully represents target population (Greener, 2008). 

Table 3.2: Sample Size 

Departments  Target Population  Sample Size  

Information and communication technology 12 6 

Finance  13 7 

Internal Audit  11 6 

Project and engineering services  23 12 

Marketing and Business Development  21 11 

Human resource  12 6 

Procurement  18 9 

Operations and safety  43 22 

Security  14 7 

Total  167 84 

3.5 Data Collection Instruments  

Data exists in two forms secondary and primary data. The research used primary data. 

As explained by Greener1(2008)1primary1data is first hand data which has not been 
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processed or exposed to another type of handling. The questionnaire encompassed 6 

sections where section first focused on demographic data. The following section up to 

fifth section focused on independent study variables. In addition, sixth 

section1focused on dependent1variable (organizational1performance). 

3.6 Pilot Test 

A pilot study was necessary for this research study because it helps in achieving the 

validity and reliability of the research instruments and tools (Busetto, Wick, & 

Gumbinger, 2020). Simple random sampling was used to select ten respondents to 

participate in the pilot study. The respondents were not be part of the sample for the 

study. The pilot study enabled the researcher to familiarize with research 

administration procedures and to identify items that require modification, addition, or 

deletion. The efficiency of data collection was tested using researcher-produced 

instruments and matching these tools with the research objectives and questions. 

3.7 Reliability and Validity of Research Instruments 

3.7.1 Reliability of Research Instruments 

Mugenda and Mugenda (2009) define reliability as a measure of the degree to which a 

research instrument yields consistent results or data after a repeated trial. The pilot 

study enabled the researcher to assess the clarity of the questionnaire items so that 

those items found to be inadequate or vague were modified to improve the quality of 

the research instrument thus increasing their reliability. Split-Half technique of 

reliability testing was employed, whereby the pilot questionnaires were divided into 

two halves, and then a correlation coefficient for the two halves were computed using 
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the Pearson correlation formula:         
      

       
 Where, r = Correlation 

coefficient, N = Sample, Σ = Summation of scores and D = Deviation. The coefficient 

indicates the degree to which the two halves of the test provide the same results and 

hence describes the internal consistency of the test. According to Orodho (2012), a 

minimum correlation coefficient of 0.65 is recommended as indicating that an 

instrument was reliable, and therefore the coefficient equal to or above this but less 

than one was obtained to ensure that the data obtained was reliable. This study 

obtained a correlation coefficient of 0.65 or higher. 

3.7.2 Validity of Research Instruments 

Validity is defined as the accuracy and meaningfulness of inferences, which are based 

on the research results (Asenahabi, 2019). To ensure that the information to be 

collected from the field was accurate and reliable, there was need for the researcher to 

determine the content validity of the instruments. Content validity of the instruments 

was determined by going through the items one at a time and comparing the contents 

to ensure that they contain all the information in line with the study objectives and 

variables of the study. Expert judgments was sought from university supervisors. The 

research instruments were scrutinized by the departmental supervisors to judge the 

items on their appropriateness of the content, and the need for modification to achieve 

the objectives of the study. The feedback obtained was then incorporated into the final 

instruments before the actual study. All the two research instruments were tested for 

validity.  
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3.8 Data Collection Procedure  

Before questionnaires were distributed to top respondents, a letter from the university 

was sought by the researcher that showed that information collected was utilized for 

learning purposes. Moreover, the researcher then distributed the questionnaires to the 

respondents. The study exercised control and care to make sure that every 

questionnaire issued was received by a respondent. To help in the achievement of this, 

there was a register of the data instruments showing the ones that have been sent and 

the ones received. The drop and pick later technique was deployed to administer 

questionnaire. As noted by Cooper and Schindler (2006), this method increases the 

response rates when collecting data using questionnaires.  

3.9 Data Analysis and Presentation  

Data analysis reduces collected information to a manageable size. It also involves the 

decvelopment of summeries, use of, use of statical methods and  oinpointing patterns. 

This study used SPSS version 21 for quantitative data analysis. Quantitative1data 

was1analyzed with assistance of inferential1and descriptive1statistics. Mean, 

frequency, percentages as well as standard deviation were employed as the descriptive 

methods of analysis. Figurers and tables were employed to display the findings. 

Qualitative data was then analyzed with the help of content analysis. Findings were 

given in narrative form. Further, the researcher used correlation analysis and 

multiple1regression1analysis to determine1existing1association1between dependent 

and independent1variables.  

Regression model was; 

Y=β0 + β1X1+ β2X2+ β3X3 + β4X4 +ε 
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Where Y is dependent1variable, performance of1Kenya1Airports1Authority 

β1-β4 = Regression coefficients 

β0 = regression intercept the value of Y when X values are zero. 

X1 = Idealized influence  

X2= Individualized consideration   

X3= Intellectual stimulation  

X4= Inspirational motivation  

ε= Error term  

3.10 Ethical Consideration  

The researcher considered ethical issues so as to enhance credibility of the research. 

Firstly, researcher acknowledged ideals borrowed from diverse scholars and 

academicians to avoid plagiarism. Secondly, questionnaires were distributed to 

respondents who volunteered to take part in the research and people who did not have 

the intent to participate in the research were not forced to do so. Thirdly, the 

respondents were requested not to specify their names in questionnaires to ensure 

anonymity of the participants. The researcher then ensured confidentiality of any 

piece of information that the respondents provided by ensuring only authorized 

individuals accessed information. Finally, the researcher acquired research permit 

from relevant authorities such as NACOSTI, Kenyatta University as well as Kenya 

Airport Authority. 
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CHAPTER FOUR: RESEARCH FINDINGS AND DICSUSSIONS 

4.1 Introduction 

This chapter encompassed data analysis, interpretation, presentation and discussion of 

the results in relation to study's objective. General objective of the study was to assess 

on the effect of transformation leadership on organizational performance in aviation 

industry with a specific attention on the Authority. Specifically, the study examined 

how intellectual stimulation, idealized1influence, individualized1consideration and 

inspirational1motivation influences organizational1performance in Kenya Airports 

Authority. Figures1and1tables were employed to display1the1findings.  

4.2 Response Rate 

The study’s1sample1size was 841staffs in 9 departments of Kenya Airports Authority. 

Table 4.1 shows the responses.  

Table 4.1: Questionnaire’s Response Rate 

Departments  Sample Size  Responses Percent 

Information and communication technology 6 5 83.33 

Finance  7 6 85.71 

Internal Audit  6 4 66.67 

Project and engineering services  12 10 83.33 

Marketing and Business Development  11 10 90.91 

Human resource  6 6 100 

Procurement  9 8 88.89 

Operations and safety  22 21 95.45 

Security  7 5 71.43 

Total  84 75 89.29 

Out of 84 questionnaires that the researcher distributed, 75 respondents filled and also 

returned their questionnaires, providing 89.29% response rate. Bryman (2003) suggest 

that 75%1response rate is sufficient1for1analysis, 
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making1conclusions1and1inferences1on1a1population. Creswell (2006) suggests that 

70% and above response rate is acceptable for analysis. This means that response1rate 

(89.29%) was1sufficient1for1analysis, drawing1conclusions and also1making 

recommendations.  

4.3 General Information 

The respondents’ general information comprised1of their age1bracket, 

gender,1highest academic level and1the duration1of working1in the1organization. 

4.3.1 Respondents’ Gender  

Respondents1were requested1to specify their gender as part of general1information. 

The results are shown in Figure 4.1.  
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Figure 4.1 Respondents’ Gender  

From to the results, 54.7% of the respondents specified that they were male whilst 

45.3% were female. This implies that KAA have adhered to two-third gender rule as 

stipulated in the Kenyan Constitution (2010) despite the fact that most of the 

employees are male.  

4.3.2 Respondents’ Age Bracket 

The respondents1were requested to indicate1their1age1bracket. The results1were as 

depicted in Figure14.2.  

Female, 54.7 

Male, 45.3 
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Figure 4.2 Respondents’ Age Bracket 

As shown1in Figure,14.2,152% of the participants1indicated they1were 

aged1between 31 and 40 years, 33.3% indicated1between 41 and 50 years, 8% 

specified1511years1and1above and 6.7% pointed1out between 201years1and130 

years. This means that1majority of the staffs1working in Kenya1Airports1Authority 

had between1311and1401years of age.  

4.3.3 Highest Education Level 

The participants1were1further asked1to specify their highest1education1level. The 

findings were as shown in Figure 4.3.  
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Figure 4.3 Highest Level of Education 

The 60% of the participants1indicated that they1had1undergraduate1degree1as their 

highest education1level, 24% indicated master’s1degree and 16% 

specified1diploma1certificates. This implies that most of the staffs working in Kenya 

Airports Authority had relevant information regarding transformation leadership and 

organization performance.  

4.3.4 Duration of Working in the Organization 

The respondents1were also asked to specify the duration1in which they have 

been1working1in the1organization. Results were depicted1in1Figure 4.4.  
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Figure 4.4 Duration of Working in the Organization 

From the1findings, 40% of the respondents1indicated that they1had been1working in 

the organization1for between17 and 101years, 29.3% specified1for between13 and 6 

years, 13.3 pointed1out for1between 111and 13 years, the same1percent1specified for 

below 3 years and 4% specified for more than 13 years. This implies that most of the 

staffs working in Kenya Airports Authority had more than 7 years of working 

experience hence they have adequate information on transformation leadership and 

performance in Kenya Airports Authority.   

4.4 Descriptive Statistics 

Descriptive statistics on inspirational1motivation, idealized1influence, individualized 

consideration, intellectual1stimulation and organizational1performance in 

Kenya1Airports Authority is covered in this section. Quantitative1data was 

acquired1from closed1questions and items which were1measured by1employing 5-

point1Likert scale, whereby 1 denotes1strongly disagree, 2 denotes1disagree, 3 

0 

5 

10 

15 

20 

25 

30 

35 

40 

Less than 3 
years 

3 to 6 years 7 to 10 years 11 to 13 
years 

Above 13 
years 

13.3 

29.3 

40 

13.3 

4 

P
er

ce
n

t 

Duration of Working in the Organization 



63 

denotes moderately1agree, 4 denotes1agree and 5 denotes strongly1agree. Greener 

(2008) argue that in five1scale Likert1questions, interpretation of arithmetic mean, 

strongly1agree (SA) is between 4.51and15.0, agree (A) is between13.51and 4.5, 

moderately1agree1is between 2.51and13.5, disagree1is between11.5 and12.51while 

strongly disagree1is1between111and12.5. 

4.4.1 Idealized Influence  

The first study’s objective was to examine idealized influence and organizational 

performance in Kenya Airports Authority.  

4.4.1.1 Effect of idealized influence on Organizational Performance  

The respondents1were requested1to specify1the extent1to which idealized influence 

affect organizational1performance. The study1findings were as shown1in1Figure 4.5 
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Figure 4.5 Extent of idealized influence Effect on Performance  

As per the study findings, 80% of the participants indicated that idealized1influence 

affects the organizational1performance in Kenya Airports Authority to great1extent, 

9.3% specified to very great1extent, the same1percent pointed out to moderate1extent 

and 1.3 percent1pointed out to low extent. This means that idealized1influence affect 

the organizational1performance in Kenya Airports1Authority to great1extent. The 

results agree with Karaca (2010) observation that idealized1influence had significant 

effect on organizational1performance.  

4.4.1.2 Idealized Influence and Performance of Kenya Airports Authority 

The participants were required to indicate how idealized influence affects the 

performance of Kenya Airports Authority. The respondents revealed that idealized 

Influence installs confidence and appreciation from the followers, encourage the 

followers to have common values, beliefs, and a common sense of the mission of the 

firm. Additionally, respondents indicated that idealized influence leads to the 
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suppression of antisocial responses like revenge and avoidance. In addition, leaders 

using idealized influence motivate their employees to respond to workplace 

mistreatment instances.  

The respondents noted that individualized influence enhances the employee 

performance by encouraging pride among the followers, putting the interest of the 

firm first, having confidence and power, talking about their ideal beliefs and values 

and emphasizing collective mission. These findings are in line with Ngaithe, Aol and 

Lewa (2016) arguments that transformational leaders emphasize on the use of 

common beliefs and values, they also encourage their followers to encourage 

subordinates to work towards meeting the firms’ mission collectively. Moreover, it 

encourages followers to pursuade subordinates to work towards meeting the firms’ 

mission collectively and install a sense of belonging to their followers. Followers who 

look up to the leader are ready to share their concerns with him and readily take up 

the challenge as their own. Further, leaders shows trust on employees, acts as a role 

model, portrays high ethical practices and encourages followers to take necessary 

risks.  

The respondents indicated that idealized influence creates teamwork that helps in 

improving performance. It suppresses the individuals’ ability in the firm to have 

independent minds and way of doing things. In addition, the respondents revealed that 

idealized influence makes leaders to exceed their self-gain for the wellbeing of the 

entire team. It promotes the communication of the firms’ vision and goals and 

encourages personnel to strive towards a common goal by looking upto their leaders. 

Moreover, it generates trust and admiration and leaders in the organization show 

morals and principals that are ideal. These findings conform to Ogola and Sikalieh 
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(2017) arguments that if a leader shows trust on employees, acts as a role model, 

portrays high ethical practices and encourages followers to take necessary risks, 

employee performance will be improved. 

4.4.1.3 Aspects of Idealized Influence 

The participants were required to rate the1extent to which they agree with 

various1statements in regard to the idealized1influence and the 

performance1of1their1organization. The findings were presented in Table 4.2.  
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Table 4.2 Idealized Influence 

 1 2 3 4 5 Mean Std. 

Deviation 

Leaders in our organization instill 

confidence amongst followers (staff) 

0.00 0.00 2.7 46.7 50.7 4.480 0.554 

Leaders in the organization show 

confidence and power 

0.00 0.00 1.3 62.7 36.0 4.347 0.507 

Leaders in the organization easily 

influence the followers 

0.00 0.00 2.7 58.7 38.7 4.360 0.536 

Our leaders make the followers feel 

comfortable 

0.00 0.00 6.7 61.3 32.0 4.253 0.572 

Leaders in our organization act as 

role models to their subordinates 

0.00 0.00 2.7 53.3 44.0 4.413 0.548 

Leaders in the organization show 

morals and principals that are ideal 

0.00 0.00 4.0 65.3 30.7 4.267 0.528 

Our leaders install a sense of 

belonging to their followers 

0.00 2.7 8.0 54.7 34.7 4.213 0.703 

Leaders are able to use self-control 0.00 1.3 4.0 60.0 34.7 4.280 0.605 

Leaders in the firm put the interest of 

the firm first 

0.00 0.00 6.7 60.0 33.3 4.267 0.577 

Leaders in the organization delay 

their gratification which leads to 

respect and trust from their 

subordinates 

0.00 2.7 1.3 65.3 30.7 4.240 0.612 

Leaders emphasize on collective 

mission 

0.00 0.00 2.7 62.7 34.7 4.320 0.524 

Our leaders emphasize on the use of 

common beliefs and values 

0.00 0.00 6.7 61.3 32.0 4.253 0.572 

Our leaders emphasize on 

trustworthiness, reliability and 

honesty 

0.00 1.3 2.7 49.3 46.7 4.413 0.617 

Leaders in the organization always 

stand with the truth even when it is 

not appealing 

0.00 0.00 9.3 65.3 25.3 4.160 0.570 

Our leaders emphasize on 

accountability and transparency 

among staff 

0.00 0.00 4.0 52.0 44.0 4.400 0.569 

Leaders influence their subordinates 

encouraged their followers to have 

common beliefs and values 

0.00 0.00 8.0 58.7 33.3 4.253 0.595 



68 

As indicated in Table 4.2, respondents agreed with mean of 4.480 (SD=0.554) that the 

leaders in the organization instill confidence amongst followers (staff). Additionally, 

they agreed with mean of 4.360 (SD=0.536) that leaders in the firm easily influence 

the followers. The participants further agreed with mean of 4.347 (SD=0.507) that 

leaders in the organization show confidence and power. These findings concur with 

Nguyen and Nguyen (2015) discoveries that individualized influence in the form of 

charismatic or encouraging pride among the followers, putting the interest of the firm 

first, having confidence and power, talking about their ideal beliefs and values and 

emphasizing collective mission influence employee performance. Moreover, with 

mean of 4.253 (SD=0.572), the respondents agreed that leaders make the followers 

feel comfortable.  

With mean of 4.413 (SD=0.548), the respondents agreed that leaders within the 

organization act as role models to their subordinates. Moreover, with mean of 4.280 

(SD=0.605), respondents agreed that leaders are able to use self-control. Additionally, 

they agreed also that leaders within the organization show morals and principals that 

are ideal. This is evidenced by mean of 4.267 (SD=0.528). Furthermore, respondents 

agreed that leaders act as role models to their subordinates as shown by mean of 4.413 

(SD=0.548). These findings are in line with Ogola and Sikalieh (2017) arguments that 

if a leader shows trust on employees, acts as a role model, portrays high ethical 

practices and encourages followers to take necessary risks, employee performance 

will be improved. 

Respondents agreed with mean of 4.320 (SD=0.524), that leaders emphasize on 

collective mission. Moreover, they agreed with mean of 4.267 (SD=0.577) that 

leaders in the firm put the interest of the firm first. Furthermore, they agreed with 
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mean of 4.253, SD=0.572) that leaders emphasize on the use of common beliefs and 

values. These findings conform to Karaca (2010) discoveries that transformational 

managers who are able to influence their subordinates encouraged their followers to 

have common values and beliefs, encouraged their followers to have a common sense 

of the mission of the firm in USA. The respondents agreed with mean of 4.240 

(SD=0.612) that leaders within the organization delay their gratification which leads 

to respect and trust from their subordinates. 

With mean of 4.413 (SD=0.617), respondents agreed that leaders emphasize on 

trustworthiness, reliability and honesty. Moreover, as shown by a mean of 4.400 

(SD=0.569), the respondents agreed that leaders emphasize on accountability and 

transparency among staff. In addition, they agreed that leaders influence their 

subordinates and encouraged their followers to have common beliefs and values. This 

is indicated by mean of 4.253 (SD=0.595). These findings conform to Karaca (2010) 

arguments that transformational managers who are able to influence their subordinates 

encouraged their followers to have common values and beliefs, encouraged their 

followers to have a common sense of the mission of the firm. Furthermore, 

respondents agreed that leaders always stand with the truth even when it is not 

appealing. This is shown by a mean of 4.160 (SD=0.570). 

4.4.2 Individualized Consideration  

The second objective was to examine the relationship between inspirational 

motivation and organizational performance in Kenya Airports Authority.  
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4.4.2.1 Extent of Individualized Consideration Effect on Performance 

The participants1were required to specify1the1degree to which individualized 

consideration affect performance of Kenya Airports Authority. The findings were 

presented in Figure 4.6. 

 

Figure 4.6: Extent of Individualized Consideration Effect on Performance 

According to the findings, 74.7 percent of the participants revealed that individualized 

consideration influences the Kenya Airports Authority performance to great extent, 

18.7% specified to very great extent, 5.3% indicated to moderate extent and 1.3 % 

specified to low extent. This implies that individualized consideration influences 

performance of Kenya Airports Authority to a great extent.  
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4.4.2.2 Individualized Consideration and Performance of Kenya Airports 

Authority 

Respondents were requested to specify how individualized consideration affects 

performance of Kenya Airports Authority. The respondents revealed that leaders with 

individualized consideration ask their followers for their opinions before giving them 

advice. Moreover, such leaders listen to and support their people and are always 

willing to be questioned and corrected. This fosters their cognitive growth even more. 

Additionally, they ensure that the problems that trouble their followers are properly 

addressed, which helps them gain the respect of their followers. The respondents 

indicated that individualized consideration inspires the followers, enhances quality 

decision making and increases clarity on the followers’ role. Moreover, the 

respondents revealed that it promotes upward communication and perceived 

workload, develops a trusting relationship between the leaders and employees and 

creates a sense of belonging which increases employees morale to play their roles 

effectively.  

The respondents indicated that leaders take on the duty of imparting knowledge to 

their followers, assisting them in putting important issues into practice. In addition, 

individualized consideration is effective in the achievement of job satisfaction. The 

happier workers ultimately lead to happier customers when they feel fulfillment in 

their profession. These finding are in line with Kalkavan and Katrinli (2014) 

arguments that employee satisfaction not only increases yield but also results in 

higher-quality products or services. The individualized consideration ensures that 

subordinates unique needs are addressed individually, enhances subordinates 

confidence and hence promotes performance. 
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4.4.2.3 Leadership Use of Individualized Consideration 

The participants were required to specify whether leadership make use of 

individualized consideration when dealing with staff in other levels of management. 

The results were presented in Figure 4.7  

 

Figure 4.7: Leadership Use of Individualized Consideration 

From the findings, 100% of the respondents disclosed that leadership make use of 

individualized consideration when dealing with staff in other levels of management. 

The results concur with Okechukwu and Godday (2015) observation that 

individualized consideration when dealing with different levels of management has an 

influence on motivation of employees and hence their performance.  

Yes, 100 
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4.4.2.4 Aspects of Individual Consideration 

The participants were asked to rate their degree of agreement with diverse statements 

pertaining to individual consideration and performance of Kenya Airports Authority. 

Table 4.3 summarizes the findings. 

Table 4.3 Individual Consideration 

 1 2 3 4 5 Mean Std. 

Deviation 

Leaders in the organization act as 

advisors, mentors and coaches to the 

followers 

0.00 4.0 2.7 54.7 38.7 4.280 0.708 

Our organization has a coaching 

program that seeks to improve 

personal skills of employees 

0.00 1.3 5.3 49.3 44.0 4.360 0.650 

Our organization’s leaders mentor 

junior staff so as to enhance their 

professional as well as personal 

growth 

0.00 0.00 5.3 50.7 44.0 4.387 0.590 

Leaders ensure that training 

programmes are aligned with staff 

training needs 

0.00 0.00 8.0 58.7 33.3 4.253 0.595 

Leaders in our organization provide 

scholarships to employees 

0.00 12.0 28.0 34.7 25.3 3.733 0.977 

Employees are allowed to further 

their studies 

0.00 8.0 21.3 50.7 20.0 3.827 0.844 

Leaders acknowledge the concerns 

and needs of followers, however 

small they may seem to be 

0.00 1.3 8.0 65.3 25.3 4.147 0.608 

Our organization’s leaders are always 

keen to understand the followers’ 

perceptions 

0.00 5.3 5.3 60.0 29.3 4.133 0.741 

Leaders in our organization consider 

and  seek to address the needs of the 

employees (followers) 

0.00 2.7 6.7 68.0 22.7 4.107 0.628 

Our organization’s leaders always 

support a flexible work schedule 

0.00 1.3 2.7 60.0 36.0 4.307 0.592 

Our leaders trust their followers to do 

their work 

0.00 2.7 5.3 66.7 25.3 4.147 0.630 

Our leaders provide the required tools 

to reach expected goals 

0.00 1.3 2.7 68.0 28.0 4.227 0.559 

With mean of 4.387 (SD=0.590), respondents agreed that organization’s leaders’ 

mentor junior staff so as to enhance their professional as well as personal growth. In 
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addition, they agreed that the organization has a coaching program that seeks to 

enhance personal skills of employees as shown by mean of 4.360 (SD=0.650). 

Furthermore, respondents agreed that leaders in the organization act as advisors, 

mentors and coaches to the followers. This is indicated by mean of 4.280 (SD=0.708). 

These findings conform to Abasilim (2014) arguments that coaching and mentoring 

programs influence employee performance. 

The participants agreed with mean of 4.253 (SD=0.595) that leaders ensure that 

training programmes are aligned with staff training needs. These findings concur with 

Erkutlu (2008) arguments that ensuring training programmes are aligned with staff 

training needs, assists the people in realizing their potential. They further agreed that 

employees are allowed to further their studies. This is shown by mean of 3.827 

(SD=0.844). Furthermore, respondents agreed with mean of 3.733 (SD=0.977) that 

leaders provide scholarships to employees.  

The respondents further agreed with mean of 4.147 (SD=0.608) that leaders 

acknowledge the concerns and needs of followers, however small they may seem to 

be. In addition, they agreed that the organization’s leaders are always keen to 

understand the followers’ perceptions. The respondents also agreed with mean of 

4.107 (SD=0.628) that leaders in the organization consider and seek to address the 

needs of the employees (followers). The results conform to Kalkavan and Katrinli 

(2014) discoveries that some people are driven by the enjoyment of being a part of an 

organization. Therefore, it is the leaders’ responsibility to recognize all their 

employees’ needs and demands and to ensure that they have been met as effectively 

as possible  
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With mean of 4.307 (SD=0.592), respondents agreed that organization’s leaders 

always support a flexible work schedule. These findings conform to Okechukwu and 

Godday (2015) discoveries that flexible work schedule enhance retention, attract top 

talent, enhance diversity, increase productivity and improve employee engagement 

and morale. In addition, they agreed that the leaders provide the required tools to 

reach expected goals as shown by a mean of 4.227 (SD=0.559). The respondents 

further agreed with a mean of 4.147 (SD=0.630) that leaders trust their followers to 

do their work.  

4.4.3 Intellectual Stimulation  

Third objective was to examine influence of intellectual stimulation on organizational 

performance in Kenya Airports Authority.  

4.4.3.1 Effect of Intellectual Stimulation on Organizational Performance 

The respondents were required to specify the extent to which leaders stimulate the 

followers or subordinates’ imagination and intellect. The study findings were as 

displayed in Figure 4.8. 
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Figure 4.8 Extent of Intellectual Stimulation Effect on Performance 

According to the study findings, 69.3% of the respondents indicated that leaders 

stimulate the followers or subordinates’ imagination and intellect to great extent, 

26.7% indicated to very great extent and 4% specified to moderate extent. This 

denotes that leaders stimulate the followers or subordinates’ imagination and intellect 

to great extent. These findings conform to Namiyingo and Mwesigwa (2014) 

argument that intellectual stimulation affected employees' performance in Ugandan 

commercial banks.  

4.4.3.2 Intellectual Stimulation and Organization Performance 

The respondents were requested to specify how intellectual stimulation affect their 

organization performance. The respondents indicated that intellectual stimulation 

push individuals to think critically. Employees can explore the unknown more and 

thereby unlock unexpected potential with such encouragement. In addition, they noted 
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that intellectual stimulation encourages workers to increase their contribution to the 

firm and pushes staff members to be more ambitious and to set greater goals. 

The respondents revealed that intellectual stimulation encourages innovation, which 

breeds innovative brains. These findings concur with Ogbomoso and Ojokuku (2014) 

arguments that innovation has favorable impact on organization's performance. In the 

same way, coming up with new ideas opens the door to better structure and 

operational methods. As a result, production is more effective and simple. Moreover, 

it encourages high devotion among the workforce, increases their morale, employees 

are happier, and as a result, they perform at their best on an individual level. The 

respondents further revealed that intellectual stimulation creates a favorable 

environment for creativity and problem solving. This causes the workers to identify 

with the company, leading them to desire to have positive impact on its output. 

Additionally, it creates greater cooperation and coherence within the organizational 

hierarchy. 

Intellectual stimulation encourage the provision of suggestions and information 

among employees that encourage productivity and overall organizational growth. 

Further, it creates a sense of belonging which basically transforms to more 

responsible behavior and trust. Additionally, respondents disclosed that intellectual 

stimulation lowers cost of learning an organization. This is because less human work 

is necessary because only little supervision is needed. Also, an increase in the 

organization performance is noted.  
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4.4.3.3 Intellectual Stimulation and organization performance 

The participants1were required to1indicate1the degree to1which1they 

agree1with1different statements1pertaining1to intellectual1stimulation and 

the1performance1of Kenya Airports Authority. Table 4.4 

summarizes1the1study1findings.  

Table 4.4 Intellectual Stimulation 

 1 2 3 4 5 Mean Std. 

Deviation 

Our organization’s leaders always 

encourage creativity and imagination 

among the staff 

0.00 2.7 2.7 36.0 58.7 4.507 0.685 

Our organization’s leaders always 

appreciate innovation and creativity 

0.00 0.00 5.3 66.7 28.0 4.227 0.535 

The organization has a supportive 

employees’ supervision that seek to 

enhance innovation and creativity 

0.00 0.00 4.0 53.3 42.7 4.387 0.567 

Our organization makes a provision 

for creativity-relevant activities 

0.00 1.3 8.0 62.7 28.0 4.173 0.623 

Organizations’ employees are most of 

the times involved in decision making 

0.00 4.0 16.0 46.7 33.3 4.093 0.808 

There are suggestion boxes in the 

organization for employees to give 

their give their views and opinions 

0.00 0.00 4.0 56.0 40.0 4.360 0.561 

Our organization regularly conducts 

employee surveys to gather their 

opinions and views 

0.00 0.00 8.0 68.0 24.0 4.160 0.546 

Organizations’ employees are most of 

the times involved in problem solving 

0.00 2.7 14.7 52.0 30.7 4.107 0.746 

Leaders provide information to the 

followers on various problems 

0.00 1.3 9.3 60.0 29.3 4.173 0.645 

Followers are given a chance to give 

their views in relation to specific 

problems. 

0.00 0.00 8.0 61.3 30.7 4.227 0.583 

Leaders in our organization support 

critical thinking 

0.00 0.00 5.3 62.7 32.0 4.267 0.553 

Employees are encouraged to use 

different ways in solving problems 

0.00 1.3 4.0 65.3 29.3 4.227 0.583 

With mean of 4.507 (SD=0.685), respondents agreed that organization’s leaders 

always encourage creativity and imagination among the staff. Furthermore, 
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respondents agreed that the organization has supportive employees’ supervision that 

seek to enhance innovation and creativity as indicated by mean of 4.387 (SD=0.567). 

They also agreed with mean of 4.227 (SD=0.535) that the organization’s leaders 

always appreciate innovation and creativity. The respondents further agreed that the 

organization makes a provision for creativity-relevant activities. This is indicated by a 

mean of 4.173 (SD=0.623). The results concur with Namiyingo and Mwesigwa 

(2014) discoveries that creativity inspires employees to develop innovative ways to 

carry out their activities, which helps to save time and reduce losses. 

With mean of 4.360 (SD=0.561), respondents agreed that there are suggestion boxes 

for employees to give their give their views and opinions. Moreover, the respondents 

agreed that the organization regularly conducts employee surveys to gather their 

opinions and views as shown by mean of 4.160 (SD=0.546). The respondents also 

agreed with mean of 4.107 (SD=0.746) that organizations’ employees are most of the 

times involved in problem solving. They also agreed that organizations’ employees 

are most of the times involved in decision making. This is indicated by mean of 4.093 

(SD=0.808). These findings conform to Quagraine (2010) discoveries that when 

employees participate in decision-making, there is greater cooperation and coherence 

within the organizational hierarchy. In addition, these findings concur with Ojokuku 

and Ogbomoso (2014) arguments that taking part in the organization's decision-

making is crucial because it encourages high devotion among the workforce, increases 

their morale, they are happier, and as a result, they perform at their best on an 

individual level. 

The respondents further agreed with mean of 4.267 (SD=0.553) that leaders supports 

critical thinking. Furthermore, they agreed that employees are encouraged to use 
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different ways in solving problems as indicated by mean of 4.227 (SD=0.583). These 

findings conform to Abbasi and Zamani-Miandashti (2013) discoveries that problem 

solving can be a fairly difficult task that calls for cognitive and mental awareness and 

specialized knowledge. Furthermore, they agreed that followers are given a chance to 

give their views in relation to specific problems. This is shown by mean of 4.227 

(SD=0.583). With mean of 4.173 (SD=0.645), the respondents agreed that leaders 

provide information to the followers on various problems. 

4.4.4 Inspirational Motivation and Organization Performance 

The fourth objective was to assess influence of individualized consideration on 

organizational performance in Kenya Airports Authority.  

4.4.4.1 Effect of inspirational motivation on Organizational Performance 

The participants were required to specify whether inspirational motivation affect the 

performance of Kenya Airports Authority. The findings were as shown in Figure 4.9 
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Figure 4.9 Inspirational Motivation Effect on Performance 

From the findings, 92% of the respondents disclosed that inspirational motivation 

influences organizational performance while 8% of respondents revealed that 

inspirational motivation does not influence organizational performance in Kenya 

Airport Authorities. This implies that inspirational motivation influences the 

organizational performance of Kenya Airports Authority. This is in line with Emeka, 

Amaka and Ejim (2015) argument that employee motivation has an effect on 

manufacturing firms’ organizational performance. 

The respondents who indicated that inspirational motivation influences the 

performance of Kenya Airports Authority were requested to explain their answer. The 

respondents indicated that inspirational motivation builds self-confidence of the 

employees in performing their duties, motivates employees to work hard and perform 

well and enhances performance. The respondents revealed that inspirational 

Yes, 92% 

No, 8% 
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motivation leads to the accomplishment of objectives and goals, team building 

support and enabling employees to find meaning in their day-to-day activities. It also 

increases the employees’ morale to do their tasks. These findings conform to Udoh 

and Agu (2012) arguments that when management and staff have a better working 

connection, management will take into account emotional needs of the workforce, 

motivating them to perform better for the benefit of the business. The respondents 

further noted that benefits and allowances improve productivity of employees.  

Inspirational motivation encourages the followers to have a collaborative attitude, 

which makes them enthusiastic and excited when outlining their company's aims. 

Moreover, it inspires people to put greater effort in their work which enables 

workforce to put more effort to accomplish their personal aspirations and aims of the 

organization. Employees’ sense of belonging increases through incentive packages 

offered to them. The respondents indicated that the leaders develop and 

communicated the vision in appropriate way to the followers. Moreover, followers 

then comprehend the vision as well as develop strategies to help the organization 

realize its objective. In addition, inspirational motivation arouses the thoughts and 

imaginations of employees thus easing their ability to identify and solve issues. These 

findings conform to Namiyingo and Mwesigwa (2014) findings that creativity inspires 

employees to develop innovative ways to carry out their activities, which helps to 

save time and reduce losses. 

4.4.4.2 The extent to which Inspirational Motivation Affects Performance 

The respondents were required to indicate the extent to which inspirational motivation 

affect the performance of the organization. The findings were given in Figure 4.10.  
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Figure 4.10 Inspirational Motivation Effect on Performance  

From study findings, 77.3% of the participants disclosed that inspirational motivation 

affect performance to great extent, 14.7% specified to very great extent, 4% specified 

to moderate extent, 2.7% specified to low extent and 1.3% pointed out to no extent at 

all. This implies that inspirational motivation affect performance to great extent. 

These findings conform to Oluyinka and Hashim (2012) discoveries that worker 

motivation has an effect on organizational performance in international companies.  

4.4.4.3 Inspirational Motivation 

The respondents were also required to specify the degree to which they agree with 

diverse statements in regard to inspirational motivation and the performance of Kenya 

Airports Authority. The findings were as shown in Table 4.5.  

0 

10 

20 

30 

40 

50 

60 

70 

80 

No extent at 
all 

Low extent Moderate 
extent 

Great extent Very great 
extent 

1.3 2.7 4 

77.3 

14.7 

P
er

ce
n

t 

Extent 



84 

Table 4.5 Inspirational Motivation 

      Mean Std. 

Deviation 

Our leaders portray optimism in 

relation to the future 

0.00 4.0 2.7 34.7 58.7 4.480 0.742 

Our leaders are solution focused and 

not problem focused 

0.00 0.00 5.3 65.3 29.3 4.240 0.541 

Our leaders are not afraid of failures 0.00 24.0 12.0 44.0 20.0 3.600 1.065 

Our leaders are future oriented 0.00 2.7 4.0 60.0 33.3 4.240 0.654 

Our leaders always show 

commitment to the set goals and 

objectives in the organization 

0.00 1.3 6.7 62.7 29.3 4.200 0.615 

Leaders in our organization articulate 

clearly the organizations’ vision 

0.00 1.3 1.3 58.7 38.7 4.347 0.581 

Leaders in our organization align 

organizational and individual goals 

0.00 1.3 2.7 62.7 33.3 4.280 0.583 

The leaders have articulated the 

vision and goals the clearly 

0.00 1.3 2.7 50.7 45.3 4.400 0.615 

Leaders in the organization always 

ensure that there is team spirit among 

the staff 

0.00 0.00 2.7 62.7 34.7 4.320 0.524 

The staffs are encouraged to embrace 

team work. 

0.00 2.7 2.7 46.7 48.0 4.400 0.678 

Teams in our organization are 

cohesive and give individuals a 

feeling of belonging 

0.00 1.3 2.7 60.0 36.0 4.307 0.592 

Our organization regularly holds team 

building activities like games and 

dinners 

0.00 0.00 5.3 73.3 21.3 4.160 0.494 

There are incentive programs to 

motivate the staff 

0.00 2.7 5.3 52.0 40.0 4.293 0.693 

There are incentive programs to 

motivate the staff 

0.00 2.7 1.3 54.7 41.3 4.347 0.647 

There are incentive programs to 

motivate the staff 

0.00 0.00 2.7 65.3 32.0 4.293 0.514 

 

As indicated in Table 4.5, the respondents agreed with mean of 4.480 (SD=0.742) that 

the leaders portray optimism in relation to the future. Furthermore, they agreed that 

the leaders are future oriented. This is shown by mean of 4.240 (SD=0.654). These 

findings conform to Sahin et al. (2014) findings that practicing future-mindedness 

opens up space for imaginative, opportunity-oriented thinking, and that future-minded 

leaders create proper environment for innovative teams to thrive. Furthermore, they 
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agreed with mean of 4.240 (SD=0.541), that leaders are solution focused and not 

problem focused. The respondents further agreed with a mean of 3.600 (SD=1.065) 

that leaders are not afraid of failures. 

With mean of 4.400 (SD=0.615), the respondents agreed that leaders have articulated 

vision and goals clearly. Moreover, they also agreed with mean of 4.347 (SD=0.581) 

that the leaders in the organization articulate clearly the organizations’ vision. 

Furthermore, the respondents agreed with mean of 4.280 (SD=0.583) that leaders in 

the organization align organizational and individual goals. The results conform to Li 

et al. (2016), arguments that linking organizational aims to personal ambitions 

encourages employees to accomplish organization goals in order to accomplish 

individual goals. The respondents further agreed with mean of 4.200 (SD=0.615) that 

leaders always show commitment to the set goals and objectives in the organization.  

With mean of 4.400 (SD=0.678), the participants agreed that staffs are encouraged to 

embrace team work. Furthermore, they agreed with mean of 4.320 (SD=0.524) that 

leaders in the organization always ensure that there is team spirit among the staff. The 

respondents also agreed with mean of 4.307 (SD=0.592) that teams in the 

organization are cohesive and give individuals a feeling of belonging. Additionally, 

they agreed with mean of 4.160 (SD=0.494) that the organization regularly holds 

team building activities like games and dinners. The respondents agreed with mean of 

4.347 (SD=0.647) that there are incentive programs to motivate the staff. These 

findings conform to Li et al. (2016) arguments that employees are motivated by 

incentive packages offered to them. This is because they sense that their efforts are 

valued and that they are cared for. 
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4.4.4.4 Inspirational Motivation and Performance of Kenya Airports Authority 

The respondents were asked to specify how inspirational motivation affects the 

performance of Kenya Airports Authority. The respondents revealed that the manager 

can exhibit confidence, when he or she is inspirationally motivated positively respond 

to the subordinates ideas and thoughts and even motivate others. Moreover, the leader 

develops a distinct vision from group's prospects and is dedicated to achieving goals 

established for the group. These findings are in line with Sahin et al. (2014) 

discoveries that eagerness, excitement, and capacity to define organizational goals and 

vision are other essential leadership qualities. 

The respondents revealed that followers are allegedly urged by their leaders to have a 

collaborative attitude, which makes them enthusiastic and excited when outlining 

their company's aims. These findings conform to Zamani-Miandashti and Abbasi 

(2013) findings that followers of transformational leaders are inspired by inspirational 

appeal to do their best work in terms of cooperation, generosity, and good deeds. In 

addition, inspirational motivation encourages employees to accomplish organization 

goals in order to accomplish individual goals. Additionally, use of such encouraging 

words inspires individuals to put greater effort in their work which enables workforce 

to put more effort to accomplish their personal aspirations and aims of the 

organization. 

The respondents noted that employees are motivated by incentive packages offered to 

them. This is because they sense that their efforts are valued and that they are cared 

for. These findings conform to Mutahar et al. (2015) arguments that motivating 

employees’ makes them more productive, but more significantly, it demonstrates that 
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the company values them. Motivating employees makes them more productive, but 

more significantly, it demonstrates that the company values them. Inspirational 

motivation inspires people to try new things, take chances, and develop original ideas. 

The inspirational motivation leads to the accomplishment of objectives and goals, 

team building support and enabling employees to find meaning in their day-to-day 

activities. Moreover, it arouses the thoughts and imaginations of employees thus 

easing their ability to identify and solve issues. Motivate staff to be innovative and 

creative and increases the follower confidence and trust. 

4.4.5 Organization Performance  

The Organization Performance of Kenya Airports Authority was the dependent 

variable in this study. Customer satisfaction, efficiency in service delivery and 

learning and growth were the measures of organization performance.  

4.4.5.1 Rating of Kenya Airports Authority performance 

The respondents were required to rate the performance of Kenya Airports Authority 

for the past five years. The results were as shown in Figure 4.11. 
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Figure 4.11: Rating of Kenya Airports Authority performance  

As per the findings, 66.7% of the participants specified that performance of Kenya 

Airports Authority for the last five years is good, 20% indicated it is excellent, 12% 

specified is moderate and 1.3% pointed out that it is bad. This implies that the 

performance of Kenya Airports Authority for the last five years is good. This is 

contrary to Auditor General’s report (2016) that indicated a decrease in the 

performance of Kenya Airports Authority.  

4.4.5.2 Measures of Organization Performance 

The respondents1were1asked to\ indicate the1extent1to which1they1agree 

with1the1various statements1in relation1to the performance1of1Kenya1Airports 

Authority. The findings were displayed in Table 4.7. 
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Table 4.6 Organization Performance  

 1 2 3 4 5 Mea

n 

Std. 

Deviatio

n 

Customers1are1satisfied1with1services1t

hey receive in1the1organization 

0.0

0 

2.7 5.3 41.

3 

50.

7 

4.40

0 

0.717 

Customers1are1satisfied with1timeliness 

in service1delivery 

0.0

0 

0.0

0 

8.0 62.

7 

29.

3 

4.21

3 

0.576 

Customers1show satisfaction1with1cost 

of service1delivery 

0.0

0 

1.3 13.

3 

58.

7 

26.

7 

4.10

7 

0.670 

The process1in the1service1delivery is 

characterized1by simplicity1and1clarity 

0.0

0 

0.0

0 

5.3 56.

0 

38.

7 

4.33

3 

0.577 

Process backflows in the organization is 

low indicating quality work 

0.0

0 

2.7 18.

7 

54.

7 

24.

0 

4.00

0 

0.735 

There are low returned jobs for 

corrections 

0.0

0 

4.0 22.

7 

56.

0 

17.

3 

3.86

7 

0.741 

Delivery1time within1the 

organization1is low 

0.0

0 

2.7 12.

0 

77.

3 

8.0 3.90

7 

0.550 

The waiting time in service delivery is 

low 

0.0

0 

2.7 13.

3 

58.

7 

25.

3 

4.06

7 

0.704 

There is adequate funding for training 

staff 

 1.3 4.0 81.

3 

13.

3 

4.06

7 

0.475 

 

From the study findings, the respondents agreed with mean of 4.400 (SD=0.717) that 

customers are1satisfied with1services they1receive in1the organization.1Moreover, 

the respondents agreed with mean of 4.213 (SD=0.576) that customers1are 

satisfied1with timeliness1in service1delivery. Additionally, they agreed that the 

customers show satisfaction with cost-of-service delivery as shown by mean of 4.107 

(SD=0.670). The respondents also agreed with mean of 4.333 (SD=0.577) that the 

process in the service delivery is characterized by simplicity and clarity. Moreover, 

they agreed that process backflows in the organization is low indicating quality work. 

This is shown by mean of 4.000 (SD=0.735). The respondents further agreed that 

there are low returned jobs for corrections, as shown by a mean of 3.867 (SD=0.741). 

The respondents agreed with a mean of 4.067 (SD=0.704) that waiting time in service 

delivery is low. They also agreed that there is adequate funding for training staff as 
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indicated by a mean of 4.067 (SD=0.475). In addition, they agreed with a mean of 

3.907 (SD=0.550) that delivery time in the organization is low.  

4.5 Inferential Statistics  

This section1encompasses inferential1statistics including1multivariate1regression and 

correlation1analysis used to1examine1the influence1of inspirational1motivation, 

idealized influence, individualized1consideration and intellectual1stimulation on 

organizational performance1in Kenya1Airports Authority.  

4.5. 1 Correlation Analysis  

The Pearson product-moment correlation coefficient was deployed to assess strength 

of the relationship between the independent variables (idealized influence, 

inspirational motivation, intellectual stimulation and individualized consideration) and 

the dependent variable (organizational performance). The results are displayed in 

Table 4.8.  
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Table 4.7 Correlation Coefficients  

 Organizatio

n 

Performanc

e 

Idealize

d 

influenc

e 

Individualize

d 

Consideratio

n 

Intellectu

al 

stimulatio

n 

Inspiration

al 

motivation 

Organization 

Performance 

Pearson 

Correlatio
n 

1     

Sig.(2-

tailed) 

     

N 75     

Idealized 

influence 

Pearson 

Correlatio

n 

.727
**

 1    

Sig.(2-

tailed) 

.000     

N 75 75    
Individualize

d 

Consideratio

n 

Pearson 

Correlatio

n 

.698
**

 .062 1   

Sig.(2-
tailed) 

.000 .161    

N 75 75 75   

Intellectual 
stimulation 

Pearson 
Correlatio

n 

.711
**

 .107 .152 1  

Sig.(2-
tailed) 

.000 .100 .121   

N 75 75 75 75  

Inspirational 

motivation 

Pearson 

Correlatio
n 

.879
**

 .162 .066 .098 1 

Sig.(2-

tailed) 

.000 .067 .159 .090  

N 75 75 75 75 75 

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

 

There is strong and positive relationship between idealized influence and organization 

performance in Kenya Airports Authority (r=0.727, p-value1=0.000). P-value was 

below significant level of 0.05 leading to positive association. Moreover, 

the1results1conforms to Ngaithe, Aol and Lewa (2016) findings that 

idealized1influence had significant1positive impact on staff1performance.  
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Further, there exists positive and strong association between individualized 

consideration and organization performance in Kenya Airports Authority (r=0.698, p-

value1=0.000). P-value was below 0.05 leading to a positive relationship. The results 

conform to Ondari, Were and Rotich (2018) findings that 

individualized1consideration was significantly affecting1state1corporations’ 

organizational1performance in Kenya.  

The study found positive and strong association between intellectual stimulation and 

organization performance in KAA (r=0.711, p-value1=0.000). P-value was less than 

the 0.05 significance level, implying a positive relationship. These findings are in line 

with Kirui, Iravo and Kanali (2015) arguments that intellectual stimulation influences 

financial institutions’ performance significantly.  

Furthermore, the study found very strong and positive association between 

inspirational motivation and organization performance in KAA (r = 0.879, p-value1= 

0.000). The p-value was below 0.05 leading to positive relationship. The findings 

conform to Emeka,1Amaka1and1Ejim (2015) arguments that 

inspirational1motivation offered to any organization has a significant impact on staff 

productivity.  

4.5.2 Regression Analysis  

Multivariate regression analysis was employed in this study to examine the nexus 

between independent variables (idealized influence, inspirational motivation, 

intellectual stimulation and individualized consideration) and dependent variable 

(organizational performance). 
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Table 4.8 Model Summary 

Model1 R1 R1Square1 Adjusted1R1Square1 Std.1Error1of1Estimate  

1 .852
a
 0.726 0.702 0.274 

a. Predictors: (Constant), Inspirational1motivation, Idealized1influence, 

Intellectual1stimulation, Individualized1Consideration  

The R squared for association between transformation leadership and organizational 

performance in Kenya Airports Authority was 0.726. This denotes that 72.6% of 

variation of dependent study variable (organizational performance) could be 

accounted for by independent variables (idealized influence, inspirational motivation, 

intellectual stimulation and individualized consideration).  

Table 4.9 ANOVA 

Model1 Sum1of1Squares1 Df1 Mean1Square1 F1 Sig.1 

1 Regression 13.189 4 3.297 101.857 .000
b
 

Residual 2.266 70 0.0323     

Total 15.455 74       

a. Dependent1Variable: Organization1Performance 

b. Predictors:1(Constant), Inspirational1motivation, idealized1influence, 

Intellectual1stimulation, Individualized1Consideration 

ANOVA was deployed in this research to assess whether the model used was a good 

fit for the data. As shown in Table 4.10, F calculated was 101.857 and F-critical from 

F-distribution table was 2.50. Because F calculated was higher than F critical and p-

value (0.000) was below 0.05, (significance level) the model was as a good fit for the 

data.  
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Table 4.10 Regression Coefficients 

 Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

(Constant) 0.835 0.179   4.6648 0.000 

Idealized influence 0.382 0.141 0.389 2.7092 0.009 

Individualized 

Consideration 

0.202 0.092 0.212 2.1957 0.027 

Intellectual 

stimulation 

0.323 0.131 0.325 2.4656 0.011 

Inspirational 

motivation 

0.412 0.116 0.432 3.5517 0.001 

a. Dependent Variable: Organization1Performance 

Regression1equation was;  

Y =0.835+ 0.382X1 +0.202X2 +0.323X3 +0.412X4+ε  

The study indicated that idealized1influence has positive and significant1influence on 

organizational1performance in KAA (β1=0.382, p value= 0.009). The association was 

significant because p-value (0.009) was below0.05 (significant level). This means that 

an improvement in idealized influence enhances the organizational performance in 

KAA. The results support Ogola and Sikalieh (2017) claim that idealized influence 

leadership behavior significantly affects performance of the employees. 

Furthermore, the results demonstrated that individualized consideration has positive 

significant effect on organizational performance in Kenya Airports Authority 

(β1=0.202, p value=0.027). Since 0.05 (significant level) was higher than p-value, 

(0.027), the relationship was found to be significant. This denotes that the 

organizational performance in Kenya Airports Authority would improve with the 

improvement in individualized consideration. The findings concur with those of 

Orabi1(2016) that there1exists a significant1association 

between1individual1consideration and organizational1performance. 



96 

Furthermore, findings demonstrated that intellectual stimulation has significant 

positive influence on the organizational performance in Kenya Airports Authority 

(β1=0.323, p value=0.011). The significant level (0.05) was higher than p-value, 

(0.011), the association was significant. This denotes that enhancing intellectual 

stimulation would result to an improvement in the organizational performance in 

Kenya Airports Authority. These findings support Namiyingo and Mwesigwa (2014) 

argument that intellectual1stimulation affected employees' performance1in Ugandan 

commercial1banks significantly.  

Furthermore, the study found that inspirational motivation has significant positive 

effect on organizational performance in KAA (β1=0.412, p value= 0.001). Because 

0.05 (significance level) was higher than p-value (0.001), the correlation was 

significant. This implies that enhancement in inspirational motivation would improve 

organizational performance in Kenya Airports Authority. These findings support 

Oluyinka and Hashim (2012) claim that a significant link exists between inspirational 

motivation and employee productivity.  
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CHAPTER FIVE: SUMMARY, CONCLUSIONS AND 

RECOMMENDATIONS 

5.1 Introduction 

This section covered summary of the study findings, conclusions, and also 

recommendations. The general objective in this research was to assess on the effect of 

transformation leadership on the organizational performance in the aviation industry 

with a specific attention on the Authority. Furthermore, study's 

specific1objectives were to examine1effect1of idealized1influence, 

inspirational1motivation, intellectual1stimulation and1individualized1consideration 

on organizational1performance in Kenya Airports Authority.  

5.2 Summary of the Findings  

This section summarized the effect of idealized1influence, intellectual1stimulation, 

inspirational motivation and individualized1consideration on 

organizational1performance in Kenya Airports Authority. 

5.2.1 Idealized Influence and Performance of Kenya Airports Authority 

The idealized1influence has significant1positive1effect on the 

organizational1performance in KAA. Furthermore, the research revealed that 

idealized influence impacts the organizational performance in Kenya Airports 

Authority to great extent. Additionally, the research discovered that leaders in the 

organization instil confidence amongst followers (staff) and easily influence the 

followers. In addition, leaders in the organization show confidence and power. 

Furthermore, the study revealed that leaders make the followers feel comfortable. The 
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leaders act as role models to their subordinates and are able to use self-control. The 

study further revealed that leaders show morals and principals that are ideal. 

Furthermore, leaders act as role models to their subordinates.  

The study noted that leaders emphasize on collective mission, use of common beliefs 

and values. Moreover, leaders in the firm put the interest of the firm first. 

Furthermore, leaders in the organization delay their gratification which leads to trust 

and respect from their subordinates. The research also found that leaders emphasize 

on trustworthiness, reliability, honesty, accountability and transparency among staff. 

Further, the study discovered that leaders always stand with the truth even when it is 

not appealing.  

5.2.2 Individualized Consideration and Performance of Kenya Airports 

Authority 

The study established that individualized1consideration has a 

significant1positive1effect on organizational1performance in Kenya Airports 

Authority. In addition, individualized consideration influences performance of KAA 

to great extent. Additionally, leadership makes use of individualized consideration 

when dealing with staff in other levels of management. Moreover, organization’s 

leaders mentor junior staff so as to enhance their professional as well as personal 

growth. The study further established that the organization has a coaching program 

that seeks to improve personal skills of employees. The research also discovered that 

leaders act as advisors, mentors and coaches to the followers. Additionally, leaders 

ensure that training programmes are aligned with staff training needs. Furthermore, 
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employees are allowed and given to further their studies according to the study. 

Moreover, leaders provide scholarships to employees.  

The leaders acknowledge concerns and needs of followers; however small they may 

seem to be according to the report. Moreover, the organization’s leaders are always 

keen to understand the followers’ perceptions. According to the study, leaders in the 

organization consider and seek to address employees’ needs. Furthermore, 

organization’s leaders always support flexible work schedule. Additionally, leaders 

provide required tools to reach expected goals. Moreover, leaders trust their followers 

to do their work.  

5.2.3 Intellectual Stimulation and Performance of Kenya Airports Authority 

The study found that intellectual1stimulation has positive and1significant effect on 

organizational1performance in Kenya Airports1Authority. Additionally, the study 

discovered that leaders stimulate the followers or subordinates’ imagination and 

intellect to great extent. Moreover, organization’s leaders always encourage creativity 

and imagination among the employees. The organization has a supportive employees’ 

supervision that seek to enhance innovation and creativity. Further, the organization’s 

leaders always appreciate innovation and creativity. In addition, the organization 

makes a provision for creativity-relevant activities. The study also discovered that 

there are suggestion boxes in the organization for employees to give their give their 

views and opinions. Furthermore, the study revealed that the organization regularly 

conducts employee surveys to gather their opinions and views. The organizations’ 

employees are mostly involved in decision making and problem solving according to 

the report. The researcher found that leaders support critical thinking. In addition, 
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leaders provide information to the followers on various problems. Furthermore, the 

study revealed that employees are encouraged to use different ways in solving 

problems. The study also indicated that followers are given a chance to give their 

views in relation to specific problems.  

5.2.4 Inspirational Motivation and Performance of Kenya Airports Authority 

The study established that inspirational motivation has a significant positive effect on 

organizational performance in KAA. Additionally, inspirational motivation influences 

the organizational performance of Kenya Airports Authority. The study established 

that inspirational motivation affect performance to great extent. Furthermore, the 

researcher discovered that leaders are future oriented and portray optimism in relation 

to the future. In addition, leaders are solution focused and not problem focused. 

Moreover, the leaders are not afraid of failures according to the study. Further, the 

study discovered that leaders have clearly articulated the vision and goals. According 

to the study, leaders in the organization align organizational and individual goal. 

Furthermore, the leaders always show commitment to the set goals and objectives in 

the organization. The study found that leaders always ensure that there is team spirit 

among the staff and that the staffs are encouraged to embrace team work and the 

organization regularly holds team building activities like games and dinners. 

Moreover, teams within the organization are cohesive and give individuals a feeling 

of belonging. In addition, there are incentive programs to motivate the staff.  

5.3 Conclusion of the Study 

The study found that idealized influence has a significant positive effect on 

organizational performance in KAA. The findings revealed that organizational 
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performance in Kenya Airports Authority is influenced by charismatic personality, 

going beyond self-interest, emphasis on ethical practices and acting as role model. 

This means that improving idealized influence (charismatic personality, going beyond 

self-interest, emphasis on ethical practices and acting as role model) increases the 

organizational performance in Kenya Airports Authority. 

The study established that individualized consideration has a significant positive 

effect on the organizational performance in KAA. According to the study, coaching 

and mentoring followers, promoting self-development, attending to follower’ 

concerns and autonomy influences the organizational performance in Kenya Airports 

Authority. This suggests that enhancing individualized consideration (coaching and 

mentoring followers, promoting self-development, attending to follower’ concerns 

and autonomy) improves the organizational performance in Kenya Airports Authority. 

The study found that intellectual stimulation has a significant positive effect on 

organizational performance in KAA. The researcher discovered that organizational 

performance in KAA is influenced by creativity and innovation, involvement in 

decision making and problem solving and encouraging non-traditional thinking. This 

means that improving intellectual stimulation (creativity and innovation, involvement 

in decision making, involvement in problem solving and encouraging non-traditional 

thinking) helps in improving the organizational performance in Kenya Airports 

Authority. 

The researcher found that inspirational motivation has a significant positive effect on 

organizational performance in KAA. The researcher discovered that organizational 

performance in Kenya Airports Authority is influenced by optimism, articulating 
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organization’s vision, encouraging of team-spirit and incentive programmes. This 

means that improving inspirational motivation (optimism, articulating organization’s 

vision, encouraging of team-spirit and incentive programmes) improves the 

organizational performance in Kenya Airports Authority 

5.4 Recommendations of the Study 

The study found that idealized influence impacts organizational performance in 

Kenya Airports Authority to great extent. This research therefore recommends that 

management ought to adopt idealized influence leadership. Idealized influence 

involves instilling followers with pride (charismatic), going above and beyond self-

interest, displaying strength and confidence, talking about the most crucial principles 

and beliefs, and emphasizing the joint mission. Idealized influence arouses a sense of 

purpose and put more emphasis on the collective achievement of the firm’s goals.  

The study established that leaders acknowledge concerns and needs of followers, 

however small they may seem to be. Therefore, the management of KAA should 

recognize all their employees’ needs and demands and ensure that they have been met 

as effectively as possible. Moreover, they should engage in interactive sessions with 

the employees to hear what their followers would like to do in a different way.  

The study found that individualized consideration influences performance of KAA to 

great extent. Individualized consideration in terms of delegation, workplace diversity, 

autonomy, and acceptable working conditions improves employees’ satisfaction. 

Therefore, the management ought to adopt individualized consideration which not 

only increases yield but also results in higher-quality products or services. In addition, 
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happier workers ultimately lead to happier customers when they feel fulfillment in 

their profession. 

The study found that organization’s leaders always appreciate innovation and 

creativity. This study hence recommends that management should encourage 

innovation and creativity among employees since it facilitates problem solving, leads 

to better team work and bonding, increases staff morale, increases competitiveness 

and improves productivity. Moreover, creativity inspires employees to develop 

innovative ways to carry out their activities, which helps to save time and reduce 

losses. 

The study found that organizations’ employees are most of the times involved in 

decision making. Therefore, management should involve the employees at all level of 

decision-making because it encourages high devotion among the workforce, increases 

employees’ morale and satisfaction who as a result perform at their best on an 

individual level. Additionally, when employees participate in decision-making, there 

is greater cooperation and coherence within the organizational hierarchy. 

The study found that there are incentive programs to motivate the staff. This study 

recommends that management should provide more incentive programs such as 

tuition reimbursement, and additional flexibility in work arrangements, retirement 

plans, sick leave, paid time off and disability leave among others which motivates the 

employees and demonstrates that the company values them. If workers feel 

appreciated and empowered, their motivation to work will increase, which will 

eventually lead to increased productivity and organizations’ performance. 
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The study discovered that staffs are encouraged to embrace team work. Therefore, this 

study recommends that the Kenya Airports Authority should embrace team work 

since it facilitates idea generation and creativity, boosts employee morale and 

motivation, leads to better problem solving and employees’ satisfaction which as a 

result improves productivity.  

5.5 Recommendation for Further Research 

The study’s purpose was to investigate on influence of transformation leadership on 

the organizational performance in KAA. Nonetheless, scope of the research was 

confined to Kenya Airports Authority hence findings cannot be applied to other 

institutions in aviation industry. Therefore, more studies ought to be done to 

investigate the influence of transformation leadership on the organizational 

performance in other institution in aviation industry. Furthermore, the study 

discovered that idealized influence, inspirational motivation, intellectual stimulation, 

and individualized consideration could explain 72.6 percent of the organizational 

performance in Kenya Airports Authority. As a result, more studies ought to be done 

on other factors that affect the organizational performance in Kenya Airports 

Authority.  
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APPENDICES 

Appendix I: Introduction Letter 

 

TO WHOM IT MAY CONCERN 

Dear Sir/Madam, 

REF: REQUEST FOR PARTICIPATION IN A RESEARCH STUDY 

I am a Kenyatta University student carrying out a research project as part of the 

prerequisite for a Master’s degree in Business Administration. Therefore, this study 

seeks to examine the influence of transformation leadership on the organizational 

performance of Kenya Airports Authority.  

You have been appointed to take part in this research in an effort to obtain 

information that can be employed to meet the study’s objectives. Therefore, I write 

this letter as a kind request for your participation and corporation by filling attached 

questionnaire. Moreover, the study will purely be employed for learning purposes and 

all the information provided will be treated with utmost confidentiality. Thank you for 

your corporation.  

 

Yours Sincerely 
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Bethsheba Abwao  

Appendix II: Questionnaire 

This research study seeks to obtain information on transformation leadership and the 

organizational performance of KAA. I hence, request for your support by sincerely 

responding to the questions listed below. Your accuracy and candid response will be 

critical in ensuring objective research. The information provided in this study will be 

treated with a lot of confidentiality.  

Section A: General Information 

1. Please specify your gender 

Female  [   ]   Male  [   ] 

2. Specify your age bracket 

20 and 30 years [   ] 31 and 40 years [   ] 

41 and 50 years [   ] 51 and above [   ] 

3. State your highest education level  

Secondary Education   [   ] Diploma  [   ] 

Undergraduate degree  [   ] Master’s Degree [   ] 

PhD     [   ] 

4. Duration of working in the organization? 

Below 3 years [   ]  3 and 6 years  [   ] 

7 and 10 years  [   ] 11 and 13 years [   ] 

Above 13 years [   ] 

Section B: Idealized Influence and Organizational Performance  

5. Indicate the extent to which idealized influence affect organizational 

performance?  

No extent at all  [   ]  Low extent   [   ] 

Moderate extent  [   ]  Very great extent  [   ] 

Great extent   [   ] 
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6. How does idealized affect the performance of Kenya Airports Authority? 

..............................................................................................................................

.......................................................................................................................... 

7. To what extent do you agree with below statements in respect to idealized 

influence in the performance of your organization? (Key: 1=strong disagree, 

2=agree, 3=neutral, 4=agree, 5=strongly agree).  

 1 2 3 4 5 

Charismatic personality       

Leaders in our organization instill confidence amongst followers 

(staff) 

     

Leaders in the organization show confidence and power       

Leaders in the organization easily influence the followers       

Our leaders make the followers feel comfortable       

Acting as role model       

Leaders in our organization act as role models to their subordinates       

Leaders in the organization are show morals and principals that are 

ideal  

     

Our leaders install a sense of belonging to their followers      

Going beyond self-interest      

Leaders are able to use self-control       

Leaders in the firm put the interest of the firm first       

Leaders in the organization delay their gratification which leads to 

respect and trust from their subordinates 

     

Leaders emphasize on collective mission      

Emphasis on ethical practices       

Our leaders emphasize on the use of common beliefs and values      

Our leaders emphasize on trustworthiness, reliability and honesty      
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Leaders in the organization always stand with the truth even when it 

is not appealing 

     

Our leaders emphasize on accountability and transparency among 

staff 

     

Leaders influence their subordinates encouraged their followers to 

have common beliefs and values 

     

 

Section C: Effect of Individualized Consideration on Organizational 

Performance  

8. To what extent does individualized consideration affect performance of Kenya 

Airports Authority? 

No extent at all  [   ]  Low extent   [   ] 

Moderate extent  [   ]  Very great extent  [   ] 

Great extent   [   ] 

9. Indicate how individualized consideration affect performance of Kenya Airports 

Authority  

............................................................................................................................ 

..............................................................................................................................

............................................................................................................. 

10. When dealing with staff in other levels of management, does the leadership 

make use of individualized consideration?  

Yes  [   ]  No  [   ] 

11. To what extent do you disagree or agree with below statements pertaining to 

individual consideration and the performance of Kenya Airports Authority?  

In the organization 1 2 3 4 5 

Coaching and mentoring followers      

Leaders in the organization act as advisors, 

mentors and coaches to the followers 

     

Our organization has a coaching program that 

seeks to improve  personal skills of employees  
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Our organization’s leaders mentor junior staff 

so as to enhance their professional as well as 

personal growth  

     

Promoting self-development      

Leaders ensure that training programmes are 

aligned with staff training needs 

     

Leaders in our organization provide 

scholarships to employees  

     

Employees are allowed and given to further 

their studies  

     

Attending to follower’ concerns      

Leaders acknowledge the concerns and needs 

of followers, however small they may seem to 

be 

     

Our organization’s leaders are always keen to 

understand the followers’ perceptions 

     

Leaders in our organization consider and  seek 

to address the needs of the employees 

(followers) 

     

Autonomy      

Our organization’s leaders always support a 

flexible work schedule 

     

Our leaders trust their followers to do their 

work 

     

Our leaders provide the required tools to reach 

expected goals  

     

Section D: Intellectual Stimulation and Organizational Performance  

12. Indicate the extent to which leaders stimulate the followers or subordinates’ 

imagination and intellect?  

No extent at all  [   ]  Low extent   [   ] 

Moderate extent  [   ]  Very great extent  [   ] 

Great extent   [   ] 

13. How does intellectual stimulation affect your organization performance?  
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............................................................................................................................     

.................................................................................................................... ...... 

 

 

 

 

 

14. Indicate degree extent to which you agree with below statements pertaining to 

intellectual stimulation and the performance of Kenya Airports Authority? ( 

In the organization ………………………… 1 2 3 4 5 

Creativity and innovation       

Our organization’s leaders always encourage 

creativity and imagination among the staff 

     

Our organization’s leaders always appreciate 

innovation and creativity 

     

The organization has a supportive employees’ 

supervision that seek to enhance innovation and 

creativity 

     

Our organization makes a provision for 

creativity-relevant activities 

     

Involvement in decision making       

Organizations’ employees are most of the times 

involved in decision making  

     

There are suggestion boxes in the organization 

for employees to give their give their views and 

opinions  

     

Our organization regularly conducts employee 

surveys to gather their opinions and views  

     

Involvement in problem solving       

Organizations’ employees are most of the times 

involved in problem solving 

     

Leaders provide information to the followers on 

various problems  

     

Followers are given a chance to give their views 

in relation to specific problems.  
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Encouraging non-traditional thinking 
     

Leaders in our organization support critical 

thinking 

     

Employees are encouraged to use different ways 

in solving problems  

     

      

 

Section E: Inspirational Motivation and Organizational Performance  

15. Does  inspirational motivation  affect performance of Kenya Airports Authority 

Yes  [   ]  No  [   ]  

16. If yes, explain.  

………………………………………………………………………….………

…………………………………………………………………………………

……………….………………………………………………………….… 

17. Indicate the extent to which inspirational motivation affect performance of your 

organization. 

Very great extent  [   ]  Great extent   [   ] 

Moderate extent   [   ]  Low extent   [   ] 

No extent at all   [   ] 

18. To what extent do you agree with below statements in respect to inspirational 

motivation and performance of Kenya Airports Authority?  

In the organization ………………………… 1 2 3 4 5 

Optimism       

Our leaders portray optimism in relation to the future       

Our leaders are solution focused and not problem focused       

Our leaders are not afraid of failures       
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Our leaders are future oriented       

Articulating organization’s vision       

Our leaders always show commitment to the set goals and 

objectives in the organization 

     

Leaders in our organization articulate clearly the 

organizations’ vision 

     

Leaders in our organization align organizational and 

individual goals   

     

The leaders have articulated the vision and goals the clearly      

Encouraging of team-spirit      

Leaders in the organization always ensure that there is team 

spirit among the staff 

     

The staffs are encouraged to embrace team work.       

Teams in our organization are cohesive and give individuals a 

feeling of belonging 

     

Our organization regularly holds team building activities like 

games and dinners  

     

Incentive programmes       

There are incentive programs to motivate the staff        

Our organization provides bonuses and allowances to the 

employees  

     

Our organization provides paid leaves and medical insurance 

benefits to the followers  

     

19. How does inspirational motivation affect performance of Kenya Airports 

Authority?  

…………………………………………………………………………………

…………………………………………………………………………………

…….……………………………………………………………………………

…………………….…… 

Section F: Organization Performance  
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20. How do you rate the performance of Kenya Airports Authority for the past 

five years? 

Excellent  [   ]  Good [   ] 

Moderate  [   ]  Bad  [   ] 

Poor [   ] 

21. To what extent do you agree with below statements in respect to performance of 

Kenya Airports Authority? (Key: 1=strongly disagree, 2=agree, 3=neutral, 

4=agree, 5=strongly agree). 

Parameters  SD D N A SA 

Customer Satisfaction (Higher reliance on LA 

processes) 

     

Customers are satisfied with services they receive in 

the organization  

     

Customers are satisfied with timeliness in service 

delivery 

     

Customers show satisfaction with cost of service 

delivery  

     

The process in the service delivery is characterized by 

simplicity and clarity 

     

Efficiency in Service Delivery       

Process backflows in the organization is low indicating 

quality work 

     

There are low returned jobs for corrections       

Delivery time within the organization is low       

The waiting time in service delivery is low      

Learning and growth       

There is adequate funding for training staff       
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There are frequent training programmes       

 


