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Abstract 

Purpose: This study sought to provide an opportunity to test organizational leadership driver on 

performance of the tourism state owned corporations in Kenya. 

Methodology:The study employed descriptive and cross-sectional research designs. The target 

population comprised all the Tourism state owned corporations in Kenya with the management 

of these firms being the respondents. A census study was carried out due to small nature of the 

target population. Data collection involved the use of questionnaires which attracted both 

quantitative and qualitative responses. The questionnaires were administered through drop and 

pick method. The respondents were all the Chairmen, CEO, managers and assistant managers of 

all Tourism state corporations in Kenya.These data was analyzed using content analysis for 

qualitative data. The quantitative data was analyzed using regression analysis. ANOVA test was 

carried out to test the significance of the model. 

Results:The results showed that most organizations give room for contingent rewards to its 

employees. Further results indicated that indicated that Individual characteristics, Idealized 

influence, Inspirational motivation, Intellectual stimulation and command and Control affect 

performance of the organization to a great extent. The results also showed that individualized 

influence, intellectual stimulation and practicing command and control are positively and 
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significantly related to performance of tourism organizations.  The regression results indicated 

that organizational leadership driverwas positively correlated to organization performance and it 

explains 29.1% of the changes in performance of the organizations. Organizational leadership 

driver was established to have a positive and significant effect on performance in the Tourism 

state corporations in Kenya. 

Policy recommendation:The study recommended that Tourism state corporations in Kenya 

should have measures to adopt Individual characteristics, Idealized influence, Inspirational 

motivation, Intellectual stimulation among their leaders and command and Control. 

Keywords:organizational leadership driver 

 1.0 INTRODUCTION 

1.1 Background of the Study 

Tourism comprises the activities of persons travelling to and staying in places outside their usual 

environment for not more than one consecutive year for leisure, business and other purposes not 

related to the exercise of an activity remunerated from within the place visited (WTO, 2012). 

From demand stakeholders' perspectives, accepted definition of tourism is “the activities of 

persons travelling to and staying in places outside their usual environment for not more than one 

year consecutively for leisure, business and other purposes”. The Kenyan Tourism Bill 2010 

concurs with the demand stakeholders‟ definition and defines tourism as “a person travelling to 

and staying in a place outside his or her usual abode for more than twenty-four hours, but not 

more than one consecutive year, for leisure, business or other purpose, not being a work (Ragui, 

2013).  

Tourism demand depends above all strongly on the economic conditions in major generating 

markets. When economies grow, levels of disposable income will usually also rise. A relatively 

large part of discretionary income will typically be spent on tourism, in particular in the case of 

emerging economies. Tourism is the fastest changing industry in the world because of 

technological changes.  It also has the highest multiplier effect. Rowe, Smith and Borein (2002) 

highlight the multiplier effect from the tourism industry as being caused by the direct and 

indirect economic impact, where the direct includes benefit to the tourism industry players like 

tour and travel operators, transporters, accommodation, attraction sites and other tourist 

attractions.  Indirectly, tourism promotes the economy through goods and services like laundry 

supplier, food supplier, shops and banks used by tourists during their visits.  This in return 

creates employment thus eradicating poverty and hunger in the society (Ragui, 2013). 

1.1.1 Strategic management drivers 

According to Uzel (2012) states that there is intense competition in today‟s hotels which requires 

managers to adopt strategic drivers of performance in order to improve hotel services. Chen and 

Popovich (2003) state that hotels that maintain long run performance are the ones that is able to 

build customer loyalty and retention. Zablahet.al., (2004) established that CRM brings benefits 
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in terms of improved performance which results from acquiring new customers as well as 

sustaining customers for competitive advantage. 

Leadership is a critical management skill, involving the ability to encourage a group of people 

towards common goal. Leadership focuses on the development of followers and their needs. 

Managers exercising transformational leadership style focus on the development of value system 

of employees, their motivational level and moralities with the development of their skills (Ismail 

et al., 2009). It basically helps followers achieve their goals as they work in the organizational 

setting; it encourages followers to be expressive and adaptive to new and improved practices and 

changes in the environment (Azkaetet al, 2011). 

1.1.2 Organizational Performance 

A firm‟s organizational performance is a measure of how well a firm uses its assets from its core 

operations and generates revenues over a given period of time. This measure is thus compared to 

some given industrial average standard of similar firms in the same industry. Brealey, Myers and 

Marcus (2009) indicate that organizational performance can be measured in terms of 

profitability, liquidity, solvency, financial efficiency and repayment capacity. Profitability is the 

measures of the profit generated by a firm through the use of its productive assets; liquidity 

measures the ability of a firm to meet its obligations when they fall due; solvency measures a 

firm ability to pay all its financial obligations if all of its assets are sold. Therefore, a firm 

organizational performance can be measured using net income or net operating income, its assets 

performance or even its cash flows. 

1.1.3 Tourism in Kenya 

Kenya is one of the most popular tourism destinations in Africa and tourism is a key foreign 

exchange earner for the country. Kenya‟s tourism is founded on the country‟s rich wildlife 

resources (Sindiga, 1999), although beach tourism along the Indian Ocean coast is now equally 

important. Indeed, the coastal areas generate the highest number of bed occupancies, particularly 

from Germany and the United Kingdom. Sindiga (1999) notes a number of other assets and 

attractions that could be further developed to diversify the industry, (Kenya Economic Survey, 

2014). With this facts, the number of visitors to national parks and game reserves declined from 

2,492.2 thousand in 2012 to 2,337.7 thousand in 2013. This impact was mostly felt at Nairobi 

Mini Orphanage, Impala Sanctuary in Kisumu, Tsavo East and Lake Bogoria national parks. 

This was mainly attributed to the decrease in international visitor arrivals. However, visitors to 

Lake Nakuru National Park increased from 253.5 thousand in 2012 to 262.5 thousand in 2013 

(RoK,2014). 

1.2 Statement of the Problem  

The greatest challenge as stated in the background of the study is the poor performance of the 

tourism industry (Economic survey of Kenya, 2014). It is also notable that the tourism industry 

has not emerged very strong in Poverty Alleviation (Kareithi, 2003). Kenyan vision 2030, 

regional stability and security, and a stable global economic environment, together with the 
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effectiveness and efficiency of State Corporation however can be a platform of the Tourism 

sector revival (KIPPRA, 2013). The Group of Twenty (also known as the G-20) an international 

forum for the governments and central bank governors from 20 major economies, has identified 

Tourism as one of the sectors that can spur the global economic recovery (WTO, 2012).  

 The tourism state corporations capability is therefore critical in improving the industry 

performance. The drivers that are involved in the translation of business strategies into 

deliverable results in the State Corporations are of concern with the mediating role of strategy 

implementation in order to maximize organizational performance (Miriam &Wario, 2014).  

Kiprutto, Kigio and Riungu, (2011) conducted a study on adoption of technology. The study 

focused on technology as the only driver of performance. O'Reilly, Caldwell, Chatman, Lapiz 

and Self (2010) did a study on the effects of leaders' alignment on strategy implementation. The 

study was conducted in the context of health care organization physicians.Shafie, Baghersalimi 

and Barghi (2013) investigated the relationship between leadership style and performance in the 

Real Estate Registration in Tehran province.The study was conducted in a developed economy 

thus presenting a contextual gap. Zakaria and Taiwo (2013) did a study on the effect of team 

leader skills and competencies team based on the assumption that leadership skills do affect team 

performance. This study focused on leadership as the only driver of performance. It also presents 

a contextual gap since it was conducted in UniversitiTeknologiPetronas (UTP). From the above 

studies, it is evident that there is no study which has been conducted on test organizational 

leadership driver on performance of the tourism state owned corporations in Kenya. The 

mediating Role of Strategy Implementation. Thus this study was conducted to bridge the 

research gap. 

1.3 Study Objectives 

i. To determine how organizational leadership driver affect performance of the Tourism 

state owned corporations in Kenya. 

1.4 Research Hypotheses 

H01:Organizational Leadership driver does not have an effect on performance of the Tourism 

state owned corporations in Kenya. 

2.0 LITERATURE REVIEW 

2.1 THEORETICAL REVIEW  

2.2.1 The Resource-Based View  

Researchers such as Ansoff (1965) and Chandler (1962) made important contributions towards 

developing the Resource-Based View of strategy (Hoskissonet al,2009). From the 1980s 

onwards, according to Furreret al, (2008), the focus of inquiry changed from the structure of the 

industry, like Structure-Conduct-Performance (SCP) paradigm and the five forces model to the 

firm‟s internal structure, with resources and capabilities (the key elements of the Resource-Based 

View (RBV). The resource-based view of the firm (RBV) draws attention to the firm‟s internal 
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environment as a driver for competitive advantage and emphasizes the resources that firms have 

developed to compete in the environment. During the early strategy development phase of 

Hoskisson‟s account of the development of strategic thinking (Hoskissonet al, 2009), the focus 

was on the internal factors of the firm. Since then, the resource-based view of strategy (RBV) has 

emerged as a popular theory of competitive advantage (Furrer et al. 2008; Hoskissonet al, 2009). 

 The term „resource-based view‟ was coined much later by Wernerfelt (2004), who viewed the 

firm as a bundle of assets or resources which are tied semi-permanently to the firm. Barney 

(2008) also argued that the resources of a firm are its primary source of competitive advantage.  

Early researchers simply classified firms‟ resources into three categories: physical, monetary, 

and human. These evolved into more detailed descriptions of organizational resources (skills and 

knowledge) and technology (technical know-how). Barney (2008) suggested that other than the 

general resources of a firm, there are additional resources, such as physical capital resources, 

human capital resource and organizational capital resources. Later, Barney and Wright (2008) 

add human resource management-related resources to this list of additional resources of a firm.  

These resources can be tangible or intangible (Ray et al, 2004). Wernerfelt (2004) also discussed 

that resources might be tied semi-permanently to the firm. Barney (2008) drew attention to „all 

assets, capabilities, organizational processes, firm attributes, information, knowledge etc., 

controlled by a firm that enable the firm to conceive of and implement strategies that improve its 

efficiency and effectiveness‟. Ultimately, firms that are able to leverage resources to implement a 

„value creating strategy not simultaneously being implemented by any current or potential 

competitor‟ (Barney 2008) can achieve competitive advantage.  

Researchers subscribing to the RBV argue that only strategically important and useful resources, 

competencies and capabilities should be viewed as sources of competitive advantage (Barney, 

2008). Terms like core competencies, distinctive competencies and strategic assets indicate the 

strategically important resources and competencies, which provide a firm with a potential 

competitive edge. Strategic assets are, „the set of difficult to trade and imitate, scarce, 

appropriable and specialized resources and capabilities that bestow the firm‟s competitive 

advantage‟. Powell (2011) suggested that business strategy can be viewed as a tool to manipulate 

such resources to create competitive advantage. Core competencies are distinctive, rare, valuable 

firm-level resources that competitors are unable to imitate, substitute or reproduce (Barney, 

2008).  

Distinctive competencies refer to all the things that make the business a success in the 

marketplace. Wang (2004) outline an approach to firm-level analysis that requires stocktaking of 

a firm‟s internal assets and capabilities. The assets in question could be physical assets, 

knowledge assets (intellectual capital) as well as human resources, which in turn determine the 

capabilities of a firm in the long run. Maier and Remus (2002) use the term „resource strategy‟ 

and define three steps in a firm‟s resource strategy - competence creation, competence realization 

and competence transaction. Competence creation defines and analyses the markets, product and 

service.  Competence realization involves the execution of services, procurement, and 
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production. Competence transaction involves market logistics, order fulfillment and maintenance 

(Maier & Remus, 2002).  The above issues therefore motivate the study hypothesis. The Tourism 

state corporations should therefore be bestowed with enough resources and capabilities for 

effective performance. This theory is relevant to this study since it informs the independent 

variables(Strategic Management Drivers).  

2.3 Conceptual Framework 

Figure 1:Conceptual Framework 

Organizational Leadership driver 

 

 

2.3.1 Organizational Leadership Driver 

Organizational Leadership Drivers are expected to have a positive effect on performance of 

organizations (Waititu 2014;Covey 2004; Jeremy et al.2011 and Taffinder2006). Waititu (2014) 

defines leadership as the ability to persuade others to willingly behave differently. To achieve 

this, leaders play two main roles: they must achieve the task, and must maintain effective 

relationships between themselves and the group and individuals in it. Taffinder (2006) viewed 

leadership as getting people to do things they have never thought of doing, do not believe are 

possible or that they do not want to do. Thus, it is the action of committing employees to 

contribute their best to the purpose of the organization 

2.4 Empirical Review 

Organizational performance comprises the actual output or results of an organization as 

measured against its intended outputs,  set  goals  and  objectives  (Eid, 2011). In today„s 

economy, it„s critical for an organization to get the most productivity from every employee. For 

an organization to perform well against the preset standards, they must be certain that everyone 

performs to the best of their ability and delivers significant value to the organization (Drath, 

2001). 

According to Scholz (2011) in study, Development of Tourism Clusters, conducted in Chile 

highlights challenges hindering development of tourism businesses.  These include: problem of 

language barriers; lack of financial resources/access to loans; seasonality of tourism; precarious 

roads; low cooperation between tourism actors; lack of business skills/experience; lack of 

promotion of the region on national and international level; unskilled and inexperienced staff; 

problems to book in advance from outside; and lack of information on what tourists prefer. In the 

study, Chile is also experiencing the foreigners dominating the industry.  It concludes this can be 

overcome through cooperation and training to the local actors. 

Performance  Organizational Leadership 

driver 
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3.0 METHODOLOGY 

The study employed descriptive and cross-sectional research designs. The target population 

comprised all the Tourism state owned corporations in Kenya with the management of these 

firms being the respondents. A census study was carried out due to small nature of the target 

population. Data collection involved the use of questionnaires which attracted both quantitative 

and qualitative responses. The questionnaires were administered through drop and pick method. 

The respondents were all the Chairmen, CEO, managers and assistant managers of all Tourism 

state corporations in Kenya.These data was analyzed using content analysis for qualitative data. 

The quantitative data was analyzed using regression analysis. ANOVA test was carried out to 

test the significance of the model. 

4.0 RESULTS FINDINGS 

4.1 Effect of Organizational leadership Driver on Performance 

The fourth objective of the study was to establish the effect of organizational leadership driver 

on performance in the Tourism state corporations in Kenya. The respondents were asked to 

indicate whether their organizations give room for contingent rewards to its employees. The 

results indicated that majority of the respondents, 75%, agreed that their organizations give room 

for contingent rewards to its employees. 25% of the respondents indicated that their 

organizations don‟t give room for contingent rewards to its employees. The results are presented 

in Figure 2 below. 

 

Fig 2: Organizations giving room for contingent rewards 

The findings are consistent with the findings of Voon, Lo, Ngui and Ayob (2011) which stated 

that contingent reward dimension of transactional leadership has significant relationship with 

two dimensions in job satisfaction (working condition and work assignment). They are also 

consistent withShafie, Baghersalimi and Barghi (2013) who established that that development-

25%

75%

No

Yes
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oriented and pragmatic- oriented leadership style has a positive impact on employee 

performance. 

The results imply that majority of the state owned Tourism corporations in Kenya give room for 

contingent rewards to its employees. Giving room for contingent rewards to employees is 

associated with having an influence on performance of tourism state corporations in Kenya. 

4.1.1 Attributes of Organizational leadership driver 

The respondents were also asked to rate the effect of various attributes of organizational 

leadership driver on performance of the organization. The rating was on a five point likert scale 

of 1 to 5 ranging from not at all to very great extent. The results in Table 4.32 indicates that 

55.9%, 57.8%,49.0%,59.8% and 65.7% of the respondents indicated that Individual 

characteristics, Idealized influence, Inspirational motivation, Intellectual stimulation and 

command and Control affects performance of the organization to a great extent. The results are 

presented in Table 1 below. 

Table 1:Attributes of Organizational Leadership Driver 

 

Not  

at all 

Little  

extent 

Moderat

e 

 extent 

Great 

 extent 

Very  

great  

extent Mean 

Std 

Dev 

Individual 

characteristics 7.80% 22.50% 13.70% 16.70% 39.20% 

          

3.57  

          

1.40  

Idealized influence 14.70% 13.70% 13.70% 23.50% 34.30% 

          

3.49  

          

1.45  

Inspirational 

motivation 19.60% 17.60% 13.70% 26.50% 22.50% 

          

3.15  

          

1.46  

Intellectual 

stimulation 9.80% 15.70% 14.70% 28.40% 31.40% 

          

3.56  

          

1.34  

Command and 

Control 13.70% 5.90% 14.70% 35.30% 30.40% 

          

3.63  

          

1.34  

Reward culture 11.80% 14.70% 18.60% 31.40% 23.50% 

          

3.40  

          

1.31  

Duration taken in 

solving problems 7.80% 5.90% 21.60% 26.50% 38.20% 

          

3.81  

          

1.23  

Average      3.52 1.36 

The findings of the study are consistent with the argument by Michael (2011) who indicated that 

leadership has a direct cause and effect relationship upon organizations and their success. The 

results are also consistent with the results of a study by Khan, Hafeez, Rizvi, Hasnain and 

Mariam (2012) which showed that transformational leadership style has a positive relationship 

with job satisfaction. However, the study by Khan, Hafeez, Rizvi, Hasnain and Mariam (2012) 

indicated that even though leadership style positively impacted on organization performance, the 

presence of the organization‟s commitment boosted the relationship. The findings are also 
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consistent to some extent with the findings of a study by Koech and Namusonge (2012) who 

established a positive relationship between transformational-leadership factors and 

organizational performance but insignificant relationship between laissez-faire leadership style 

and organizational performance. 

The study findings imply that majority of tourism state corporations practice individual 

characteristics attribute of organizational leadership driver. Further implications is that idealized 

influence, inspirational motivation, intellectual stimulation, command and Control, reward 

culture and duration taken in solving problems are practiced by majority of tourism state 

corporations in Kenya. Generally, organizational leadership capability is a key factor in tourism 

state corporations in Kenya. 

4.1.2 Qualitative analysis for Organizational Leadership Driver 

The respondents were asked to explain how the contingent rewards practices affect the 

organization profitability.The results indicate that organizations performance is influenced by 

consistency inproduction line. Furthermore, effectiveness in performance of duties, invoking the 

spirit of hard work and building trust and confidence in employees were also indicated to have an 

influence on performance of tourism state corporations in Kenya.  The results are presented in 

Table 2 below. 

Table 2:Qualitative Analysis for Organizational Leadership Driver 

Main Theme Percentage number of Mentions 

Consistency in production line 12% 

Effectiveness in performance of duties 12% 

Invoking the spirit of hard work 67% 

Building trust and confidence in employee 9% 

The findings are consistent with Achoch, Gakure and Waititu (2014) who indicated that effective 

public sector management reforms always depended to some degree on leadership behaviors, and 

that leaders with transformative characteristics get their followers to perform above and beyond 

expectations and express high performance expectations. Leaders who exhibit transformational 

qualities had a positive effect on employee commitment and organizational citizenship behavior. 

Transformational leadership qualities involve invoking the spirit of hard work and building trust 

and confidence in employees. The study findings are further consistent with O‟Reilly, Caldwell, 

Chatman, Lapiz and Self (2010) who agree that leader behavior influences group and 

organizational behavior.  

The findings imply that tourism state corporations practice consistency in production line as was 

confirmed with the qualitative results. The study further implied that there was effectiveness in 

performance of duties, the practice of invoking the spirit of hard work and the practice of 

building trust and confidence in employees among tourism state corporations in Kenya. This 

generally implied that organizational leadership driver was present in tourism state corporations 

and they have an influence on performance. 
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4.2 Correlation analysis for attributes of Organizational Leadership driver 

The association of the attributes of organizational leadership driver and organization 

performance was also established. The results indicated that all the attributes of organizational 

leadership driver were positively associated with organization performance.  The association 

between Individual characteristics, Idealized influence, Intellectual stimulation, Command and 

Control, Duration taken in  solving problems and organization performance was found to be 

significant though weak with Pearson coefficients of 0.212, 0.287, 0.405,0.236 and 0.244 

respectively. The results are indicated in Table 4.34 below. 

Table 3Correlation analysis for organizational Leadership driver 

    

Individ

ual 

 

charact

eristics 

Ideali

zed 

influe

nce 

Inspirat

ional 

motivati

on 

Intelle

ctual 

stimul

ation 

Com

mand 

Reward 

culture 

Durati

on 

Performan

ce 

Individual 

characterist

ics 

R        1.00  
      

(0.18) 
 -.206*  

       

0.01  
 .250*  

       

0.07  
 .239*   .212*  

  
Sig.   

       

0.07  
       0.04  

       

0.89  

       

0.01  

       

0.46  

       

0.02  
   0.03  

Idealized 

 influence 
R 

      

(0.18) 

       

1.00  
       0.14  

       

0.03  

      

(0.06) 

       

0.15  

       

0.06  
 .287**  

  
Sig        0.07  

  
       0.17  

       

0.80  

       

0.53  

       

0.13  

       

0.53  
     0.00  

Inspirationa

l 

 motivation 

R  -.206*  
       

0.14  
       1.00  

 

.267**  

      

(0.10) 

      

(0.01) 

       

0.19  
 0.13  

  
Sig        0.04  

       

0.17    
       

0.01  

       

0.30  

       

0.96  

       

0.05  
 0.20  

Intellectual 

stimulation 
R        0.01  

       

0.03  
 .267**  

       

1.00  

       

0.06  

      

(0.01) 

       

0.11  
 .405**  

  
Sig        0.89  

       

0.80  
       0.01  

  
       

0.54  

       

0.96  

       

0.29  
          -    

Command R  .250*  
      

(0.06) 

      

(0.10) 

       

0.06  

       

1.00  

       

0.05  

       

0.03  
.236*  

  
Sig        0.01  

       

0.53  
       0.30  

       

0.54    
       

0.64  

       

0.77  
       0.02  

Reward 

culture 
R        0.07  

       

0.15  

      

(0.01) 

      

(0.01) 

       

0.05  

       

1.00  
 .218*         0.15  
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Sig        0.46  

       

0.13  
       0.96  

       

0.96  

       

0.64    
       

0.03  
       0.13  

Duration R  .239*  
       

0.06  
       0.19  

       

0.11  

       

0.03  
 .218*  

       

1.00  
.244*  

  
Sig        0.02  

       

0.53  
       0.05  

       

0.29  

       

0.77  

       

0.03    
       0.01  

Performanc

e 
R  .212*  

 

.287**  
       0.13  

 

.405**  
 .236*  

       

0.15  
 .244*         1.00  

  Sig        0.03  0.00         0.20  -    0.02  0.13  0.01    

 

The study findings are consistent with the findings from studies by Javidan and House (2001) 

and Walumbwa, Mayer, Wang, Workman and Christensen (2011) .The findings further 

confirmed the findings of a study by Sabir, Iqbal, Rehman, Shah and Yameen (2012) who 

indicated that organizational leadership proved a photogenic effect and augment the overall 

productivity of the employees.  

The study findings imply that individual characteristics influences performance of tourism state 

corporations positively. Furthermore, idealized influence, intellectual stimulation, command and 

Control and duration taken in solving problems influences the performance of tourism state 

corporations positively. Organizational leadership driver influences the performance of tourism 

state corporations positively. 

4.2.1. Relationship between organizational leadership driver and performance in the 

Tourism state corporations in Kenya 

The study sought to establish the relationship between organizational leadership driver and 

performance in the Tourism state corporations in Kenya. To do this, the study used an Ordinary 

least square regression model. The results for model summary are presented in Table 4.35 below. 

Table 4 Model Summary – Organizational leadership driver and performance 

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

1 .599a 0.359 0.311 0.3259 

The results in Table 4.35 indicated that all the attributes of organizational leadership driver 

combined were positively associated with performance as indicated by a correlation coefficient 

of 0.599. The results further indicated that organizational leadership driver explains 35.9% of the 

changes in performance as indicated by an R-square of 0.359.64.1 percent of variation in 

performance   was not explained   by Organizational leadership driver which is due to other 

factors not included in the study. Furthermore, the study conducted analysis of variance and the 

results are presented in Table 4.36 below. 

Table 5 ANOVA – Organizational Leadership Driver and Performance 

 

Sum of Squares df Mean Square F Sig. 
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Regression 5.585 7 0.798 7.512 .000b 

Residual 9.984 94 0.106 

  Total 15.569 101 

   
Results in Table 6 Indicate that the model fit well. This is supported by an F statistic of 7.512 

which is significant at 5% level of significance. 

Table 6 Regression coefficients – Organizational Leadership Driver and Performance 

Performance B Std. Error t Sig. 

(Constant) 2.202 0.194 11.341 0.000 

Individual characteristics 0.053 0.026 2.059 0.042 

Idealized influence 0.082 0.023 3.534 0.001 

Inspirational motivation 0.007 0.024 0.28 0.780 

Intellectual stimulation 0.107 0.025 4.221 0.000 

Command and Control 0.053 0.025 2.117 0.037 

Reward culture 0.018 0.026 0.702 0.485 

Duration taken in solving problems 0.038 0.029 1.308 0.194 

Further results in Table 7 indicated that having leaders with individual characteristics, idealized 

influence, intellectual stimulation and practicing command and control is positively related to 

performance of tourism organizations as indicated by coefficients of 0.053, 0.082, 0.107 and 

0.053 respectively. The relationship between these attributes of organizational leadership driver 

and performance was also found to be significant at 5% level of significance as indicated by their 

respective P-values of 0.042, 0.001, 0.000 and 0.037. 

The findings of the study are also consistent with findings of a study by Achoch, Gakure and 

Waititu (2014) which found that leadership is important in terms of both perceptions of leader 

effectiveness and follower satisfaction. The findings of the study are also consistent with 

findings of a study by Walumbwa, Mayer, Wang, Wang, Workman and Christensen (2011) 

which revealed that ethical leadership was positively and significantly related to employee 

performance. The findings are also consistent with findings of a study by Shafie, Baghersalimi 

and Barghi (2013) which indicated that development-oriented and pragmatic- oriented leadership 

style has a positive impact on employee performance. Transformational leadership style had a 

higher association with performance.  The implication of the study findings is that, individual 

characteristics influences performance of tourism state corporations. A unit increase in adoption 

of individual characteristics by leaders in the tourism state corporations leads to an improvement 

in performance by 0.053 units. Further findings imply that other attributes of organizational 

leadership driver also influence performance of tourism state corporations. A unit increase in 

adoption of idealized influence, intellectual stimulation and practice of command and control by 

the leaders and management of the tourism state corporations, results to an improvement in 

performance by 0.082, 0.107 and 0.053 units respectively.   

4.2.3 Hypothesis Testing 
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The study sought to test the hypothesis that Organizational leadership   driver does not have an 

effect on performance in the Tourism state corporations in Kenya. The hypothesis was tested by 

running an ordinary least square regression model. The results for model summary are presented 

in Table 7 below. 

Table 7 Model Summary – Organizational leadership driver Hypothesis testing 

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

1 .540a 0.291 0.284 0.33217 

The results in Table 8 indicated that organizational leadership driverwas positively correlated to 

organization performance (R=0.540). Organizational leadership driverexplains 29.1% of the 

changes in performance of the organizations.69.9 percent of variation in performance   was not 

explained   by Organizational leadership driver which is due to other factors not included in the 

study. 

Table 9 ANOVA – Organizational leadership driver hypothesis testing 

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

1 .540a 0.291 0.284 0.33217 

Results in Table 9 indicate that the model for the relationship between organizational leadership 

driverand organization performance fit well. 

Table 4.40 Regression coefficients – Organizational leadership driver hypothesis testing 

Performance B Std. Error T Sig. 

(Constant) 2.231 0.197 11.327 0 

Organizational Leadership driver 0.354 0.055 6.411 0 

The acceptance/rejection criteria was that, if the p value is greater than 0.05, the Ho was not 

rejected but if it‟s less than 0.05, the Ho was rejected. All the attributes of information 

technology driver were combined into one variable by the mean and then regressed against 

performance. The significance of the coefficient was used to test the hypothesis. The null 

hypothesis for the fourth objective was: Organizational leadership driver does not have an effect 

on performance in the Tourism state corporations in Kenya. The alternative hypothesis for the 

fourth objective was: Organizational leadership   driver has an effect on performance in the 

Tourism state corporations in Kenya. 

These findings are consistent with Zakaria and Taiwo (2013) whoseoutcomes was that team 

leaders‟ human skills and team self evaluation significantly influence the effective performance 

of the team. Also, team self evaluation have a direct effect on technical skills. They are also 

consistent with Moore and Rudd (2011) whose findings identified six major leadership skill 

areas needed by extension leaders: human, conceptual, technical, communication, emotional 

intelligence, and industry knowledge skills. 

The coefficient for organizational leadership driver was significant at 5% level of significance as 

indicated in Table 4.40 which indicates that the null hypothesis was rejected and hence the study 
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established that organizational leadership driver has an effect on performance in the Tourism 

state corporations in Kenya. 

5.0 SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Organizational Leadership Driver 

The fourth objective of the study was to ascertain how organizational leadership driver affects 

performance in the Tourism state corporations in Kenya. The results showed that most 

organizations give room for contingent rewards to its employees. Further results indicated that 

indicated that Individual characteristics, Idealized influence, Inspirational motivation, 

Intellectual stimulation and command and Control affect performance of the organization to a 

great extent. The results also showed that individualized influence, intellectual stimulation and 

practicing command and control are positively and significantly related to performance of 

tourism organizations.  The regression results indicated that organizational leadership driverwas 

positively correlated to organization performance and it explains 29.1% of the changes in 

performance of the organizations. Organizational leadership driver was established to have a 

positive and significant effect on performance in the Tourism state corporations in Kenya. 

5.2 Conclusions 

Based on the findings, the study also concluded that most organizations give room for contingent 

rewards to their employees. Individual characteristics, Idealized influence, Inspirational 

motivation, Intellectual stimulation and command and Control affect performance of tourism 

corporations in Kenya to a great extent. The study also concluded that individualized influence, 

intellectual stimulation and practicing command and control are positively and significantly 

related to performance of tourism corporations in Kenya.  The study also concluded that 

organizational leadership driver has a positive and significant effect on performance in the 

Tourism state corporations in Kenya. 

5.3 Contribution of the Study to Theory/Existing Knowledge 

The study made various contributions to theory building. First, the study developed a conceptual 

framework for underpinning future research work on the effect of performance drivers and the 

mediating role of strategy implementation in the Tourism State Corporations in Kenya. The 

study successfully tested hypothesis related to the original conceptual framework developed in 

chapter two.  Based on research findings, it was found that future conceptual frameworks and 

theories should focus on particular aspects of performance drivers.The study also made a 

contribution as far as ordering and prioritizations of performance drivers is concerned. The study 

noted that information Technology driver and organizational leadership driver were the most 

significant performance drivers. This serves to strengthen the existing theories. 

5.4 Recommendations of the Study 

5.5.4 Organizational leadership driver 
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The study recommended that Tourism state corporations in Kenya should have measures to 

adopt Individual characteristics, Idealized influence, Inspirational motivation, Intellectual 

stimulation among their leaders and command and Control. 

5.5 Suggested Areas for Further Study 

Further studies can be done to ascertainthe effect of strategic management drivers and the 

mediating role of strategy implementation in other state corporations in Kenya other than the 

tourism sector. 
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