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ABSTRACT

The banking industry has undergone a series ofggsaim relation to its mode of management as aofapping
with competition. Since the liberalization of them§an banking industry in 1984, many players hairgef the industry
with very many new incentive packages to clientatesowned banks are those banks wholly owned &gtivernment of
Kenya or those where the government owns majotikes In today’s turbulent environment, change hasome
synonymous with standard business practices. Omwtther hand, organizational performance is detegchiny how well
leadership handles changes. The government of Kbagainitiated several programs on reforms anduestring of
public institutions including state owned organizat However, limited research has been conduckghrding
Transformative leadership and organizational pemforce in Public institutions. Therefore the maijeotive of the study
was to establish the role of transformative ledupren effective organizational performance. Thalgtwas conducted in
all the 22 branches of Post Bank and National Bamikisin the Rift Valley, Kenya. The study used bgthimary and
secondary means of collecting data by employind lopialitative and quantitative approaches withrgetapopulation of
137 employees. A questionnaire was used as instrufioe data collection. Analysis involved both destive and
inferential statistics. A regression analysis wasied out and the value of 0.6374 implied that 63.7% of the variagion
the effective organizational performance in statex@d banks can be explained by the variationsdependent variables.
Further, by quick standard error tests, the indialdcoefficients of the regression function wererfd to be significant in

influencing effective organizational performance.
KEYWORDS: Idealized Influence, Inspirational Motivation & Gugizational Performance
1. INTRODUCTION

Leadership is about nothing if not about change ¥A2008). Effective leaders are masters of the gagmocess;
they understand, embrace and lead change. Organiabthange typically originates from two primagurces including
change resulting from external or internal enviremtal factors that are outside the adaptive leadgran of control and
change resulting from an intentional and plannegdié@mentation. However, both types of change reqaignificant
level of knowledge, skills, and abilities by theaptive leader to effectively deal with the changenagement process

(Taylor-Bianco & Schermerhorn, 2006). Today, manyamizations are beginning to shift away from tiiadial models of
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management, originally developed for productiorentéd firms, and now require a broader range afdeship skills and
styles that are adaptive to diversity and to drapadften discontinuous changes in the work envirent.
Transformational leadership has gained academéntain over the last 20 years as a new paradignuriderstanding
leadership. The notion of transformational leadigrstias developed under the tutelage of Bernard BBass, 1997).
In its global perspective, Gulledge and Sommer 8}08sserted that public sector organizations neeshange the way
they manage their non-unique business processdsllowing private sector initiatives that have Iéal competitive
advantage, better management control, and costtieds. They further assert that the declining vese base will not
support the existing infrastructure but, even godrces were plentiful, there would still be strangentives to change.
According to Craetz (2000), new information teclugy-enabled process management methodologies haga b
implemented world-wide, and organizations are achgeenhanced efficiency and effectiveness throtighuse of these
new management approaches., appropriate modelsymtems have been implemented in the private seatol the

researchers argue that public sector enterprisekeaan from these private sector experiences.

According to Srivastavat al, (2006), public sector organizations have beeatergoing a very turbulent phase in
the past several years. Forces of globalizatidierdilization, privatization, and technology are barng to make life
harder than ever for public managed organizati®hsrefore, competitiveness is the key to survimasuch an open and
market-driven economy. In most Sub-Saharan Afritdyas been held that political interference, niegmotand over-
bureaucracy have made the management control sysedfactive in the state sector in developing ddes (Udd in &
Hopper, 2003). It is believed that public sectdomas and privatization will necessarily lead teaper, better services for
the citizens, and consequently no services shoailonmune from these reforms. The policy guidelme@mderpinned by
prescriptions from development Economics, espsgciadio-classical variants drawing on theories ofnage property
rights and allocative efficiency, claiming thatefarmed public sector would introduce better cdastbecause it would be
accountable to various independent bodies (Cookir&pétrick, 1995) and serve the interests of thbliplby improving
decision making, accountability and performanceweieer, such policies have been criticized for tHailure to take

account of local factors (Stiglitz, 2002).

The banking system in Kenya is increasingly becgmmmarket driven. The banks are finding new waygddo
the customer rather than waiting for the custoroerame to the banking halls. Parts of the tools tifva banks have used
include agency banking, ATMs, M-banking includirgg tuse of M-Pesa services, online banking and s®mwn and
Kleiner (1997), observed that financial institutosre in the process of executing an unprecedeetefiguration of the
banking industry. The financial services indussychanging rapidly. Technology, government regofatand increasing
customer sophistication are forcing financial sesviinstitutions to re-evaluate their current bussneoractices.
Countries with a higher share of government-ownaitkb have experienced lower GDP per capital grolets, effective
resource allocation; lower and more concentrategsscto credit and higher interest rate spread$(rtaet al, 2002).
While government ownership in banking can impedwrtcial development, poorly designed privatizatiora weak
institutional environment can make things worsellfHan et al, 1997). Experience in many developing countriegeha
shown that privatization in an environment wheréhse market participants nor bank supervisorsabie to properly
monitor and discipline banks, can result in comgsaah policies, fraud, looting and even a bankirgi€|(Stiglitz, 1998).
Western countries have shown the importance ofdioating privatization processes in the financiatl anonfinancial

sector (Caprio, 1995). Other scholars argue thdigbarivatization is not sufficient to resolve \ggrnance problems (Beck
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et al., 2004). However, there are large differences irdpetivity across different ownership groups of Kanybanks.
Employees in state-owned banks earn only half efrtét interest revenue of employees in foreign-apenks. State-
owned banks have twice as many employees relativéheir assets, loans and deposits as foreign-oviraetks.
This disparity across ownership groups indicatgsiicant potential gains from increased competitand the resulting

productivity improvements.

In the current organizational environment, changs become synonymous with standard business pads
long-term organizational ends have to be refornedlain an ongoing basis. The central theme in magagiange is the
execution of strategic leadership. This relatesle@mder’s ability to: anticipate, envision, maintafexibility, think
strategically, and work with others to initiate olgas that will create a viable future for the oigation (Taylor-Bianco &
Schermerhorn, 2006). Others have expressed the faredrganizations to inculcate novelty, qualityexibility,
adaptability, speed, and experimentation in theierations (Graetz, 2000). Compared to other banksrev the
government has stakes, such as National Bank oj&eDooperative Bank of Kenya, Post Bank is thg tialnk that has
not fully adopted the market-driven practices tanpete as commercial bank. While Post Bank's ingestiand
performance measures may be different from theapisector commercial banks, better managementotamd cost
reductions are certainly public sector enterpriégectives.The Kenya Post Office Savings Bank (PBahk) was
established in 1910 under the defunct East Afrioat Rnd Savings (EAPS), which was subsequentlyntaker by the
Kenya Post and Telecommunication Corporation whba East Africa Community was dissolved in 1977.
The bank is wholly owned by the Government of Keaya was established primarily to encourage thrifi mobilize
savings. It has endeavored to carry out this manttabugh expansion of its outreach and developmé&ptoducts and
services that are aimed at meeting the expectatibits customers. Besides savings services, Pask Bas expanded its
service offerings to include local and internaticeradit cards under the sponsorship of a commidoeiak, money transfer

services (MTS), collections and disbursement sesvic

According to Central Bank of Kenya (2013), the bdmas over 1.2 million customers and is working talga
having its legal framework changed to pave wayaftevel playing field in the sector. Some of thé¢ahde achievements of
the bank include being able to accelerate growtkustomer deposits by adopting a new service dglitechnology
platform, paperless banking services through treeaishe point of sale terminals and the use ofttaiek’s automated
teller machines and those of partner institutidnsorder to keep pace with the competitive envirentnPost Bank has
had to transform itself in a fundamentally differdédenyan financial sector, and it has survived dedinot only by its
adoption of new technology, but also by a fundamletulltural change within. The most notable chawigin the bank
has to do with transformational leadership. Howgewanlike commercial banks and deposit taking mioanice
institutions, Post Bank is prohibited by law frofffeoing lending services to its customers with ¢foal of providing mass-
market accessible banking for Kenyans. The Nati@aailk on the other hand was incorporated in 1968hétime it was
fully owned by the Government. The objective foriebhit was formed was to help Kenyans get accessrddit and
control their economy after independence. The Bianlisted on the Nairobi Securities Exchange (NSE)1994, the
Government reduced its shareholding by 32% (40id#fillShares) to members of the public. Again in 1996urther
reduced its Shareholding by 40 million Shares &ptblic. Throughout the 1990s the bank has pdet=gs annually and
some of the rebranding schemes are meant to tunndvrits fortunes. The current shareholding nowdsaat government
and its agencies own 70.56% and the general pohllits 29.44%. In 2013, the bank rebranded and cldaitgéogo as
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part of the bank’s 5 year transformation strategyoécome a top tier bank by 2017. The Bank is atfoto increase
coverage through branch network from current 7826 and to boost the Agency Banking network to @,8Qents by

2017. The operations of the entire Bank branch odt\are centralized with a real-time, online acdamgsystem.

According to Central Bank of Kenya (2013), the egbanging consumer needs, innovative financial pets]
deregulation, information technology upgrades, #rel onset of multiple delivery channels are resighe financial
services industry. To remain competitive in the nemdscape, banks have continued to expand thadtupt lines and add
new delivery channels to develop more effectivekmsing systems and techniques, and enhance thieesguality levels.
Use of alternative channels such as e-banking athmking continue to be the frontiers upon whicimksaseek to
enhance access to customers as well as differegtitttieir products. All the mentioned strategic s calls for
innovative and well-informed group of leaders undke etiquette of transformational leadership. Téftects of
transformation changes that have been undertakdtoblyBank have included the instant card issuaysem to replace
the passbook system, increased staff capacityptement change projects and the rollout of a neailrehannel based on
agents. The New Business Model (NBM) has madessipte for Post Bank to start to drive down itstso€hanges in the
law have made it illegal for commercial banks targe customers with savings accounts, has putyeees Post Bank to
do likewise. Consequently, it stopped levying laedigaintenance fees to remain competitive; thisdraénmediate impact
on its income, so the full cost-reduction effeckshe NBM were dampened. Despite the various benefost Bank has
since it is state-supported, it has not performedl t@ the expectations of the Kenyan people. Otwnpetitors in the
banking sector have capitalized on these weakneasés have steadily undertaken transformational eesdp
interventions within their organizations. It is tefore important to investigate the relationshipwaen transformational

leadership and organizational change with spefifias on state-owned banks.
2. STATEMENT OF THE PROBLEM

The banking system in Kenya has been undergoing @f ichanges since independence. There has beaallyi
a variation of transformation in all dimensiongeénms of: directed and undirected, proactive aladtiee, emanating from
internal and external environment. Change thushleaeme part of the business process, requiringyabflthe managers
to initiate, embrace and lead change in their degdions. Studies have refuted the old model ofngeaprocess that
sought to unfreeze, change and refreeze by suggestat a state of continuous change can becoroatae in its own
right. Other studies have perceived change as malagnd natural response to internal and enviromaheonditions.
According to Mwangiet al, (2011) transformational leadership is positivetyrelated with organizational performance
and therefore its effect must be clearly understddespite the public and government support PostkBzas been
receiving for the last couple of years minimumnsf@rmational leadership hasn’'t been felt at theestorporation.
Routine operations of customer service, servicéveigl of deposit and withdrawals have not changedthm Since its
inception, the organizational structure is stik tame. Attempts to enhance its business approhehesheen undertaken

by various government committees.

A number of report from these committees suggetstetiserious re-engineering had to be carried batast in
excess of Ksh. 2 Billion and which has not beenlémgnted to date. According to Koech and Namusq2gé?),
transformational leadership styles have a strongitige relationship with organizational performancehe study

recommended that managers should strive to becolmemnodels to their subordinates; inspire subotdsay providing
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meaning and challenge to work; stimulate subordimdfiorts to become innovative & creative; and pégntion to each

individual's need for achievement and growth.

The effectiveness of an organization’s managemantacitically impact upon its viability and thereeamany
reasons why the management process may fail ahadmdailure to think creatively about the likel§fexts of plans,
obtain external/internal participation and committeco-ordinate and control resources (Ngwetral, 2009). Previous
studies have shown that transformational leadedsffi@rent settings were evaluated as more effectivgher performers,
more promotable and more interpersonally sensitiRebin et al, 2005). Empirical evidence also shows that
transformational leadership is strongly correlatgéith employee work outcomes such as lower turnoatgs, higher level
of productivity, employee satisfaction, creativiggal attainment and follower well-being (Eisenb&Boerner, 2013).
All these outcomes ultimately contribute towardfeetfve organization performance, meeting stakedldeeds and
customer satisfaction. The need for routines teffective and able to improve performance has ldatlenged as the
view that a better approach to change is a sitmatibere organizations and their people continuadbnitor, sense and
respond to the external and internal environmergnirall steps as an ongoing process. Past studiesduggested that
failed organizational change initiatives range frome-third to as high as 80% of attempted chanfmrtef However,
regarding state-owned banks which enjoy state stipfeev empirical studies have been carried outdtermine how they
are managed to negotiate their survival throughagusble organizational performance given its pubkture and the sea
of changes that have swept not only the bankingps@t Kenya, but also the entire economy. The stihérefore sought

to determine the role of transformational leadgrshi organizational performance in state-owned $ank
3. RESEARCH OBJECTIVES

The general objective of the study was to investighe role played by transformational leadershipetiective
organizational performance in state-owned bankRifhValley, Kenya. The study was guided by thddwaling specific

objectives:

» To establish how idealized influence affects oeeffre organizational performance in state-ownatkban Rift

Valley, Kenya.

» To analyze the effect of inspirational motivatidrategies on effective organizational performamcstate-owned
banks in Rift Valley, Kenya.

4. LITERATURE REVIEW

Transformational leadership is suitable for thiadgt for a number of reasons. Firstly, However miticé
contingency and path-goal theories have a degraeasptance, leadership studies turned to the stusiyuations and the
belief that leaders are the products of given sitna. Tannenbaum and Schmidt (1958) saw leadeeshimvolving a
variety of style ranging from boss-centered to sdbmate-centered. Their approach suggests a rahgegyles without
preference for any. This study will assess thesfiamational leadership theory and how this affemtganizational
performance. Unlike other modern theoretical prees®f leadership, transformational leadershiprthelevates the goals
of subordinates and enhances their self confidemetrive for higher goals. Secondly, transformagideaders emphasize
on learning, empowerment and teamwork. The chaiatits of transformational leadership as describgdTaborda

(2000) are given as, the goals of the organizatioist be communicated and embodied in the cultutbeobrganization,
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communication is especially important and shouldgobgormed through leaders who are instrumentgleirmeating the
vision through the various levels of organizatiohigrachy. The decisions and actions of leaderg reirsforce the need to
transform. Changes must be made in the organiZatstnucture and processes. These changes mushbistent with the
values and objectives contained in the vision. keesdnust demonstrate a commitment to these valyehdir own

behaviour and by the way they reinforce the behawid others.
4.1 |dealized Influence and Effective OrganizationBPerformance

Idealized influence is the behaviour that is rdflec by leaders showing charismatic personality.
According to Yammarino and Dubnisky (1994), ideadiznfluence and charismatic influence is useddhi@ngeably, and
it is the key component of the transformationatikrahip. Using idealized influence, transformatldeaders act in a way
that allows them to serve as role models to théiosedinates. Bass and Riggio (2006), noted thasfoamational leaders
are admired, respected, and trusted. Their subateiridentify them with charismatic personality atiacted to emulate
them. Besides, these leaders are endowed by tbkawérs as having extraordinary capabilities, esice, and
determination. Idealized leadership, at its congrasents the highest levels of moral reasoning Eardpective-taking

capacity.

These leaders are willing to sacrifice their owringéor the good of their work group and organizatio
They set high standards for work conduct and aodeamodel for those standards. They build trugidéople because those
who work for them know they are working toward tt@mmon good, and their sacrifices along the wayeaidence of
their consistency for their actions and values.yTalso are people who see the good in others dingt when it is not
obvious they work to build it out with concern foeople. Leaders with idealized characteristicswalk first on the way
they talk about (Avolio, 2005). In an organizatsuch as Post Bank, such leaders would thereforeoipprganizational
performance through its employees by creating ,traginiration and respect of their subordinateshSeaders are also

likely to act as role models and thus enhance @isiadble work culture within the organizations wiorce.
4.2 Inspirational Motivation and Effective Organizational Performance

The second component of transformational leadelishipspirational motivation. Transformational leasl using
inspirational motivation attracts people toward thision of the organization with their effective mmunicating
personality. Yammarino and Dubnisky (1994), noteat inspirational leadership is communicating aovisvith fluency
and confidence, increasing optimism and enthusiasm,giving interesting talks that energize othArzording to Bass
and Riggio (2006), transformational leaders gelofeérs involved in envisioning attractive futureatsts; they create
clearly communicated expectations that followersitvwta meet and also demonstrate commitment to goalsthe shared
vision. Inspirational motivation is about encounagat to raise the consciousness of workers ab@ubthanization’s
mission, vision, and committing to the vision ikey theme of this factor. Sarros and Santora (20fd3cribed the key
indicators of inspirational motivation to be orgaational vision, communication, challenging to wenk encouragement,
working with workers, and giving autonomy are tloeecvalues of inspirational motivation. Post Bank'anagement must
therefore aspire have leadership that clearly @dies and fluently disseminates its vision, enagas its employees and

gives greater autonomy to enhance employee commitradey ingredient for organizational performance
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5. RESEARCH METHODOLOGY

The study adopted a descriptive research desigrordig to Churchill (1991), a descriptive reseaapproach is
used when the purpose is to; describe the chaistaterof certain groups, estimate the proportibpeople specified in a
certain way, and to make specific predictions. Diptige approach is most suitable for social scgmnsince it gives the
respondents an opportunity to express their vidwgibissues under study. A structured questionnea® developed with
close ended questions. The term population meanthl number of individuals, objects, or any othgbject of concern
which by virtue of a common characteristic is ofenmest to the researcher and may lead to the ambgairelevant
information regarding a phenomenon under study. skhdy’s target population included employees afesbwned banks
in Kenya. Specifically, the population was madeafipemployees of Post Bank and National Banks warkinthe 22
branches in Rift Valley region. The questionnainesre used to collect views from all the 137 empésye
The study employed a mixture of sampling techniqigsstly, the study used purposive sampling tgdamall the 22
branch managers. Secondly, the study used simpBiona sampling to target all other employees whasapte were
statistically derived using Yamane (1992) and fotmbe 102. According to Kothari (2006), a questiire is the best tool
for the researcher who wishes to acquire the algdata for describing a population. Questionnareabled the
researcher to reach a large sample within a sineet The questionnaires were piloted to deterntied usefulness, clarity
in terminology, focus of questions, relevance appliaability, time required and methods for anadydfathuri and Pals
(1993), defines data processing and analysis ag@ating, manipulating and summarizing data ireoitd obtain answers
to research questions. The Statistical PackageSémial Sciences Version 21 was used as a tool dalyaing data.
The study used descriptive statistics specificallyploying measures of central tendency and measdirdspersion to
analyze data and the results were presented indbtables. Regression analysis was then usedotddg insight into the
nature of relationship between transformationadiéeship and organizational performance. Out of ¢@stionnaires that
were issued to the sampled respondents, 96 of thera filled and returned. Of the returned questomes, 8 were
incorrectly filled and thus were not used in theafianalysis. Therefore, 88 questionnaires wereectly filled and hence

were used for analysis representing a responsefr&& 3%.
6. RESEARCH FINDINGS AND DISCUSSIONS

Following the processing and analyzing of the atdld data, the findings are presented and discusstuds
chapter and are in line with the objectives of shedy. The responses on all the variables are ®paint scale while the
statements in the view of the same are on a Léaate. In the 5-point scale 1, 2, 3, 4 and 5 remtestrongly disagree,
disagree, neutral, agree, and strongly agree reégglyc The profile of respondents identifies thaiminformation about
the employees who participated in the research gseoadepending on the relevance of the informationglst.
The researcher sought to find out the distributibthe respondents according to their gender, aaekbt, education level
and working experience. The aim was to deduce smdtfrom the respondent’s profile that was disetitiked to the
variables of the study. According to the findingsajority of employees are male (52.3%) while femalere 47.7%.
The researcher attributed trend to the existingdgemap in employment in most sectors in Kenyayodiae findings
further indicate that a majority of employees ia tommercial banks are of the age group 31 — 4&yéa.9%) while the
least age group is above 51 years (11.3%). Theurgser attributed this to the absorption of yoursyaployees probably

due to the increase use of technology in bankdf@dhanging customer demographics. The study @edinat more than
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69% of the respondents had an undergraduate degraenaster degree level of education which washated to the
technical nature of majority of activities in thartking industry in Kenya. Further, only 18.1% o ttespondents had a
diploma level of education further indicating highequirements are needed to join the banking ingus Kenya.
Majority of the respondents (35.2%) had workeddaer 5 years in their respective banks. Cumulatjwalore than 66%
had more 3 years of experience while only 12.5% lead than 1 year working experience. This cantbibated to the
fact that most private sector institutions have lelyges on short-term contracts in an attempt tdmize human resource

costs, maximize productivity and to enhance firnfqrenance.
6.1 Role of Idealized Influence on Effective Orgaamational Performance

The results of the analysis on factors associatétl idealized influence and how it influences efiee

organizational performance in state-owned commkbeiaks are shown in Table 1.

Table 1: Idealized Influence and Effective Organizéonal Performance

N | Min | Max | Mean | Std. Dev.
Top management invests in gaining your trust, 88 1 5 387 0.993
confidence and respect
Top management has charismatic attributes in 88 1 5 365 1124
dealing with employees
Top managers show conviction when 88 1 5 413 0.792
dealing with employee issues
Top management emphasizes group identity 88 1 5 308 0.977
when dealing with employees
They also Conglder or think Qf others 88 1 5 232 0.998
when addressing employee issues
Top managers challenge tradition 88 1 5 385 0.945
and motivates employees
Due to top management attributes, employee 88 1 5 372 0.973
performance has increased

Majority of the respondents agreed that top managermvests in gaining your trust, confidence aespect
(3.87), that top management had charismatic ategbin dealing with employees (3.65) and that tgmagers showed
conviction when dealing with employee issues (4.T8)e respondents further agreed that top manageemephasized
group identity when dealing with employees (3.9B3t top managers challenged tradition and motivataployees (3.85)
and that due to top management attributes, empl@grtormance had increased (3.72). The respondsntgever
disagreed that they also consider or think of athehen addressing employee issues (2.31). It was dieduced that

idealized influence played some role on effectikgaaizational performance.
6.2 Role of Inspirational Motivation on Effective Qrganizational Performance

The findings in this section are in line with thecend study objective. Table 2 shows the findirgjated to
inspirational motivation and the role it plays offeetive organizational performance. The responslenn average,
disagreed that top managers had enabled employdesmtlate vision to practicalities (2.39), thHayt also had energized
employees thereby increasing employee optimisn3j2#hat top management communicated easily witpleyees on
tasks ahead (2.17) and that due to managemenpgdtienal motivation, employee performance hadédased (2.44).
The respondents were however unsure as to whetpemanagement had fluently communicated organizatision

(3.13) and whether top managers had inspired ermapkythereby bringing values and encouragement )(3Td&
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researcher therefore deduced that inspirationalvatain played some role in effective organizatioparformance in

state-owned banks.

Table 2: Inspirational Motivation and Effective Organizational Performance

N |Min| Max | Mean| Std. Dev.

Top management have fluently communicated
organization vision

Top managers have enabled employees to
translate vision to practicalities

They also have energized employees

thereby increasing employee optimism
Top management communicate easily g8 11 |s 217 |0.997
with employees on tasks ahead ' '

Top managers have inspired employees
thereby bringing values and encouragement

88 |1 |5 3.13 ]0.992

88 |1 |5 2.39 |0.988

88 |1 |5 2.43 10.945

88 |1 |5 3.22 |0.984

Due to management's inspirational _ gs 1 s 544 o951
motivation, employee performance has increaseg

6.3 Regression Analysis

The study carried out a regression analysis tothessignificance of the role of the independemtaides namely
idealized influence and inspirational motivation effective organizational performance. The modehsary is depicted

in Table 3.

Table 3: Regression Model Summary

Adjusted Std Error
Model R R Squared of the
R Squared :
Estimate
1 0.7984 0.6374 0.6298 0.1247

The R, the coefficient of determination shows variajilin dependent variable explained by the variapilit
independent variables. This value tells us howcéffe organizational performance in state-ownedkbaran be explained
by idealized influence and inspirational motivatidthe R value of 0.6374 implies that 63.7% of the variasian the
effective organizational performance in state-owbadks can be explained by the variations in inddpet variables.
This therefore means that other factors not studietthis research contribute 37.3% of the perforoeaof state-owned
banks. The researcher further conducted a multggeession analysis and the findings of the mutigigression model

are depicted in Table 4.

Table 4: Multiple Regression Analysis

Model Unstant_jgrdized Standgr_dized
Coefficients Coefficients
1 B SE B t p
Constant 1.842 1.311 1.7783 0.271
Idealized Influence 0.114 0.064 0.084 1.432 0.05
Inspirational Motivation 0.312 0.148 0.298 3.220 .01

From the multiple regression model, holding ideadiinfluence, inspirational motivation, intellectgéimulation,

individual consideration and policies and regulasi@onstant, effective organizational performarcstate-owned banks
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would increase by 1.842. It was established thatitincrease in idealized influence would causénarease in effective
organizational performance of state-owned banka factor of 0.114 and a unit increase in inspira&lanotivation would
cause an increase in effective organizational perdoce of state-owned banks by a factor of 0.3his $hows that there
is a positive relationship between in effective amigational performance of state-owned banks andesof the
independent variables in the study. The un-stanizizddbeta coefficients in Table 4 were then usedbi@in the overall
relationship of the independent variables; idedlizefluence and inspirational motivation; effectiwgganizational

performance of state-owned banks.
Y =1.842 + 0.114X+ 0.312X%
Where: Y = Effective organizational performance of statered banks,
X4 = Idealized influence,

X, = Inspirational motivation
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

The researcher summarized the research findintieiorder of study objectives. The aim of summagavas to
enable the researcher to come up with key findfras which conclusions would be drawn. The studglelsshed that top
management in state-owned banks invested in gaiampgloyee trust, confidence and respect (3.87), diedismatic
attributes in dealing with employees (3.65) andwat conviction when dealing with employee issued3% It was
further established that top management emphasizedp identity when dealing with employees (3.98)allenged
tradition and motivated employees (3.85) and that tb their attributes, employee performance hadeased (3.72).
From the regression analysis, the study deduced itlemlized influence played some significant role effective
organizational performance. It was established tbat managers had not enabled employees to transision to
practicalities (2.39), had not energized employbeseby increasing employee optimism (2.43), hadcoonmunicated
easily with employees on tasks ahead (2.17) anddilna to the lack of inspirational motivation, eoy#e performance
had not increased (2.44). From the subsequentsgigreanalysis, the study deduced that inspiratimodivation played a
significant role in effective organizational perfmance in state-owned banks. Based on the findifigheostudy, the
researcher has drawn several conclusions whiclpraiented in this section following the order & thbjectives of the
study. The study concluded that top managementate-swned banks should invest more in gaining eygd trust,
confidence and respect, should have charismatibattts in dealing with employees and should showiztion when
dealing with employee issues. Further, top managémsteould emphasize group identity when dealindy winployees,
should challenge tradition and motivate employe®s that these managerial attributes increases gemlperformance.
It was concluded that top managers should enablplogees to translate vision to practicalities, stioanergize
employees thereby increasing employee optimisimy, #muld communicate easily with employees on tagdiead and
that they should enhance inspirational motivatidriclv would increase employee performance and thaare effective
organizational performance in state-owned banks.
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