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ABSTRACT
The purpose of the study was to analyze the influence of transformational leadership style
on the performance of judicial staff in Kenya. The research questions were: How does
idealized influence of judicial officers influence the performance of judicial staff in
Kenya? How does inspirational motivation of judicial officers influence the performance
of judicial staff in Kenya? How does intellectual stimulation of judicial officers influence
the performance of judicial staff in Kenya? How does individualized consideration of
judicial officers influence the performance of judicial staff in Kenya? To what extent does
organizational structure moderate the relationship between transformational leadership
style and the performance of judicial staff in Kenya?
The study philosophy was positivist. Descriptive correlation research design was used to
conduct the study. The target population of the study consisted of 770 judicial staff in
Nairobi County. The study used stratified random sampling technique to select a sample
of 385 judicial staff from the target population. The research instrument for collecting
data was a structured questionnaire. Out of the total sampled respondents, 312 returned
dully-filled questionnaire representing a response rate of 81%.Bivariate correlations were
used to establish the relationship between variables, while one way ANOVA was used to
test the differences between group means. Multiple linear regression analysis was used to
test hypotheses for the five variables. SPSS version 23 (2015) was used as a tool for data
analysis, and results presented in tables and figures.
Correlation analysis revealed the existence of positive and significant relationships
between performance of judicial staff and individualized consideration, r (312) = .678,
p<.05; intellectual stimulation, r (312) =.665, p<.05; idealized influence r (312) = .621,
p<.05; and inspiration motivation r (312) =.534, p<.05. Analysis of variance revealed that
there was statistically significant difference between the means of the four independent
variables. The null hypotheses for the four independent variables were rejected based on
the regression results i.e., individualized consideration (R2=.719, F (1,310) = 641.285,
p<.05); intellectual stimulation ;(R2=.642, F (1,310) = 552.207, p<.05); idealized
influence (R2=.859, F (1,310) = 411.847, p<.05); and lastly inspiration motivation,
(R2=.460, F (1,310) = 264.407, p<.05). Regression analysis revealed that all the four
independent variables positively and significantly predicted the performance of judicial
staff i.e. individualized consideration, β =0.828, t(311) =25.32, p<.05, followed by
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intellectual stimulation, β =.814, t(311) = 23.50, p<.05, then idealized influence β =.762,
t(311) = 16.26, p< .05, and lastly inspiration motivation, β =.734, t(311) = 16.26, p< .05.
The implication was that an increase in any of the independent variables would result into
an improvement on the performance of judicial staff by a factor equivalent to the
respective β-value.
The study concluded that idealized influence, inspirational motivation, intellectual
stimulation, and individualized consideration positively and significantly influence the
performance of judicial staff. The study established that organization structure positively
moderated the relationship between transformational leadership style and the performance
of judicial staff. The study concluded that transformational leadership style significantly
influences the performance of judicial staff in Kenya.
The study recommends that judicial officers should act in ways that inspire admiration
and respect, and make judicial staff have complete trust in them. Judicial officers should
communicate optimistically on the tasks that need to be accomplished, inspire confidence,
and help judicial staff find meaning in their work. The study recommends that further
research should be carried out on the moderating effect of organizational culture on the
influence of transformational leadership style on performance of judicial staff.
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CHAPTER ONE
1.0 INTRODUCTION
1.1 Background of the Study
Leadership is the action of equipping and developing of followers, as well as providing
direction on issues and deployment of resources towards an organization‟s goals and
objectives (Daft, 2015). The performance and sustainable success of organizations rests
on the leadership. Daft mentions that there exist different types of leadership, such as
visionary, charismatic, transactional, autocratic, and transformational. In transactional
leadership, the leader promotes compliance by followers through various tactics such as
rewards and punishment. In charismatic leadership, the leader provides guidance through
charm and persuasion. For transformational leadership, the leader works with
subordinates or followers to identify needed change, creates a vision to guide the change
through inspiration, and executing the change in close collaboration with committed
members of a team (Bell & Menu, 2012). Transformational leadership style results in
progressive change in individuals and social systems. This study was about the influence
of transformational leadership style on the performance of judicial staff.

Transformational leaders exhibits the four characteristics of idealized influence,
inspiration motivation, intellectual stimulation and individualized consideration
(Northouse, 2014).Globally, Matthias and Eline (2012) mention that various studies
carried out have demonstrated that transformational leadership is linked to good
individual and organizational performance. Organizations, as well as individuals, both
have goals and objectives that they exist to pursue in line with their vision and mission.
The realization of these goals, and or objectives comes through great effort, which
leadership must put into consideration. In their study on when change becomes
transformational among Medicaid offices in New York City, Sparer and Brown (2012)
point out that the probability of success levels in organizations will, and is always pegged
on effective and transformational leadership.
Mohammad (2011) carried out a study on the relationship between managers‟ leadership
style and health sector employees‟ job satisfaction in Turkey. In their findings, they
reported that the world of work and business is quite competitive, and as such, efficient
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achievement of goals and objectives is directly linked to how well an organization/firm‟s
leadership consistently performs, and the style of leadership deployed. Transformational
leadership as advanced by Bass (1985) is one such style of leadership that is associated
with organizational excellence and performance. According to Pejman and Mousa (2010),
who did a comparative review on transformational and transactional leadership in Iran,
transformational leadership is the capability to persuade and inspire people so that they
contribute towards effectiveness, performance and success of the organization.
Nanjundeswaraswamy and Swamy (2014), in their review of leadership styles in India,
pointed out that various leadership styles and their influence on organizational success
have been advanced and studied. One such style is the transformational leadership style,
which according to Bushra, Usman and Naveed (2011), acts as a driving force for
organizational performance and innovation. Transformational leadership enhances
employee job satisfaction as the transformational leader interacts with subordinates to
motivate them to achieve maximum output in their work responsibilities (Jalal, Khawaja,
Kamariah, Fosa, Muhd & Ahmad, 2012).

It could be said therefore that in the current hyper-competitive and globalized world, to
achieve effective organizational performance and sustained relevance, leaders must adopt
effective leadership styles that are responsive to the dynamic operating environment.
According to Fenwick and Gayle (2014), reconceptualizing professional learning in
turbulent times, put forth a caution to those exercising leadership authorities through
various styles. They assert that, sustained effectiveness will largely hinge on continuous
improvement and development. Even with the much-admired transformational style of
leadership, in terms of its organization-wide gains (Koys, 2014), the leader(s) will always
have to deliberately improve himself or themselves (Bushra et al., 2011).

Transformational leadership greatly affects the performance of an organization by
influencing the behavior of subordinates to optimize their performance and outcomes
(Yukl & Van, 2015).Burns (1978) introduced the concept of transformational leadership
for the first time in late 70s. This was espoused in the book he authored on leadership. In
his book, he argues that transformational leadership is not a predetermined set
ofbehaviors, but a way in which followers and leaders commit to grow to greater heights
of ethics and impetus.
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Transformational leadership is purpose driven in such manner that goes beyond shortterm goals. Bass and Avolio (2006) notes that it is an important ingredient in building the
confidence and synergy that is required for work-teams to be successful when facing
difficult challenges. Pillai and Williams (2014) conducted a study on fairness perception
and trust as mediators for transformational and transactional leadership in the public
sector services in USA. They reason that it is necessary that in the ever-changing world of
work, leaders should ideally demonstrate innovative capacity, intention to, and support to
individual members of a team. They further observed that these are aspects of
transformational leadership style and they significantly contribute to the effectiveness of
an organization, besides enabling employees to experience job satisfaction.

Organizations require transformational leaders of high moral standing and excellent
performance to spearhead the goals and objectives of the institutions (Hamidifar,
2013).Public sector leaders must come up with strategies that can inspire workers to go
beyond their stated job requirements (Bass & Riggio, 2010). Such strategies will create a
high-performance oriented workforce, which is vital for public sector and organizations to
grow. Innovative strategies does harness human capabilities, talents and uprightness in
employees,

which

are

vital

leadership

attribute

(Sparer

&

Brown,

2012).

Transformational leadership has been evolving and contains attributes on trait,behavioral,
charismatic, and situational leadership theories. The foregoing observation is indicated in
the study done by Sundi (2013) on the effect of transformational leadership and
transactional leadership on employee performance in the education sector in Indonesia.
The findings revealed that transformational style of leadership exhibits admiration due to
its impact, gives a feeling of mission and purpose while raising subordinates ambitions. It
elicits productive leadership incites, tests common presumptions and individualized
thought of followers (Dumdum, Lowe & Avolio, 2012).

Transformational leadership is often associated with progressive change in organizations,
as well as enhancement of employee performance and satisfaction (Roach & Mack,
2014). Leaders, who exhibit transformational style of leadership, offer guidance that spur
intellectual curiosity and inspire achievement in their followers. Additionally, by being
attentive to individual needs and development, transformational leaders empower teams
to develop skills in leadership, which subsequently improves their performance and
outcomes. Bass and Riggio (2010) pointed out that, the transformative leadership is a
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powerful model for a wide scope of fields and societies. Transformational leaders
influence practices associated with proactive initiative in driving change that can enhance
achievement of organizational goals. Realization of organizational goals and sustained
performance improvement is the ultimate desire of every leader. The goals that
transformational leaders communicate vary in metric terms, and are realized through
application of multiple strategic approaches (Hamidifar, 2013).

Ismail and Yusuf (2013) posit that a transformational leader inspires and challenges
subordinates to have a vision, mission, and to own organization‟s goals. The leader does
urge and inspire subordinates to be articulate in execution of duties, while he/she takes
care of them in a very individualized manner (Bushra et al., 2011). Such leadership action
does translate to workplace productivity and performance. Bass (1985) introduced
transformational leadership theory based on Burn's (1978) classification of transactional
and transformational leaders in the political leadership sphere. Bass contended that
authority is, for the most part, conceptualised as a value-based trade engagement.
Transformational leaders inspire their teams to perform beyond stated goals and personal
ambitions (Sinem & Baris, 2011). Previously, transformational leaders were seen to be
less successful within public organizations as compared to private sector corporate
entities. This was deemed so from the understanding that public organizations were
relatively bureaucratic with tight control mechanics than private organizations (O'Connor,
2013).

A study conducted done among multinational firms in Korea (both North and South) to
assess the influence of transformational leadership and employee psychological
empowerment on occupational satisfaction. The findings revealed that public sector
organizations experience low employee efficacy, which most of the time weakens the
bond that thrives between leadership and organizational performance (Dumdum et al.,
2012). The findings confirmed what Hamidifar (2013) pointed out that leaders in the
public sector in general are under pressure to improve the performance of their
organizations, but do so at a sluggish pace. Faced with the demand to do more and do it
better, and with the realities that quick fixes cannot achieve the level of performance
required, effective leadership remains an opportunity that can be exploited to create high
performing teams and enhance organizational performance (Sarros, Cooper & Santora,
2012).
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A study on leadership type and firm performance among leading small and medium scale
enterprises in Taiwan and Hong Kong revealed very informing findings. The study
findings demonstrated that there is a growing realization that effective leadership is a
prerequisite to improving employee performance among the SMEs (Center for Creative
Leadership, 2016).A meta-analysis among Asian public sector agencies revealed some
significant findings. The studies showed that the nature of operations in the public sector
is changing rapidly, but consistently (Chen, Hui & Sego, 2013). To corroborate their
findings, Draft (2015) explains that there abounds concerns on how the public sector
entities can sustainably improve performance so as to earn the respect of citizens who pay
for it and whose lives are affected by its activities.

Various scholars have demonstrated that leadership and leadership styles posses the same
equal significance as far as leadership outcomes are concerned. This indirectly asked how
transformational style of leadership can influence organizational performance within the
corridors of government service among the developing nations (Dhamika, 2014). Indeed,
such assertions are partly the motivation that inspired this particular study. Overall,
organizational performance is directly proportional to the performance of its individual
staff and teams. Performance in general has different measurement metrics; some are
quantitative, while others are qualitative (Gupta, 2013). For instance, Roach and Mack
(2014) did a desk review study on the performance metrics among judicial institutions in
Chile and Argentina. They established that in those two nations, judicial officer‟s
performance was being evaluated from sources such as the experiences, observations, and
assessments of court users. Roach and Mack further highlighted that performance can be
in the performative sense i.e. how the judges exercises their judicial role particularly in
the courtroom. Here, attention is on the judicial officer‟s outward performance,
presentation of self and demeanor, and interaction with courtroom participants, especially
litigants.

A partial examination of Jordanian court system, Nusair, Ababneh and Bae (2012) noted
that the judicial performance could be considered in the operational or functional sense.
They reasoned that the core aspect of judicial work is decision making. Globally,
different jurisdictions are turning to leadership as a way of improving judicial
performance (Dougherty, Lindquist & Bradbury, 2013). Evidence from across the world
suggests that judicial performance remains a key issue of concern (Moreno, 2013).
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In American context, public sector institutions have experienced challenges that are
associated with the nature and the exercise of leadership (Center for Creative leadership,
2016). For instance, the American Judiciary has been criticised and pressured to exclude
jurists from key decision-making platforms. Members of Congress and politicians have
strongly condemned the activist judges and have proposed punitive actions against
decisions made by the judiciary in cases involving high profile people and emotionally
charged cases (O'Connor, 2013). O‟Connor added that groups with interests have
consistently campaigned for exclusion of judges whose jurisprudence contradicts their
expectations. Singer and Kourlis (2015) pointed out that there exists sufficient
information in online media that show continued call for accountability among judicial
officers.

Criticisms on the judiciary include measures supported by highly organised campaigns to
amend several state constitutions and pieces of legislation. When an evaluation is done, a
common element on the criticism of the judiciary emerges (Howel & Frost, 2013). The
occurrences of such situations are always a reflection of absence of leadership that is
transformational. While, the belief is that those judges must be held accountable for the
decisions they make, they largely are lacking on transformational leadership, and yet, that
is how their performance is mostly assessed (Moreno, 2013). The absence of
transformational leadership breeds‟ judicial activism that can make law and public
pronouncements without regard on the outcomes or consequences on the society in
general (Dougherty et al., 2013).An empirical research study in Kuwait affirmed that
transformational leadership improves company performance; the same was observed in a
similar study in Malaysia (Amin, Yusnita, Ibrahim & Muda, 2013).

In Brazil, a research was conducted to find out the performance of employees and its
association with transformational style of leadership. The study reported that increased
performance

among

employees

and

behavior

change

was

associated

with

transformational style of leadership (Howel & Frost, 2013). In Italy, there have been
notable service delivery deficiencies arising from the absence of transformational
leadership among the judicial officers. This has led to reduced investments, slow growth,
and a challenging operating business environment (IMF, 2014). Challenges of business
claim experiences and frequent postponements of hearings in court and complex
procedures, has brought about endless and costly litigations. Because of this,
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consideration should be given to strengthening court leadership style and management, as
well as reforming the judicial appeal system (Konga, 2014). According to International
Psychology Society (2014), the absence of transformational leadership is evident in
Pakistan‟s judicial system. Because of this, the judicial systems are marred with
corruption and calls for judicial leadership reforms is abounding. There has been a
persistent call for a change in leadership practice, since courts and judges blatantly violate
constitutional provisions.

Within the African continent, studies carried out by Mogen and Fernandez (2013) in
South Africa and Martin and Lise (2010) in Ethiopia on the relationship between
leadership style and how judicial staffs effectively execute their duties, reveal a prevailing
inadequacy and inconsistency. That notwithstanding, these studies point out that,
productivity at a personal and organizational level can be partially associated with
leadership type. The nature and type of leadership adds value to workers, which
essentially result in positive behavior change, hence enhancement of organizational
outcome (Myrtle, 2010). Usman (2011) discussed and corroborated Myrtle‟s arguments
that even with the advent of information and technology revolution, people remain the
greatest assets, not only for organizations, but also for the world economy. Intertwined
with people as the greatest assets of organizations is leadership, which guides the
effective deployment of resources (Moses, 2010). When resources are efficiently utilised,
job satisfaction and commitment among employees is one of the resultant outcome.

Bass (1985) pointed that leaders who exhibit transformational leadership challenge people
to be critical in their thoughts even as they explore more appropriate and efficient ways of
executing tasks. When people are challenged in such a manner, they become motivated
and are more involved in their jobs, resulting in increases in individual and organizationwide productivity. In addition, they also become more committed to the organization and
improve performance at individual and the team in general. There exists sufficient
empirical literature that gives credence to this position. For example, from a study on
person-organization relationships among SMEs in Cairo, Egypt, Hur-yagba (2013)
emphatically argued that transformational style of leadership had a positive influence on
staff empowerment, morality, and motivation.
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Dennis (2011) carried out a study on entrepreneurial leadership type, small business, and
public policy levers in Port Louis, Mauritius. The study findings demonstrated the
existence of a significant relationship between transformational leadership and staff
loyalty, besides financial performance at unit levels. Judge and Piccolo (2014) weighed in
by asserting that several other researchers have demonstrated that individual/companywide tangible and intangible gains can be explained by transformational style of
leadership.
At a national level (Kenya), an investigation into the application of the components of
transformational leadership was carried out by Ndisya and Juma in 2016 at Safaricom
(Ndisya & Juma, 2016). Their study intended to establish the relationship between
inspiration motivation and the performance of Safaricom staff. In their study, they
sampled 109 study participants through stratified sampling techniques. The study findings
showed that the relationship between inspiration motivation and performance of staff at
Safaricom was positive. Kenya, just like other developing countries, experience
organizational and institutional challenges arising from leadership gaps. Kenya‟s public
sector institutions, for example the judicial system, have effects related to the absence of
transformational leadership and management inadequacies (LSK, 2014).

The inability to exercise transformational style of leadership among the judicial officers
in the Kenyan Judiciary has resulted in backlog of cases, delays, and little public
confidence (Mutunga, 2011). For instance, the International Bar Association Human
Rights Institute (2010) estimated that there were more than 850,000 civil and criminal
pending cases in the Kenyan courts. The 2012 /2013, Consolidated Caseload for all
Courts showed that there were 657,760 pending cases (LSK, 2014). To remedy such a
scenario, what is required is not only an extensive experience in judicial service, but also
a leadership style, that can transform the entire judicial system. The Judiciary faces many
challenges on leadership and management (Judiciary 2015a; Judiciary, 2015b).The
primary responsibility for the fruitful and sustainable transformation of the Judiciary rests
with its management, leadership, and staff at all levels and in all capacities of the courts
(Kong‟a, 2014).It can be reliably said that judicial reforms in Kenya began from 1992
with the implementation of Performance Appraisal System (PAS) (ILAC, 2010). There
were earlier attempts at reforms, but the effect of such reforms have not yielded
satisfactory outcome on performance of the judiciary.
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For any initiative to bring about the intended changes and sustainable reforms, the
leadership must be transformational in their style. Thus, when attempts at reform
processes do not yield the intended outcomes, it can certainly be attributed to the type of
leadership in practice (Aketch, 2010). It is important to note that Committee on the
Administration of Justice (1998) noted that PAS failed because of the perception that it
was serving the interests of a few people at the top (Judiciary, 2015a). This scenario
resulted in very weak performance management in the Judiciary because the absence of
specific goals, measurement and targets. These subsequently impeded the optimization of
judicial staff performance, causing the attempts at reforms to flop (Judiciary, 2015b). The
re-introduction of performance management system in the Judiciary in 2003 was marred
by numerous implementation challenges because of inability to address issues that were
unique to performance improvement needs at the time (Judiciary, 2015a). Within such
premises, transformational style of leadership becomes potentially effective spanning
several institutional contexts.

In bureaucracies like the Kenyan Judiciary, the organizational structure may pose a
challenge to the relationship between leadership and followers in the institution. There is
no clarity in the reporting structure as the administrative staff work for the magistrates but
report to the office of the chief registrar. Since an organization structure is an
indispensable means for goal-oriented activities, a wrong structure would adversely
hamper productivity. From the foregoing, an organization structure should be created
after a careful and comprehensive analysis of the needs of the proposed organization (JTF
Report, 2012-2016).

Njogu (2015) carried out a study on the effect of transformational style of leadership on
the performance of staff in state-owned enterprises in Kenya and concluded that
transformation leadership style had positive effect on performance of staff. In a recent
study carried out in Kenya among Companies of the Year Award, Lumbasi, Ouma and
Karol (2015) concluded that leadership style had a significant impact on employee
performance. Majority of existing literature only discusses the performance of the
judiciary against the background of non-leadership related factors affecting the
performance of the judiciary. This research therefore was aimed at bridging the
knowledge and policy gap by answering the question: What is the relationship between
transformational leadership style and performance of judicial staff in Kenya?
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1.2 Statement of the Problem
The environment of work is ever changing due to globalization, technological changes
and fierce competition. All these dynamics affect the world of work as well as
thebehaviors and attitudes of employees (Sarros, Cooper & Santora, 2012). The
organizations, which through deliberate leadership practices have empowered and
motivated workers are growing, expanding and coping well in the dynamic business
environment (Naqvi, Ishtiaq, Kanwal & Ali, 2013). Transformational leadership style has
a significant contribution on how the subordinates perform in their arena of work.
However, few studies have been carried out regarding the relationship between
transformational leadership style and performance of public organizations (Hur-yagba,
2013). Geyer and Steyrer (2010) explain that transformational leadership and/or its
components have been associated with the gains in individual, unit, and/or organizational
functioning in a variety of meta-analyses. The foregoing is consistent with Grant‟s (2012)
quasi-experimental investigation, which established that while there are possibly several
mechanisms for motivating employees, a transformational leadership culture is one of
such strategy.

Relationships/associations between organizational or transformational leadership style to
performance are well documented in various scholarly literature (Fey & Denison, 2013).
According to Muchiri, Cooksey and Walumbwa (2012), most of the studies on
transformational leadership have focused on testing the relationship between
transformational leadership and employee performance within corporate sector
organizations. Muchiri et al. pointed out that limited studies have been carried out to
investigate the influence of the transformational leadership style of judicial officers on the
performance of judicial staff. In addition, Rawat (2015) highlighted that no known studies
about the judicial system, especially about the influence of transformational leadership
style on performance of judicial staff, have been carried out.

Public organizations in Kenya face a crisis of performance associated with poor
leadership (Mutunga, 2011). The Judiciary, as a branch of the public sector, is
characterized by the backlog of cases, delays, and little public confidence (Abdullahi,
2011). There have been increased calls to tackle the perennial service delivery
deficiencies to enhance performance of public sector organizations such as the Kenyan
Judiciary (Mohamed, 2009). However, little has been done to find out the extent to which
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transformational leadership could be the solution to service delivery inefficiencies in
Kenya‟s Judiciary.In Kenya, the judiciary has faced numerous challenges associated with
leadership since the colonial times (Judiciary, 2015b).The key ones include chronic
under-capacity in leadership and office space. Lack of mentorship, excessive
centralization, ethnicity, absence of consultation, privatization, and personalization of
leadership spaces have been witnessed. Clientelism, poor attitudes, ethical flaws,
discrimination, ethnicity and unprofessionalism in the management of the courts have
also been observed (Sihayna, 2013 & Judiciary, 2015a). Various attempts on the
transformation of the judicial service in Kenya have offered myriad of solutions to this
problem such as strategic plans, annual work plans, performance management, and
performance appraisal (Judiciary, 2015a). While these proposed solutions have not
resulted in the expected performance outcome, limited effort has been put to find out how
transformational leadership could remedy the challenges being experienced at the
Judiciary (Sihanya, 2013).

In Kenya, various studies have made a compelling argument for the need to improve the
performance of the judiciary, but ignored the need for transformation leadership style of
judicial officers (Maingi, 2012). Recently, Njogu (2015) studied the effect of
transformational leadership style, and another recent study carried out in Kenya among
Companies of the Year Award, Lumbasi et al. (2015), concluded that leadership style had
a significant impact on employee performance. Ngaithe, Karol, Lewa and Ndwiga (2016)
studied the influence of transformational leadership on the performance of staff in State
Owned Enterprises in Kenya. Their study focused on the influence of two components of
transformational leadership namely, idealized influence and inspiration motivation. The
study found that both idealized influence and inspiration motivation positively and
significantly influenced staff performance. Accordingly, Maingi (2012) and Sihanya
(2013) pointed out that previous research have not sufficiently focused on the existing
linkages between transformational leadership style of judicial officers and the
performance of judicial staff. Based on Judiciary (2015b) report, it is apparent that
knowledge gaps exist in understanding the relationship between transformational style of
leadership of judicial officers and its influence on the performance of judicial staff in
Kenya. Thus, the purpose of this study was to investigate the influence of
transformational leadership style on the performance of judicial staff in Kenya.
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1.3 Purpose of the Study
The purpose of this study was to analyze the influence of transformational leadership
style on the performance of judicial staff in Kenya.

1.4 Research Questions
1.4.1 How does idealized influence of judicial officers influence the performance of
judicial staff in Kenya?
1.4.2 How does inspirational motivation of judicial personnel influence the performance
of judicial staff in Kenya?
1.4.3 How does intellectual stimulation of judicial officers affect the performance of
judicial staff in Kenya?
1.4.4 How does individualized consideration of judicial officers influence the
performance of judicial staff in Kenya?
1.4.5 To what extent does organizational structure moderate the relationship between
transformational leadership style of judicial officers and the performance of
judicial staff in Kenya?

1.5 Research Hypothesis
The following were the null hypotheses of the study:
1.5.1 H01: There is no significant influence of idealized influence on the performance of
judicial staff.
1.5.2 H02: There is no significant influence of inspirational motivation on the
performance of judicial staff
1.5.3 H03: There is no significant influence of intellectual stimulation on the
performance of judicial staff
1.5.4 H04: There is no significant influence of individualized consideration on the
performance of judicial staff
1.5.5 H05: There is no significant moderating influence of organization structure
between transformational leadership style and the performance of judicial staff in
Kenya.

1.6 Significance of the Study
The judiciary is an all-important public institution whose improved performance is
desired by society. As such, the following groups will benefit from the study findings.
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1.6.1 The Judiciary
This study sought to find out the influence of transformational leadership style and its
influence on the performance of judicial staff, and gives valuable insight related to the
necessary areas for improvement in the Judiciary as far as performance is concerned. The
study will be beneficial to the judiciary in the event of a need to restructure, realign, and
enrich transformative change efforts being put in place in the Kenya‟s judiciary.
1.6.2 Policymakers
Parliament of Kenya may use the findings from this study in amending the law to include
transformational leadership qualities/style as a prerequisite in the recruitment, training
and promotion of judicial officers. In its reform policy, the Judicial Service Commission
should emphasize on transformational leadership as an ingredient to deal with the
problems facing the Judiciary.
1.6.3 Scholars, Researchers, and Academicians
Past studies and initiatives have predominantly focused on moral turpitude, technical
competence, and inadequate resources as the main contributors of poor performance of
the Judiciary. The research is therefore, a groundbreaking exercise and the findings will
provide a valuable reference guide for future researchers linking the fields of leadership,
management, and law. Researchers can use the study results to carry out studies on other
leadership styles.

1.7 Scope of the Study
The target population of the study was judicial staff in Nairobi County. Nairobi County
has all the various types of courts that are found in other Counties in Kenya. A population
sample from Nairobi is thus representative of Courts in other Counties. In terms of
methodology, the study used descriptive correlation research design. The study was
carried out in 2016, and was restricted to transformational leadership theory. The study
was not about the performance of Kenyan Judiciary as an organization, but rather the
influence of transformational leadership style on the performance of judicial staff.

1.8 Definition of Terms
1.8.1 Transformational Leadership
Transformational leadership is a style of leadership in which a person exhibits the
characteristics of idealized influence, inspiration motivation, intellectual stimulation and
individualized consideration. These characteristics in a transformational leader empower
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and spur his/her subordinates to accomplish results past their personal interests (Burns,
1978 & Bass, 1985; Northouse, 2014).
1.8.2 Idealized Influence
Idealized influence is the behavior of a leader who inspires trust, admiration, and respect
among a team to the extent that members emulate him/her. In general, it entails leading
by example in all aspects that influence and shape opinions of followers. Actions that are
associated with idealized influence range from consideration of people‟s needs first.
1.8.3 Inspirational Motivation
Inspiration motivation is the art of sharing a compelling vision or a goal, constantly
motivating team members, boosting confidence, and making assurances despite imminent
barriers faced. Transformational leaders exhibit this attribute. These leaders are astute at
articulating a vision for the future in such a manner that enhances ownership at an
emotional level among the team members (Koys, 2014).
1.8.4 Intellectual Stimulation
Intellectual stimulation is a character of leaders who inspire people‟s creativity and
innovativeness, encouraging them to question norms and seek for new approaches and
solutions to problems. By this, members of the team will feel that they have the power to
consider new paths and ideas to follow without fear of reprimand. A transformational
leader (Bass & Avolio, 2006), always exhibits this characteristic.
1.8.5 Individualized Consideration
Individualized consideration is the quality of a leader who extends personalised attention
to the followers, in which cases/he plays both coaching and mentoring roles. It entails
extending empathy and support, keeping communication with followers, creating a
culture of respect, and celebrating the contribution of others. This quality is associated
with transformational leaders (Bass & Riggio, 2006).
1.8.6 Judicial Performance
Judicial performance refers to how well, or otherwise employees carry out their duties
(Hall & Keilitz, 2012). In the context of this study, performance of judicial staff was
considered employees‟ effectiveness and putting extra effort at work, as well as their
experiencing job satisfaction. From Hall and Keilitz perspectives, case clearance rate,
Court user satisfaction, on-time processing, and pre-trial custody constitute the global
measures of court performance.
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1.8.7 Judicial Staff
These are persons, other than judges and magistrates employed in the Judiciary to assist
the judicial officers (judges, magistrates) to discharge their duties. Judicial staffs include
clerks, registry staff, and interpreters (Judicial Service Act, 2015).
1.8.8 Judicial Officers
These are judges, justices and/or magistrates who preside over cases in court and who
have authority over the judicial process. They are the managing officers of whatever other
court or nearby tribunal as might be set up by an Act of Parliament. This precludes the
tribunals built up to hear and decide debates, identifying with business and work relations
and nature, and the utilization and control of land titles. Judicial officers include judges of
all cadres (Judicial Service Act, 2015).
1.8.9 Organization Structure
Organization structure is the arrangement that facilitate how the leadership, functional
relationships, business competence, tangible and intangible resources are directed towards
achieving organizational goals (Nahm, 2013).In the context of this study, it includes
reporting structure, staff autonomy in decision-making, and the type of rules and
regulations that govern judicial staff.

1.9 Chapter Summary
This chapter has presented the background and problem statement of the study. It stated
the purpose of the study, the research questions, significance, and scope of the study and
definition of terms. Chapter two provides theoretical review, conceptual framework, and
empirical review. Chapter three discusses the research methodology for the study, chapter
four presents results and findings, while chapter five presents the discussions of the
results, conclusions and recommendations of the study.
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CHAPTER TWO
2.0 LITERATURE REVIEW
2.1 Introduction
This chapter discusses literature review for the study. It presents theoretical review, as
well as a conceptual framework showing the relationship among the key variables
namely, independent and dependent variables. Empirical literature relating to each
research question has been reviewed.

2.2 Theoretical Review
Theoretical review is the succinct examination of theories that have been developed by
various scholars in a given area of study. Theoretical review helps to establish already
existing theories, the relationship between them, and the extent to which they have been
studied (Bar-Ilan&Fink, 2005). The theoretical review of this study was based on the
transformational leadership theory as developed by Bass (1985). Bass looked at
transformational leadership from how a leader would influence followers by making them
trust, admire and respect the transformational leader. He considered the possible ways in
which transformational leaders can influence those they lead namely: by ensuring that
they are aware of the importance of tasks and associated value; by aligning their focus to
goals of the team and organization; and lastly, by activating their higher-order needs.

2.2.1 Transformational Leadership Theory
Burns (1978) first conceptualized this theory when he introduced the concept of
leadership that is transformational among political leaders. Burns stated that transforming
leadership is a process in which a leader and his/her followers work towards the
advancement to a higher level of morale and motivation. Bass (1985) then extended
Burns‟ work on transformational leadership theory. Bass explained the psychological
mechanisms that underlie transforming and transactional leadership. Bass added to the
initial concepts of Burns (1978) to help explain how transformational leadership could be
measured, as well as how it impacts follower motivation and performance.

By considering Bass(1985) conceptualization of the theory of transformational leadership,
one key point stands out that distinguish leaders; that others champion change through
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continuous improvement, while some would rather play within the precincts of what is
known. Bass further reiterated that most leaders with greater followership are most often
transformational by practice or nature.Northouse (2014) notes that a more expanded and
refined version of transformational leadership that was based on the work of Burns (1978)
now exists. Bass argued that transformational leaders motivate followers to transcend
their own self-interest for the sake of the team; and moving followers to address highlevel needs. In other words, the leader transforms and motivates followers through
idealized influence, intellectual stimulation and individual stimulation, and individual
consideration. These dimensions of transforming followers, is what Bass considers as the
components of transformational style of leadership, as conceptualisedand presented in
figure 2.1.
Idealized Influence
+
Inspirational Motivation
+
Intellectual Stimulation

+
Individualized Consideration

=
Performance Beyond Expectations
Figure 2.1: Transformational Leadership Theory Model
Source: (Nor house, 2014)
Various studies have demonstrated that transformational leadership positively influences
follower and organizational performance (Diaz-Saenz, 2011). However, according to
Yulk (2011), a number of scholars have reasoned differently on transformational
leadership. Its worth noting that Yulk‟s criticism of transformational leadership theory
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has a lot of relevance to date. Most importantly is that, it‟s a little hard to illustrate how
transformational leadership impacts on individuals and workers in organizational
contexts. Besides, he points out that no rigorous study has been done to empirically
demonstrate the influence of transformational leadership on people and teams (Hunt,
1999).

One of the shortcomings of transformational leadership is in its depiction of men to be
endowed with immense capabilities, which in reality may be significantly exaggerated
(Northouse, 2014). Indeed Northouse reasons that Bass presents transformational leaders
as people with no character shortcomings, and that his influence will automatically
impact on the followers; this view is obviously narrow (Yulk, 1999). If such reasoning is
anything to go by, then it means followers may be vulnerable especially when the wants
to advance ulterior motives (Mullins, 2007). This is supported by Herzberg‟s two factor
theory (Herzberg, 1966). It is also supported by the charismatic theory by House (1997).
This theory is relevant to this study in that it elaborates more about transformational
leadership and outlines its influence on performance. Besides having the overall view of
the organization, the transformational leader needs to understand the things that motivate
his/her subordinates individually (Bass, 1985).

Various studies have shown that transformational leadership positively influences
employee performance (Fenwick, 2014). According to Richard and Clark (2005), there
exists significant overlap as far as the four components of transformational leadership is
concerned, and as a result, the theory tends to lack in conceptual clarity (Yulk, 1999).
Indeed Northouse (2014) adds that from available empirical studies conducted using the
Multi-factor Leadership Questionnairre (MLQ), the four components of transformational
leadership correlate with each other, and as such, there is minimal distinction (Tejeda,
Scandura& Pilki, 2001). Antonakis (2012) emphasizes that clearly, its has not been
empirically demonstrated whether transformational leaders are indeed capable of
transforming individuals (Shamir, Munz & Boomer, 2013).

Despite the stated conceptual weaknesses of the transformational leadership theory, many
researchers have alluded to the fact that transformational leadership may be attributed to
some degree of organizational

effectiveness. The Bass

and

Avolio

(1993)

transformational leadership model were chosen for the present study as they are most
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suitable and relevant to this study context. The intention is to establish whether the
findings for this study will confirm the arguments advanced by the proponents of the
transforming capabilities of transformational leaders.

2.2.1.1. Idealized Influence
Idealized influence is the behavior of a leader who inspires trust, admiration, and respect
among a team to the extent that members emulate him/her. Actions that are associated
with idealized influence range from consideration of people‟s needs first and
demonstrating consistency, good ethics and conduct (Lim & Ploy hart, 2014). Such
leaders boost the self-esteem of those for whom they are responsible for, which in essence
makes them to command a lot of honor without their intention. Northouse (2014)
emphasisedthat the admiration and respect that transformational leaders exhibit
isentrenched through commitment to advance the interests of the individuals in the group
they are leading.Thus, idealized influence can be reliably associated with transformational
leaders.
Bass (2012) explained that transformational leaders embody high-level moral codes, and
they are always found going beyond the call of duty in any situation that requires their
attention. According to Bass, they do this not out of good practice, but because they are
visionary and focused. Transformational leaders understand that because of the intended
goals and the much-desired impact of their actions, they must operate within the
boundaries of high standards while they put people at the center of all that they champion.
It is not rare to find transformational leaders exhibiting idealized influence, treating
people with high regard. In the same vein, Bass adds, they make value-adding
investments that enhance the capacity and hence the productivity of the people they lead.

2.2.1.2. Inspirational Motivation
Inspiration motivation is an attribute associated with a leader who shares a compelling
vision or goal, constantly motivating team members, boosting confidence and assurances
despite imminent barriers faced. Transformational leaders exhibit this attribute (Koys,
2014). Inspiration motivation depicts a leader‟s capacity to succinctly present goals of the
organization or key tasks to be accomplished. Alongside this, is the ability to foster
mutual collaboration, and articulation of methodologies for executing tasks within the
precincts of organizational goals (Manteklow, 2011).Inspirational motivation is when a
leader encourages subordinates. Such leaders, because they create compelling vision for
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the organization and inspire commitment from the people they lead. They enhance this by
clearly demonstrating that their understanding of what it will entail to achieve those goals,
and so, the followers are abreast with what is expected of them (Stewart, 2006).
McCleskey (2014) weighed in on Stewart‟s (2006) argument that, because of expectations
from both ends (the transformational leader and the inspired followers), every party
understands what is in it for them. In other words, the leader knows that satisfaction
accrues when the goals and hence the vision is achieved. On the other hand, the followers
emotionally resonate with the task at hand given that the leader has enabled them to see
what personal rewards will accrue for them when the goals are achieved, albeit
progressively. It is this nexus that generates human capital energy and a cohesive team
spirit, that propels the transformational leader to greater heights of leadership. While the
leader succeeds, he/she simultaneously transforms the people as well as the organization
(Gomes, 2014).

2.2.1.3. Intellectual Stimulation
Intellectual stimulation is an attribute of transformational leaders who inspire people‟s
creativity and innovativeness, encouraging them to question norms and seek for new
approaches and solutions to problems. This characteristic, is always exhibited by a
transformational leader (Bass & Avolio, 2006). These leaders do this by not only
challenging their followers to question why things are as they exist/appear, but also to do
tasks through unconventional approaches (Sundi, 2013). Alvolio and Bass (1995) add that
at the core of intellectual stimulation is the continuous promotion of utilizing creative
methodologies in executing tasks.

In other words, employees are encouraged to come up with new ways for resolving
problems experienced in the organization. Under such circumstances, the new approaches
are presented to develop the organization. From the perspectives of Cossin and Caballero
(2013), leaders intelligently motivate those they are leading to envision the performance
outcomes of every task or problem they are dealing with. Its suffice to emphasize that,
envisioning the outcome of every task at hand, puts followers and/or subordinates to look
for knowledge and to capitalize on both existing formal and informal channels of getting
new means of executing duties (Ahanger, 2009).
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Ahanger further emphasized that an organizational culture and climate that encourages
innovation and creativity, must also ensure that people rejoice in equal proportion when
an idea or approach is successful, or unsuccessful: that is the true environment where true
inspiration to be innovative and creative flourishes.

2.2.1.4. Individualized Consideration
Individualized consideration is a quality of a leader who extends personalised attention to
the followers, in which case, the leader plays both coaching and mentoring roles. This
quality is associated with transformational leaders (Bass & Riggio, 2006).
Transformational leaders are more interested in how their followers progress and develop.
They do this by being mentors and coaches. From Bass and Avolio‟s argument, Kirkbride
(2006) extends this view by asserting that individualized consideration is at the core of
transformational style of leadership. He says this because, in life there exists nothing as
influential as taking care of the needs of an individual first, before your own as a leader. It
is like psychological loyalty buying of a person by another, whether s/he is acting on a
leadership front, or not (Sarros, Cooper & Santora, 2012). Shadraconis (2013) explained
that individualized consideration provides leaders with the opportunity to interact with
employees in a more meaningful manner. Thus, such an atmosphere, personalized and
mutual communication becomes key assets for the organization.

2.2.1.5. Performance Beyond Expectations
Performance beyond expectations entails purposefully achieving work outcomes that
exceed what is considered acceptable performance. Judicial performance in the context of
this study refers to how well, or otherwise employees carry out their duties (Hall &
Keilitz, 2012). In this study, performance of judicial staff was considered as being
effective and putting extra effort at work, as well as experiencing job satisfaction. Shifts
in paradigms are the bedrock for moving people to perform beyond expectations.
However, this may not be obvious since it does require leadership that is
transformational. The reason is that to achieve such magnitude of performance, there
must be higher-level buy-in by members of the team, since it‟s more of a process as
opposed to a transactional arrangement.

This reasoning regarding transformational leadership is widely acknowledged by/from
various empirical studies (Diaz-Saenz, 2011). More light has been shed on this by Bass
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(2012) who explained that transformational leadership has everything to do with adding
value to those being led. Value addition may range from both direct and indirect
initiatives. This means that a leader may make distinct efforts to add value and develop
the followers. Alternatively, the leadership may opt to create and establish a facilitating
environment that impacts the followers if they operate within the set environment. On the
same line of thought, Lale (2012) argued that perhaps a hybrid of the two scenarios is
what would make a leader stand out as transformational. Generally, such leadership
approaches are meant to instigate followers to action that goes beyond what is expected of
them as may be stipulated contractually. While such contexts of leadership may imply
that it‟s a top-down exercising of authority, Yulk (2010) and Mullins (2007) reason that
its downside may present a precarious situation that can be used by the leader for selfish
purposes. For example,when a leader intends to deceive or hide certain information from
the followers.

2.3

Conceptual Framework

A conceptual framework is an augmentative concept chosen for investigation or
interpretation of an anticipated relationship between variables that are appropriate and
useful (Foon, 2016). Foon argues that the framework maybe based on the practitioner‟s
knowledge, or what the researcher perceived to be relevant and important to address the
research problem. The conceptual framework (Figure 2.2) used in this study was derived
from transformational leadership theory model as developed by Bass (1985). Bass looked
at transformational leadership from how a leader would influence followers. He
considered the possible ways in which transformational leaders can influence those they
lead: by ensuring that they are aware of the importance of tasks and associated value; by
aligning their focus to goals of the team and organization; and lastly, by activating their
higher-order needs.
Based on Bass‟s (1985) transformational leadership theory model, this conceptual
framework postulates that transformational leadership style has an influence on the
performance of judicial staff. Transformational leadership was the independent variable
in this study. Transformational leadership has four components namely idealized
influence,

inspiration

motivation,

intellectual

stimulation,

and

individualized

consideration. These four dimensions of transformational leadership were operationalised
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as shown in figure 2.2. Operationalization is the process of breaking variables down into
smaller units or parameters to facilitate their measurement.

Independent Variables
Idealized influence (X1)
 Admiration and respect
 Ethical and moral conduct
 Communication of organization
Vision

H01



Dependent Variable
Inspirational Motivation (X2)
 Working with Teams
 Communicating using appealing
words/symbols
 Job Autonomy

H02

Performance of
Judicial Staff (Y)
 Effectiveness
 Satisfaction
 Extra Effort

Intellectual Stimulation (X3)
 Creativity/Innovativeness
 Encouraging Participation
 Idea Articulation

H03
H05
Organization Structure (z)

Individualized Consideration (X4)
 Delegation
 Work Place Diversity
 Acceptable Working Conditions

 Reporting Structure
 Autonomy
 Rules and Regulations

H04

Figure 2.2: Conceptual Framework (Author, 2016)

Moderating Variable

Transformational leadership (the independent variable), exerts influence on the
performance of judicial staff through a combined effect of four components namely:
idealized influence, intellectual stimulation, individualized consideration, and inspiration
motivation (Northouse, 2014). The combined effect of the four components influence the
performance of judicial staff by making them more effective in their work, put extra
effort in what they do, and essentially experience satisfaction in their jobs. The
understanding is that, the overall performance per individual judicial staff is significantly
associated with their effectiveness, the extra effort they put at work, and whether what
they do translate to job satisfaction.
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2.3.1 Independent Variables (Transformational Leadership)
Independent variable is a type that is stable and unaffected by the other variables a study
is trying to measure. It is a variable believed to affect the dependent variable, also
referred to as response variable. It is the variable that the researcher manipulates to see if
it makes the dependent variable change/respond (Saunders, Lewis & Thornhill, 2016).
The independent variable for this study was transformational leadership style.
Transformational leadership style is made up of four elements namely: idealized
influence,

inspiration

motivation,

intellectual

stimulation,

and

individualized

consideration.

2.3.1.1 Idealized Influence (X1)
Idealized influence is the behavior of a leader who inspires trust, admiration, and respect
among a team to the extent that members emulate him/her. In general, it entails leading
by example in all aspects that influence and shape opinions of followers. A
transformational leader is expected to exhibit idealized influence (Lim & Ployhart, 2014).
In this study, it is the influence of idealized influence on the performance of judicial staff
that was being measured. The measurements were considered as admiration and respect,
ethical and moral conduct, and communication of organization vision. The bottom-line of
idealized influence as an exhibition of transformational leadership is leading by example
in all aspects that influence or shape opinions of followers. These may not be limited to
public manifestations only, but private action as well (Yukl, 2010). This is because what
and how a leader exists in the private space, saliently impacts his leadership influence in
general, which can always be observed on how the followers respond. Besides, its
noteworthy that a leader‟s stability in private space is directly related to his leadership
effectiveness in the public arena, particularly for transformational leadership (Conger,
2014).

The success of a leader who is transformational, and hence the performance of the
followers will, in part be facilitated by the values he embodies, as well as the context of
work. This observation is supported by Shamir et al. (2013) who explained that values
cannot be relative since, naturally, society knows what moral practice is. That is why it is
incumbent on the transformational leader to be clear on what values s/he stands for by
practicing and promoting them (Fenwick & Gayle, 2014). Since Kenya‟s Judiciary has
many similarities with other organizations, an attempt to find out how the performance of
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judicial staff would be influenced by the idealized influence of judicial officers is an
invaluable investment in the body of knowledge.

2.3.1.2 Inspirational Motivation(X2)
Inspiration motivation is the art of sharing a compelling vision or a goal, constantly
motivating team members, boosting confidence, and making assurances despite imminent
barriers faced. Transformational leaders exhibit this attribute (Ladd & Marshal, 2014). A
transformational leader is expected to exhibit inspiration motivation (Koys, 2014). In this
study, it is the influence of inspiration motivation on the performance of judicial staff that
was being measured. The measurements were considered as working with teams,
communicating using appealing words and symbols, and job autonomy. Inspiration
motivation has to do with coherently putting forth organizational goals and objectives,
and is an attribute that is associated with transformational leaders. Research has
demonstrated that clarity of organizational goals and expectations has a direct
contribution on how every person in the team performs. Equally attributable to inspiration
motivation is the insatiable push by the leader to ensure that there exists mutual consensus
within the team members (Kelchner, 2013). Leaders, who are transformational, are astute
at articulating compelling visions for the future, in such a manner that enhance ownership
at an emotional level among the team members, making them improve in what they do
(Manteklow, 2011).

The extent of inspiring and stirring up followers into progressive and productive action is
not a question for inspirational motivation leaders, it is the hallmark of their leadership
being. That puts a demand on them to continuously learn and employ tactics that are fresh
in triggering and sustaining cooperation and team spirit at the place of work. The result of
such action from the leader will be experienced everywhere, ranging from fostering interteam collaboration, to a culture of collective responsibility (Bass, 2012). By considering
Sundi (2013), the dimensions of inspirational motivation indicate that respondents have
enthusiasm to carry out tasks because the leader can arouse the aspirations of
subordinates, and subordinates are also able to advance team spirit in all tasks at hand.
Key to organizational performance is ensuring that trust and satisfaction among
employees is entrenched through practices such as the freedom to make choices and
decisions on how tasks can be accomplished faster. This can be looked at further from
Rawung, Wuryaningrat and Elvinita (2015) perspective when they say that leaders, who
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exhibit inspirational motivation, greatly excel at establishing a culture of trust among
employees, by giving them the space to independently think through on the best
approaches applicable in every unique work situation. Accordingly, they argue that
inspirational motivation sets the basis for sharing knowledge, which is key at enhancing
job autonomy and general performance of the organization. Given that the judiciary is a
vital arm in national governance, it is for the same reasons, that a study to understand
what inspirational motivation can have on performance of judicial staff is important.

2.3.1.3 Intellectual Stimulation(X3)
Intellectual stimulation is a character of leaders who inspire people‟s creativity and
innovativeness, encouraging them to question norms and seek for new approaches and
solutions to problems (Hall & Keilitz, 2012). A transformational leader is expected to
exhibit intellectual stimulation (Bass & Avolio, 2006). In this study, it is the influence of
intellectual stimulation on the performance of judicial staff that was being measured. The
measurements were considered as creativity and innovativeness,

encouraging

participation, and idea articulation. Key aspect of intellectual stimulation is promoting
innovation and creativity by the leader, so that team members do not settle for
conventional norms and known ways of tackling issues (Elkins & Keller, 2013). Geyer
and Steyrer (2010) further argue that through intellectual stimulation, new frameworks
are established that enable people to constructively dismantle old assumptions and
essentially develop more innovative methods and approaches. By this, Bass (1985a) posit
that team members will feel that they have the power to consider new paths and ideas to
follow without fear of reprimand, and essentially will lead to better performance
outcomes at individual and organizational levels.

Leaders who are transformational, challenges followers to collectively participate in
finding new solutions to work-related problems, especially where performance
improvement is an imperative. These leaders go further to establish an organizational
atmosphere that makes participation, both as an individual and collectively as teams, the
norm. Such leaders intellectually stimulate followers to question common assumptions
and status quo, besides finding innovative and creative ways of solving challenges
(Smothers, Doleh, Celuch, Peluchette & Valadares, 2016). Workplace participation and
interaction is not only a medium for discussion and sharing of responsibilities, but also, a
platform for productive and continuous strategic communications, leading to performance
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improvement (Bhatti & Qureshi, 2011). An organization can be formulating a direction
for achieving certain goals through articulation of ideas. Bell and Menguc (2012) opines
that vision plays the role of pointing the direction an institution intends to take. It‟s the
responsibility of the transformational leader not only to stimulate the follower's intellect
by painting a directional picture, but also the methodology for execution. Koys (2014)
views the transformational leader‟s task as that of harnessing the people‟s intellectual
capital towards organization‟s goals. Further, Anjali and Anand (2015) point out that the
development of staff commitment in an organization is enhanced in part, when a leader
intellectually stimulates. There needs no emphasis, that when staff are developed,
organizational performance is improved. Indeed, Sundi (2013) emphasizes that
employees function well in an environment where rationality and creativity thrives, and
that intellectual stimulation is key in entrenching it.

2.3.1.4 Individualized Consideration (X4)
Individualized consideration is the quality of a leader who extends personalised attention
to the followers, in which case, s/he plays both coaching and mentoring roles. It entails
extending empathy and support, keeping communication with followers, creating a
culture of respect, and celebrating the contribution of others (Bass & Riggio, 2006). A
transformational leader is expected to exhibit individualized consideration (Bass &
Avolio, 2006). In this study, it is the influence of individualized consideration on the
performance of judicial staff that was being measured. The measurements were
considered as delegation, workplace diversity, and acceptable working conditions.
Individualized consideration entails responding to people‟s unique needs by including
everybody in the process of a transformational initiative (Conger, 2014). These leaders
also are effective at delegating duties, which does facilitate efficiency and hence
improvement in performance. Delegation is the tasking of one or more important errands
or obligations, either operational or administrative in nature, to subordinates (Conger,
2014). Sometimes those in leadership underestimate the power in delegation. In the
hindsight, delegation when practiced objectively is a sure motivating tool at the place of
work, helping to create energized and high performing teams (Zheng, Yang & Mclean,
2010).

One of the key ways on how transformational leaders work, is that they deal with their
team members as individuals. This is because, they appreciate that followers are unique
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and so, have specific needs and diverse knowledge. This attribute makes them to be good
at maximizing the benefits that accrue from workplace diversity. On the same note, when
it comes to recognition, they consider people on a case by case basis. Thus, they are
known for establishing organizations that are keen on the continued growth through
harnessing the power of workplace diversity. This is realized, argues Babbington (2015),
when a culture that creates opportunities for learning is entrenched, yet without forgetting
the reality that there will always be differences arising from individuals‟ behaviors.
Transformational leaders also strive to ensure that the working conditions in an
organization are acceptable to the majority, if not all. They strive for acceptable working
conditions because they are aware that challenging work, absence of wellbeing,
multifaceted nature of monotony and lack of self-governance in the occupation, make it
difficult for workers to accept working conditions (Ornels & Kleiner, 2013).

2.3.2 Dependent Variable (Performance of Judicial Staff)
A variable is a property that takes on different values. Dependent variable refers to a type
of variable that relies on other factors that are measured. Dependent variable is expected
to change as a result of an experimental manipulation of the independent variable or
variables (Anastasiadou, 2011).In this study, the dependent variable was performance of
judicial staff. Performance of judicial staff is how they respond to judicial officer‟s
influence by putting extra effort and being effective at work, besides experiencing a sense
of job satisfaction. The changes to the dependent variable are what the study was trying to
measure (Saunders, 2016). Performance of judicial staff, is perceived to be the ability of
the justice system to deliver on its mandate efficiently and effectively (Hall & Kellitz,
2012).

Performance is all about achieving the intended outcomes, within defined frameworks
and standards. Performance in the organization is achieved by having a comparison on the
value that the institution creates using its productive assets and with the amount that
owners of these assets expect to obtain (Walumbwa, 2014). This study conceptualized
that transformational leadership style of judicial officers would influence the performance
of judicial staff through three indicators namely, effectiveness, satisfaction and extra
effort.
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2.3.2.1 Effectiveness at Work
Noordzij (2013) reasons that, a worker is considered effective when they consistently
achieve organizational goals by utilizing the available resources within the systems and
structures laid. Noteworthy, is that research has revealed that transformational leaders are
associated with high emotional intelligence (Bliss, 2005). Further, Caruso et al., (2012)
explain that effectiveness at an individual level and organizational efficiency is
attributable to transformational style of leadership. While research has supported that line
of argument, equally imperative is the need to emphasize that everyone has to actively
play his or her active role for individual effectiveness to be sustainable (Mathafena,
2007). That said, Mathafena adds that for continued individual effectiveness to exist, the
leadership must exercise appropriate allocation of resources towards achieving optimal
performance outcome. Palmer et al., (2011) explain that even with such clear distinction
in terms of responsibilities, individual effectiveness will require collaboration in an
ongoing basis from other functions, besides the creation of systems and operational
process that are efficient.

2.3.2.2 Job Satisfaction
Job satisfaction could be described as a sense of contentment that a worker derives from
the what he or she does at the place of work. Besides, the key ingredient leads to excellent
performance exceeding what is acceptable. Essentially, it leads to the achievement of
other goals that lead to a feeling of fulfillment (Gist & Mitchel, 2012). Robins and Judge
(2008) opine that being satisfied at the place of work creates a sense of ownership among
staff, who essentially will produce performance that exceeds expectations. Factors that
influence this are the general work atmosphere, supervision, current wage rates,
promotional opportunities, and relationships with colleagues.

Robbins et al., (2008) state that, basically job satisfaction is derived from the concept of
results, treatment, and fair procedures. Robbins further explains that when employees feel
that their expectations have been met, they are more likely to be more responsive to
organizational needs, such posting excellent performance. Leaders who support their
followers, realize higher levels of employee satisfaction than those who do not. The
leadership style is crucial to employee job satisfaction (Al-Ababneh, 2013). Yousef
(2000) found that the nature and style of leadership reflected on the level to which
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employees were satisfied with their work; thus, the need for managers to adopt proper
leadership behavior.

In their study of public primary school teachers, Colquitt, Le Pine and Wesson (2009)
established how employees‟ performance was associated with whether they were satisfied
in their jobs. They noted that the employees‟ satisfaction in their work occurred because
of the comfortable feelings and thoughts in the organization when doing the job.
Employees who experience a high job satisfaction showed such positive feelings on the
actual tasks which affect the results of employee‟s performance. In their study on
transformational style of leadership among Malaysian employees, Long, Yusof, Kowang
and Heng (2014) found that individualized consideration had the most significant
influence on job satisfaction, which in turn led to better organizational performance.

2.3.1.3 Extra Effort at Work
Extra effort is critical to all an organization‟s employees (Kanfer, 1987). Extra effort is
composed of three dimensions; absorption, vigour and dedication. Productive
relationships at the workplace fuels the growth of an organization‟s social capital (Kinicki
& Kreitner, 2006). It does have the capability to inspire obligation among the employees
to perform beyond what is expected. Vance (2006) demonstrates that extra effort is an
outcome from a background of leadership that inspire self-motivation, or some
philosophical inspiration from the leader. Vance further adds that extra effort put by
employees, and overall excellent organizational outputs have been empirically
demonstrated to be correlated. When employees put extra effort at work, it is never by
coincidence. Most often it results from a leadership thathas inculcated a culture that
makes employees have strong positive beliefs and confidence in what they can achieve,
thereby performing beyond the acceptable targets (Kinicki & Kreitner, 2006). Kinicki and
Kreitner further explain that extra effort among employees also emanates from a work
environment where the leadership promotes productive relationships. Swailes (2004) add
that, such a leadership breed a kind of emotional energy and hence social capital; a
scenario in which employees resonate with the vision, and put extra effort that yield
extraordinary performance. Sridevi and Markos (2010) add that, for employees to put
extra effort and sustainably produce performance outside what is expected, then the
leadership must properly articulate vision and organizational values.

30

2.3.3 Organization Structure(z)
A variable is as anything that varies or changes in value. A moderating variable is one
that has a strong contingent effect on the independent variable-dependentvariable
relationship. That is, the presence of a third variable (the moderating variable, Z) modifies
theoriginal relationship between the independent and the dependent variable
(Anastasiadou, 2011). In this study, organization structure was the moderating variable. A
moderating variable has the tendency to sway the outcome associated with the effect of
independent variable, on the dependent variable in a research context (Saunders, 2016).
Organization structure is the arrangement that facilitate how the leadership, functional
relationships, business competence, tangible and intangible resources are directed towards
achieving organizational goals (Nahm, 2013).

In this study, how organization structure moderated the influence of judicial officers on
the performance of judicial staff is what was being measured. The measurements for
organization structure were considered as reporting structure, autonomy, rules and
regulations. In this study, the moderating variable was organization structure.The
objective formalization of the order of managing operations in a corporate entity is what
Burns and Stalker (1961) described as organization structure. They explained that various
organizations may adopt and restructure their formalised way of operations from time to
time. This, they say often is aligned with what their mission and broad objectives state,
which ultimately is aimed at improving performance sustainably (Howell & Frost, 2013).
The world of work is quite fluid, and as such, organizations will restructure as need
arises. However, the important consideration to make in any restructuring is enhancing
the consistency in outcome delivery from the structure adopted. Thus, its agreeable that
organization structure refers to the framework in which the actions of the company‟s
members are coordinated.
An essential function of the structure is to focus members‟ attention on what needs to be
done by defining their work and who they should be working with (Babbington, 2015).
When this happens, factors that feed organizational performance improvement are
facilitated. The need for organizational structures, which promote leveraging of
knowledge, cannot be overemphasized. Some of the critical components of organization
structure, some of which are the focus of this study include but not limited to reporting
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structure, autonomy/delegation, and rules and regulations (Zheng, Yang & Mclean,
2010). Developing and enforcing adequate reporting mechanisms, delegation and guiding
rules and regulations enhances decisions and increases performance projections.

2.3.3.1 Reporting Structure
The backbone of an organization is mostly represented by the reporting structures.
Reporting structures is attributable to formal processes. Formal organization structure
regulates all relevant issues referred to organization (Lovorka, 2014).Why is a formal
reporting structure important in organizations? The response is obvious, because it is a
big challenge for firms to survive in heightened global competition without systems and
structures than can bolster growth and competitively sustain it (Dowdell et al., 2014).
Reporting structures and systems facilitate organizational learning capacity and firm
quality performance.

Organizational reporting structures help in developing company culture of recognition,
transparency, and openness. It allows a business enterprise to maximize the long-term
value of the employees and harness all the organizational resources towards the most
important goals. Sami et al., (2011) investigated the impact of organization‟s reporting
structures on firm performance in China. The study found that Chinese companies with
strong organizational structures and standards, performed better and that when valuated,
they showed higher company value and performance than those with weak reporting
organizational structures. Andreou et al., (2014) did a study in which they found that
there existed a connection between company governance with effective utilization of
financial resources, overall performance, and management of critical business governance
measures. Their study further revealed that a firm‟s effective cash flow and supply chain
management had a link to the nature of its operational structures.

2.3.3.2 Autonomy/Delegation
There are scenarios where making of decisions in an organization is concentrated at the
top, this manifestation is commonly known as centralization, that is, the leadership makes
decisions without necessarily involving junior staff. In contrast, decentralization is
realized when there is more space for junior staff to contribute to decisions made, as well
as making executable decisions. That notwithstanding, it is important to note that an
organization always leans on one structure; yet to a given extent, they will always exhibit
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both top-down and bottom-up structures. The rationale is that either of the structure an
organization leans on has both merits and demerits (Babbington, 2015). For example,
structures that allow a considerable space for autonomy at the workplace will always have
the workers relatively motivated. This is manifest because the workers understand that
their decisions counts, and in the event that a decision and the subsequent action yields
results not anticipated, there will be no victimization, but rather a point to learn from
(Thompson & Prottas, 2015; Nguyen et al., 2003).

2.3.3.3 Rules and Regulations
Rules have been in existence from time immemorial. According to Yakubu (2012), rules
and regulations are designed in organizations to ensure a uniform and controlled standard
of directing or managing worker‟s affairs. They are laid down as to how members of the
society or class or group are expected to conduct themselves. It is unwritten when the
rules and the principles are conventionally or customarily embedded into the practice of
the people and have received the force of law. To ensure that organizations are moving in
the right direction in accordance with laid down goals and objectives, rules and
regulations are established to ensure reasonable predictability of employee behavior
beyond that provided by group‟s norms. This enables the organization to function without
undue disturbance and to protect employees from extraneous circumstances (French,
2011).

2.3.4 Operationalization of Variables and Hypothesis Testing
Operationalization of variables is the breaking down of variables into measurement
parameters. Hypothesis testing is the practice of examining a hypothesis by comparing it
with the null hypothesis. The null hypothesis is only rejected if its probability falls below
a predetermined significance level, in which case the hypothesis being tested is said to
have that level of significance.
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Table 2.1. Variables and Hypothesis
Independent
Variables
Idealized
influence (X1)

Inspirational
motivation (X2)

Intellectual
stimulation (X3)

Individualized
consideration (X4)

Variables
Parameters
-Admiration/respect
-Ethical and moral conduct
-Communication of
organization vision

-Working with teams
-Communicating using
Appealing words/symbols
-Job autonomy

-Creativity/innovativeness
-Encouraging participation
-Idea articulation

-Delegation
-Workplace diversity
-Acceptable working
conditions

Hypothesis

Test

H01: Idealized influence has no significant
influence on the performance of judicial staff in
Kenya‟s Judiciary.

Multiple regression:

H02: Inspirational motivation has no significant
influence on the performance of judicial staff in
Kenya‟s Judiciary.

H03: Intellectual stimulation has no significant
influence on the performance of judicial staff in
Kenya‟s Judiciary.

H04: Individualized consideration has no
significant influence on the performance of
judicial staff in Kenya‟s Judiciary.

Y = β0+ β 1X1+ β 2X2+
β 3X3+ β 4X4 + β 5 Z +
β 6 Z *X + µ
Accept if
p<.05 or otherwise reject
Multiple regression: Y =

β0+ β 1X1+ β 2X2+ β
3X3+ β 4X4 + β 5 Z + β
6 Z *X + µ
Accept if p<.05 or
otherwise reject
Multiple regression:

Y = β0+ β 1X1+ β 2X2+
β 3X3+ β 4X4 + β 5 Z+ β
6 Z *X + µ
Accept if p<.05 or
otherwise reject
Multiple regression:

Y = β0+ β 1X1+ β 2X2+
β 3X3+ β 4X4 + β 5 Z +
β 6 Z *X + µ
Accept if p<.05or
otherwise reject

Moderating
Variable
Organization
structure (z)

Dependent
Variable
Performance of
judicial staff (Y)

Parameters

Hypothesis

Test

-Reporting structure
-Autonomy
-Rules and regulations

H05: There is no significant moderating influence
of organization structure between
transformational leadership style of judicial
officers and the performance of judicial staff in
Kenya.

Multiple regression:

Y = β0+ β 1X1+ β 2X2+
β 3X3+ β 4X4 + β 5 Z +
β 6 Z *X + µ
Accept if p<.05or
otherwise reject

Parameters
-Effectiveness
-Satisfaction
-Extra effort

2.4 Empirical Review
Empirical review is an in-depth examination of existing literature or information on
various studies related to a particular area of interest (Sekaran & Bougie, 2013).
Empirical review for this study was carried out on how the four components of
transformational leadership style influence the performance of judicial staff. That is, how
does idealized influence of judicial officers influence the performance of judicial staff in
Kenya? How does inspirational motivation of judicial officers influence the performance
of judicial staff in Kenya? How does intellectual stimulation of judicial officers influence
the performance of judicial staff in Kenya? How does individualized consideration of
judicial officers influence the performance of judicial staff in Kenya? To what extent does
organizational structure moderate the relationship between transformational leadership
style and the performance of judicial staff in Kenya?An empirical review was conducted
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where past studies, both global and local, were examined along the line of research
questions. Specifically, literature on the influence of transformational style of leadership
on the performance of workers both in general and judicial institutions was reviewed.

2.4.1 Influence of Idealized Influence of Judicial Officers on the Performance of
Judicial Staff
This section presents a review of literature on the effect of the various components of
idealized influenced on organization performance. Some of the components of idealized
influence discussed in this section include admiration and respect, ethical conduct, and
communication of organization vision (Bass, 1985).

2.4.1.1 Admiration and Respect
Leaders who are admired and respected are mostly considered charismatic. Charisma is
an untraditional form of control where the leader possesses exceptional qualities as
perceived by his or her followers (Northouse, 2014). Charisma is often a characteristic
that one comprehends in another, though it may be a challenge defining it in succinct
terms (Yukl, 2010). Hoogh (2014) conducted a study to find out if there were any
relationships linking charismatic leadership and performance outcomes among companies
within the healthcare sector in London. His findings did confirm that charismatic
leadership could be directly linked to organizational outcomes such as good attitude
among employee, profitability and organization liquidity. Furthermore, charismatic
leadership did yield good profits to individual company proprietors.

Wilderom, Berg and Wiersma (2012) researched the combined impact of charismatic
leadership and organizational culture on commercial banks in Netherlands. They
collected data from one thousand two hundred and fourteen staff from forty-six bank
branches. They assessed areas such as charismatic initiative, work culture and philosophy,
and aspects of authoritarian management. The outcome of that study pointed out that
charismatic leadership increased organizational financial returns among the commercial
banks surveyed. Leaders who exhibit idealized influence make followers endeared to
them, and that followers like to be identified with them (Das, Arora & Singhal, 2000).

The characteristics of leaders exhibiting idealized influence make them great role models
(Sinem & Barris, 2011). Geib and Swenson (2013) emphasize that, leaders who exhibit
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idealized influence inspire their followers to such an extent that they go beyond the call of
duty. These leaders make their followers have a sense of belonging since they feel
emotionally satisfied (Warrick, 2011).
Hepworth and Towler (2014) investigated the effects of individual character attributes of
workers and charismatic leadership occurrences of aggression in the place of work. They
collected data from 213 respondents sampled from a variety of organizations in Europe.
Fenwick and Gayle (2014) conducted a study among higher learning institutions in
Australia. They found that that humor was an attribute that charismatic leaders applied to
psychologically influence the followers. Besides, the findings showed that both the leader
and the followers enhanced the performance of organization if they consistently
manifested positive emotional energies.

Conger, Kanungo and Menon (2010) conducted a study among Indian organizations to
find out the relationship between admiration and respect of the departmental leaders and
the performance of their subordinates. The study considered aspects such as respect, trust,
and a sense of personal fulfillment. Their study outcomes demonstrate a positive
relationship between admiration and respect and better staff outputs. Follower trust and
fulfillment, are normally interceded through leader veneration. There is reasonable
evidence that idealized influence impacts on the performance of an organization,
especially by enhancing the dedication of employees and engagement at the place of
work. Iqbal, Anwar and Haider (2015) examined the influence of leadership style on
employee performance of AL-Ghazi tractor factory in Pakistan. They used the descriptive
approach and focus groups discussions. The results of this study proved that idealized
influence has a significant and substantial influence on the performance of employees in
the factory. This study focused only on one factory in Pakistan and used focus groups and
interviews to collect data. It was more of a qualitative study as opposed to quantitative.
The current study is looking at the influence of idealized influence on the performance of
judicial staff in Kenya.

2.4.1.2 Ethical Conduct
Ethics is all about values that improve the welfare of not only the followers, but also the
greater society (Cumbo, 2009). It is these values that is demanded of any person
providing leadership within their respective spheres of influence. Yates (2014) did a study
among the adult employees of Oregon University in the United States. She examined
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whether ethical leaders did foster greater productivity. What her study established was
that ethical leaders, inspired more job satisfaction and organizational commitment among
employees. Walumbwa (2014) investigated the connection between moral leadership and
performance among public sector agencies from five countries in Africa. His study found
that moral leadership was positively and strongly related to the teams' performance.
Thomas, Vitell, Gilbert and Rose (2012) conducted a study among city-centre department
stores in the United Kingdom to examine the impact of morals and dishonesty on clients'
assessments and satisfaction with the leadership. The study established that hidden
business motives reduced moral evaluation and fulfillment appraisals from suppliers. In
contrast, consistency in timely payments by the departmental stores enhanced satisfaction
rating among the suppliers. Suppliers also had low opinion on exploitative messages,
influencing their view of the leadership integrity of the stores.

Huberts (2010) carried out a study in which he conceptualized various constructs of role
modeling. His study found that all attributes that made the leader effective were
correlated with enhanced performance of employees. Workers seem to emulate the
leader's honest principles in their everyday relationship with each other. Beeri, Dayan,
Vigoda-Gadot and Werner (2013) examined the relationship between ethics and
performance in local governance in the US. The findings demonstrated that where strict
code of ethics was adhered to, the respective local government agency performed
incredibly well in regard to service delivery. Almintisir, Akeel and Subramaniam (2013)
examined the effects of different ethical leadership actions, as perceived by members, on
the trust that those members have in their leader. They found out that leaders‟ actions
motivated by ethics enhanced team-trust which impacted on organizational well-being.

In line with the moral leadership theory, Freeman and Stewart (2012) explored the
following ethical leadership behaviors: securing ethical conduct, role modeling,
demonstrating morality, transmitting organizational values, contextualizing success, and
encouraging transparency. They used an online survey with about 500 respondents from
European business organizations. The study found that most moral behaviors are
positively correlated to trust. The study also found that the more a leader behaves in a
way that subordinates feel is the appropriate ethical conduct, the more he/she will be
trusted. Thus, the correlations between a moral leader behavior and trust are (partly)
moderated by the consistency between observed and desired behavior of a leader, as
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perceived by their followers.Mai and Nguyen (2015) explored the impacts of moral
authority and organizational culture on employee amiability within the tourism sector in
Botswana. Using quantitative methods to survey 300 officials within the sector, the
outcomes demonstrated that worker amiability, inclusion and organizational culture had
positive relationship on how well the sector performed.

Toor and Ofori (2009) in their study on ethical leadership and mirrored their findings with
those of organizational leadership among the manufacturing firms in South Africa. They
examined between leadership and employee outcomes with organizational culture as a
moderator. Their findings showed substantial similarities, which led to the conclusion that
leaders exhibiting idealized inﬂuence traits, would also be practicing ethical leadership.
Quintana, Park and Cabrera (2014) conducted a study to examine the effect of
transformational, transactional, and non-transactional leadership on hotel employeeperformance among four-star hotels in Barcelona, Spain. The findings showed that
transformational leadership significantly influenced the outcomes on employee
performance in regard to extra effort, perceived efficiency, and satisfaction with
managers. The results of this study reveal that idealized influence of transformational
leaders are the most important factors that positively influence outcomes on extra effort,
perceived efficiency, and satisfaction.

Amir (2010) conducted a study to establish the impact of implicit rules and morals on
fiscal policy implementation in Uganda's Ministry of Education and Sports (MoES).
These were the objectives that guided the study: to survey the structure of Code of Ethics
and Conduct for the Ministry of Education and Sports; to establish the relationship
between the Code of Ethics and Conduct and the existing budgetary performance of the
Ministry of Education and Sports. The cross-sectional research outline was chosen for the
study since it adequately enabled collection of data from a representative sample. The
study established that there is a significant positive relationship between the application
of code of r ethics and conduct and whether or not fiscal policy was adhered to within the
Ministry of Education of Sports.

2.4.1.3 Effective Communication of Organization Vision
A vision is a sensible, sound, appealing future, toward which you ought to point, that in
essential ways is better, more fruitful, or more alluring than the status quo. Various
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literary articles have demonstrated one outstanding attribute of transformational leaders.
And this is the unique capability of vision conceptualization and vision casting, in such a
manner that potential followers don‟t have to guess what their responsibility is in the
bigger picture of things (McGowan& Miller, 2013). Martin (2014) in his
study,determined qualitatively the benefits of a shared vision as one essential feature of
leadership behavior, among American political institutions. His findings revealed that
having a vision and properly communicating it helped leaders and their teams to have
relentless focus on the mutual objective of their institutions. Besides, a well-articulated
and communicated vision was a solid impetus for progress and expected performance
outcomes. Feedback is said to be the food of champions. Leaders are champions. It has
been reiterated over and again that communication mechanisms in most organizations
including in special projects, is a big challenge because of the fragmentation in feedback
channels (Gardener, 2008). Because of this, Gardener explains that effective
communication is a quality every leader must continuously improve. The reason is that
even in circumstances where a leader manifests high levels of moral and ethical conduct,
considers the interests of followers first, if she/he has challenges in communication,
inspiring employees could be a daunting task.

As a way of illustration, Darbi (2012) explains that employees/followers will always
benefit from the feedback from the leadership. This is often through performance
appraisals, that is, within formal organizational contexts. Sometimes the outcome
appraisals may not be as expected by the respective individual. Nonetheless, how the
feedback outcome is communicated, can result into betterment of the employee, or break
him/her.Cherniss and Goleman (2001) weighed in by suggesting that in every context,
communicating feedback outcome must be done objectively, with the sole aim of
empowering the employee to put more effort. Secondly, it should be made in such a
manner that the employee can feel free to express some of the challenges hampering the
realization of the expected results. This should be done in a way that leaves no doubt that
s/he is respected and still an invaluable asset to the organization.

Rawat (2015) carried out a study among the tier one tech-firms in India. The study
focused on assessing the impact of transformational leadership over employee morale and
motivation. The study found that all the respondents were of the view that objective
communication of feedback on performance can build or break an employee. Sooksan
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(2013) investigated relationships between the attributes of a clearly articulated vision
(stability, brevity, clarity, customer and staff satisfaction) and performance as measured
by the client and staff satisfaction metrics, in Sydney, Australia. Results gave credence to
the need for vision casting and re-casting. Sooksan and Parisa (2013) studied the
relationships between whether commitment of employees would be connected to their
satisfaction, and how that influenced the performance of organizations in Thailand. The
findings revealed that when factors that enhance employee satisfaction are entrenched in
an organization, employees‟ commitment significantly improved. This improvement had
a direct contribution on overall performance of the organization.

Dhamika (2014) inspected the likely effect of partisan contrasts of private and open
division on the relationship between visionary initiative and organizational citizenship
behavior (OCB) among public sector agencies in New Zealand. Theories were
conceptualized

to

demonstrate

relationship

between

visionary

authority

and

organizational citizenship conduct (OCC), and directing impact of partisan contrasts. This
study had 250 participating respondents. The results revealed a direct relationship
between visionary administration and OCB. As revealed, visionary administration and
OCB, both apply in private contexts and the general population. In addition, the study
found that partisan considerations moderately affected the relationship between visionary
management and organizational citizenship behavior.

Odita (2015) studied how strategic intent and it dimensions related to organizational
performance. The design of the survey was a cross-sectional survey among listed in firms
in Nigerian Stock Exchange. Two hundred and one respondents made up the study
sample. It was noted that strategic intention and its dimensions (objectives, mission, and
vision) significantly and positively related to firm performance. In Ghana, Darbi (2012)
explored the level of knowledge and ownership of employees about vision, mission and
the influence of organizational mission statement on their behavior and attitudes. His, was
a case study of a public but for profit tertiary institution in Ghana. The results indicated
that most employees had the firsthand knowledge of the mission and vision statements;
and this could be directly linked to how that public firm performed.
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2.4.2 Influence of Inspirational Motivation of Judicial Officers on the Performance
of Judicial Staff
This section presents literature on the effect of various components of inspirational
motivation and organizational performance. Sharing a compelling vision or goal,
constantly motivating team members, boosting confidence and assurances despite
imminent barriers faced is what is referred to as inspirational motivation attribute of a
transformational leader (Koys, 2014). Inspiration motivation depicts a leader‟s capacity to
succinctly present goals of the organization or key tasks to be accomplished. This section
reviews the influence of encouraging working in teams, communication using appealing
words/symbols and job autonomy on the performance of judicial staff.

2.4.2.1Encouraging Working in Teams
It is only possible for a group of people to be considered as a team if and only if, they are
single-mindedly and collectively pursuing an agenda with a common bottom-line
(Kelchner, 2013). Teams may be composed of diverse individuals, but, through concerted
effort, they must rally behind a common agenda (Manteklow, 2011).Ahmad (2011)
investigated the nature of staff cooperation and leadership during project execution
among staff in the Department of Higher Education in Pakistan. The study found that
project‟s success, particularly completion within the stipulated project period, was largely
dependent on the nature of staff-leadership cooperation at the time. Misbah and Sabreen
(2014) identified how teamwork was influential on the motivation of employees in the
context of Jakarta, Indonesia. The target population was all employees of the banking
sector in Jakarta out of which 200 was selected as a sample. Results did reveal that
teamwork had a strong contribution on the motivation of employees.

These findings corroborated Burns (1978) who authoritatively point out that leadership
cannot be considered transformational in the minimal or absence of productive
interactions and pulling together. He went further to emphasize that, for progressive
change to be realized, there must be more than average productive interdependencies. The
significance of this is because leadership that is regarded as transformational has no
choice, but to bring out the best in employees within the context of teams. It is because
this, that transformational leaders are inundated with the responsibility of entrenching
value-based collaboration as a key attribute of the organizational culture. Leaders, who
are transformational, give priority to both personal and team development as a
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foundational prerequisite for excellent organizational performance. With this perspective,
however, Wang and Howell (2010) strongly point out that leaders should entrench a
culture of proactive collaboration within and between teams. The nature of collaboration
should be structured such that incentives for motivation are properly articulated.
Boakye (2010) analysed the impact of teamwork on organizational performance on the
employees of Komfo Hospital in Nigeria. From the study findings, teamwork had the
greatest sway on overall organizational performance. The results further revealed that
cooperation among employees and interdepartmental collaboration was positively and
significantly correlated.

The study by Pradeep and Prabhu (2011) further demonstrated that indeed subordinates
expect that their achievements must be recognized and rewarded either with monetary or
with non-monetary terms. The study underscores the need for middle level managers to
learn, or be trained and challenged to embrace transformational leadership style in both
public and private sector enterprises. The study revealed that employee effectiveness and
satisfaction is positively influenced by inspirational motivation. The results indicate that
transformational

leadership

style

can

create

work

effectiveness,

satisfaction,

dependability and extra effort. Most of the studies in this area were not done on Judiciary
or among judicial officers and might not reflect the practice in Kenya.

2.4.2.2 Communicating using Appealing Words/Symbols
Communication refers to the succinct relaying of the information to the intended
recipients, in such a manner that they know what was the objective of the information
being passed as well as what is subsequently expected of them (Femi, 2014). For
example, in a project situation, every relaying of information should ensure that project
stakeholders who are the recipients of the information, are aware of project status, team
members and inter-team coordination, as well as synchronization of decisions from
various sub-project tasks (Martinelli, 2010).Abugre (2011) evaluated hierarchical
correspondence and its effect on employee satisfaction in an authoritative working
environment. The study looked at three Ghanaian associations in the formal area utilizing
a quantitative study of ninety respondents. The study demonstrated that there is a huge
relationship between effective, hierarchical correspondence and the satisfaction of
employees within authoritative work contexts. The results also showed that hierarchical
correspondence did positively affect organizational efficiency and performance outcomes.
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In Nigeria, Femi (2014) did examine communication and worker performance. The study
involved the collection of data from a population sample of 120 respondents. The results
of the study demonstrated that an average relationship exists between successful
correspondence and individual work performance leading to organizational profitability.
Mutuku and Mathooko (2014) did set out to find the how the nature of communication by
middle level managers impacted Nokia employees in Kenya. The study established that,
just like other studies have demonstrated (like that of Femi (2014), the nature of
communication has a lot to contribute to the motivation of employees, and their
performance outcomes. Goctu (2014) examined the level of transformational leadership
behaviors that Niko Nikoladze school principal in Georgia County, USA demonstrated at
school during their administrative practices on daily basis.

2.4.2.3 Allowing Job Autonomy
Autonomy entails the space within which a person should exercise some of authority by
making decisions on various issues within his/her authority, without fear of reprisals, or
without feeling any significant hindrances (Whetten& Cameron, 2011). Bornsdoff (2015)
says that most empirical studies have demonstrated that autonomy of whatever extent,
both within individual and team spaces, have a direct contribution in the total
organizational performance. Naqvi, Ishtiaq, Kanwal and Ali (2013) investigated the
impact of employment autonomy on job satisfactionin Pakistan‟s services sector. The
study outcomes demonstrated that an improvement in jobautonomy among staff leads to
enhancement on staff satisfaction.

Dimitrios (2015) measured the levels of employee satisfaction and job autonomy among
banking firms based in Athens, Greece. The study used Boomer‟s (2012) Employee
Satisfaction Inventory tool. The areas of assessment included working conditions, salary,
promotions, and the nature of work. The outcomes of the study did not confirm previous
research

findings

that

job

autonomy

is

negatively

related

with

employee

fulfillment.Shalini and Ira (2013) analysed the impact of authoritarian leadership on the
efficiency of government parastatals in Myanmar. The findings revealed that there was
fluctuations in organizational efficiency and hence performance.Empowered employees
tend to be more satisfied with their jobs because they have more control about what they
are doing (Clark et al., 2009). One of the surest ways of making employees feel
empowered. Job autonomy in the decision making is necessary for effective service.
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At the heart of job autonomy is allowing staff to have a degree of authority to make
certain work related decisions without undue influence from the senior leadership (Gagne
& Deci, 2005). One of the resultant effects is enhanced employee efficiency, confidence
and hence competitiveness at an individual level (Wang & Netemeyer, 2002). Langfred
and Moye (2014) explain that when employees are allowed to be accountable for the
outcomes of their decisions, they get motivated and essentially are willing to try new
strategies for accomplishing work assignments. Without doubt a work environment that
supports work autonomy among staff, realizes significant improvement in work
performance (Dee, Henkin & Chen, 2013). In this way, job autonomy enables employees
to reach their targets, thereby increasing their job satisfaction, which in turn produces a
greater degree of work performance. According to Bakker and Demerouti (2007), a
number of studies have reported positive correlations between job autonomy and
improved employee performance.

Its suffices to emphasize that at the core of transformational leadership is the a
multifaceted skill set that revolves around communication (Northouse, 2014). Marthias
and Eline (2012) mention that various studies carried out have demonstrate that
transformational leadership is linked to excellence in communication at a personal level
(leader-subordinate and vice versa) as well as at organizational level in regard to forward
and backward feedback mechanisms. Organizations, as well as individuals, both have
goals and objectives that they exist to pursue in line with their vision and mission. The
realization of these goals, and or objectives comes through great effort, which leadership
must put into consideration. A deliberate and significant effort must be put in the
mechanics of communication, not to mention effective channels for relaying information.
In their study on when change becomes transformational among Medicaid offices in New
York City, Sparer and Brown (2012) point out that the probability of success levels in
organizations will, and is always pegged on effective communication channels. Ali
andMohammad (2011) carried out a study on the relationship between managers‟
communication style and health sector employees‟ job satisfaction in Turkey.

In their findings, they reported that the world of work and business is quite competitive,
and as such, efficient achievement of goals and objectives was directly linked to how well
an organization/firm‟s communication systems delivered on the expected outcomes, and
the style of communication practiced by the leadership was pivotal. According to, who
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did a comparative review on transformational and transactional leadership in Iran,
transformational leadership is the capability to persuade and inspire people so that they
contribute towards effectiveness, performance and success of the organization.

Pejman and Mousa (2010), in their review ofcommunication styles of business leaders in
India, pointed out that various communication practices and their influence on
organizational success have been advanced and studied. One such style is the assertive
communication style, which according to Bushra, Usman and Naveed (2011), acts as a
driving force for sound organizational culture and performance. Communication as an art
is key to effectiveness in transformational leadership. This is because it enhances
employee job satisfaction as the transformational leader interacts with subordinates to
motivate them to achieve maximum output in their work responsibilities (Jalal, Khawaja,
Kamariah, Fosa, Muhd & Ahmad, 2012). It could be said therefore that in the current
hyper-competitive and globalized world, to achieve effective organizational performance
and sustained relevance, leaders must adopt effective leadership and communication
styles that are responsive to the dynamic operating environment. According to Fenwick
and Gayle (2014), redesigning professional learning in

turbulent times, put forth a

caution to those exercising leadership authorities through various styles. They assert that,
sustained effectiveness will largely hinge on continuous experimentation and
improvement in the nature and style of communication. Because of this, Bushra et al.,
(2011) further argue that for significant gains to be realized the leader(s) will always have
to deliberately improve their communication skills progressively.

2.4.3 Influence of Intellectual Stimulation of Judicial Officers on the Performance
of Judicial Staff
This section presents literature on the influence of intellectual stimulation on performance
of judicial staff. Through intellectual stimulation, inspiring innovation and creativity
among the followers is a key aspect of transformational leaders, an attribute commonly
known as intellectual stimulation (Sundi, 2013). At the core of intellectual stimulation is
the continuous promotion of utilizing creative methodologies in executing tasks (Bass &
Avolio, 2006). Leaders who exhibit transformational style of leadership draw people‟s
interest by enhancing creativity and innovative thinking (Griffin, Neal& Neale, 2013).
Podsakoff, MacKenzie and Bommer (2014) views intellectual stimulation as a means of
doing conventional things in an innovative, creative, and novel ways. It is defined, he
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adds, as the degree to which a leader inspires people for creativity in dealing with issues
(Bell & Menguc, 2012). By closely considering the trends in the global marketplace,
Myrtle (2010) observes that it is certain to say that many organizations are starting to
embrace new management and leadership approaches. This section reviews literature on
the influence of creativity/innovativeness, encouraging participation and idea articulation
on the performance of judicial staff.

2.4.3.1 Allowing Creativity/Innovativeness
Creativity and innovativeness are the engagement in, or the application of more advanced
approaches or discoveries in dealing with issues (Sundi, 2013 and Myrtle, 2010). It is
agreed that leaders who are transformational, exhibit significant creativity and
innovativeness in their operations (Elkins & Keller,2013). Koys (2014) reasons that
creativity and innovation must do with the intelligent use of intellectual foresight in
conceptualizing new, unique and original ideas, and going ahead to create products and
services. The business landscape is often enabled or constrained by the level of
innovation and creativity exhibited by the leadership. Even though innovation and
creativity applied by the leadership propel organizations to grow, they are still affected by
external factors ranging from social, economic, political and institutional variables.
Transformational leaders have an important role to play as far as organizational
development is concerned. Important to note therefore, that fostering innovation and
creativity by the leadership has strong correlation with the ability of organizations to
influence the environment they operate (ADB, 2008).

There is substantial information demonstrating that, even with innovation and creativity,
efforts in transforming government institutions and even businesses are still faced with
challenges both in developed and developing economies (Koys, 2014). From Harvard
Manage Mentor (2000), a lot of innovation and creativity is widely observed in Micro,
Small and Medium scale business. These micro, small and medium enterprises are the
cornerstone of many emerging and developed economies. Lukacs (2005) points out that
considerable amount of jobs are created by SMEs and a substantial percentage of global
economic growth can be attributed to SMEs. Looking at the Chinese economy for
instance, over 60% of industrial output and jobs created can be attributed to the SMEs
industry. There is empirical evidence therefore that SMEs are the primary industrial
influence behind economic and social development in the developed world, e.g. China
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and the developing nations (Singh & Garg, 2009) accounting for advancement in job
creation, industrial output and economic prosperity. Thus, even in growing Micro, Small
and Medium scale business, the leadership is expected to creatively innovate.
Zheng, Yang and Mclean (2010) did a study among Malaysian logistics companies, to
examine the relationship between promoting a culture of creativity and innovativeness
and employee productivity. They found that employees from companies that encouraged
creativity and innovation, were more agile and posted better performance outcomes. The
study showed that transformational initiative and development were identified with
innovative

authoritative

execution.

Both

transformational

administration

and

advancement were observed to be the critical impact to hierarchical execution. This
demonstrates transformational authority and development have altogether improved the
authoritative execution in Malaysian logistics companies. Lale (2012) investigated the
effect of transformational initiative on leadership development and to find out if internal
and external support for advancement is a logical condition for impact. Data were
gathered from 163 R&D workers and heads of 43 small-scale Turkish software
companies. The findings of the study revealed that initiatives that are transformational
have a great influence on leadership development.

Innovation and creativity has a critical role in promoting a vibrant business environment
among growth of corporations. This is evident by the fact that matters on innovation and
creativity outstandingly feature at current enterprise policy level (ADB, 2008). A very
important line of argument put forth by Freeman and Stewart (2012) is that when
innovation is supported by policy in the supply marketplace, there is automatically a
subsequent increase in the quantity and quality of competition. This, capitulates into
lower bid prices and the better choices by public sector entities. Freeman and Stewart
(2012) contends that while culture, systems, innovation, and other administration
instruments are vital in producing continued performance, effective leadership and
continued inventions is what sustains it. Woodman and Boomer (2012) contend that for
associations to have the capacity to accomplish consistent innovation, pioneers must set
up a domain helpful for reinvigorating organizational culture that energizes creativity and
innovation. Organizational creativity additionally relies upon how leaders support and
oversee differences in the day-to-day interactions, and additionally build up a successful
administration structure that manages the innovation processes.
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Many organizations and businesses across the globe are facing challenges arising from
sustained technological revolution and evolution (Fenwick & Gayle, 2014). Indeed,
technology is pushing businesses to adopt new business models, or else face complete
extinction in their respective industries. Be that as it may, because of the unstable
environment in these divisions, such organizations are falling flat and need creativity and
consistent innovation to stay aggressive and fruitful. Yukl and Van (2015) notice that
vital plan, technology, culture, and hierarchical procedure are not able provide sustainable
managerial guidance unless a framework is created to build innovative leaders to run and
support the procedure. Such a methodology will help the organization to set up an
environment that facilitates innovations help organizations to stay aggressive.

Yukl and Van (2015) submit that researchers have indicated how hierarchical structure,
techniques, technology, culture, and other administration instruments convey viability and
upper hand to associations. While innovation and creativity is required at the workplace,
its urgent need in government-leaning organizations does not require any emphasis. When
innovation is well embraced in the public supply markets, the desire of enabling a
sustainable domestic business sector that creates employment gets entrenched into the
local economy and adds to the agenda of national prosperity. As so far mentioned,
Boomer (2012) add that it is the desire of all organisations and the economy to inculcate
innovation and creativity in the public service institutions. This desire is in stark contrast
with what has been portrayed within public entities with respect to application of
innovation.

The foregoing literary discussions on the significance of creativity and innovation in the
marketplace gives credence to the fact that, indeed there is varying need in approaching
work from a non-conventional standpoint (Dumdum et al., 2012). The type of authority
structure, determines whether creativity and innovation can thrive in organizations. That
notwithstanding, not all authority structures can enhance a culture of innovation and
creativity. There existsspecific leadership styles and models that create an environment
where creativity and innovation thrives, contends Askenas, et al. (2002). According
toHowell and Frost (2013), fruitful interactions have found that common and shared
initiatives, instead of dictatorial administration, are the thing that opens the capability of
associations. Geyer and Steyrer (2010) opine that organizations that work from the
dictatorial structures, are not sufficiently able to establish a culture that not only embraces
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innovation and creativity, but also fosters it. In such organizations, the leaders inspire
trust and loyalty since the authoritative procedures work clearly. Yates (2014) concurs
that the world is extremely competitive, and it is the leaders with foresight, creativity and
innovation, that easily navigate the accompanying challenges.

The success of organizations is often enabled or constrained by the leadership and its
organization structure. Thus, with the ensuing global challenges, organizations require a
type of leadership authority that encourages innovation and creativity exhibited across the
organizational spectra. Even though innovation and creativity applied by the leadership
propel organizations to grow, they are still affected by external factors ranging from
social, economic political and institutional variables. Transformational leaders have an
important role to play as far as organizational development is concerned. Important to
note therefore, that fostering innovation and creativity by the leadership has strong
correlation with the ability of organizations to influence the environment they operate
(Small bone & Welter, 2001). There is substantial information demonstrating even with
innovation and creativity, efforts in transforming government institutions and even
businesses are still faced with challenges both in developed and developing economies
(Niska & Vesala, 2013; Dennis, 2011).

At the heart of sustained creativity and innovation, is a leadership that relentlessly
supports and invests in it (Bushra et al.,2011). Leaders can effectively energize whatever
authoritative structure to support innovation and creativity that yield returns to the
company. This can be done through making working conditions to be facilitative of
innovation as well as establishing incentives and rewards structure. When employees are
aware that their innovative, and or creativity will be recognized, they will go the extra
mile to bring new solutions to their organizations (Huse, 2012). Yates (2014) underlines
that authoritative leaders should accordingly regard, esteem, and saddle the extravagance
of thoughts, foundations, and points of view of each participant and permit them to utilize
their all available resources and interactions to work for the organization. Also, he says,
the top initiative of the association must esteem creativity themselves and be excited
about empowering new improvements.

Accordingly, an energizing vision creates a workplace where everybody can take an
interest completely and accomplish proficiently (Howell & Frost, 2013). According to
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Rai and Sinha (2014), the leader motivates others with a reason and a more reasonable
feeling of mission. This sort of workplace is helpful in bringing out the best from
employees as well as optimal utilization of organization‟s resources. Huse (2012) contend
that leaders must refrain from treating the people as capital goods but instead as people
with feelings and needs.

2.4.3.2 Encouraging Participation
With globalization and the rapid development of information technology, both domestic
enterprises and global firms must respond to the dynamic market and keen competition
from around the world (Ardichvili, Page & Wentling, 2013). Chen, Lin and Chu (2013)
point out assertively that there has been a significant increase in research on the
responsibility of leadership in supporting and involving people in all decision-making
fora, especially in developing nations. These researches reveal that there is continued
appreciation that opening space for participation in the developing world are largely
heterogeneous and as such, there is a need for policies that can cater for all even in the
public service. From OECD (2013) report, there are several reasons that elucidate why
research on policies that cater for compulsory people participation has been scarce. One
such reason is the insufficient leadership oversight and management.

For people to be allowed adequate space for participation even among small-scale firms
and in the public sector, leadership styles and practices that are friendly to followers must
be designed. It additionally includes workers reflecting issues of concern and giving
criticism from clients and recommendations to enhance organization execution (Bell &
Menguc, 2012). Consultation is significant because it is the procedure by which
administration looks for the perspectives of representatives on specific issues, and still
hold the ability to settle on choices. Joint basic leadership is significant as it is the
procedure by which workers and business agents meet up to consider and take choices on
matters of basic intrigue (Boomer, 2012). In a similar line, Boomer adds, voluntary
negotiation is key since it is the system by which both the businesses and workers or
worker‟s agents willfully talk about and plan matters of primary concerns, achieve accord
and draw up understandings most advantageous to both sides.
Empirically speaking, a company profits more when leaders and employees participate
and collaborate. Batthi and Qureshi (2011) argue that there exists a relationship between
organizational effectiveness and effectiveness at individual level. As a way of illustration,
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Harber, Marriot and Idrus (2011) mention that representative cooperation is presently
viewed as a key component in the fruitful usage of new administration techniques. This
assumes an important part in deciding the level of occupation fulfillment (Zainnudin&
Isa, 2011), the responsibility of the worker and their inspiration (Bushra et al., 2011). To
illustrate this, a study carried out in Indonesia found that numerous associations don't put
priority to singling out and utilizing individual efforts and dedication as a component for
enhancing organizational progress (Dodi, 2014).

It has been found that even though a few organizations have actualized participatory
projects, worker's dedication in increasing participation diminishes as the organizational
structure is formalized. Huang, Iun, Liu and Gong (2013) analyzed whether participative
authority behavior relates to enhanced work execution, which his study did confirm.
Merhabi (2013) carried out a research on the effect of leader‟s participative behaviors on
employee‟s perception of effectiveness and performance. The statistical population of this
study was 105 employees, while 83 workers were sampled for the study.The findings of
the study showed that there are significant relationship between leader's participative
conduct and employee performance. In addition, the outcomes demonstrate that
significant relationship exist between a leader‟s participative behavior and worker's
employee performance.

2.4.3.3 Idea Articulation
From a leadership standpoint, an idea can be defined in many ways, all of which includes
but not limited to futuristic insight. An organization can be formulating a direction for
achieving certain goals through articulation of ideas. Bell and Menguc (2012) opines that
vision plays the role of pointing the direction an institution intends to take. It‟s the
responsibility of the transformational leader not only to stimulate the follower's intellect
by painting a directional picture, but also the methodology for execution. Koys (2014)
views the transformational leader‟s task as that of harnessing the people‟s intellectual
capital towards organization‟s goals.

Transformational leadership is intentional in practice. Bass and Avolio (2006) argue that
it is also an important forerunner to construction of confidence or force required by
groups to be successful when facing difficult challenges. Fenwick and Gayle put forth a
caution to those exercising leadership authorities through various styles, by asserting that,
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their sustained effectiveness will largely hinge on continuous improvement and
development. Even with the much-admired transformational style of leadership, in terms
of its organization-wide gains (Koys, 2014), the leader(s) will always have to deliberately
improve himself (Bushra et al., 2011). It has a significant but indirect effect on the
performance of an organization by influencing the behavior of subordinates to optimize
their performance and outcomes (Yukl & Van, 2015). Burns introduced the concept of
transformational leadership for the first time in late 70s (Burns, 1978). This was espoused
in his book "Leadership" to the effect that transformational leadership is not a
predetermined set of behaviors, but a way in which followers and leaders commit to grow
to greater heights of ethics and impetus.

2.4.3.4 Exemplary Leading
The reality of an ever changing and increasingly competitive world is here to stay. As
such, for organizations and institutions to create results, requires a very different kind of
leadership from what is conventional practice. The organizations, which through
deliberate leadership practices have psychologically empowered and motivated workers
are growing, expanding their operations, as well as coping with the dynamically changing
business environment (Naqvi, Ishtiaq, Kanwal & Ali, 2013). Transformational leadership
style has a significant contribution on how the subordinates perform in their arena of
work. However, fewer studies have been carried out regarding the relationship between
leadership style and performance of public organizations. Gächter & Renner (2013)
explain that, in settings where subordinates are sufficiently inspired, the challenge is for
leader(s) to move them to commit to the organizations ideals, let go of their individual
interests, while keeping in mind the end goal to advance the greater interests of the team.

Levati, et al. (2010) weighs in by acknowledging that leading by example has been
proven to be quite influential on followers (Martin & Lise, 2010). From an economist
perspective, Matthias and Eline (2012) say that people follow because it is in their interest
to do so. Most of the time, those being led believe that the leader has better information
about what they should do than what they have. They contend that leadership is in this
manner, partially, about transmitting data to subordinates. Nevertheless, this can't be
everything to leadership: a leader should likewise persuade devotees that she is
transmitting the right data; that is, she should persuade them that she is not deceiving
them. The other approach to persuade people is showing others how it is done: the leader
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puts in extended periods of the action, in this manner persuading devotees that she
without a doubt thinks of it as beneficial. History is inundated with personalities who
showed others how it is done. They include Dr. Martin Luther King, Jr. walking at the
head of social liberties walks, or Joseph Stalin's choice to stay in, as opposed to escaping,
Moscow to support Russian resistance in the fight for Moscow (Gächter & Renner, 2013).
It is sufficient to admit that leadership is not about personality, but it is about behavior,
which is an observable set of skills and abilities. Besides, this is the challenge of
providing team leadership, managing resources, and coordinating information transfer
and task completion, argues Boomer (2012). Boomer further emphasize that a good leader
must be a role model for others by ensuring that their character should line up with their
beliefs. Similarly, they should never instruct others to do things that they don‟t believe in
or practice themselves. Just as a leader would expect his/her team to take accountability
for their actions, they should do the same. The initial aim of the leaders should be to
prove to the followers about his leadership credibility (Podsakoff et al., 2015).

2.4.3.5 Encouraging Value Creation
One of the most important issues for the strategic leadership of companies is the
identification of value drivers, which is wealth and growth. In the current economy,
intangible (intellectual) assets majorly drive wealth creation and growth. Bounfour and
Edvinsson (2012) ascend to that by asserting that it‟s incumbent upon the leadership to
precisely understand its value drivers. For example, in public institutions, which are
mainly funded from the tax payers, there must be value for the products and the services
it sources from suppliers. To begin with, is to ensure that public buyers articulate the
procurement cycle process and to ensure that any relevant information that can facilitate
value drivers in the procurement process is made available. This step is vital since lack of
awareness with respect to existing contract opportunities can foil value enforcement from
gainful involvement in public procurement (Ringwald et al., 2009).

The need for public buyers to be proactive and professional in researching their
marketplace for purposes of sufficient interaction with suppliers cannot be
overemphasized (Cabras, 2011). It is through such acts that can place public contracts to
deliver value for the taxpayer‟s money. And the leadership in place,has the sole mandate
to ensure value is created from the available resources. One of the key leadership
practices is to ensure that the administrative burden and transaction costs associated with
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tender preparation and submission is manageable. Its universally agreed that the
transaction costs incurred during any tendering process can be deterrent to value creation.
In order to enhance the willingness of leaders to create and deliver value, they must put in
place mechanisms to reduce such costs. Such mechanisms can be in the form of buyers
using standard tender documentation, enabling the e-submission of tenders, or allowing
applicants to self-declare their financial capacity and insurance cover. Rather, they work
in a roundabout way through connections of cause and effect (Bell & Menguc, 2012),
which the leadership must deliberately build over time.

A transformational leadership, in general, must intellectually inspire followers to harness
their intangible assets for value creation. Chen, Hui and Sego (2013) contend that
intellectual capital involves making and supporting available abilities, skills and
experiencesboth inside and outside the organization. An accord is that hierarchical
capacities depend on the administration of information for it is the wellspring of
authoritative maintainability and competitiveness. There has been a paradigm change to
the knowledge-based economy, which depends more on information technology,
expertise and learning from workers as opposed to substantial resources. This has urged
numerous organizations to be worried about their intellectual capital (Freeman & Stewart,
2012). Intellectual capital is an impalpable resource that assumes a critical part in today's
learning based economy (Gigante & Previati, 2011).

It is the duty of the authority to outfit it for improving authoritative execution. Intellectual
capital is critical because it makes practical upper hand, and plans corporate identity. In
addition, in learning based economy, delicate abilities, for example, capacities, mastery,
and administration are viewed as more imperative than substantial resources.
Organizations that comprehend the idea of intellectual capital will probably be effective
since they understand that intellectual capital is extremely important, and they ceaselessly
overhaul their insight and capacities to rival others (Huffman, 2012). Organizations that
make considerable utilization of intellectual resources have made significant mark in the
current economy. Today, the most important variables of wealth generation in developed
nations are undetectable. These immaterial resources, likewise alluded to as intellectual
resources or intangibles - mark, notoriety, trademarks, programming, innovative work,
licenses, staff abilities and information, system, prepare quality, supplier and client
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connections, are accelerating quick developing and commitment on corporate
competitiveness (Kaplan & Norton, 2010).

There is a developing acknowledgment that an organization's supply of resources is akin
to its ability to enhance sustainable competitive advantage. Corrado, Hulten and Sichel
(2012), report that organizations themselves regularly need information about returns on
invested resources and because it is hard to oversee what is not being measured. If such
information is not provided, then the benefits that should accrue for resources invested in
today's economy will not be managed as would be necessary (Kaplan & Norton, 2010).
Intellectual resources independent from anyone else make neither esteem, nor produce
development. To get any meaningful value, they should be harnessed together with other
factors of value creation. For instance, interest in advanced preparedness creates esteem
when considered together with different elements. Such elements may include, enhanced
business forms and the accessibility of the right information frameworks and individuals
(Fenwick & Gayle, 2014). Freeman and Stewart (2012) clarify that there is currently
critical scientific work that bolster the view that advances in the compelling utilization of
intellectual resources relies upon the nature of administration and leadership. There are
many cases of firms that are not equipped to offer fruitful research and development to
the publicbuyer (Griffin, Neal & Neale, 2013).

2.4.4 Influence of Individualized Consideration of Judicial Officers on the
Performance of Judicial Staff
This is all about the extent to which the leader responds to each person‟s specific needs,
and to include everybody in the transformation process. Here the leader coaches and
mentors the followers to bring out the best in them (Bass & Riggio, 2006). For this study,
therefore, individualized consideration was operationalized as follows: delegation,
workplace diversity, and acceptable working conditions.

2.4.4.1 Delegation of Duties
Delegation is the tasking of one or more important errands or obligations, either
operational or administrative in nature, to subordinates (Conger, 2014). Delegation gives
the followers adequate space to exercise leadership authority within their domains of
influence (Zheng, Yang & Mclean, 2010). Kombo, Obonyo and Oloko (2013) conducted
a study that focused on the influence of delegation on employee performance with
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teamwork, employee commitment and participation, employee satisfaction as elements of
delegation whose objective was to find out whether delegation impacts employee
performance. The study established that effective delegation in an organization improves
employee performance and organizational performance at large.Sentuya (2013)
empirically investigated how the level of authority delegation is related to the
performance of an organization, and found similar results.

The impact of power delegation is contemplated in utilizing both material and human
resources. Research studies have also gauged the impact of authority delegation on
effective execution of strategies. The results of such study, especially in the banking
sector have resulted into better management practices among commercial banks (Bushra,
et al., 2011). Applications of such findings have been found to generate reasonable return
on investments in sectors such as services, manufacturing, and retail.Jamal‟s (2015) study
aimed at identifying the impact of delegation on efficiency, effectiveness, and
empowerment. The findings of his study have demonstrated that there is a statistically
critical need for the appropriation of power delegation for productivity, and strengthening
of workers' ability to flawlessly execute plans. The study suggested on the need to have
regulations and policies that govern appropriate delegation of power. Additionally,
increment in the level of delegation without losing the final goal is an imperative for the
leadership. Besides, enhancing managerial capability to delegate authority in a way that
empowers workers, and generates personal fulfillment is a good indicator for
organizational progress. This practice will enhance proper utilization of time as a
resource, as well as offer prompt response to customer needs and demands.

Bass (1985) reasoned that where employees may have been seen as more confident, the
leader must have exhibited individualized consideration, which is a component of
transformational leadership. Al-Jammal, Al-Khasawneh and Hamadat (2015) carried out
a study aimed at identifying the effect of the delegation of authority on performance of
staff at Irbid municipality in Jordan. They measured the impact of delegation on
efficiency, effectiveness and empowerment of the employees. The results showed that
there is a statistically significant relationship between delegation of authority on
efficiency, effectiveness, and enhancement of staff performance at great Irbid
municipality. Their study recommended that increasing the level of delegation to be
corresponded with the value of tasks in order to promote functional performance.
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Additionally, they emphasized on the need to improve administrative delegation of
authority so as to enhance staff satisfaction, as well as the empowerment of staff to
implement tasks individually without asking the top management. This will save time and
effort as well as offering service for customers rapidly and directly.

Darwish (2010) examined the delegation of authority as the best method to raise the
efficiency of job performance. The research aimed to diagnose the actual reality of the
exercise of the powers delegated by the organization and its impact on performance
efficiency. The findings revealed that when power is delegated within the context of
organizational structures, the job performance efficiency is enhanced, albeit
progressively. The seal of good supervision is effective delegation. Delegation is when
supervisors grant responsibility and authority to employees in an effort to complete
assigned tasks (Pemberton, 2006). Successful delegation helps to shape people into
individuals who are eventually more fulfilled and productive. Swinton (2010) reasons that
if a supervisor strives to achieve a balanced work life, it is important to have good skills
at delegation. Managers become more fulfilled and productive as well as they learn to
depend on their employees.

2.4.4.2 Promoting Work Place Diversity
Diverse qualities are any measurement that can be utilized to separate groups and
individuals from each other, in which the measurements can be obvious or undetectable.
The presence of working environment with diverse qualities, inside a workplace, shows
that the workplace is heterogeneous as far as sex, race, and ethnicity, in which
representatives have components and qualities, varying from each other (Kyalo, 2015).
Gupta (2013) consideredrecent research on the expanding impact of the diverse
workforce qualities and its association with organizational performance. The study found
that it does significantly contribute to performance outcome. When properly harnessed,
workforce diversity improves personal leadership of individual staff, innovativeness,
advancement and better utilization of financial resources. Additionally, Meyerson and
Dewettinck (2012) demonstrated that leadership‟s responsibility in performance
appraisals require better methodology, effective feedback mechanisms, building effective
teamswhile acknowledging the potential of workplace diversity on performance
outcomes.
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Badreya (2011) examined the advantages, and difficulties that organizations have to deal
with as regards to diversity in the place of work in United Arab Emirates. The study
found that most respondents experienced unprecedented challenges arising from cultural
diversity and gender variances. Additionally, a sizable respondent population were not
confident that their managers had the capacity to provide effective leadership in the
intercultural context. Munjuru (2012) did a study the influence of workforce diversity
management on the performance of employees within Kenya‟s banking sector. The study
revealed that the banks had methodologies, for example, adjusted enrollment, support to
sub-branches, differing qualities preparing and parallel livelihood openings. Other than a
representative's level of training and execution capacity, there was no other workforce
differing qualities that decided a worker's remuneration. Workforce diverse qualities were
found to influence representative execution at different levels considering both
administrators and non-administrative representatives of the bank. The heads exhibited a
more noteworthy influence, while the impact was less among the non-administrative
workers.

Kyalo (2015) inspected the impact of work diversity qualities on employee performance
in the banking business in Kenya. The additionally tried to decide the impact of training
on workplace diversity mechanisms, ethnic variances, gender differences, and age on
employee performance in the banking business in Kenya. The study target populace was
all the mid-level mangers working at the headquarters of all the 43 business banks in
Kenya. This study utilized stratified random sampling to choose 30% of the commercial
banks. The sample size of the study was two hundred and twenty one mid-level mangers.
Semi-structured survey questions were utilized as a part of the research study to gather
essential information. Illustrative insights including frequencies, rates, mean and standard
deviation were utilized to examine quantitative information. The information was then
presented in tables and charts. The study established that gender differences were
affecting performance in the banking business. This was followed by training on diversity
mechanics and ethnic variances. The study recommended that working environment,
diversity attributes, and administration practices ought to be entrenched to enhance
expected performance (Buckingham, 2012).

Nzelibe and Yasar (2015) examined the effects of transformational leadership on
employees‟ satisfaction, workplace diversity coping, commitment, and performance at
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both the individual and at the organizational levels. A survey study was conducted at the
Armorp Nigeria Limited, using a sample of 280 employees. The study sought to
investigate specifically the mechanism through which transformational leadership
influences employee‟s commitment to their job schedules as well as to the organization.
Six propositions which explained the relationships among the variables in the study were
postulated, five accepted and one partially rejected. Pearson correlation, one-way analysis
of variance, multiple regression analysis, and chi-square were used in the analysis of data.
The results suggested that transformational leadership directly affected employee‟s
satisfaction, workplace diversity coping, and commitment to job schedule. But,
employee‟s coping with workplace diversity was not significant as other intervening
variables were at work. The regression analysis revealed that the best indicator of
employee satisfaction is workgroup supportiveness.
The influence of workplace diversity interactions within the organization, if properly
harnessed by a transformational leader directly results in essential mechanism that
subsequently leads to employee‟s satisfaction, commitment, and increased performance.
Monetary incentives if closely tied to workplace diversity coping might be helpful in
creating a more satisfying and productive work environment. This study thus, suggests a
new paradigm in which the study of leadership can be based in Kenyan setting in order to
create effective and viable public institutions.

2.4.4.3 Acceptable Working Conditions
Challenging work, absence of wellbeing, multifaceted nature of monotony and lack of
self-governance in the occupation, make it difficult for workers to accept working
conditions (Ornels & Kleiner, 2013). Loo, Salmiah and Nor (2015) assessed the impacts
of occupational stress on the performance of workers in the manufacturing sector in
Malaysia. The study findings revealed that occupational stress affected the performance
of workers by reducing efficiency and productivity. It was recommended that employers
engage their staff to identify sources of work-related stress. The study differed from the
current study as it was carried out in Malaysia while the current study was carried out in
Kenya. The study did not focus on the performance of judges and magistrates but rather
on the performance of employees in the manufacturing sector presenting a contextual gap.

Khosa, Tiriyo, Ritacco, Guillermina and Lowies (2014) assessed the impact of stress and
burnout on the performance of registered nurses in the primary healthcare facilities in
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South Africa. A review of the existing literature on medical workers revealed that even
though a lot of research has been done identifying with work related stress and burnout,
little had been done about the effect of stress and burnout on the performance of
attendants in the informal settings in South Africa. In doing the study, random sampling
was used to choose fifty enrolled medical caretakers from 38 essential human services
offices. A quantitative, explorative, and correlation research design was utilized to collect
information about the effect of word related stress and burnout on the performance of
enrolled medical attendants. The findings of the study revealed that employment stress
and burnout don't affect enrolled medical attendant‟s work performance. The findings of
the study differed from those established in the literature and other studies on
occupational stress management. The study also differed from the current study as it was
carried out in South Africa‟s nursing sector (Khosa et al., 2014).

Its touted that transformational leaders are sensitive enough to know that for them to
effectively lead, they must also create a culture that makes the atmosphere at work to be
comfortable with everyone. Leadership in general has been evolving and the need for
leaders to build organizational systems that are dynamic in terms of making
considerations for all possible success factors is a continuous function (Gist & Mitchel,
2012). The foregoing observation is well illustrated in the study done by Sundi (2013) on
the effect of working environment on employee performance in the education sector in
Indonesia. The study findings revealed that good work environments had a significant
contribution in raising motivation and ambitions. These findings were in harmony with
the views of

Dumdum, Lowe and Avolio (2012) who argued that that good work

environments facilitates workers to make both personal goals in line with the expected
output at the place of work. The consequence result is that employees become more
innovative and aggressive in executing their work responsibilities.

Good working environments are often associated with transformational leaders. The view
is that transformational leaders stimulate progressive change in organizations, as well as
enhancement of employee performance and satisfaction (Roach & Mack, 2014). Leaders,
who exhibit transformational style of leadership, ensure that everyone is making step by
step contribution in creating a work culture that is supportive not only to the overall
organizational performance, but also achieving individual goals. Additionally, by being
attentive in building a conducive work environment, transformational leaders empower
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teams to develop skills in leadership, which subsequently improves their performance and
outcomes. Bass and Riggio (2010) pointed out that, the transformative leadership is a
powerful model for a wide scope of fields and societies. Transformational leaders create
organizational work environments that impact practices associated with proactive
initiative in driving change that can enhance achievement of organizational goals.

Realization of organizational goals and sustained performance improvement is the
ultimate desire of every leader. The goals that transformational leaders communicate vary
in metric terms, and are realized through application of multiple strategic approaches,
which can only yield results within the context of conducive and enabling work
environments (Hamidifar, 2013). As far as Ismail and Yusuf (2013) are concerned, a
transformational leader establishes supportive working conditions and atmosphere that
inspires and challenges subordinates to have a vision, mission, and to own organization‟s
goals. The leader does urge and inspire subordinates to be articulate in execution of
duties, while he/she takes care of them in a very individualized manner (Bushra et al.,
2011). Such leadership action does translate to workplace productivity and performance.
Various scholars have demonstrated that leadership and effective working conditions are
important parts of achieving extra ordinary organization performance (Dhamika, 2014).
Indeed, such assertions are partly the motivation that inspired this particular study.
According to Gupta (2013), overall, organizational performance is directly proportional to
the performance of its individual staff and teams, which in aggregate are mediated by
good work conditions and environments.

Alizera, Ali, Jafar and Sona (2012) explored the relationship between employee stress and
work environment among information technology firms in Bangladesh. They found out
that the nature of the conditions at the place of work, fueled employee stress levels even if
the actual stress could have been triggered by other contributing factors. Khan (2010)
examined the impact of employment burden on potential occupational health hazards
among manufacturing firms in Abbottabad district, Pakistan. The study revealed that
work-related health hazards. In his, argument based on the findings of the study, he
related fluctuation in firms‟ productivity to health risks on employees.
Borndoff (2015) noticed that right stress management, ought to begin from enhanced
employee wellbeing and continuous improvement on the conditions of the place of work.
This, he says includes not only the physical workplace conditions, but also the nature of
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existing interpersonal interactions. The anticipation and administration of working
environment drive require authoritative level mediations since the nature of people
interactions have a potential contribution to stress levels. Organizational performance
outcomes, will be influenced in part, by the mental state of the employees as well as the
quality of prevailing relationships and interactions. A culture of openness, honesty and
constructive feedback is vital.

2.4.5 The Moderating Influence Between Organizational Structure and the
Performance of Judicial Staff.
This section reviews various aspects of organization structure and their moderating
influence on the performance of judicial staff. Some aspects of organization structure
reviewed include reporting structures, autonomy, rules and regulations (Nahm, 2013).

2.4.5.1 Reporting Structuresand Staff Performance
Research done in Malaysia showed that the nature of the reporting structure of an
organization is statistically significant in explaining not only the financial performance,
but also the performance of the organization in general (Mustapa et al., 2014). The
outcomes of their research showed that companies in Malaysia needed to consider the
transformation of their reporting structures into extraordinary organizational resources to
gain competitive advantage. In this research, Mustapa et al. argued that reporting
structures in organizations have significant moderation effects on the performance of
Malaysian listed companies. Such reporting structures, they say, can be utilized to create
value and wealth for the company to sustain competitive advantage. Sami et al., (2011)
investigated the impact of organization‟s reporting structures on firm performance in
China.

The study found that Chinese companies with strong organizational reporting structures
and standards performed better, and that when valuated, they showed higher company
value and performance than those with weak reporting organizational structures. Andreou
et al (2014) did a study in which they found that there existed a connection between
company governance with effective utilization of financial resources, overall performance
and management of critical business governance measures. Their study further revealed
that a firm‟s effective cash flow and supply chain management had a link to the nature of
its operational structures. It is a big challenge for firms to survive in heightened global
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competition without systems and structures that can bolster growth and competitively
sustain it (Dowdell et al., 2014).

Structures and systems facilitate organizational learning capacity and firm quality
performance. Organizational structures help in developing company culture of
recognition, transparency, and openness. It allows a business enterprise to maximize the
long-term value of the employees and harness all the organizational resources towards the
most important goals. San and Encalada (2012) examined the significance of
organizational structure and systems on the performance among family and non-family
firms. They also analysed the effects on firm performance depending on the degree of
ownership concentration. The results showed that family businesses adopt substantially
different governance structures, but those with more defined structures portrayed better
performance in terms of market share and profits.

Yasothai, Jauhar, and Bashwir (2015) did a study to establish the influence of effective
reporting structures on organizational performance among manufacturing firms in
Islamabad, Pakistan. The finding of their study showed that the reporting systems within
firms did significantly influence performance of individual employees as well as the
firms. While the results shed light on the significance of reporting structures in
organizations, the study was limited to the manufacturing industry in Islamabad, Pakistan.
Thus, it may not be sufficiently conclusive that the results could be generalized across the
global manufacturing industry, and other sectors as well. Thus, the study recommended
further studies to be conducted to find out how reporting structures could influence
employee performance in the service-oriented organizations.

The study was done in the manufacturing sector firms in Pakistan only so cannot be
generalized to the Kenyan situation. In general, however, the study provides an in-depth
understanding of the potential impact of effective reporting systems in organizations. The
research findings can be used by manufacturing industry to that organizations should
streamline organizational reporting mechanisms so as to empower their workforce so as
to enhance sustainability in the performance of the workforce. Using cross-sectional
research design study, Salmasi (2014) confirmed in his study of Iranian conglomerates,
that organizational reporting structures act as full mediating role in the relationship
between transformational leadership and follower‟s performance in an organization. The

63

result demonstrated that the ability of leaders to properly implement transformational
styles (i.e., intellectual stimulation, individualized consideration, idealized influence
(attributed), and idealized influence (behavior) has directly increased follower‟s
performance in the studied organization. This study confirms that the mediating effect of
reporting structures exists in the relationship between transformational leadership and
follower‟s performance in the organizational sample. Consequently, it may lead to
increasing their performance in the organization.

2.4.5.2 Autonomy and Staff Performance
As has been mentioned earlier, job autonomy is not only a motivation to employees, but
also a tool for exercising power within their respective domains (Gellatly & Irving, 2001).
Autonomy at the work place will always lead to good performance outcomes both at
individual and organizational level (Langfred & Moye, 2004). Various studies have
alluded to the fact that autonomy among employees has an influence or a contribution on
the satisfaction of employees in their jobs (Thompson & Prottas, 2015). The reason
behind this argument is that when an employee feels that they have the power to make
certain fundamental decisions associated with their work, they find it less challenging to
cope with shortcomings at the workplace (Elsass & Veiga, 2007). This has also been
adequately supported by empirical studies, asserts Thompson and Prottas, and Kauffeld
(2006).

Gist and Mitchell (2012), point out the need to still do more studies to find out whether
the public-sector service institutions allow adequate space for employees to participate
and exercise certain degree of autonomy. Chen, Lin and Chu (2013) point out assertively
that there has been a significant increase in research on the responsibility of leadership in
supporting people involvement in all decision-making fora, especially in developing
nations. These researches reveal that there is continued appreciation that opening space
for participation (more so in the developing world) are largely heterogeneous and as such,
there is a need for policies that can cater for all, even in the public service (Wang &
Netemeyer, 2012).
There are scenarios where making of decisions in an organization is concentrated at a
single point. The extent to which this is manifest is commonly known as centralization,
that is, the leadership makes decisions without necessarily involving junior staff. In
contrast, decentralization is realized when there is more space for junior staff to
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contribute to decisions made, as well as making executable decisions. Additionally
however, it is important to note that organizationsexhibit both structures, though one will
always manifest more than the other. This is advantageous to organizations since, they do
benefit from the gains that accrue from both (Babbington, 2015). Autonomy at the place
of work is an enabler as far as employee empowerment is concerned. The health of an
organization is as good as the extent to which its employees feel empowered, that is
having the space to exercise some degree of authority.

Conger and Kanungo (1988) define empowerment as a process to improve the feelings of
ability of the organization members by identifying conditions that cause powerlessness
and eliminating those conditions through formal organizational structures and informal
technique which provides valuable information. Empowerment can also be defined as the
authority to make decisions in an area of responsibility without the necessity of prior
consents from others (Luthans, 2011). There are certain things that need to be considered
in empowerment, namely: innovation implications, access to information, and
accountability and responsibility competency, delegation, job information, autonomy and
control, skills development and employee suggestions (Natarajan, 2009). Shah, Nisar,
Rehman, and Rehman (2011) examined the influence of transformational leadership on
employees‟ performance, with autonomy as the moderating variable. The sample
comprised of respondents picked through purposive sampling technique. The researchers
used descriptive statistics, correlations, path coefficient and linear regression. The results
revealed that transformational leadership and autonomy exhibited a positive relationship.

Uymaz (2015) examined the direct and indirect effects of transformational leadership on
follower performance through autonomy management and organizational learning. The
research has been carried out in a company that has formed learning organization teams
for organizational growth. The results of the research revealed significant findings. First,
the results showed that transformational leadership has a positive effect on follower
performance through autonomy management and organizational learning. Secondly,
autonomy management does not only directly and positively impact follower performance
but also has a positive but indirect effect through organizational learning. In addition,
organizational learning has a direct and positive effect on follower performance.
Leadership style and applications are closely related to communications and knowledge
transfer (Epitropaki & Martin, 2013). The results of the study, as in other studies (Cable
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& Judge, 2003) show that the leader‟s effectiveness increases with his/her method of
autonomy management influence, which not only ensures an in-depth relationship with
followers but also adds dynamism to the entire working environment.

Indravedi (2012) examined the impact of autonomy on job performance and job
satisfaction in Indian software companies. Data was collected from a sample of 200
respondents from four software companies in Chennai. The study had identified a strong
association between employee autonomy, job performance, and job satisfaction. Job
performance is predicted by the level of autonomy among the software companies. While
meaningful work is found to be the most important component predicting job
performance followed by impact, autonomy and competence. The researcher also found a
high positive relationship between employee autonomy and job satisfaction. The
relationship is stronger in autonomy followed by meaningful work, competence and
impact.

Meyerson and Dewettinck (2012) investigated the effect of employee autonomy
implementation by considering the three factors of delegation, implementation of
participating management, encouragement and giving rewards telecommunication firms
in Finland. Findings showed that there was a significant difference between rate of
employees‟ performance before and after autonomy implementation. Emphasis was put
on autonomy implementing factors, delegation, participating management and
encouragement and giving rewards, which contributed to employee performance
improvement.

Tajuddin (2013) investigated the relationship between factors of employee autonomy and
employee performance in the manufacturing industry in Singapore. The findings
indicated that autonomy moderately influenced employee performance. There was
significant correlation between the factors of autonomy and employee performance. They
felt that when they are empowered with participation in decision-making, delegation of
authority, training and rewards, their performance improves significantly. This study was
done on manufacturing industries only, whereas the current study is on Judiciary in
Kenya.
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2.4.5.3 Rules and Regulations and Staff Performance
Rules have been in existence from time immemorial. From Yakubu‟s (2012) perspective,
rules and regulations are designed in organizations to ensure a uniform and controlled
standard of directing or managing worker‟s affairs. They are laid down as to how every
member of the society or class or group is expected to conduct themselves. It is unwritten
when the rules and the principles are conventionally or customarily embedded into the
practice of the people and have received the force of law. To ensure that organizations are
moving in the right direction in accordance with laid down goals and objectives, rules and
regulations are established to ensure reasonable predictability of employee behavior
beyond that provided by group‟s norms so that the organization can function without
undue disturbance and to protect employees from extraneous circumstances (French,
2011).

It suffices to say that for organizations to achieve its corporate objectives of being service
oriented and performance maximization, rules and regulations must be supportive in
design and nature. To this end, targets are set for the personnel. In designing duties for
workers, there are job specifications, job descriptions, and schedules of duties based on
the scheme of service. This allows everyone to know what is expected of them and the
consequences, which follows upon compliance or non-compliance.The backbone of an
organization is mostly represented by formalization of its structure. Formalization is a
resultant outcome of the process of designing an organization. This process is
characterized by establishing regulations and use of written rules and procedures. Formal
organization structure regulates all relevant questions referred to organization (Lovorka,
2014). Rules and regulations characterize formalization, and it describes the standard set
of instructions made for people, which explains how things are to be done. They are made
for the welfare of all stakeholders. Rules tell us what to do and what not to do (Lim &
Ployhart, 2014).

Formalization in organizations is important because it is a big challenge for firms to
survive in heightened global competition without systems and structures that can bolster
growth and competitively sustain it (Dowdell et al., 2014). Structures and systems
facilitate organizational learning capacity and firm quality performance. Organizational
structures help in developing company culture of recognition, transparency, and
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openness. It allows a business enterprise to maximize the long-term value of the
employees and harness all the organizational resources towards the most important goals.

2.5 Chapter Summary
This chapter has presented the theoretical framework of transformational leadership
theory and conceptual framework used in this study. Literature related to each research
question has been reviewed in this chapter. The next chapter presents the research
methodology used in the study.
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CHAPTER THREE
3.0 RESEARCH METHODOLOGY
3.1 Introduction
This chapter outlines the details of the methodology used in the study. The chapter
includes the research philosophy, research design, population and sampling design, data
collection methods and instruments, research procedures, data analysis techniques used in
the study and the chapter summary.

3.2 Research Philosophy
Research philosophy is an impression associated with the approach of gathering and
organizing information when studying an issue of interest (Saunders, Lewis & Thornhill,
2016). There are different types of research philosophies. Saunders et al., mentions,
interpretivist, realist and positivist. According to Hatch and Cunliffe (2012), interpretivist
contends that there is a fundamental difference between the subject matters of natural and
social sciences. Interpretivists argue that in the social world, individuals and groups make
sense of situations based upon their individual experience, memories and expectations.
Individuals and groups of people therefore derive meaning by constructing and reconstruction through experience resulting in many differing interpretations.

Realist philosophy holds that real structures exist independent of human consciousness,
but that knowledge is socially created, with Blaxter, Hughes and Tight (2012) contending
that our knowledge of reality is a result of social conditioning. The positivist position is
characterized by the testing of hypothesis developed from existing theory through
measurement of observable social realities. This position presumes the social world exists
objectively and externally, that knowledge is valid only if it is based on observations of
this external reality. Positivism is based upon values of reason, truth and validity and
there is a focus purely on facts, gathered through direct observation and experience and
measured empirically using quantitative methods surveys and experiments and statistical
analysis (Eriksson & Kovalainen, 2011).

The rationale for using positivist research philosophy in this study is that knowledge
emanates from experiences of people (Tupou, 2013). The study underscored the fact that
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judicial staff‟s opinion on the transformational leadership of judicial officers, as well as
rating their leadership influence, would largely be dependent on their own personal
experiences working with judicial officers over a period of time. By quantitatively
analyzing the opinions of judicial staff, the study easily made deductions on the influence
of transformational leadership style of judicial officers on judicial staff. Simon
(2011)argue that studies that incline on positivism are most often deductive in nature.
According to Heiens and Pleshko (2011), researches hinged on positivism are consistently
predictable and observations are objectively deducible without undue interference with
the subject matter (Blaxter et al., 2012). When a research requires high-level objectivity,
positivists approach become fundamental since what constitutes facts can be easily
predicted (Simon, 2011). Secondly, Johnson and Christensen (2010) explain that with a
positivist‟s philosophy; past studies can be used in forecasting. With a positivist
philosophy, hypotheses of the study were easily testable and provided the opportunity for
confirmation and falsification (Hazzi & Maldaon, 2015).

3.3 Research Design
A research design is the entire methodological frame of the study (Cooper & Schindler,
2014). According to Cooper and Schindler, there are different types of research designs,
such as, descriptive, exploratory and causal. Even though exploratory design does not
provide conclusive findings, it does provide a ground for broader perspective and insight.
Its significantly applied in situations where most aspects of study are not clear and
unpredictable. The main aim of exploratory research is to identify the boundaries of the
environment in which the problems, opportunities, or situations of interest are likely to
reside, and to identify the salient factors or variables that might be found there and be of
relevance to the research (Chia, 2012).

Descriptive designis a type of study used to obtain information concerning the current
status of the phenomena and to describe what exists, with respect to variables
orconditions in a situation. The main aim of descriptive research is to provide an accurate
and valid representation of the factors or variables that are relevant to the research
question(Blaxter et al., 2012). Causal design is a type of research used to measure what
impact a specific change will have on existing norms and assumptions.The main objective
of causal research is to obtain information regarding cause and effect relationships.
According to Eriksson and Kovalainen (2011), in causal design, independent variable is
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manipulated in a relatively controlled environment in order to understand which variables
are causes (independent variables), and which variables are the effects (dependent
variables).

This study used descriptive research design. Descriptive research design includes case
study, survey and correlation. Kadam and Bhalerao (2010) indicated that correlational
designs involve discovering both the direction and degree of the connections among
variables without manipulating the variables. The study used descriptive correlational
design to help in ascertaining the potential causal factors for relationships among
variables (Cook & Campbell, 2011).Descriptive correlational design was well suited for
identifying and explaining the type of relationship between the components of
transformational leadership (predictors/independent variables) and the performance of
judicial staff (dependent/response variable). In addition descriptive correlational design
was fit to help in examining the degree of predictability of each of the independent
variables (Creswell, 2013).

3.4 Population
A population is a group of individuals or objects with common observable characteristics.
A population comprises all the elements a researcher wants to study (Cooper & Schindler,
2014). The target population of this study was the judicial staff in Nairobi County. The
judicial officers are judges and magistrates, and the judicial staff comprises court clerks,
court interpreters, executive officers, and other staff directly working with/for a judicial
officer. In this study, judicial officers are leaders, while judicial staffs are followers
(subordinates). The study was about transformational leadership style of judicial officers
and how that affects performance of judicial staff. According to the 2015 report by the
performance management and measurement steering committee, the Judiciary had a staff
population of 3,904 (both judicial officers and staff). Nairobi County has770 judicial
staff. Nairobi County has all the types of Courts present in other counties, thus it
representative of all staff within the Judiciary, as shown in Table 3.1.

The study only considered the population of judicial staff of the Courts of first instance
based in Nairobi County as shown in Table 3.2. The Courts of first instance, where most
of the litigants first take their grievances include Magistrate Courts and High Courts. The
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reason why the study focused on Courts of first instance is because it‟s the level where
the impact of adjudication is mostly felt. The target population was 770 judicial staff.
Table 3.1: Total Population of all Judicial Staff in Kenya
Name of Court

Total Judicial Staff

Judicial Staff in
Nairobi County

Supreme Court of Kenya

7

_

Court of Appeal

192

_

High Court

588

156

Magistrates Court

3064

614

Total

3904

770

Source: Judiciary PMMSC report of April 2015.

3.5 Sampling Design
Sampling design is the technical plan laid down so that the picking of a subset of
population for purposes of collecting data is done procedurally (Creswell, 2013). For this
study, sampling design included the plan for determining sample frame, sampling
technique and sample size

3.5.1 Sampling Frame
Sampling frame is the portion of the population that is determined to facilitate picking
samples (Cooper & Schindler, 2014). The sampling frame for this study comprised of
Courts of first instance and not Courts of appellate jurisdiction, to which most of the cases
are taken. These types of Courts are found in all the forty seven Counties in Kenya where
most litigants first take their grievances for adjudication. The target population was the
770 judicial staff who report to judicial officers in Nairobi County. The list was obtained
from the Registrar of the Judiciary as shown in table 3.2.

72

Table 3.2: Sample Frame (Judicial Staff in Nairobi)
Name of Court
High Court (Superior Court)
High Court Building
Milimani Commercial Court

Judicial Staff
129
27

Subtotal High Court
Magistrates Courts (Subordinates Court)
Milimani Law Court
Makadara Law Court
City Court
Kibera Law Court

156
493
46
7
68

Subtotal Magistrates Court

614
770

Total
Source: Judiciary PMMSC report of April 2015

3.5.2 Sampling Technique
Research studies are distinct events that involve particular groups of participants. Thus to
ensure representativeness, respondents must be picked through an appropriate sampling
technique. A sampling technique is the specific process used to select study participants
or respondents (Saunders, Lewis & Thornhill, 2016).Types of sampling techniques fall
into two categories. These two categories are probability and non-probability sampling
techniques. In probability sampling, all the elements have an equal chance of being
selected, while the same does not apply for non-probability sampling techniques. Nonprobability is more suited when other factors other than time is more important than
generalizability (Sekaran & Bougie, 2013). Non-probability sampling techniques include
purposive, and convenience sampling.
The study employed probability-sampling techniques. Examples of probability sampling
technique include, simple random, systematic, stratified random, cluster and multistage
sampling. The rationale is to draw conclusions about the entire population (Mugenda,
2012). The bottom-line is that whatever the sampling technique used, the sample must be
representative of the population. The sample for this study was the judicial staff from the
High Courts (superior courts) and magistrates courts (subordinates courts) only since
these are the courts of the first instance and this means all court cases pass through these
courts first.
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Stratified random sampling technique was used to select respondent population into
various strata, and to pick the individual respondents who participated in the study.
Stratified random sampling is a technique, which attempts to restrict the possible samples
to those, which are less extreme by ensuring that all parts of the population are
represented in the sample to increase efficiency (Lucas & Donnellan, 2012). In stratified
sampling, the population is first divided into disjoint groups. These subgroups, called
strata compromise the whole population (Harwell, 2011). In this study, the strata were the
High Court and Magistrates Court in Nairobi County. From each strata, a sample, of prespecified size, is drawn independently in different strata. Then the collection of these
samples constitutes a stratified sample.
Stratified sampling reduces bias and improves the representativeness of all groups.
Stratified sampling is also relatively inexpensive compared to a census, increases
accessibility of study population and the speed of data collection (Cooper & Schindler,
2014). The population (judicial staff) was put into distinct stratum, i.e. by each court. A
list of judicial staff was obtained from the administrator in every court. The names of
judicial staff in the list in each court was rearranged and sequenced by gender in an
alternating format, i.e. male, female, male, female.etc. The sample size to be picked from
each court was determined. Then the actual sample respondents was randomly picked
from the new list by gender alternatingly. The assumption underlying randomization is
that, it reduces the effects of extreme scores and extraneous factors to a negligible amount
(Farrokhi, 2012).
3.5.3 Sample Size
A sample is the actual items or individuals selected for a study whose characteristics
exemplify the larger group (targeted population).A sample size is the total number of the
respondents picked for the study. Various factors influence the determination of sample
size. These include margin of error (confidence interval), confidence level and the
proportion that will choose a given answer to a survey question (Aarons et al. 2012). A
margin of error of between 1% to 5% is considered reasonable in sample size
determination. The margin of error serves well for purposes of generalization (Saunders
et al., 2014).
The sample size of the study was determined at a 95% confidence level i.e. the
scientifically acceptable degree of accuracy. The Cochran (1963) formula was used. The
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formula is used when dealing with finite population. A finite population is that which can
be counted. The formula:
n0= Z2pq
e2
Where n0= desired sample size
Z= 1.96 (standard normal deviation-95% confidence level)
p= known proportion of the population with desired characteristics, but in this study 0.5
was used.
q= constant (usually set at 1-p (1-0.5)
d= degree of accuracy will be set at 0.05
Thus desired sample (n) = {1.962*(0.5*(1-0.5)}/0.052
Hence; n= (1.96*1.96) *(0.5*0.5)
(0.05*0.05)
n= 384.16384 at 95% confidence level with ±5% precision
In this study,since the total target population is less than 10,000 the researcher applied
finite correction formulae (nf) that is applied together with the Cochran formula in
successive steps as indicated:

Where: n is the sample size, at 95% confidence level with ±5% precision, and N is the
total target population
Where:nf is the desired sample size and N is the total target population
N=770
n = 384
nf= n/(1+(n/N))
nf=384/(1+(384/770))=256.28257
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The following are calculations for determining the sample size for each court in the study.
The sample size for each strata (court) was calculated using a sampling fraction f=nf/N.
Since nf= 257, and N=770, the sampling fraction f= nf/N. At this level, n-is the sample
size, at 95% confidence level with ±5% precision, the population size Nc-denotes the
number of judicial staff in each court category, while the desired sample size (nfc)denotes the desired sample size of each court category.
Table 3.3: Sample Size Distribution
Name of Court

Number of Judicial

Sample Proportion (nfc)= (nf/N)* Nc

Staff (Nc)
High Court
Milimani Commercial
Court

Sample
Size

129
27

= (257/770)*129

43

= (257/770)*27
9

Subtotal High Courts

156

=(257/770)*156

52

Milimani Law Court

493

= (257/770)*493

165

Makadara Law Court

46

= (257/770)*46

15

City Court

7

= (257/770)*7

2

Kibera Law Court

68

= (257/770)*68

23

Subtotal Magistrate
Courts
Total

614
770

=(257/770)*614
205
= 384/(1+(384/770))

257

As shown in table 3.3, two types of courts were used in this study, namely the High Court
and Subordinate Court. The High Court also included Milimani Commercial Court, while
Subordinate Courts comprised Milimani, Makadara and Kibera Law Courts, and City
Court. Using the Cochran (1963) formula, the sample size was calculated as 257.
However, since larger samples are required to enhance precision, accuracy and
representativeness, the study increased the sample from 257 to 385, that is 50% of the
target population. According Patel, Doku and Tennakoon (2003), a larger sample size is
more representative of the population and broadens the range of data collected.

3.6 Data Collection Method
Data collection method is the systematic gathering of information from a sample
population so as to accurately answer a question in a given area of interest. The study
used structured questionnaires to collect data from the respondents. This was done
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through a drop and collect later basis. The study developed standardized data collection
instrument that precisely taps a single reality, transformational leadership. The most used
leadership scale for measuring the impact of transformational leadership, has been the
Multifactor Leadership Questionnaire (MLQ) that was developed and validated by Bass
and Avolio (2004). It has been, and is still being used in leadership studies globally (Bass
& Riggio, 2010). The questions in MLQ are used to evaluate leadership style. The MLQ
is provided in both Self and Rater structures. The Self structure measures self-perception
of leadership behaviors. The Rater structure is used to measure leadership influence. The
rating scale for MLQ questions are meant to enable thinking about the leadership styles
and the influence of the leadership. The rating scale for MLQ are as follows: 0 = Not at
all, 1 = Rarely, 2 = Sometimes, 3 = Often and 4 = Always.
The questionnaire for this study was developed using the MLQ structure. It wasorganized
into 3 sections (see Appendix II). Section A was the first section, and it included six
questions that captured the demographic characteristics of the respondents. The section
(B) was divided into two parts. Part (a), the Self structure was used to examine judicial
staff‟s perception of leadership behaviors of the judicial officers. Part (b),the Rater
structure was used to help judicial staff ratethe influence of leadership styles of judicial
offers on their performance.

The actual questions for each variable were measured using 5 Point Likert-type
statements from Bass and Avolio (2006) with the following descriptions: 0-not at all, 1rarely, 2-sometimes, 3-often, 4-always. This was to maintain consistency in five-scale
measurement. This also allowed for the collection of standardized information that can be
expressed numerically and allow for correlational analysis. The study questionnaire
contained questions on structure based on the constructs of organization structure
highlighted in the conceptual framework (see appendix II). In addition, the questionnaire
contained statements relating to the moderating influence of organizational structure on
the performance of judicial staff.

3.7 Research Procedures
Data collection is an process in research because it allows for the dissemination of
accurate information and development of meaningful programmes. Thus, it is necessary
to have a determination of the procedures that can enhance the reliability of the porcess
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and data collected. In this study, the procedures included seeking for permission,
conducting a pilot study, testing for relaibility of istruments, assessing relaibility results,
validation of the instruments, administration of the instrument and ethical considerations.

3.7.1 Permission
Every research study requires authorization from relevant institutions. For this study,
permission was granted at different levels of the research project. First, permission was
sought from the Dean, Chandaria School of Business (USIU). Secondly, in compliance
with the Science and Technology Act, Chapter 250, Laws of Kenya, a research permit
was obtained from the National Commission for Science, Technology and Innovation
(NACOSTI). Final research permit was obtained from the Judicial Service Commission
and the letter signed by the Chief Registrar of the Judiciary.

3.7.2 Pilot Study
Pilot study is a small-scale preliminary study aimed at evaluating the feasibility of a
research project in terms of cost, time and tools. The findings of which are used to refine
the research design prior to conducting the full-scale study (Hildebrand & Ott, 2011). In
this study, pilot study was conducted to help determine the reliability and accuracy of the
research instruments. The pilot study was the first step in understanding the influence of
transformational leadership style of judicial officers on the performance of judicial staff
in Kenya‟s judiciary. The pilot study was done with the aim of detecting possible flaws in
measurement procedures and in the operationalization of independent variables,
identifying unclear or ambiguous items in the questionnaire and to weed out/restructure
unclear statements, determine time limits and clarify instructions. Besides, the pilot study
was to aid in establishing practical problems of the research procedures and to reveal
whether the proposed methods/instruments were inappropriate or complicated.

Lucas and Donnellan (2012) reported that a pre-test sample should be between 1% and
10% depending on the sample size. In this pilot study, the strata were the High Court and
Magistrates Court in Nairobi County. From the sample size, a sampling fraction was
calculated to determine the proportionate sample respondents that should be picked from
each stratum. In this study, the sampling fraction was calculated by taking the sample size
selected (expressed as n) divided by the population size N (i.e. 770). This study used a
pre-test sample of 30 respondents. During the pilot study, questionnaires were
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administered to thirty (30) respondents, while during the main data collection, three fiftyfive respondents participated. The pilot sample was picked through random sampling.
The sample population was categorized into distinct groups for each stratum. This was
done by dividing the sample size for each stratum by the corresponding pilot sample.
Then the target respondents from each group were numbered beginning from No.1. To
pick the actual required respondents, the first numbers in the list of each group were
selected.
The pilot study was conducted between April 12th and April 22nd. Authorization to
conduct this pilot study was sought from the USIU Chandaria School of Business and the
Chief Registrar of the Judiciary. At each Court Category, the researcher requested for the
judicial staff register where staffs were grouped first, the target respondents from each
group numbered, and the actual required respondents picked by selecting the first
numbers in the list of each group. If the respondent staff picked had gone on leave, or was
a way from work for some reason, a replacement was made from the group by selecting
the second number in the list. The questionnaires were self-administered directly to the
respondents on a drop-and-pick later basis. Physical and telephone follow-ups were made
reminding the respondents to complete the questionnaires. The study pilot study
concluded that, some practices of the judicial officers may have little or no influence on
performance of the judicial staff. However, the findings suggested that though there
needed to be some slight adjustments in the research instruments to enhance clarity,
questions in the research instrument were clear, coherent and that the responses were
reflective of the study variables. The findings from the pilot study were used to refine the
questionnaire in readiness for final administration of the questionnaire.

3.7.3 Reliability of the Instruments
Reliability is the level to which a research instrument can consistently assess a
characteristic of interest (Meeker & Escobar, 2014). What this means is that, under more
related situations, can the instrument be used to yield similar output. Thus, in testing
reliability, the interest of the researcher is to have as minimal variation as possible arising
from the use of a research instrument and the study methodology (Kotter, 2012). For
research to be internally coherent, estimates of reliability are based on the mean intercorrelations among all the single items within a study (Greene, 2012).
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Reliability analysis was used to assess internal consistency among the variables of the
study. The reliability of the survey measures was assessed by computing Cronbach‟s
Alpha coefficient for all items in the questionnaire, and the overall assessment was given
(Sekaran & Bougie, 2013). The Cronbach‟s alpha coefficient range between 1 and 0. The
higher alpha coefficient values are taken to be more reliable. A questionnaire with a good
internal consistency should have high alpha coefficients. All items that returned a
Cronbach‟s alpha coefficient of 0.7 or more were considered reliable. Individual items in
a device measuring a single construct is expected to give extreme results which are
correlated, which would reflect the homogeneity of the items. The study tested this by
using the Chronbach‟s alpha, which tests all possible split halves. A correlation
coefficient greater or equal to 0.6 was accepted.

3.7.4 Reliability Results from Pilot Study
Analysis of reliability was done to measure the internal consistency of the test
components i.e. the individual questions for each variable of study. This was done by the
computation of Cronbach‟s Alpha coefficient for all items in the questionnaire. The
Cronbach‟s alpha coefficient range between 1 and 0 with higher alpha coefficient values
being more reliable than the others. According to Richard and Clark (2005), a poll with a
good internal consistency should have high alpha coefficients. The results of the pilot
study revealed that almost all the variables had alpha values of more than 0.7; which
indicated a significant degree of internal consistency. All items that return a Cronbach‟s
alpha coefficient of 0.7 or more have been considered reliable. Individual items in a
device measuring a single construct should give highly correlated outcomes, which would
reflect the homogeneity of the particulars. Besides, the study has accommodated
correlation coefficients that are equal to 0.6 as reflected in the subsequent tables.
Table 3.4.Reliability Statistics: Cronbach’s Alpha Findings
Cronbach's Alpha

Cronbach's Alpha Based on Standardised Items

No. of Items

.977

.980

30

As shown in Table 3.4, Cronbach's alpha is 0.977, which indicates a high level of internal
consistency within the sample used. The findings under the column “Alpha if Item
Deleted” represents Cronbach‟s alpha reliability coefficient for internal consistency if the
individual item is removed from the scale. This study chose Cronbach's alpha as the most
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common measure of internal consistency i.e. reliability. According to Kotter (2012), it is
most ordinarily used when you have several Likert questions in a poll that form a scale,
and you wish to determine if the scale is reliable. This column shows the value that
Cronbach's alpha would be if that item were deleted from the range across all the study
variables. Cronbach's alpha does present overall reliability coefficient for a set of
variables. The interpretation of Cronbach's alpha coefficients as advanced by Kotter
(2012) is provided in table 3.5. The findings for each of the study variables were as
presented in the Tables 3.6, 3.7, 3.8, 3.9 and 3.10.
Table 3.5 Cronbach’s Reliability Coefficients
Coefficient Range

Description

> .9

Excellent

> .8

Good

> .7

Acceptable

> .6

Questionable

> .5

Poor

< .5

Unacceptable

Table 3.6. Cronbach's Alpha Findings by Variable: Idealized Influence
Item-Total Statistics

i

The Judicial Officer acts in ways that makes me
proud to be associated with him/her

ii The Judicial Officer acts in ways that makes me to
have complete trust in him/her.
iii The Judicial Officer acts in ways that makes me
feel good to be around him/her.

Scale

Scale

Corrected

Cronbach's

Mean if

Variance

Item-Total

Alpha if

Item

if Item

Correlation

Item Deleted

Deleted

Deleted

110.85

646.239

.775

.977

110.45

640.366

.747

.977

110.60

634.989

.769

.977

The findings of Table 3.6 show that the indicators under the idealized influence were
reliable as evidenced by Cronbach‟s Alpha above 0.7. All the idealized influence
indicators were therefore considered reliable for the study. The column Scale Mean if
Item Deleted presents the value that Cronbach's alpha would be if anitem were deleted
from the scale. Corrected Item-Total Correlation – This is the relationship between
anitem and the summated scores of the other items in the list. These figures show how
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well anitem relates to the rest of the items. In Table 3.6, the best item appears to be
judicial staff taking pleasure from their work because the Judicial Officer acts in ways
that make them feel happy, with an item-total correlation of r = .946. In the circumstances
when the value for r, is close to zero, then it can be considered for removal from the scale
since it does not measure the same thing as the rest of the items.
Table 3.7. Cronbach's Alpha Findings by Variable: Inspiration Motivation
Item-Total Statistics
Scale Mean if Item Deleted

Scale

Scale Mean Corrected

Cronbach's

Variance if if Item

Item-Total

Alpha if Item

Item

Deleted

Correlation

Deleted

110.55

640.997

.581

.977

110.30

627.063

.814

.976

110.70

616.958

.909

.976

Deleted
i

The Judicial Officer communicates optimistically
of what task needs to be accomplished.

ii

The Judge/ Magistrate expresses confidence that
goals will be met/ achieved.

iii

The Judicial Officer helps me find meaning in
my work.

The findings in table 3.7 show that the indicators under inspiration motivation were
reliable as evidenced by 0.976 being the least Cronbach‟s Alpha value of all the items on
the table. All the inspiration motivation indicators were therefore considered reliable for
the study. Corrected Item-Total Correlation portrays the relationship between various
aspects of transformational leadership style for anitem and the summated scores of the
other elements in the list. In Table 3.7, all the items appeared good with R-values above
0.5.
The item with the lowest item-sum correlation is on whether judicial officers
communicates optimistically on what tasks needs to be accomplished (r = .581). In the
circumstances when this number (r = .581) is close to zero, then it can be considered for
removal from the scale since it does not measure the same thing as the rest of the items. A
rule-of-thumb is that these evaluates should be at least 0.70. In this case, r = .581 is closer
to the acceptable correlation coefficient (r) = .70.
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Table 3.8.Cronbach's Alpha Findings by Variable: Individualized Consideration
Item-Total Statistics
Scale Mean if Item Deleted

Scale

Scale Mean Corrected Item-

Variance

if Item

if Item

Deleted

Total Correlation Alpha if
Item

Deleted
i

The Judicial Officer helps me to develop
myself at the place of work

ii The Judicial Officer appreciates each of us
as individuals rather than a group.
iii The Judicial Officer ensures fair workload
distribution among all Judicial staff.

Cronbach's

Deleted

110.40

615.095

.946

.976

110.85

606.450

.951

.975

110.30

642.221

.613

.977

The findings in table 3.8 show that the indicators under individualized consideration were
reliable as evidenced by Cronbach‟s Alpha above 0.7. All the individualized attention
indicators were therefore considered reliable for the study. Corrected Item-Total
Correlation portrays the relationship between various aspects of transformational
leadership style for anitem and the summated scores of the other items in the list. In Table
3.8, the best item appears to be judicial staff being appreciated as individuals and not a
group, with an item-total correlation of r = .951. The item with the lowest item-total
correlation is on whether judicial officers ensures fair workload distribution among all
judicial staff (r = .613). Since r=.70 is the recommended, r = .613 is sufficiently close and
as such, fair workload distribution among all judicial staff and the rest of the items in
Table 3.8 are significant aspects of transformational leadership style.
Table 3.9.Cronbach's Alpha Findings by Variable: Intellectual Stimulation
Item-Total Statistics
Scale Mean if Item Deleted

Scale
Scale Corrected Cronbach's
Variance Mean if Item-Total Alpha if
if Item Item
Correlation Item
Deleted Deleted
Deleted

i The Judicial Officer encourages creativity in
111.05
solving work related problems.
ii The Judicial Officer suggests new ways of
110.95
completing assignments.
iii The Judicial Officer appreciates when I am
110.90
inquisitive and seek to know more.
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623.313 .676

.977

649.524 .594

.977

608.937 .769

.977

The findings of table 3.9 show that the indicators under intellectual stimulation were
reliable as evidenced by Cronbach‟s Alpha above 0.7. All the intellectual stimulation
indicators were therefore considered reliable for the study. Corrected Item-Total
Correlation portrays the relationship between various aspects of transformational
leadership style for anitem and the summated scores of the other items in the list. In table
3.9, the best item appears to be on whether judicial staff is appreciated when he/she is
inquisitive and seeks to know more, with an item-total correlation of r = .769. Since r=.70
is the recommended, r =.769 is above average score.
Table 3.10.Cronbach's Alpha Findings by Variable: Organization Structure
Item-Total Statistics
Scale Mean if Item Deleted

Scale
Scale Corrected Cronbach's
Variance Mean if Item-Total Alpha if
if Item Item
Correlation Item
Deleted Deleted
Deleted

i The reporting structure/lines between us and
the Judicial Officer enhance close interaction 110.45
between Judicial Officers and Judicial Staff
ii I can make major decisions regarding my
110.90
work.
iii The rules and regulations under which I
work are flexible enough to allow me to be 111.00
creative in my area of work.

615.418 .958

.975

609.884 .755

.977

615.789 .778

.976

The findings of table 3.10 show that the indicators under organization structure were
reliable as evidenced by Cronbach‟s Alpha above 0.7. All the organization structure
indicators were therefore considered reliable for the study. To test the relationship
between judicial staff performance and the moderating effect of the organization
structure, scores for Corrected Item-Total Correlation becomes quite handy. In Table
3.10, the best item appears to be that the reporting structure/line enhances close
interaction between the Judicial Officers and legal staff, with an item-total correlation of r
= .958. The particular with the lowest item-total correlation was r = .755, which was still
above the acceptable correlation coefficient (r)= .7.
3.7.5 Validity of the Instruments
Validity refers to the level to which evidence and theory support the interpretation of test
scores entailed using tests.According to Sekaran and Bougie (2013), based on the results
of the study, validity reflects the accuracy and meaningfulness of inferences. It is the
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extent to which, the findings represent the variables of the study. The research instrument
was validated regarding content and face validity (Greene, 2012).The instrument‟s
validity can be regarded as the extent to which the instrument reflects the abstract
construct being examined (Anastasiadou, 2011). There exist different types of validity
that can influence the validity of a study. This include but not limited to internal and
external validity, which are usually significant in the final validity determination. Internal
validity ideals with the level of certainty that observed effects in a study are the result of
the experimental condition (the cause) or treatment rather than intervening confounding
or extraneous variables. Internal validity is enhanced by heightening the control of these
other variables (Mugenda O. & Mugenda A., 2008). Close analysis of the content of the
pilot findings reveal that the data represented the variables of the study. From the
perspective of American Educational Research Association & American Psychological
Association (2010), validity of a research instrument is when the data it collected
measures the actual parameters being tested.
This study established the validity of the research instrument by considering evidences
from content-related validity and construct-related validity. Content-related validity
sought to establish the extent to which the items on the questionnaire (individual
questions) represented the aspects of transformational leadership style, which is the
content the study intended to measure. On the other hand, construct-related validity
attempted to establish the extent to which the research instrument could be interpreted as
a meaningful measure of some characteristic or quality.External validity relates to the
degree to which research results can be implemented in the real world, outside the
controlled setting of the survey. This is the issue of generalizability. Any attempt to stepup internal validity is likely to lower external validity as the research is conducted in a
fashion that is increasingly unlike the real world (Mouton, 2011). Construct validity is an
assessment of how well the theories or ideas have been translated into actual measures.
The variables in the study had been operationalized to reflect the theoretical assumptions
that underpin the conceptual framework for the study. The pilot study used face, content
and construct validity. The current research relies on instruments (MLQ) developed in
other related studies, as well as concepts generated from relevant literature. Content
validity measures the magnitude to which the device yields reasonably expected statistical
outcomes of the study (Anastasiadou, 2011). The researcher used supervisor‟s comments
on the research instrument calculate content validity index. The supervisors reviewed the

85

instruments for improvement with respect sensibility and precision. Content validity of an
instrument being the degree to which a test appears to measure a concept by logical
analysis of the items, the emphasis becomes the adequacy of coverage by the instrument
on the scope implied by the topic of study.
The supervisor‟scomments (with respect to sensibility and precision) on the individual
questions was used to calculate content validity index (CVI) using the formula:
CVI = K/N
Where

K = Total number of items in the questionnaire declared valid by both the
supervisors
N = Total number of items in the questionnaire

According to Amin (2005) an instrument is considered valid if the CVI is at least 0.7.
After scrutiny of the supervisor‟s comments with respect to the research instrument, a
total 26 out of 30 questions in the instruments were found valid.
CVI was therefore calculated as:
CVI = (26/30) x 100%: CVI = 0.86
From the results of validity test, it was concluded that the instrument was valid as
evidenced by CVI score of 0.86 which is above the recommended CVI of 0.7. In general,
the findings showed that the research instrument correctly captured the aspects of
transformational leadership style and as such, it was a reasonable measure of study items,
which appeared relevant and important to the study (i.e. face validity). The pilot study
concluded that the research instrument (questionnaire) reflected the abstract constructs of
transformational leadership styles within the Judiciary.
3.7.6 Administration of the Instrument
For effective administration of the research instrument, respondents‟ consent was
established through an introduction letter that was attached to each questionnaire. A
modified version of the MLQ questionnaire containing 24 items that measure
transformational leadership (idealized influence, inspiration motivation, intellectual
stimulation, individualized consideration) was developed. At each Court Category, the
researcher requested for the judicial staff register where staff were grouped first, by three-
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month criterion, then by gender after which the target sample respondents were picked
randomly. The questionnaires were self-administered on a drop-and-pick later basis.
Phone calls and SMS prompts were used to improve the response rate by reminding the
respondents to complete the questionnaires. Once the respondents completed the
questionnaires, they forwarded them to the administrator at each court from where the
researcher picked them. In some instances, the researcher directly followed up and
collected the filled questionnaires from respondents. The collection of data was done
within one month between June and July 2016.
3.7.7 Ethical Considerations
According to Schurink (2014), one of the paramount aspects in any research study, is on
the application of ethical standards in planning, collection of data and analysis,
dissemination and use of the results is paramount. Schurink further explains that ethical
practices serve the interest of not only the research study process alone, but also everyone
involved in the entire research project. Ethical considerations were equally important for
the purposes of this study. As such, ethical considerations in this study were based on
ethical behavior tenets which are generally accepted within the community of researchers,
that is, voluntary participation and harmlessness of those participating in the study,
anonymity and confidentiality, disclosure, analysis and reporting. Just as Battacherjee
(2012) suggests, questionnaires were not sent to targeted respondents who were contacted
and were not willing to participate in this study.
Before actual data collection was carried out, the researcher made the purpose of the
study clear through an introduction letter to the study respondents. This study adhered to
appropriate research procedures and all sources of information were acknowledged as far
as possible. Before the questionnaires were administered, consent was sought and
obtained from the respondents. The respondents were informed of their right not to take
part in the survey. Full confidentiality was assured to be maintained especially when
dealing with questionnaires, and the identity of the respondents was kept confidential.
The respondents were protected from any potential harm, especially as relates to
victimization by the judicial officer(s), or their responses to the questionnaires.
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3.8 Data Analysis Methods
This is the process that entails checking, verifying, and refining data with the ultimate
goal of finding out useful findings. For this study it included, data preparation, descriptive
and inferential statistical analyses.
3.8.1 Data Preparation
Once adequate number of questionnaires had been collected, each questionnaire was
assigned a unique identification to avoid double entry and to facilitate coding of variables.
Variables can be either continuous, meaning that they change according to small
increments, or dichotomous, in which the variable is divided into categories (Lucas &
Donnellan, 2012). All the data collected was coded and entered into an excel sheet,
organised and cleaned for any inconsistencies. The data was then processed using
Statistical Packages for Social Sciences software (SPSS 21) and analysis methods
included descriptive and inferential statistical techniques. Statistics analysis entails
organising data for description and decision-making. The strength of descriptive statistics
is its power to gather, organize and compare immense amounts of discrete categorical and
uninterrupted non-discreet (numerically unlimited) data in a more manageable form.
3.8.2 Descriptive Statistical Analysis
Descriptive statistics is the quantification of data in a way that helps patterns to emerge.
The shortcoming of descriptive statistics is that the data may not be useful in making
conclusions.

It‟s simply a way to describe our data (Loo, Salmiah &Nor, 2015).

Descriptive statistics, therefore, enables the researcher to present the data in a more
meaningful way, which allows simpler interpretation of the data (Martinelli, 2010).
Tables, graphs, and bar charts are various ways of presenting data in descriptive statistics.
To answer the research questions several statistical techniques were used. These included
descriptive statistics namely, frequency distribution, mean and standard deviation.
Descriptive statistics involved computing the mean of the statements that reflect on the
research questions. A high mean score, higher than the benchmark of 3.5 implied that
there were higher levels of agreement among the respondents concerning various research
questions. Mean score between 2.0 and 3.5 implied that there were average levels of
agreement among the respondents. Besides, means score below 2.0 revealed the existence
of below average levels of consensus among the respondents (Verzuh, 2010). A standard
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deviation was also calculated. A standard deviation of zero implied absolute consensus
among respondents. The smaller the standard deviation value, the narrower the range
between the lowest and highest scores or, more generally, that the scores cluster closely to
the average score.This implied very minimal variability of responses from judicial staff.
3.8.3 Inferential Statistical Analysis
The aim of inferential statistics is to approximate and make inferences about statistical
characteristics of populations. Inferential statistics are techniques that allow the use of
samples to generalizethe populations from which the samples were drawn (Firtle, 2013).
It is, therefore, important that the sample accurately represents the population. The
process of getting into this is called sampling. Inferential statistics arise out of the fact
that sampling naturally incurs sampling error and thus a sample is not expected to defend
the population correctly. The methods of inferential statistics are majorly the estimation
of the parameter(s) and the testing of statistical hypotheses. At a certain primary level, all
inferential statistics procedures are exact: they seek to determine if the observed (sample)
features are sufficiently deviant from the null hypothesis to justify rejecting it (Cooper &
Schindler, 2014).
3.8.3.1Factor Analysis
Factor analysis refers to the statistical tool that examines the weight or the possible effect
of un-observed variables. Factor analysisalso helps in is carried out on the variables to
determine the adequacy of the sample used (Kadane, 2011).
3.8.3.2Pearson Correlation
The study carried out Pearson correlation analysis to find out the degree to which the
study‟s linear model would describe the relationship between independent variables
(idealized influence, inspiration motivation, intellectual stimulation and individualized
consideration) and the dependent variable, performance of judicial staff. According to
Anastasiadou (2011), Pearson product-moment correlation coefficient denoted as r,
measures the strength and direction of association that exists between two continuous
variables. Drawing the line of best fit for two variables is significant and best determined
through Pearson's correlation analysis. The best way to have a clue of how near or far the
data points are from the line of best fit, the Pearson correlation coefficient (r) becomes
handy. Thatr, helps to show the appropriateness of the regression model. Pearson
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correlation coefficient r, can take any value from -1 to +1, which depicts a perfect linear
relationship, while the –ve/+ve sign only show the direction of the relationship existing
between the variables (Amin, 2010). Important to note that when R-value is 0 (zero), it‟s
an indication that a relationship between two variables is non-existent.
3.8.3.3Chi-Square Tests
Sometimes when analyzing data, there are possibilities that an observation was due to
chance, which is not healthy when conducting scientific studies. Thus, however
impressive the findings may be, its vital to find out that an observation was not because of
happenstance, and that‟s when Chi-square test are objectively applied. Moreover,
statistically speaking, goodness of fit statistic is what is commonly referred to as Chisquare (Kothari, 2008). Why it is referred as such is because it accurately computes what
would be observed of data distribution if the variables were independent. In addition, Chisquare test was conducted to test the strength of association existing between each
independent variable and dependent variable, performance of judicial staff, as well as the
moderating variable.
3.8.3.4Analysis of Variance (ANOVA)
ANOVA is astatistical procedure that was used to test the degree to which variations and
differences occur between independent and dependent variables of the study. The study
considered that there was significant finding(s) if there was a great deal of variance (or
difference) between the variables. More specifically, the study used ANOVA to test the
dispersion of samples to make inferences on the means of measurement parameters of
independent variables and the dependent variable. To do this, statistical values, that is, Fstatistics, R2 and significance was used (Eriksson & Kovalainen, 2011).
3.8.3.5Regression Analysis and Hypothesis Testing
Regression analysis is a quantitative research method used in circumstances, which
entails modeling and analyzing several variables. Saunders et al (2016) explains that
stepwise regression is a kind of multiple regression, since its applied in testing the
relationship that exist between a dependent variable y, and several independent variable
x1, x2…xn. This study had several variables, and as such, it was appropriate to apply
multiple linear regression analysis.
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3.8.3.5.1. Assumptions for Regression Analysis
In order to perform multiple linear regression, a few assumptions had to be made first.
First, the study had to establish that the relationship between the variables (i.e.
independent and dependent) was linear, data distribution was normal and that the variance
for error terms was similar across all the independent variables i.e. homoscedastic. There
are assumptions that justify the use of linear regression models for purposes of inference
or prediction (Meeker & Escobar, 2014). If any of these assumptions is violated (i.e., if
there are nonlinear relationships between dependent and independent variables or the
errors exhibit correlation, heteroscedasticity, or non-normality), then the forecasts,
confidence intervals, and scientific insights yielded by any regression model may be (at
best) inefficient or (at worst) seriously biased or misleading. Thus, the findings would
gives a false ground to accept or reject the hypotheses of the study (Harwell, 2011).
3.8.3.5.1.1. Test for Normality
Saunders et al., (2016) explain that normal data is an important underlying assumption in
parametric statistical analysis. As such, an evaluation of the normality of data is essential
for many statistical tests in a research study. For the purposes of this study, data
symmetry was measured through skewness and kurtosis. Kothari (2008) point out that a
skewed distribution of a data set is when the mean, mode and median are not the same.
Kurtosis, is when the distribution curve is flat or peaked. The study used symmetry to
measure skewness. Cooper and Schindler (2014) emphasize that lack of symmetry is seen
when the score is equal to or greater than +/-1. The study data did yield acceptable
kurtosis scores. The data was checked for normality. In statistics, normality tests are used
to evaluate if a data set is well-modeled by a normal distribution and to work out how
likely it is for a random variable underlying the data set to be normally distributed
(Verzuh, 2010).

Normality test compares the scores in the sample to a normally

distributed group of scores with the same average and standard deviation; the null
hypothesis is that sample distribution is normal (Martinelli, 2010).
3.8.3.5.1.2. Test for Linearity
The rationale for testing for linearity assumptions in regression is because multiple linear
regression is sensitive to outlier effects. Thus, in order to test the linear relationship
between the independent and dependent variables, variance inflation factors (VIF) were
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used. That is, as long as the VIF values was below 10, then the relationship was linear
(Green, 2012).
3.8.3.5.1.3. Test for Homoscedasticity
The rationale for testing for homoscedasticity is to ensure that the final results are not
influenced by modeling errors. It helps in ensuring that modeling errors are uncorrelated
and uniform (Femi, 2014). Simply put, homoscedasticity occurs when the error terms are
the same for all the independent variables (Hair et al., 2007). They explain that
homoscedasticity occurs when the variance in scores on one variable is somewhat like all
the values of the other variables. Breusch Pagan test for homoscedasticity (homogeneity
of covariance) was conducted. The guidance for rejecting the null hypothesis was based
on p<.05, implying that data was homoscedastic in distribution.
3.8.3.5.2. Regression Analysis and Hypothesis Testing
Multiple linear regression requires at least three independent variables, and in this study,
the independent variables were four, besides a moderating variable. The study applied
stepwise regression method. Stepwise regression method entails automating the procedure
for choosing predictor variables(Saunders et al., 2016). In each step, a variable is
considered for addition to or subtraction from the set of explanatory variables based on
some pre-specified criterion.
In stepwise regression, Saunders et al., continue to explain that it is a systematic
procedure where the most significant variable(s) and least significant variable(s) are
added or removed respectively. Stepwise regression was performed in sequential stages
namely, regression model summary, ANOVA, and regression coefficients. Regression
model summary was used to provide information about the regression line's ability to
account for the total variation in the dependent variable (Y). ANOVA was used to test the
differences in means. Regression coefficient was used to examine the rate of change in
the dependent variable (Y), as a function of changes in the independent variables (X:x1,
x2…xn) (Hair et al., 2006).
ANOVA was done by examining the change in R squared and F-ratio values, and
evaluating the significance given the critical p-value of 0.05. An important stage in
stepwise regression is the coefficient stage. In this study, coefficient stage was to show
the regression variate of the model. Besides, Beta-values, that is standardised coefficients,
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were used to examine the relationship between independent and dependent variables. The
level of influence i.e. level of prediction by independent variables, was determined by
considering the size of the Beta-values.
The multivariate/multiple regression for the study was in the following form:
Y = β0+ β 1X1+ β 2X2+ β 3X3+ β 4X4 + β 5Z + β 6Z*X + µ
Where:
Y = Performance of Judicial Staff
X1 = Idealized Influence
X2 = Inspirational Motivation
X3 = Intellectual Stimulation
X4 = Individualized Consideration
Z= Organization Structure
X= mean of X1, X2, X3, X4
In this study model, β0 = the constant term while the coefficient βi= 1….5 was used to
measure the sensitivity of the dependent variable (Y) to a unit change in the predictor
variablesX1, X2, X3 and X4, X5, µ-is the error term which captures the unexplained
variations in the model.In examining hypothesis, the goal is usually to reject the null
hypothesis. The null hypothesis is the condition at null: no difference between means or
no relationship between variables (Bem, 2011). Data is collected that allow for decision if
we can reject the null hypothesis, and do so with some confidence that a mistake is not
being made. The null hypothesis is a statement of the null condition in the population, not
the sample.
The logic of statistical analysis is largely a reflection of the empiricism and skepticism
that are essential to the scientific method. When conducting a statistical test to help in the
interpretation of a set of experimental findings, researchers start by assuming that the null
hypothesis is correct (Johnson & Christensen, 2010). That is, they start by if their
predictions are incorrect (Firtle, 2013).
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The F-statistic was used to examine the differences in means for the population. The Fstatistic was interpreted based on the significance levels probability (its associated pvalue). The p-value in this respect is used to determine the level of significance of the
coefficient. The framework for accepting and, or rejecting the null hypothesis was as
shown in table 3.11.
Table 3.11: Hypothesis Testing
Variable
Idealized
Influence

Inspirational
Motivation

Intellectual
Stimulation

Hypothesis
H01: There is no significant influence
of idealized influence on the
performance of judicial staff
H02: There is no significant influence
of inspirational motivation on the
performance of judicial staff
H03: There is no significant influence
of intellectual stimulation on the
performance of judicial staff

Test
Multiple linear regression:
Y = β0+ β 1X1+ β 2X2+ β 3X3+ β 4X4 + β 5X5
+ β 6 Z *X + µ

Accept if, p<0.05or otherwise
reject
Multiple linear regression:
Y = β0+ β 1X1+ β 2X2+ β 3X3+ β 4X4 + β 5X5
+ β 6 Z *X + µ

Accept if, p<0.05or otherwise
reject
Multiple linear regression:
Y = β0+ β 1X1+ β 2X2+ β 3X3+ β 4X4 + β 5X5
+ β 6 Z *X + µ

Accept if, p<0.05or otherwise
reject
Individualized H04:Thereis no significant influence of Multiple linear regression:
Y = β0+ β 1X1+ β 2X2+ β 3X3+ β 4X4 + β 5X5
Consideration individualized consideration on the
+ β 6 Z *X + µ
performance of judicial staff
Accept if, p<0.05or otherwise
reject
Organizational H05: There is no significant
Multiple linear regression:
Y = β0+ β 1X1+ β 2X2+ β 3X3+ β 4X4 + β 5X5
Structure
moderating influence of organization
+ β 6 Z *X + µ
structure on the influence of
Accept if, p<0.05or otherwise
transformational leadership style of
reject
judicial officers on the performance of
judicial staff in Kenya

3.9 Chapter Summary
This chapter has presented the research philosophy and the research design used in this
study. The chapter described the sampling method as stratified random sampling. It
described sampling procedures, administration of research instruments, and data analysis.
Chapter four describes results and findings.
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CHAPTER FOUR
4.0 RESULTS AND FINDINGS
4.1 Introduction
This chapter presentsthe results on demographic information, the statistical results on the
influence of transformational leadership style on the performance of judicial staff.In
addition, it presents the statistical results on the moderating influence of organization
structure on the performance of judicial staff. Data was analyzed at two levels using both
descriptive and inferential analysis techniques. The results have been presented according
to the research questions.

A total of 385 questionnaires were administered to the judicial staff in Nairobi. At the
close of the data collection exercise, 312 judicial staffs had filled their questionnaires,
representing response rate of 81%.

4.2 Demographic Information
The demographics regarding respondent‟s gender, education, age and duration at the
Judiciary wasanalyzed descriptively and presented in figures and tables.

4.2.1 Gender
As presented in figure 4.1, the study established that 52.90% of the respondent were male
and 47.1% were female.

Figure 4.1: Gender
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4.2.2 Education
In terms of respondent education, the study established that nearly 44% had attained
diploma or certificate level of education and about 35% had a degree. About 17% had a
secondary level of education, and those who had a masters degree were approximately
5%. The results are presented in figure 4.2.

Figure 4.2: Respondent Education Level

4.2.3 Age
The findings on age levels clearly showthat nearly 34% of the respondents were between
21 and 30 years, about 38% were of ages 31-40 years. Besides, 16% were in between the
age of 41 and 50 years, while about 11% were over 50 years(Figure 4.3).

Figure 4.3: Respondent Age
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4.2.4 Duration in the Current Position
The study found that about 80% had worked at their current positions at the judiciary for
more than three years, while nearly 6% had worked between 1 to 3 years. The results
were presented in figure 4.4.

Figure 4.4: Duration in the Current Position

4.3. Influence of Idealized Influence on Judicial Staff Performance
The study sought to investigate the extent to which idealized influence of judicial officers
influences the performance of judicial staff in Kenya. The key question was: how does
idealized influence of judicial officers influence the performance of judicial staff in
Kenya? The research question was evaluated by considering the results for measures of
central tendencies, correlation and regression analysis, Chi-square tests and analysis of
variance.

4.3.1 Frequency Distribution of the Influence of Idealized Influence on Judicial Staff
Performance
The study analysed and presented the descriptive statistics on the influence of idealized
influence on judicial staff performance in table 4.1.The respondents were asked to give
their opinion(in a scale of 0-4) with regard to the idealized influence of judicial officers.
Besides, they were asked to rate (in a scale of 0-4) the leadership influence of judicial
officers on their performance. The table is presented in two parts, A and B. Part A,
presents the perception of judicial staff with regard to the idealized influence of the
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judicial officers, while part B presents the Likert scale rating (by judicial staff) of the
leadership influence of judicial officers on the performance of judicial staff.
Table 4.1: Frequency Distribution of the Influence of Idealized Influence on Judicial
Staff Performance

Often

Always

4

Sometimes

3

Rarely

2

Frequency

12

25

71

109

95

Percentage

3.80%

8.00%

INDEPENDENT VARIABLE

IDEALIZED INFLUENCE
The judicial officer‟s commitment
to his/her work makes me proud to
be associated with him/her

1

Not at all

0

22.80 34.90 30.40
%
%
%
The judicial officer acts in ways
Frequency 12
24
71
103
102
that makes me have complete trust
Percentage 3.80% 7.70% 22.80 22.30 32.70
in him/her.
%
%
%
The judicial officer acts in ways
Frequency 19
26
65
88
114
that makes me feel good to be
Percentage 6.10% 8.30% 20.80 28.20 36.50
around him/her.
%
%
%
INFLUENCE OF IDEALIZED INFLUENCE ON PERFORMANCE OF JUDICIAL STAFF
I perform my duties effectively
Frequency 28
17
47
87
133
because I am happy to be associated Percentage 9.00% 5.40% 15.10 27.90 42.60
with the judicial officer‟s
%
%
%
commitment to his/her work.
I put extra effort at work because I
Frequency 15
23
45
86
143
have complete faith in the judicial
Percentage 4.80% 7.40% 14.40 27.60 45.80
officer.
%
%
%
I am satisfied with my work
Frequency 24
10
75
71
132
because the judicial officer acts in
Percentage 7.70% 3.20% 24.00 22.80 42.30
ways that make me feel happy
%
%
%

As shown in table 4.1, the study found that about 37%of the respondents always felt that
the judicial officer acted in ways that made them feel good. Athird (33%) of the
respondents always felt that the judicial officer acted in ways that made them have
complete trust in them. Approximately 30% of the respondents reported that most of the
time, judicial officer‟s commitment to their work made them proud to be associated with
them.
On the influence of idealized influence on the performance of judicial staff, the study
established that nearly 46%always felt they put extra effort at work because they had
complete faith in the judicial officer. Approximately 43% of the respondents always felt
they performed their duties effectively because they were happy to be associated with the
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judicial officer‟s commitment to their work. Nearly 42%of the respondents always felt
satisfied with their work because the judicial officer acted in ways that made them feel
happy.

4.3.2 Mean and Standard Deviation for Idealized Influence
The findings in table 4.2 reveal very low variability on judicial staff‟s opinion concerning
how idealized influence of judicial officers influences their performance. Compared with
other measurement parameters, only judicial officer acting in ways that makes the staff to
have complete trust in them had a slightly higher variation (M=3.43, SD=0.565).
Table 4.2: Mean and Standard Deviation for Idealized Influence
Idealized Influence
The judicial officer‟s commitment to his/her work makes me
proud to be associated with him/her
The judicial officer acts in ways that makes me have complete
trust in him/her.
The judicial officer acts in ways that makes me feel good to be
around him/her.

Mean
(M)

SD

N

2.91

0.259

312

3.43

0.565

311

2.76

0.496

312

Influence of idealized influence on performance of judicial staff
I perform my duties effectively because I am happy to be
2.95
associated with the judicial officer‟s commitment to his/her
work.
I put extra effort at work because I have complete faith in the
2.81
judicial officer.
I am satisfied with my work because the judicial officer acts in
2.97
ways that make me feel happy

0.468

312

0.376

312

0.436

311

4.3.3 Factor Analysis Results on Idealized Influence
Factor analysis was done on the variables to determine the adequacy of the sample used.
Factor analysis refers to the statistical tool that examines the weight or the possible effect
of un-observed variables.

4.3.3.1 KMO and Bartlett's Test for Idealized Influence
The recommended value for KMO should be close to 0.5 or more (Kaiser, 1974).
Looking at the table 4.3, the KMO measure is 0.726 which lies in the acceptable range.
The analysis also indicates the strength of the relationship that exist between the variable
and can be used to test the null hypothesis using the Bartlett‟s test of sphericity.
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Table 4.3: KMO and Bartlett's Test for Idealized Influence
KMO and Bartlett's Test for Idealized Influence
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Bartlett's Test of Sphericity

.726

Approx. Chi-Square

386.931

df

3

Sig.

.000*

*p<.05

4.3.3.2 Total variance explained for Idealized Influence
Total Variance Explained in table 4.4 indicates the number of significant factors that were
explained in idealized influence. The extracted sums of squared loading are used in this
analysis to determine the factors that count the most. From the table below, it is
noticeable that only one factor, the first component which is “The judicial officer acts in
ways that make me proud to be associated with him” accounted for three-quarters (76%)
variance of the of idealized influence. The other factors remain insignificant to the
variance.
Table 4.4: Total Variance Explained for Idealized Influence
Compone

Initial Eigenvalues

nt

Total

%

Extraction Sums of Squared Loadings
of Cumulative

Variance

%

1

2.290

76.317

76.317

2

.391

13.022

89.339

3

.320

10.661

100.000

Total

%

of Cumulative %

Variance
2.290

76.317

76.317

Extraction Method: Principal Component Analysis.

4.3.3.3 Scree Plot Idealized Influence
The Scree Plot, figure 4.5 shows Eigenvalues and the variable components and is used to
determine the factors that are retained during analysis. Consideration is placed at the point
where the graph begins to flatten and in this case the curve flattens between component 2
and 3, implying that only factor 1 was retained given that it was greater than one.
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Figure 4.5: Idealized Influence Scree Plot

4.3.3.4 Component Matrix for Idealized Influence
The component matrix shows the contribution of the factors to the variable in question.
The component matrix for idealized influence table 4.5 shows the loading of the three
factors that contributed to idealized influence of judicial officers. The results indicate that
all the three factors were extracted to contribute to the variability of the influence of
idealized influence on performance of judicial staff. This implies that, the way a judicial
officer acts is very important to the judicial staff as it has direct influence to the
performance of the staff as it encourages trust, ease of work and good association.
Table 4.5: Component Matrixa for Idealized Influence
Test Parameter
The judicial officer acts in ways that make me proud to be associated
with him
The judicial officer acts in a way that makes me have trust in him
The judicial officer acts in a way that makes me feel good to be around
him/her
Extraction Method: Principal Component Analysis.
a. 1 components extracted.
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Component
1
.860
.872
.888

4.3.4 Correlation between Idealized Influence on Judicial Staff Performance
Correlation is quantitative estimation of how two variables oscillate between each other.
When two variables increase or decrease in parallel, then the correlation is said to be
positive. However, in the instance where a variable decreases as the other increases, then
the correlation is said to be negative. Correlation analysis was done to measure the
strength of the linear association between the dependent and independent variables, as
shown in table 4.6. The Pearson correlation coefficient, r, values range from +1 to -1, that
is coefficient r can show a either a negative or positive relationship.

The results of correlation analysis between idealized influence and staff performance
indicated that these variables are positively correlated (table 4.6). The results for Pearson
Correlation test showed that there was a positive correlation between judicial officer‟s
commitment to their work and staff performance, r (312) = .634, p< .05. There was a
positive correlation between judicial officer‟s trustworthiness and staff performance, r
(312) = .548, p< .05. Finally, the results for Pearson Correlation test showed that there
was a positive correlation between judicial officer‟s charisma and judicial staff
performance, r (312) = .682, p< .05.
Table 4.6. Correlation Analysis between Idealized Influence and Staff Performance
Test Parameter
The judicial officer‟s commitment to
his/her work makes me proud to be
associated with him/her
The judicial officer acts in ways that
makes me have complete trust in
him/her.
The judicial officer acts in ways that
makes me feel good to be around
him/her.

Performance of judicial staff
Pearson
Correlation
Sig. (2-tailed)
N
Pearson
Correlation
Sig. (2-tailed)
N
Pearson
Correlation
Sig. (2-tailed)
N

0.634
0.000*
312
0.548
0.000*
312
0.682
0.000*
312

*Correlation is significant at the p<.05 level (2-tailed)
4.3.5 Chi-Square Test on Idealized Influence and Judicial Staff Performance
Chi-square test is a statistical method for assessing the goodness of fit between a set of
observed values and those expected theoretically. Chi-square test was used to verify the
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strength of association between idealized influence and performance of judicial staff. The
results for chi-square test (table 4.7) showed that there was a strong connection between
judicial officer‟s commitment and performance of judicial staff, 2(16, N=312) =
225.309, p<.05. There was a strong association between judicial officer‟s trustworthiness
and performance of judicial staff, 2(16, N=312) = 176.777, p<.05. Finally, the results for
chi-square test showed that there was a strong association between judicial officer‟s
charisma and performance of judicial staff, 2(16, N=312) = 268.785, p<.05. These
results were presented in Table 4.7.

Table 4.7 Chi-square Test between Idealized Influence and Judicial Staff
Performance
Test Parameter

Performance of
Judicial Staff

The judicial officer‟s commitment to

Pearson Chi-Square

225.309

his/her work makes me proud to be

Sig. (2-tailed)

0.003*

associated with him/her

Df

The judicial officer acts in ways that makes

Pearson Chi-Square

176.777

me have complete trust in him/her.

Sig. (2-tailed)

0.000*

Df

16

16

The judicial officer acts in ways that makes

Pearson Chi-Square

268.785

me feel good to be around him/her.

Sig. (2-tailed)

0.005*

Df

312

*p<.05 level (2-tailed)

4.3.6 One-Way ANOVA on Idealized Influence
One-way analysis of variance is a technique used to compare the difference between
means of groups.The study conducted one-way ANOVA to test the difference in means
for two groups, judicial staff at the High Court, and at the magistrates Courts. Table 4.8
shows one-way ANOVA in two parts. Part A, shows the difference in means of judicial
staff‟s perception in regard to judicial officers exhibiting idealized influence. Part B,
shows the difference in means based on the rating with respect to the leadership influence
of judicial officers on the performance of judicial staff.
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Table 4.8. One way Analysis of Variance for Idealized Influence
Test Parameter

Sum of
Squares

Between
Groups
Judicial Officers (JudgesHigh Court)
Within Groups
Total
Between
Judicial Officers (Magistrates
Groups
-Magistrate Courts)
Within Groups

df

Mean
Square

97.038

1

27.23

22.073
119.111

53
54

3.054

71.509

3

39.34

34.139 253

9.138

F

Sig.

8.916 .000*

4.305 .000*

Total

256
105.648
INFLUENCE OF IDEALIZED INFLUENCE ON PERFORMANCE OF
JUDICIAL STAFF
Judicial Officers (JudgesBetween
209.378
1 44.356 6.179
High Court)
Groups
Within Groups
32.957 53
7.178
Total
242.335 54
Between
110.179
3 56.237 7.002
Judicial Officers (Magistrates Groups
-Magistrate Courts)
Within Groups
29.355 253
8.031
Total
139.134 256

.000*

.000*

*p< .05
The one-way ANOVA results as indicated in table 4.8, shows the difference in means on
judicial staff‟s perception on whether judicial staff exhibit idealized influence F(1,
53)=8.916, p<.05 and F(3, 253)=4.305, p<.05 for High Court and Magistrates Courts
respectively.

Table 4.8 furthers shows

the difference in means on the rating of

leadership influence of judicial officers on the performance of judicial staff F(1,
53)=6.179, p<.05 and F(3, 253)=7.002, p<.05 for High Court and Magistrates Courts
respectively. These results demonstrated that there was a significant difference in means
of the two groups (judicial staff at the High Court and Magistrates Court) regarding the
influence of idealized influence of judicial officers on the performance of judicial staff.

4.3.7 Regression Analysis and Hypothesis Testing for Idealized Influence
Regression analysis is a statistical method that is applied to establish the existing
relationship between or among variables of study. Hypothesis testing is the process of
comparing a research hypothesis with the null hypothesis. The null hypothesis is only
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rejected if its probability falls below a predetermined significance level, in which case the
hypothesis being tested is said to have that level of significance.
4.3.7.1 Assumptions for Regression Analysis
Multiple linear regression analysis is quite sensitive, and as such it is vital to evaluate if
there exist any outliers. It is because of this, that fundamental assumptions must be made,
and examined before proceeding with regression analysis of variables.

4.3.7.1.1 Testing for Linearity
To establish that the relationship between idealized influence and performance of judicial
staff was linear, linearity test was done and the results indicated in table 4.9.
Table 4.9. Linearity Test Results for Idealized Influence
Model

T

Sig.

Tolerance

VIF

(Constant)
7.701
.000
Idealized Influence
20.294
.000
1.000
1.000
(Constant)
6.526
.003
2
Idealized Influence
.002
1.000
1.000
The results showed that all the variance inflation factors (VIF) were below 10. This
1

clearly indicated that the relationship between idealized influence and performance of
judicial staff was linear.

4.3.7.1.2 Testing for Autocorrelation
First, autocorrelation through Durbin-Watson test was done to find out if there was a
possibility that the error terms were correlated to each other. This was done to ensure that
possible biases that arise from respondents‟ apathy in answering the questions did not
affect the results. Respondents‟ apathy could occur due to strained relationships at the
workplace as well as instances of un-conducive organizational culture. The value of the
Durbin-Watson test ranges from 0 to 4, where values close to 0 indicate a strong positive
autocorrelation while those close to 4 indicate a strong negative autocorrelation. DurbinWatson tests that are close to 2 indicate no first-order autocorrelation. In this study, the
Durbin-Watson statistic was 1.751, which was close to 2 implied that there was no first
order autocorrelation in the residuals. The findings in table 4.10, confirmed that there was
no autocorrelation in the data.
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Table 4.10. Autocorrelation Test for Idealized Influence
Model R

R Square Adjusted R Square

1
.755a
.571
.569
a. Predictors: (Constant), Idealized Influence
b. Dependent Variable: Performance of judicial staff

Std. Error of the Estimate DurbinWatson
.64238
2.001

4.3.7.1.3 Testing for Homoscedasticity
Breusch Pagan test for homoscedasticity was conducted to find out if the error terms were
the same across all values for measurement parameters of idealized influence. The results
in table 4.11 showed that the data was homoscedastic (i.e., no heteroscedasticity) since
the test regression results for idealized influence was F(4,308)= 0.617, p=.006.

Table 4.11. Homoscedasticity Test Results for Idealized Influence
Model

1

df

Mean Square

F

Sig.

Regression

Sum of
Squares
1.1067

4

.356

.617

.006*

Residual

10.4891

1

.613

Total

11.5958

5

a. Dependent Variable: performance of judicial staff
4.3.7.1.4 Testing for Normality
To check the normality of the data set for idealized influence and the performance of
judicial staff, descriptive values such as skewness and kurtosis were generated. The
scores revealed the presence of both positive and negative skewness, even though there
was no case of excessive skewness in the data since the values were within the range of -2
to +2. The values for kurtosis were within the range of -7 to +7, and therefore did not
portray excessive kurtosis.
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Table 4.12. Normality Test Results for Idealized Influence
Skewness
Statistic Std.
Error

Kurtosis
Statistic Std.
Error

Test Parameter
The Judicial Officer‟s commitment to his/her work
-.756
.175
-.975
.347
makes me proud to be associated with him/her
The Judicial Officer acts in ways that makes me have
.002
.175
-1.278 .347
complete trust in him/her.
The Judicial Officer acts in ways that makes me feel
-.286
.175
-1.294 .347
good to be around him/her.
INFLUENCE OF IDEALIZED INFLUENCE ON PERFORMANCE OF JUDICIAL
STAFF
I perform my duties effectively because I am happy to
be associated with the Judicial Officer‟s commitment -.312
.175
-1.218 .347
to his/her work.
I put extra effort at work because I have complete
-.343
.175
-1.265 .347
faith in the Judicial Officer.
I am satisfied with my work because the Judicial
-.280
.175
-1.306 .347
Officer acts in ways that make me feel happy
4.3.7.2 Regression Analysis and Hypothesis Testing for Idealized Influence

Regression analysis was carried out to explore the level of influence of idealized
influence (independent variable) on the performance of judicial staff (dependent
variable). In this study, multiple linear regression was run to predict the performance of
judicial staff from the idealized influence of judicial officers. In addition, multiple linear
regression was run to test whether the overall regression model is a good fit for the data,
through F-ratio result. The outputs for this analysis included regression model summary,
ANOVA and regression coefficients.

4.3.7.2.1 Regression Model Summary
The results for the model summary was presented in table 4.13. The table shows R, R2,
adjusted R2, and the standard error of estimate. R represents multiple correlation
coefficients, R2 represents coefficient of determination and adjusted R2 indicates the
statistic value adjusted with respect to the number of independent variables in the model.
Thus, it reveals the fitness of the regression model.
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Table 4.13(a): Model Summary
Model

R

R Square

1
2

.952
.927

.897
.859

Adjusted R
Square
.886
.857

Std. Error of the Durbin-Watson
Estimate
.19344
.37367
1.927

Form the table 4.13(a), R=.927 shows a positive correlation, coefficient of determination
R2=.859, while adjusted R2=.857 shows that the regression model fits the data. This
means that idealized influence contributes about 86% variance in the overall performance
of judicial staff when other factors are held constant.
4.3.7.2.2 ANOVA
Regression ANOVA is a statistical measure that helps in understanding the level, or the
extent of variability with regards to a regression model. Besides, its findings are used in
setting a base for testing significance. The study conducted regression ANOVA to test
whether the overall regression model was a good fit for the data, and to find out the level
of variation resulting from the independent variable X1 (idealized influence) in the
regression model. The R2=.859 (table 4.13a) and F-test results in ANOVA (table 4.13b),
indicate that idealized influence explained 86% of the variance (R2=.859,F(1,310) =
411.847, p<.05) in the regression model.
Table 4.13(b): Regression ANOVA
ANOVAa
Model
Sum of Squares
df
Mean Square
Regression 169.949
1
169.949
1
Residual
127.922
310
.413
Total
297.871
311
a. Dependent Variable: Performance of judicial staff
b. Predictors: (Constant), Idealized Influence
*p<.05

F
411.847

Sig.
.006*b

4.3.7.2.3 Regression Coefficients
Regression coefficient is the slope of the linear relationship between the dependent
variable and the part of a predictor variable that is independent of all other predictor
variables. For the regression coefficients (table 4.13c), the study found idealized influence
coefficient value of β =.695, t(311)=20.29, p<.05 which was less than critical p-value of
0.05, hence the study rejected the null hypothesis. This means that there was a significant
and positive relationship between idealized influence of judicial officers and performance
of judicial staff. In other words, any improvement in the idealized influence of judicial

108

officer‟s increases performance of judicial staff by factor 0.695 and 0.723 if the
moderating influence of organization structure is factored in.
Table 4.13(c): Regression Coefficients
Model

Unstandardized
Coefficients
B
Std. Error
1.076
.140

Standardised
Coefficients
Beta

t

Sig. Collinearity
Statistics
Tolerance VIF
7.701 .000*

(Constant)
1Idealized
.695
.034
.755
20.294 .000* 1.000
1.000
Influence
(Constant)
.894
.137
6.526 .003*
2Idealized
.723
.039
.762
.002* 1.000
1.000
Influence
a. Dependent Variable: Performance of judicial staff; Model 1-with moderator, Model 2with moderator. *p<.05
4.4 Influence of Inspiration Motivation on Performance of Judicial Staff
Inspiration motivation was one of the independent variables of the study. The key
question was: how does inspirational motivation of judicial personnel influence the
performance of judicial staff in Kenya? The research question was evaluated by
considering the results for measures of central tendencies, correlation and regression
analysis, Chi-square tests and analysis of variance. The following findings show how data
for inspiration motivation was statistically analysed.

4.4.1 Frequency Distribution of Inspiration Motivation on Performance of Judicial
Staff
The study analyzed and presented the descriptive statistics on the influence of inspiration
motivation on the performance of judicial staff. The respondents were asked to give their
opinion (in a scale of 0-4) with regard to the inspiration motivation of judicial officers.
Besides, they were asked to rate (in a scale of 0-4) the leadership influence of judicial
officers on their performance.The table is presented in two parts, A and B. Part A,
presents the perception of judicial staff with regard to the idealized influence of the
judicial officers, while part B presents the Likert scale rating (by judicial staff) of the
leadership influence of judicial officers on the performance of judicial staff. Thefindings
were presented in table 4.14.
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Table 4.14: Frequency Distribution Inspiration Motivation
2

INSPIRATION MOTIVATION
The judicial officer communicates
optimistically of what task needs
to be accomplished.
The judicial officer expresses
confidence that goals will be
met/achieved.
The judicial officer helps me find
meaning in my work.

Frequency

6

Sometimes

Rarely

Not at all

INDEPENDENT VARIABLE

21

3

55

4

Always

1

Often

0

110

120

Percentage 1.90% 6.70%

17.60% 35.30% 38.50%

Frequency

39

8

17

Percentage 2.60% 5.40%

104

144

12.50% 33.30% 46.20%

Frequency 26
41
41
96
108
Percentage 8.30% 13.10% 13.10% 30.80% 34.6%

INFLUENCE OF INSPIRATION MOTIVATION ON PERFORMANCE OF JUDICIAL
STAFF
I perform my duties effectively
Frequency 31
24
51
80
126
because the judicial officer
informs us about the tasks
Percentage 9.90% 7.70% 16.30% 25.60% 40.40%
requiring completion in an
encouraging manner.
I put extra effort in my work
Frequency 15
22
57
100
118
because the judicial officer is
optimistic that tasks and goals
Percentage 4.80% 7.10% 18.30% 32.10% 37.80%
will be achieved.
I take pleasure from my work
Frequency 29
19
62
100
102
because the judicial officer helps
Percentage 9.30% 6.10% 19.90% 32.10% 32.70%
me to find meaning in it.

As shown in table 4.14, about 46% of the respondents always felt that judicial officers
expressed confidence that goals would be achieved; approximately 39% always felt that
judicial officers communicated optimistically of what task needed to be accomplished,
while about 35% always felt judicial officers helped them find meaning in their work.
On whether inspiration motivation influenced the performance of judicial staff; roughly
40% always felt that they perform their duties effectively because the judicial officer
informs them about the tasks requiring completion in an encouraging manner; just about
38% always felt that they put extra effort in their work because the judicial officer was
optimistic that tasks and goals would be achieved, while roughly 33% always felt that
they take pleasure from their work because the judicial officer helped them to find
meaning in it.
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4.4.2 Mean and Standard Deviation for Inspiration Motivation
The results showed that there was minimal variation on judicial staff‟s view regarding
how inspiration motivation of judicial officers influence their performance. From the
table 4.15, what could be considered as largest variation compared to the rest of
measurement parameters was on whether judicial officers communicated optimistically of
what task needed to be accomplished (M=2.85, SD=0.373).

Table 4.15 Mean and Standard Deviation for Inspiration Motivation
Inspiration Motivation

Mean

Standard

(M)

Deviation

N

(SD)
The judicial officer communicates optimistically of what
2.85

0.373

be met/achieved.

1.54

0.230

The judicial officer helps me find meaning in my work.

2.14

0.351

task needs to be accomplished.
The judicial officer expresses confidence that goals will

312

310

312

Influence of inspiration motivation on performance of judicial staff
I perform my duties effectively because the judicial
officer informs us about the tasks requiring completion in

311
1.95

0.280

is optimistic that tasks and goals will be achieved.

2.03

0.199

I take pleasure from my work because the judicial officer
helps me to find meaning in it.

2.43

0.201

an encouraging manner.
I put extra effort in my work because the judicial officer

312

312

4.4.3 Factor Analysis for Inspiration Motivation
Factor analysis refers to the statistical tool that examines the weight or the possible effect
of un-observed variables. Factor analysis was done on the variable to determine the
adequacy of the sample used.
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4.4.3.1 KMO and Bartlett's Test for Inspiration Motivation
The study sought to find out the extent to which inspirational motivation of judicial
officers influenced the performance of judicial staff in Kenya. This is the case where
leaders inspire their staff to motivate them to boost their confidence and thus attain their
goals. The factors that contributed to the variable inspiration motivation were analysed
and results recorded in table 4.16. The sampling adequacy of the factors was analysed
using Kaiser-MeyerOlkin Measure (KMO). The 0.721 measure indicated that the sample
used was adequate and that the factors measured were reliable and adequate for analysis.
The Bartlett‟s Test of Sphericity was used to indicate the type of relationship that exist
between inspiration motivation and performance of judicial staff and having a p<.05, it
showed a good relationship among the variables.

Table 4.16: KMO and Bartlett's Test for Inspiration Motivation
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Bartlett's Test of Sphericity

.721

Approx. Chi-Square

372.323

Df

3

Sig.

.000*

*p<.05

4.4.3.2 Communalities for Inspiration Motivation
Communalities table 4.17 shows the extent of the individual factors‟ contribution to the
variance in inspiration motivation. The communality value of the factors and the variable
should be more than 0.5 to be considered for analysis. In this case, about 79% of the
variance of each of the three factors were accounted for in inspiration motivation.
Meaning that 79% variance of judicial officer‟s optimistic communication accounted for
inspiration motivation. Similarly, 75% variance in judicial officer expressing confidence
that goals will be achieved, and about 73% variance in judicial officer helping judicial
staff find meaning in their work.
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Table 4.17: Communalities for Inspiration Motivation
Measurement Parameter

Initial Extraction

The judicial officer communicates optimistically of what task needs

1.000 .788

to be accomplished
The judicial officer express confidence that goals will be met

1.000 .752

The judicial officer help me find meaning in my work

1.000 .727

Extraction Method: Principal Component Analysis.

4.4.3.3 Total Variance Explained for Inspiration Motivation
The total variance explained in table 4.20 indicated the most significant factor that is
explained in the variable. Looking at the extraction sums of squared loadings, the first
component is shown to contribute 76% variance of inspiration motivation. This affirms
the results from the communalities table 4.18, which showed a larger proportion of the
first component variance contributes to the variance of observed for inspiration
motivation. This implies that a judicial officer communicating optimistically the tasks that
need to be accomplished explains 75% of inspiration motivation variance.

Table 4.18: Total Variance Explained for Inspiration Motivation
Component Initial Eigenvalues

Extraction

Sums

of

Squared

Loadings
Total

% of Variance Cumulative

Total

%

%

of Cumulative %

Variance

1

2.267

75.573

75.573

2

.411

13.692

89.266

3

.322

10.734

100.000

2.267

75.573

75.573

Extraction Method: Principal Component Analysis.

4.4.3.3 Scree Plot for Inspiration Motivation
The scree plot is a visual presentation of the variance explained, showing the factors that
are retained and the factors that are dropped. From figure 4.6, it was deduced that only
one factor was significant; Eigenvalue=2.267 compared to others that were p<0.5.
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Figure 4.6: Inspiration Motivation Scree Plot

4.4.3.4 Component Matrix for Inspiration Motivation
The three components of the variable were shown in the component matrix and they
contribute to the variability in inspiration motivation. The high values of the components
(table 4.19) indicate that all the three factors were extracted to determine inspiration
motivation of judicial officer on the performance of judicial staff. It was thus deduced
that communication of the judges in appropriate manner; optimistically, expressing
confidence and guiding the staff to find meaning in their work is paramount in motivating
the staff.

Table 4.19: Component Matrix for Inspiration Motivation
Measurement Parameter

Component
1

The judicial officer communicates optimistically of what task needs to be
accomplished

.888

The judicial officer express confidence that goals will be met

.867

The judicial officer help me find meaning in my work

.853

Extraction Method: Principal Component Analysis.
a. 1 components extracted.

4.4.4 Correlation between Inspiration Motivation on Staff Performance
Correlation is a statistical determination of the relational variations existing between
variables. Those variations can be both positive or negative in nature. The results of
correlation analysis between inspiration motivation and performance of judicial staff
indicated that these variables were positively correlated. The results for Pearson
Correlation test showed that there was a positive correlation between the judicial officer‟s
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ability to communicate optimistically of what task needed to be accomplished and
performance of judicial staff, r (312) = .449, p<.05. There was a positive correlation
between the judicial officer‟s ability to express confidence that goals would be achieved
and the performance of judicial staff, r (312) = .428, p<.05. The resultsalso showed that
there was a positive correlation between judicial officer‟s tendency to help judicial staff
find meaning in their work and their performance, r (312) =.726, p< .05. These results are
presented in table 4.20.
Table 4.20: Correlation Analysis between Inspiration Motivation and Performance
of Judicial Staff
Test Parameter

Performance of judicial staff

The judicial officer communicates optimistically of Pearson Correlation
what task needs to be accomplished.

Sig. (2-tailed)
N

The judicial officer expresses confidence that goals will Pearson Correlation
be met/ achieved.

Sig. (2-tailed)
N

The judicial officer helps me find meaning in my work.

Pearson Correlation
Sig. (2-tailed)
N

0.449
0.000*
312
0.428
0.000*
312
0.726
0.000*
312

*P<.05

4.4.5 Chi-Square Test on Inspiration Motivation and Staff Performance
Chi-square test is a statistical process in assessing the goodness of fit between a set of
observed values and those expected theoretically. Chi-square test was used to verify the
association between inspiration motivation and performance of judicial staff. The results
for chi-square test showed that there was a strong association between judicial officer
ability to communicate optimistically of what task needed to be accomplished and
performance of judicial staff, 2 (16, N=312) = 106.2, p<.05.

There was a strong association between judicial officer ability to expresses confidence
that goals would be met/achieved and performance of judicial staff, 2 (16, N=312) =
161.098, p<.05. Finally, the results for chi-square test showed that there was a strong
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association between judicial officer‟s ability to help judicial staff find meaning in their
work and performance of judicial staff, 2 (16, N=312) = 306.007, p< .05. These results
are presented in table 4.21.
Table

4.21:

Chi-square

Association

between

Inspiration

Motivation

and

Performance of Judicial Staff
Test Parameter

Performance of judicial staff

The judicial officer communicates

Pearson Chi-Square

106.2

optimistically of what task needs to be

Sig. (2-tailed)

0.004*

accomplished

Df

16

The judicial officer expresses confidence that

Pearson Chi-Square

161.098

goals will be met/achieved

Sig. (2-tailed)

0.002*

N

16

The judicial officer helps me find meaning in

Pearson Chi-Square

306.007

my work

Sig. (2-tailed)

0.003*

N

312

*p<.05
4.4.6 One-Way ANOVA
One-way analysis of variance is a technique used to compare the difference between
means of groups.The study conducted one-way ANOVA to test the difference in means
for two groups, judicial staff at the High Courtand Magistrates Courts. Table 4.22 shows
one-way ANOVA in two parts. Part A, shows the difference in means of judicial staff‟s
perception in regard to judicial officers exhibiting inspiration motivation. Part B, shows
the difference in means based on the rating (by judicial staff) for the leadership influence
of judicial officers on the performance of judicial staff.
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Table 4.22 One-Way ANOVA for Inspiration Motivation
Test Parameter

Sum of
Squares
Between
Groups

Judicial Officers (Judges-High Court)

Within
Groups

Judicial Officers (Magistrates -Magistrate
Courts)

Total
Between
Groups
Within
Groups

df

118.632

1

27.767

53

146.339
123.023

Mean
Square

F

Sig.

45.231 4.840 .000*
9.345

54
3

37.644 253

67.768

6.846

.000*

9.899

Total
160.667 256
INFLUENCE OF INSPIRATION MOTIVATION ON PERFORMANCE OF JUDICIAL STAFF
Between
138.678 1
53.566 3.860 .000*
Groups
Judicial Officers (Judges-High Court)

Within
Groups

Judicial Officers (Magistrates -Magistrate
Courts)

Total
Between
Groups
Within
Groups
Total

23.346

53

162.024

54

99.567

3

33. 589 253

13.876

28.248 4.233 .000*
6.673

99.567 256

*p<.05

The one-way ANOVA results as presented in table 4.22, shows the difference in means
on judicial staff‟s perception on whether judicial staff exhibit inspiration motivation,
F(1, 53)=4.840, p<.05 and F(3, 253)=6.846, p<.05 for High Court and Magistrates
Courts respectively. In addition, the difference in means on the rating of leadership
influence of judicial officers on the performance of judicial staff, F(1, 53)=3.860, p<.05
and F(3, 253)=4.233, p<.05 for High Court and Magistrates Courts respectively. These
results demonstrated that there was a significant difference in means of the two groups
(judicial staff at the High Court and Magistrates Court) in regard to the influence of
inspiration motivation of judicial officers on the performance of judicial staff.

4.4.7 Regression Analysis and Hypothesis Testing for Inspiration Motivation
Regression analysis is a statistical method that is applied to establish the existing
relationship between or among variables of study. Hypothesis testing is the process of
comparing a research hypothesis with the null hypothesis. The null hypothesis is only
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rejected if its probability falls below a predetermined significance level, in which case the
hypothesis being tested is said to have that level of significance.

4.4.7.1 Assumptions for Regression Analysis
Linear regression analysis is quite sensitive, and as such it is vital to evaluate if there exist
any outliers. It is because of this, that fundamental assumptions must be made, and
examined before proceeding with regression analysis of variables.

4.4.7.1.1 Testing for Linearity
To establish that the relationship between inspiration motivation and performance of
judicial staff was linear, linearity test was done and the results indicated in table 4.23.

Table 4.23. Linearity Test Results for Inspiration Motivation
Model

t

Sig.

(Constant)
Inspiration motivation
(Constant)
2
Inspiration motivation
*p<.05

3.173
16.261
2.124
7.475

.002*
.000* 1.000
.002*
.004* 1.000

1

Tolerance

VIF

1.000
1.000

The results showed that all the variance inflation factors (VIF) were below 10. This
clearly indicated that the relationship between inspiration motivation and performance of
judicial staff was linear.
4.4.7.1.2 Testing for Autocorrelation
Autocorrelation was done through Durbin-Watson test to find out if there was a
possibility that the error terms were correlated to each other. This was done to ensure that
possible biases that arise from respondents‟ apathy in answering the questions did not
affect the results. Respondents‟ apathy could occur due to strained relationships at the
workplace as well as instances of un-conducive organizational climate. The DurbinWatson statistic was 2.057 (which is close to 2) indicating that there was no first order
autocorrelation in the residuals. These findings in table 4.24 confirmed that there was no
autocorrelation in the data.
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Table 4.24: Autocorrelation Test for Inspiration Motivation
Model

R

R Square Adjusted R

Std. Error of the

Square
1

.678a

.460

Durbin-Watson

Estimate

.459

.83220

2.057

a. Predictors: (Constant), Inspiration motivation
b. Dependent Variable: Performance of judicial staff

4.4.7.1.3 Testing for Homoscedasticity
Breusch Pagan test for homoscedasticity (table 4.25) was conducted to find out if the
error terms were the same across all measurement parameters for inspiration motivation.
The results showed that the data was homoscedastic since the test regression results for
inspiration motivation was at p<0.05.
Table 4.25. Homoscedasticity Test Results for Inspiration Motivation
Model

Sum of

df

Mean Square F

Sig.

.008*

Squares

1

Regression

1.0023

4

.276

Residual

11.4891

1

.543

Total

12.4914

5

.617

a. Dependent Variable: performance of judicial staff; *p<.05
4.4.7.1.4 Testing for Normality
To check the normality of the data set for inspiration motivation and the performance of
judicial staff, descriptive values such as skewness and kurtosis were generated. The
scores revealed the presence of both positive and negative skewness, even though there
was no case of excessive skewness in the data, since the values were within the range of 2 to +2. The values for kurtosis were within the range of -7 to +7, and therefore did not
portray excessive kurtosis (see table 4.26).
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Table 4.26. Normality Test Results for Inspiration Motivation
Skewness
Kurtosis
Statistic Std. Statistic Std.
Error
Error

Test Parameter
The Judicial Officer communicates optimistically of what task
needs to be accomplished.
The Judicial Officer expresses confidence that goals will be
met/achieved.
The Judicial Officer helps me find meaning in my work.

-.783

.175

.029

.347

-.779

.175

-.347

.347

-1.004

.175

.142

.347

INFLUENCE OF INSPIRATION MOTIVATION ON PERFORMANCE OF JUDICIAL
STAFF
I perform my duties effectively because the Judicial Officer
informs us about the tasks requiring completion in an
-.545
.175
-.866
.347
encouraging manner.
I put extra effort in my work because the Judicial Officer is
.445
.175
-.856
.347
optimistic that tasks and goals will be achieved.
I take pleasure from my work because the Judicial Officer
-.720
.175
.262
.347
helps me to find meaning in it.

4.4.7.2 Regression and Hypothesis Testing for Inspiration Motivation
Regression was carried out to explore the level of influence of inspiration motivation
(independent variable) on the performance of judicial staff (dependent variable). In this
study, multiple linear regression was run to predict the performance of judicial staff from
the inspiration motivation of judicial officers. In addition, multiple linear regression was
run to test whether the overall regression model is a good fit for the data, through F-ratio
result. The outputs for this analysis included regression model summary, ANOVA and
regression coefficients.

4.4.7.2.1 Regression Model Summary
The results for the model summary are presented in table 4.27(a). The table shows R, R2,
adjusted R2, and the standard error of estimate. R represents multiple correlation
coefficients, R2 represents coefficient of determination and adjusted R2indicates the
statistic value adjusted with respect to the number of independent variables in the model.
Thus, it reveals the fitness of the regression model. From the table 4.27(a), R =.678
shows a positive correlation, coefficient of determination R2=.460, while adjusted
R2=.459 shows that the regression model fits the data. This means that inspiration
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motivation influence about 46% variability of overall performance of judicial staff when
other factors are held constant within the regression model.
Table 4.27(a): Model Summary
Model

R

R Square Adjusted R

Std. Error of the

Square

Durbin-Watson

Estimate

1

.682

.498

.489

.69871

2

.678a

.460

.459

.83220

2.057

a. Predictors: (Constant), Inspiration motivation
b. Dependent Variable: Performance of judicial staff

4.4.7.2.2 ANOVA for Inspiration Motivation
Regression ANOVA is a statistical measure that helps in understanding the level, or the
extent of variability with regards to a regression model. Besides, its findings are used in
setting a base for testing significance. The study conducted regression ANOVA to test
whether the overall regression model was a good fit for the data, and to find out the level
of variation resulting from the independent variable X2 (inspiration motivation) in the
regression model. The R2=.460 (table 4.27a) and F-test results in ANOVA (table 4.27b),
indicate that inspiration motivation explained 46% of the variance (R2=.460,F(1,310) =
264.407, p<.05) in the regression model.

Table 4.27(b): Regression ANOVA
Model

1

Sum of Squares

df

Mean Square

F

Sig.

Regression

183.118

1

183.118

264.407

.001*

Residual

214.694

310

.693

Total

397.812

311

a. Dependent Variable: Performance of judicial staff
b. Predictors: (Constant), Inspiration motivation; *p<.05

4.4.7.2.3 Regression Coefficients
Regression coefficient is the slope of the linear relationship between the dependent
variable and the part of a predictor variable that is independent of all other predictor
variables. The study found inspiration motivation coefficient value of β =0.802,t(311)=
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16.26, p<.05, hence the study rejected the null hypothesis. This means that there was a
significant relationship between inspiration motivation of judicial officers and
performance of judicial staff. That is to say, an improvement in inspiration motivation of
judicial officers increases performance of judicial staff by a factor 0.802. The results are
as shown in table 4.27(c).
Table 4.27(c): Regression Coefficients
Model

(Constant)
1 Inspiration
motivation
(Constant)
2 Inspiration
motivation

Unstandardized

Standardised

t

Sig.

Collinearity

Coefficients

Coefficients

Statistics

B

Std. Error

Beta

Tolerance

.637

.201

.802

.049

.378

.178

.875

.137

VIF

3.173 .002*
.678

16.261 .000* 1.000

1.000

2.124 .002*
.734

7.475 0.004* 1.000

1.000

*p<.05

4.5.Influenceof Individualized Consideration on Performance of Judicial Staff
Individualized consideration was one of the independent variables of the study. The key
question was: how does individualized consideration of judicial officers influence the
performance of judicial staff in Kenya? The research question was evaluated by
considering the results for measures of central tendencies, correlation and regression
analysis, Chi-square tests and analysis of variance. The following findings show how data
for individualized consideration was analysed.

4.5.1 Frequency Distribution for Individualized Consideration on Performance of
Judicial Staff
The data was analysed for frequency distribution and the results presented in Table
4.28.The respondents were asked to give their opinion (in a scale of 0-4) with regard to
the individual consideration of judicial officers. Besides, they were asked to rate (in a
scale of 0-4) the leadership influence of judicial officers on their performance. The table
is presented in two parts, A and B. Part A, presents the perception of judicial staff with
regard to the idealized influence of the judicial officers, while part B presents the Likert
scale rating (by judicial staff) of the leadership influence of judicial officers on the
performance of judicial staff.
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Table 4.28: Frequency Distribution Individualized Consideration
4

Always

3

Often

Rarely

INDEPENDENT VARIABLE

2
Sometimes

1
Not at all

0

INDIVIDUALIZED CONSIDERATION
The judicial officer helps me develop
competence at my place of work.
The judicial officer appreciates each of us
as individuals rather than a group.
The judicial officer ensures fair workload
distribution among all Judicial staff.

Frequency

41

36

59

93

83

Percentage

13.1%

11.5%

18.9%

29.8%

26.6%

Frequency

54

22

51

76

109

Percentage

17.3%

7.1%

16.3%

24.4%

34.9%

Frequency

53

27

58

70

104

Percentage

17.00%

8.70%

18.60%

22.40%

33.30%

INFLUENCE OF INDIVIDUALIZED CONSIDERATION ON PERFORMANCE OF JUDICIAL STAFF
I perform my work effectively because the

Frequency

judicial officer helps me in developing my
competence
I put extra effort in my work because the

Percentage
Frequency

judicial officer appreciates my individual
effort.
I am satisfied with my job, because the

Percentage
Frequency

judicial officer ensures equitable allocation
of work to each judicial staff.

Percentage

59

60

48

74

71

18.9%

19.2%

15.4%

23.7%

22.8%

38

36

69

73

96

12.2%

11.5%

22.1%

23.4%

30.8%

53

35

48

89

87

17.0%

11.2%

15.4%

28.5%

27.9%

The results showed that about 35% always felt that the judicial officer appreciated each of
them as individuals rather than a group. On a similar line of inquiry, roughly 33% always
felt that rarely did the judicial officer ensure fair workload distribution among all judicial
staff. Approximately 30% always felt that the judicial officer helped them develop
competence at their place of work. Further, regarding whether judicial staff put extra
effort in their work because the judicial officers appreciated their individual effort, just
about 31% always felt so. On whether the judicial officers ensured equitable allocation of
work to each judicial staff, nearly 28% always felt so. Roughly 23% always feltthat
theyrarely performed their work effectively because the judicial officer helped them in
developing their competence.

4.5.2 Mean and Standard Deviation for Individualized Consideration
The findings (table 4.29) revealedminimal variation on judicial staff‟s opinion concerning
how individualizedconsideration of judicial officers influenced their performance. By
comparing other measurement parameters of individualized consideration, only judicial
officerappreciating each staff as an individual rather than a group had a slightly higher
variation (M=3.76, SD=0.522).
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Table 4.29: Mean and Standard Deviation for Individualized Consideration
Individualized Consideration

Mean

Standard

(M)

Deviation

N

(SD)
The judicial officer helps me develop competence at my place of work

2.86

0.214

311

The judicial officer appreciates each of us as individuals rather than a group.

3.76

0.522

312

The judicial officer ensures fair workload distribution among all Judicial staff.

2.96

0.253

312

INFLUENCE OF INDIVIDUALIZED CONSIDERATION ON PERFORMANCE OF JUDICIAL STAFF
I perform my work effectively because the judicial officer helps me in developing
my competence
I put extra effort in my work because the judicial officer appreciates my individual
effort.
I am satisfied with my job, because the judicial officer ensures equitable allocation
of work to each judicial staff.

2.69

0.313

2.87

0.411

2.57

0.187

312

310

312

4.5.3 Factor Analysis Results for Individualized Consideration
Factor analysis refers to the statistical tool that examines the weight or the possible effect
of un-observed variables. Factor analysis was done on the variable to determine the
adequacy of the sample used.
4.5.3.1 KMO and Bartlett's Test for Individualized Consideration
Individualized consideration was also analysed to find out how it contributed to the
performance of judicial staff (table 4.30). The KMO value of 0.714 indicated that the
sample used to conduct the research for this variable was adequate and it met the
requirements for performing the exploratory factor analysis. The Bartlett's Test of
Sphericity affirmed the significance of individualized consideration. Since p<0.05, the
study rejected the null hypothesis at this point, implying individualized consideration of
the judicial officers improved theperformance of judicial staff.
Table 4.30: KMO and Bartlett's Test for Individualized Consideration
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Bartlett's Test of Sphericity

.714

Approx. Chi-Square

381.680

Df

3

Sig.

.000
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4.5.3.2 Communalities for Individualized Consideration
The communalities table 4.31 showed the individual factor‟s contribution to the variable.
These results indicated that the judicial officer ensuring fair workload distribution among
judicial staff contributed more to individualized consideration compared to other factors.
About 80% variability on fair workload distribution accounted for the influence of
individualized consideration on the performance of judicial staff. Roughly 76%variability
of judicial officer appreciating individual,and approximately 71% variability of the
judicial officer‟s helping judicial staff to develop at work accounted for the influence of
individualized consideration on the performance of judicial staff.
Table 4.31: Communalities for Individualized Consideration
Initial Extraction

Measurement Parameter
The judicial officer help me to develop myself at the place of work

1.000 .708

The judicial officer appreciates all of us individually rather than a group

1.000 .762

The judicial officer ensures fair workload distribution among staff

1.000 .802

Extraction Method: Principal Component Analysis.

4.5.3.3 Total Variance Explained for Individualized Consideration
The results of the total variance explained indicated that the first component was the most
significant factor and it accounted forabout 76% variability on the influence of
individualized consideration on judicial staff performance. From the table 4.32 of
communalities, the first component was the judge helping the staff to develop themselves
at their place of work. This implied that, judicial staff performance at work was enhanced
when they can develop themselves at work place.
Table 4.32: Total Variance Explained for Individualized Consideration
Component

Initial Eigenvalues
Total

%

Extraction Sums of Squared Loadings
of Cumulative %

Total

% of Variance

Cumulative %

2.271

75.712

75.712

Variance
1

2.271

75.712

75.712

2

.432

14.410

90.122

3

.296

9.878

100.000

Extraction Method: Principal Component Analysis.
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4.5.3.4 Scree Plot for Individualized Consideration
The scree plot figure 4.7 showed that the first component was the most significant factor
of all the three since its Eigenvalue was more than one. The other insignificant values
created a more of flat curve, p<.05.

Figure 4.7: Individualized Consideration Scree Plot
4.5.3.5 Component Matrix for Individualized Consideration
The component matrix indicated factor loadings of the measurement parameters that were
attributed to the variable, individualized consideration. The component matrix table 4.33
showed that fair distribution of workload among judicial staff contributed about 90%
regarding the influence of individualized consideration on the performance of judicial
staff. The other parameters such as judge‟s appreciation of individual work (87%) and
self-development at work (84%) also contributed considerably to the influence of
individualized consideration on the performance of judicial staff.
Table 4.33: Component Matrix for Individualized Consideration
Measurement Parameter

Component
1

The judicial officer help me to develop myself at the place of work

.841

The judicial officerappreciates all of us individually rather than a group

.873

The judicial officer ensures fair workload distribution among staff

.895

Extraction Method: Principal Component Analysis.
a. 1 components extracted.

126

4.5.4 Correlation between Individualized Consideration and Judicial Staff
Performance
Correlation is a statistical determination of the relational variations existing between
variables. Those variations can be both positive or negative in nature. The results of
correlation analysis between individualized consideration and the performance of judicial
staff indicated that these variables were positively correlated. The results for Pearson
Correlation test (table 4.34) showed that there was a positive correlation between judicial
officer‟s ability to help judicial staff to develop competence at their place of work on their
performance, r (312) = .680, p<.05. There was a positive correlation between the judicial
officer‟s ability to appreciate each judicial staff as individuals (rather than as a group) and
the performance of judicial staff,r (312) = .630, p< .05. In addition, the results revealed
that there was a positive correlation between judicial officer‟sability to ensure fair
workload distribution among all judicial staff and performance of judicial staff. These
results were all presented in table 4.34.

Table 4.34: Correlation Analysis between Individualized Consideration and
Performance of Judicial Staff
Measurement Parameter
The judicial officer helps me develop competence at my
place of work.
The judicial officer appreciates each of us as individuals
rather than a group.
The judicial officer ensures fair workload distribution
among all judicial staff.

Performance of Judicial Staff
Pearson Correlation
0.68
Sig. (2-tailed)
0.000*
N
312
Pearson Correlation
0.63
Sig. (2-tailed)
0.000*
N
312
Pearson Correlation
0.724
Sig. (2-tailed)
0.000*
N
312

*Correlation is significant at the p<.05 level (2-tailed)
4.5.5Chi-Square Test on Individualized Consideration and Performance of Judicial
Staff
Chi-square test is a statistical method for assessing the goodness of fit between a set of
observed values and those expected theoretically.Chi-square test was used to test the
strength of association between individualized consideration and performance of judicial
staff. The results for chi-square test showed that there was a strong association between
judicial officer‟s ability to help them develop competence at their place of work and
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performance of judicial staff, 2(16, N=312) = 236.326, p<.05. There was a strong
association between judicial officer‟s tendency to appreciate judicial staff as individuals
rather than as a group and the performance of judicial staff, 2(16, N=312) = 221.827;
p<.05. Table 4.35 shows that there was a strong association between judicial officer‟s
ability to ensure fair workload distribution among all judicial staff and performance of
judicial staff, 2(16, N=312) = 442.526, p<.05. These results were presented in table 4.35.
Table 4.35: Chi-square Association Between Individualized Consideration and
Performance of Judicial Staff
Measurement Parameter

Performance of judicial staff

The judicial officer helps me develop

Pearson Chi-

competence at my place of work.

Square

236.326

Sig. (2-tailed)

0.007*

df

16

The judicial officer appreciates each of us as

Pearson Chi-

individuals rather than a group.

Square

221.827

Sig. (2-tailed)

0.001*

N

16

The judicial officer ensures fair workload

Pearson Chi-

distribution among all judicial staff.

Square

442.526

Sig. (2-tailed)

0.003*

N

312

*p<.05 level (2-tailed)

4.5.6 One-Way (ANOVA)
One-way analysis of variance is a technique used to compare the difference between
means of groups. The study conducted one-way ANOVA to test the difference in means
for two groups, judicial staff at the High Court and Magistrates Courts. Table 4.36 shows
one-way ANOVA in two parts. Part A, shows the difference in means of judicial staff‟s
perception in regard to judicial officers exhibiting individualized consideration. Part B,
shows the difference in means based on the rating with respect to the leadership influence
of judicial officers on the performance of judicial staff.
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Table 4.36. Analysis of Variance Individualized Consideration
Group Category

Sum of
Squares

df

Mean
Square

F

Sig.

Between
209.378
1
44.356 6.179 .005.
Groups
Judicial Officers (Judges-High
Within
32.957 53
7.178
Court)
Groups
Total
242.335 54
Between
Judicial Officers (Magistrates 110.179
3
56.237 7.002 .000*
Groups
Magistrate Courts)
Within
29.355 253
8.031
Groups
Total
139.134 256
INFLUENCE OF INDIVIDUALIZED CONSIDERATION ON PERFORMANCE OF JUDICIAL STAFF
Between
97.038
1
27.23 8.916 .000*
Groups
Judicial Officers (Judges-High
Within
22.073 53
3.054
Court)
Groups
Total
119.111 54
Between
Judicial Officers (Magistrates 71.509
3
39.34 4.305 .004*
Groups
Magistrate Courts)
Within
34.139 253
9.138
Groups
Total
105.648 256

*p<.05

The results as indicated in table 4.36, the difference in means on judicial staff‟s
perception on whether judicial staff exhibit individualized consideration F(1, 53)=6.179,
p<.05 and F(3, 253)=7.002, p<.05 for High Court and Magistrates Courts respectively.
In addition, the difference in means on the rating of leadership influence of judicial
officers on the performance of judicial staff F(1, 53)=8.916, p<.05 and F(3, 253)=4.305,
p<.05for High Court and Magistrates Courts respectively. These results demonstrated
that there was a significant difference in means of the two groups (judicial staff at the
High Court and Magistrates Court) in regard to the influence of individualized
consideration of judicial officers on the performance of judicial staff.
4.5.7 Regression Analysis and Hypothesis Testing for Individualized Consideration
Regression analysis is a statistical method that is applied to establish the existing
relationship between or among variables of study. Hypothesis testing is the process of
comparing a research hypothesis with the null hypothesis. The null hypothesis is only
rejected if its probability falls below a predetermined significance level, in which case the
hypothesis being tested is said to have that level of significance.
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4.5.7.1 Assumptions for Regression Analysis
Multiple linear regression analysis is quite sensitive, and as such it is vital to evaluate if
there exist any outliers. It is because of this, that fundamental assumptions must be made,
and examined before proceeding with regression analysis of variables.

4.3.7.1.1 Testing for Linearity
To establish that the relationship between individualized consideration and performance
of judicial staff was linear, linearity test was done and the results indicated in table 4.37.
Table 4.37. Linearity Test Results for Individualized Consideration
Model

T

Sig.

(Constant)
Individualized Consideration
(Constant)
2
Individualized Consideration
*p<.05

2.981
25.324
1.153
24.141

.003*
.000* 1.000
.006*
.000* 1.000

1

Tolerance

VIF

1.000
1.000

The results showed that all the variance inflation factors (VIF) were below 10. This
clearly indicated that the relationship between individualized consideration and
performance of judicial staff was linear.

4.5.7.1.2 Testing for Autocorrelation
Autocorrelation through Durbin-Watson test was done to find out if there was a
possibility that the error terms were correlated to each other. This was done to ensure that
possible biases that arise from respondents‟ apathy in answering the questions did not
affect the results. Respondents‟ apathy could occur due to strained relationships at the
workplace as well as instances of un-conducive organizational climate. As indicated in
table 4.38, Durbin-Watson statistic was 2.161, quite close to 2 indicating that there was
no first order autocorrelation in the residuals. This finding confirmed that there was no
autocorrelation in the data.

130

Table 4.38.Test for Autocorrelation Individualized Consideration
Model

R

R Square Adjusted R

Std. Error of the Estimate

Durbin-

Square
1

.821a

.674

Watson

.673

.73292

2.161

a. Predictors: (Constant), Individualized consideration
b. Dependent Variable: Performance of judicial staff
4.5.7.1.3 Testing for Homoscedasticity
Breusch Pagan test for homoscedasticity was conducted to find out if the error terms were
the same across all measurement parameters for individualized consideration. The results
in table 4.39 showed that the data was homoscedastic since the test regression results was
at p<.05.
Table 4.39. Homoscedasticity Test Results for Individualized Consideration
Model

Sum of

df

Mean Square

F

Sig.

.563

.006*

Squares

1

Regression

0.9823

4

.276

Residual

11.7831

1

.449

Total

12.7654

5

a. Dependent Variable: performance of judicial staff; *p<.05
4.5.7.1.4 Testing for Normality
To check the normality of the data set for individualized consideration and the
performance of judicial staff, descriptive values such as skewness and kurtosis were
generated. The scores revealed the presence of both positive and negative skewness, even
though there was no case of excessive skewness in the data, since the values were within
the range of -2 to +2. The values for kurtosis were within the range of -7 to +7, and
therefore did not portray excessive kurtosis. Thus, based on the results table 4.40,
assumption of normality-distributed data was not strictly violated in the study
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Table 4.40.Normality Test Results for Individualized Consideration
Skewness
Measurement Parameter

Statistic

Std.

Kurtosis
Statistic

Error
The Judicial Officer helps me develop competence at
my place of work
The Judicial Officer appreciates each of us as
individuals rather than a group.
The Judicial Officer ensures fair workload distribution
among all Judicial staff.

Std.
Error

-.918

.175

-.094

.347

-.535

.175

-.922

.347

-.262

.175

-1.155

.347

INFLUENCE OF INDIVIDUALIZED CONSIDERATION ON PERFORMANCE
OF JUDICIAL STAFF
I perform my work effectively because the Judicial
Officer helps me in developing my competence
I put extra effort in my work because the Judicial
Officer appreciates my individual effort

-.091

.175

-.800

.347

-.603

.175

-.649

.347

-.406

.175

-1.291

.347

I am satisfied with my job, because the Judicial
Officer ensures equitable allocation of work to each
judicial staff.
4.5.7.2 Regression Analysis and Hypothesis Testing for Individualized Consideration
Regression was carried out to explore the level of influence of individualized
consideration (independent variable) on the performance of judicial staff (dependent
variable). In this study, multiple linear regression was run to predict the performance of
judicial staff from the individualized consideration of judicial officers. In addition,
multiple linear regression was run to test whether the overall regression model is a good
fit for the data, through F-ratio result. The outputs for this analysis included regression
model summary, ANOVA and regression coefficients.
4.5.7.2.1 Regression Model Summary
The results for the model summary was presented in table 4.41(a). The table shows R, R2,
adjusted R2, and the standard error of estimate. R represents multiple correlation
coefficients, R2 represents coefficient of determination and adjusted R2 indicates the
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statistic value adjusted with respect to the number of independent variables in the model.
Thus, it reveals the fitness of the regression model.Form the table 4.41(a), R =.883shows
a positive correlation, coefficient of determination R2=.719, while adjusted R2=.696
shows that the regression model fits the data. This means that individualized
consideration explains 86% variability of overall performance of judicial staff when other
factors are held constant.
Table 4.41(a) Model Summary
Model

R

R Square Adjusted R

Std. Error of the Estimate

Durbin-

Square

Watson

1

.821a

.674

.673

.73292

2

.883

.719

.696

.45152

2.161

4.5.7.2.2 ANOVA for Individualized Consideration
Regression ANOVA is a statistical measure that helps in understanding the level, or the
extent of variability with regards to a regression model. Besides, its findings are used in
setting a base for testing significance. The study conducted regression ANOVA to test
whether the overall regression model was a good fit for the data, and to find out the level
of variation resulting from the independent variable X4 (individualized consideration) in
the regression model. The R2=.719 (table 4.41a) and F-test results in ANOVA (table
4.41b), indicate that individualized consideration explained 72% of the variance
(R2=.719,F(1,310) = 641.285, p<.05) in the regression model.
Table 4.41(b): Regression ANOVA
Model

1

Sum of Squares

df

Mean Square

F

Sig.

Regression

344.478

1

344.478

641.285

.000*

Residual

166.522

310

.537

Total

511.000

311

a. Dependent Variable: Performance of judicial staff
b. Predictors: (Constant), Individualized consideration; *p<.05
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4.5.7.2.3 Regression Coefficients for Individualized Consideration
Regression coefficient is the slope of the linear relationship between the dependent
variable and the part of a predictor variable that is independent of all other predictor
variables. The results (table 4.41c),β =0.852, t(311)=25.32, p<.05, led to rejection of the
null hypothesis (H03). This implied a significant relationship between individualized
consideration of judicial officers and performance of judicial staff. This implied that an
improvement in individualized consideration of judicial officer, increases the
performance of judicial staff by factor 0.852.
Table 4.41(c): Regression Coefficients
Model

Unstandardized

Standardised

Coefficients

Coefficients

B

t

Sig.

Collinearity
Statistics

Std. Error Beta

Toleranc VIF
e

(Constant)
1

Individualized
consideration
(Constant)

2

Individualized
consideration

.370

.124

.852

.034

.113

.098

.797

.031

.821

.828

2.981

.003*

25.324

.000*

1.153

.006*

24.141

.000*

1.000

1.000

1.000

1.000

a. Dependent Variable: Performance of judicial staff; *p<.05

4.6 Influence of Intellectual Stimulation on Performance of Judicial Staff
Intellectual stimulation was one of the independent variables of the study. The key
question was: how does intellectual stimulation of judicial officers affect the performance
of judicial staff in Kenya? The research question was evaluated by considering the results
for measures of central tendencies, correlation and regression analysis, Chi-square tests
and analysis of variance. The following findings show how data for intellectual
stimulation was analysed.

4.6.1 Frequency Distribution for Intellectual Stimulation on Performance of Judicial
Staff
The data was analysed for frequency distribution and the results presented in Table
4.42.The respondents were asked to give their opinion (in a scale of 0-4) with regard to
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the intellectual stimulationof judicial officers. Besides, they were asked to rate (in a scale
of 0-4) the leadership influence of judicial officers on their performance.The rating scale
was 0-Not at all, 1-Rarely, 2-Sometimes, 3-Fairly Often and 4-Always. The table is
presented in two parts, A and B. Part A, presents the perception of judicial staff with
regard to the intellectual stimulation of the judicial officers, while part B presents the
Likert scale rating (by judicial staff) of the leadership influence of judicial officers on the
performance of judicial staff.
Table 4.42: Frequency and Percentage Distribution of Intellectual Stimulation
4

Always

3

Often

Rarely

INDEPENDENT VARIABLE

2
Sometimes

1
Not at all

0

INTELLECTUAL STIMULATION
The judicial officer suggests
new ways of completing work
duties.
The judicial officer encourages
creativity in solving work
related problems.
The judicial officer appreciates
when I am inquisitive and seek
to know more.

Frequency
Percentage
Frequency
Percentage
Frequency
Percentage

29

34

66

81

100

9.4%

11.0%

21.3%

26.1%

32.3%

29

37

68

82

94

9.4%

11.9%

21.9%

26.5%

30.3%

31

38

66

80

95

10.0%

12.3%

21.3%

25.8%

30.6%
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I perform my work effectively

Frequency

because the judicial officer
suggests modern ways of

31

27

74

73

105

10.0%

8.7%

23.9%

23.5%

33.9%

43

29

47

82

109

13.9%

9.4%

15.2%

26.5%

35.2%

51

29

39

76

115

16.50%

9.40%

12.60%

24.50%

37.10%

Percentage

completing tasks.
I put extra effort in my work

Frequency

because the judicial officer
encourages innovativeness in

Percentage

solving work related challenges.
I am satisfied with my work

Frequency

because the judicial officer
encourages me to be inquisitive

Percentage

and seek to know more.
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From the table 4.42, on whether the judicial officer suggested new ways of completing
duties, roughly 32% felt so always, while about 31% of the respondents always felt that
judicial officers appreciated them when they were inquisitive and sought to know more.
Approximately 30% always felt that judicial officer encouraged creativity in solving
work-related problems. On the influence of intellectual stimulation on the performance of
judicial staff,about 37% always felt that they were satisfied with their work because
judicial officer encouraged them to be inquisitive and seek to know more. Roughly 35%
of the respondents always felt that they put extra effort in their work because the judicial
officer encouraged innovativeness in solving work-related challenges. About 34% of the
respondents always felt that they perform their work efficiently because the judicial
officers suggested modern ways of completing tasks.
4.6.2 Mean and Standard Deviation for Intellectual Stimulation on Performance of
Judicial Staff
The results showed that there was a general minimal variation on judicial staff‟s view
concerning how intellectual stimulation of judicial officers influences their performance.
From the table 4.43, what could be considered as large variation compared to the rest of
the measurement parameters was on whether judicial staff perform their work effectively
because the judicial officers suggests modern ways of completing tasks (M=2.98,
SD=0.393).
Table 4.43: Mean and Standard Deviation for Intellectual Stimulation
Intellectual Stimulation

Mean (M)

Standard

N

Deviation
(SD)
The judicial officer suggests new ways of completing work duties.
The judicial officer encourages creativity in solving work related
problems.
The judicial officer appreciates when I am inquisitive and seek to know
more.

2.94

0.250

2.91

0.143

2.86

0.168

312
312

312

INFLUENCE OF INTELLECTUAL STIMULATION ON PERFORMANCE OF JUDICIAL STAFF
I perform my work effectively because the judicial officer suggests
modern ways of completing tasks.
I put extra effort in my work because the judicial officer encourages
innovativeness in solving work related challenges.
I am satisfied with my work because the judicial officer encourages me to
be inquisitive and seek to know more.
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2.98

0.393

3.17

0.363

2.89

0.218

312

311

312

4.6.3 Factor Analysis for Intellectual Stimulation on Performance of Judicial Staff
Factor analysis refers to the statistical tool that examines the weight or the possible effect
of un-observed variables. Factor analysis was done on the variables to determine the
adequacy of the sample used.
4.6.3.1 KMO and Bartlett's Test for Intellectual Stimulation
The factor analysis for intellectual stimulation was done and the results recorded in table
4.44. The KMO measure of sampling adequacy of 0.7 was a good measure and allowed
for analysis to proceed. The Bartlett's Testof Sphericity p<.05 indicated that the
relationship between variables was significant, thus setting the stage for analysis.
Table 4.44: KMO and Bartlett's Test for Intellectual Stimulation
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Bartlett's Test of Sphericity

.700

Approx. Chi-Square

418.755

Df

3

Sig.

.000*

*p<.05
4.6.3.2 Communalities for Intellectual Stimulation
The communalities table 4.45 shows the percentage variance that was associated with the
measurement parameters for intellectual stimulation (which is the variance that was
shared after extraction of some factors). From the results (table 4.45), 80% variance of
encouraged creativity was common to intellectual stimulation, suggesting new ways of
completing assignment had about 83% variance, while appreciating inquisitiveness and
desire to know more had roughly 68% shared variance. This meant that, suggesting new
ways of completing assignment by judicial officers,significantly accounted for the
variation on the influence of intellectual stimulation on the performance of the judicial
staff.
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Table 4.45: Communalities for Intellectual Stimulation
Measurement Parameter

Initial Extraction

The judicial officer encourages creativity in solving work related
problem
The judicial officer suggests new ways of completing assignment

1.000 .796
1.000 .825

The judicial officer appreciates when I am inquisitive and seek to
know more

1.000 .677

Extraction Method: Principal Component Analysis.
4.6.3.3 Total Variance Explained for Intellectual Stimulation
The table 4.46 lists the factors that were attributed to intellectual stimulation and the
values of variable variance contributed each component. The first factor explains a large
proportion of the variance; this meant that nearly 77% of the total variance of intellectual
stimulation is explained by factor one. The other factors‟ contribution to the variance was
relatively small and therefore left out.
Table 4.46: Total Variance Explained for Intellectual Stimulation
Component

Initial Eigenvalues

Extraction Sums of Squared
Loadings

Total

% of
Variance

Cumulative Total
%

1

2.298 76.593

76.593

2

.460

15.346

91.939

3

.242

8.061

100.000

% of

Cumulative

Variance

%

2.298 76.593

76.593

Extraction Method: Principal Component Analysis.
4.6.3.4 Scree Plot for Intellectual Stimulation
The figure 4.8 shows the Eigenvalues against the components to show the factor loadings
that were retained after the extraction. One factor was considered significant.
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Figure 4.8: Intellectual Stimulation Scree Plot
4.6.3.5 Component Matrix for Intellectual Stimulation
Considering the component matrix values in table 4.47, all the three factors contribute
greatly to the variability of intellectual stimulation. The leading factor was the suggestion
of new ways to completing assignment by judicial officers at 91% variability. This was
closely followed by encouraging creativity in solving problem value at about 89%
variability, and appreciation of the staff by judicial officers, at roughly 82% variability.
The suggestion of new ways of completing tasks by judicial officers contributed more to
the variability of intellectual stimulation of judiciary staff as compared to other factors
listed.
Table 4.47: Component Matrix for Intellectual Stimulation
Component
1
The judicial officer encourages creativity in solving work related problem
.892
The judicial officer suggests new ways of completing assignment
.908
The judicial officer appreciates when I am inquisitive and seek to know more .823
Extraction Method: Principal Component Analysis.
a. 1 components extracted.
Measurement Parameter

4.6.4 Correlation between Intellectual Stimulation on Performance of Judicial Staff
Correlation is a statistical determination of the relational variations existing between
variables. Those variations can be both positive or negative in nature. The results of
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correlation analysis between intellectual stimulation and performance of judicial staff
indicated that these variables were positively correlated. The results for Pearson
Correlation test showed that there was a positive correlation between judicial officer‟s
ability to suggests new ways of completing work duties and performance of judicial staff,
r (312) = .679, p< .05. There was a positive correlation between the judicial officer‟s
ability to encourage creativity in solving work-related problems and performance of
judicial staff, r (312) = .685, p< .05. Finally, the results for Pearson Correlation test
showed that there was a positive correlation between judicial officer‟s ability to
appreciate when staff is inquisitive and seek to know more and performance of judicial
staff, r (312) = .630, p< .05. These results are presented in table 4.48.
Table 4.48:CorrelationAnalysis between Intellectual Stimulation and Performance
of Judicial Staff
Test Parameter
The judicial officer suggests new ways of
completing work duties
The judicial officer encourages creativity in
solving work related problems
The judicial officer appreciates when I am
inquisitive and seek to know more

Performance of Judicial Staff
Pearson Correlation
0.679
Sig. (2-tailed)
0.000*
N
310
Pearson Correlation
0.685
Sig. (2-tailed)
0.000*
N
310
Pearson Correlation
0.630
Sig. (2-tailed)
0.000*
N
310

*Correlation is significant at the p<.05 level (2-tailed)
4.6.5Chi-Square Test on Intellectual Stimulation and Performance of Judicial Staff
Chi-square test is a statistical method for assessing the goodness of fit between a set of
observed values and those expected theoretically. Chi-square test was used to test the
strength of association between intellectual stimulation and performance of judicial staff.
The results for chi-square test showed that there was a strong association between judicial
officer‟s ability to suggests new ways of completing work duties and performance of
judicial staff, 2(16, N=310) = 237.534, p<.05. There was a strong association between
judicial officer‟s tendency to encourage creativity in solving work-related problems and
performance of judicial staff, 2(16, N=310) = 221.827, p<.05. In addition, the results for
chi-square test showed that there was a strong association between judicial officer‟s
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ability to appreciate when a judicial staff was inquisitive and sought to know more and
performance of judicial staff, 2(16, N=310) = 198.513, p<.05. These results were as
presented in the table 4.49.
Table 4.49: Chi-square Test between Intellectual Stimulation and Performance of
Judicial Staff
Test Parameter

Test Results

The judicial officer suggests new ways of

237.53

completing work duties.

Pearson Chi-Square

4

Sig. (2-tailed)

0.002*

df

16

The judicial officer encourages creativity in
solving work related problems.

240.99
Pearson Chi-Square

4

Sig. (2-tailed)

0.005*

df

16

The judicial officer appreciates when I am
inquisitive and seek to know more.

198.51
Pearson Chi-Square

3

Sig. (2-tailed)

0.009*

df

16

*p<.05 level (2-tailed)
4.6.6 One-Way ANOVA
One-way analysis of variance is a technique used to compare the difference between
means of groups.The study conducted one-way ANOVA to test thedifference in means
for two groups, judicial staff at the High Courtand Magistrates Courts. Table 4.50 shows
one-way ANOVA test in two parts. Part A, shows the difference in means of judicial
staff‟s perception in regard to judicial officers exhibiting intellectual stimulation. Part B,
shows the difference in means based on the rating with respect to the leadership influence
of judicial officers on the performance of judicial staff.
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Table 4.50: Analysis of Variance for Intellectual Stimulation
Sum of
Squares
Judicial Officers (Judges-High
Court)

Judicial Officers (Magistrates Magistrate Courts)

Between
Groups
Within
Groups
Total
Between
Groups
Within
Groups
Total

df

138.678

1

23.346

53

162.024

54

99.567

3

33. 589 253

Mean
Square

F

53.566 3.860

Sig.
.000*

13.876

28.248 4.233

.000*

6.673

99.567 256

INFLUENCE OF INTELLECTUAL SIMULATION ON PERFORMANCE OF JUDICIAL
STAFF

Judicial Officers (Judges-High
Court)

Judicial Officers (Magistrates Magistrate Courts)

Between
Groups
Within
Groups
Total
Between
Groups
Within
Groups
Total

118.632

1

27.767

53

146.339
123.023

45.231 4.840 .002*
9.345

54
3

37.644 253

67.768

5.454

.001*

9.899

160.667 256

*p<.05

The results as indicated in table 4.50, shows the difference in means on judicial staff‟s
perception regarding intellectual stimulation F(1, 53)=3.86, p<.05 and F(3, 253)=4.233,
p<.05for High Court and Magistrates Courts, respectively. In addition it shared, the
difference in means on the rating of leadership influence of judicial officers on the
performance of judicial staff F(1, 53)=4.840, p<.05 and F(3, 253)=5.454, p<.05for High
Court and Magistrates Courts. These results demonstrated that there was a significant
difference in means of the two groups (judicial staff at the High Court and Magistrates
Court) in regard to the influence of intellectual stimulation of judicial officers on the
performance of judicial staff.

4.6.7 Regression Analysis and Hypothesis Testing for Intellectual Stimulation
Regression analysis is a statistical method that is applied to establish the existing
relationship between or among variables of study. Hypothesis testing is the process of
comparing a research hypothesis with the null hypothesis. The null hypothesis is only
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rejected if its probability falls below a predetermined significance level, in which case the
hypothesis being tested is said to have that level of significance.
4.6.7.1 Assumptions for Regression Analysis
Multiple linear regression analysis is quite sensitive, and as such it is vital to evaluate if
there exist any outliers. It is because of this, that fundamental assumptions must be made,
and examined before proceeding with regression analysis of variables.
4.6.7.1.1 Testing for Linearity
To establish that the relationship between intellectual stimulation and performance of
judicial staff was linear, linearity test was done and the results indicated in table 4.51.
Table 4.51. Linearity Test Results for Intellectual Stimulation
Model
1
2

(Constant)

Intellectual stimulation
(Constant)

Intellectual stimulation

t

Sig.

2.619
23.499
1.040
23.534

.009*
.000*
.009*
.000*

Tolerance

VIF

1.000

1.000

1.000

1.000

*p<.05

The results showed that all the variance inflation factors (VIF) were below 10. This
clearly indicated that the relationship between intellectual stimulation and performance of
judicial staff was linear.
4.6.7.1.2 Testing for Autocorrelation
Autocorrelation through Durbin-Watson test was done to find out if there was a
possibility that the error terms were correlated to each other. This was done to ensure that
possible biases that arise from respondents‟ apathy in answering the questions did not
affect the results. Respondents‟ apathy could occur due to strained relationships at the
workplace as well as instances of un-conducive organizational culture. Durbin-Watson
statistic was 1.844, which was close to 2. This implied that there was no first order
autocorrelation in the residuals. This finding showed that there was no autocorrelation in
the data (table 4.52).
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Table 4.52:Autocorrelation Test for Intellectual Stimulation
Mode R

R Square Adjusted R Square Std. Error of the Estimate Durbin-

l
1

Watson
.801a

.642

.641

.76341

1.844

a. Predictors: (Constant), Intellectual stimulation
b. Dependent Variable: Performance of judicial staff
4.6.7.1.3 Testing for Homoscedasticity
Breusch Pagan test for homoscedasticity was conducted to find out if the error terms were
the same across all measurement parameters for intellectual stimulation. The results in
table 4.53 showed that the data was homoscedastic since the test regression results was at
p<0.05 at 5 % significance one tail test.
Table 4.53 Homoscedasticity Test Results for Intellectual Stimulation
Model

Sum of

df

Mean Square

F

Sig.

.663

.007*

Squares

1

Regression

1.8821

4

.317

Residual

10.9833

1

.449

Total

12.8654

5

a. Dependent Variable: performance of judicial staff; *p<.05
4.6.7.1.4 Testing for Normality
In order to check the normality of the data set for intellectual stimulation and the
performance of judicial staff, descriptive values such as skewness and kurtosis were
generated. The scores revealed the presence of both positive and negative skewness, even
though there was no case of excessive skewness in the data since the values were within
the range of -2 to +2. The values for kurtosis were within the range of -7 to +7, and
therefore did not portray excessive kurtosis. Thus, based on the results in table 4.54,
assumption of normality-distributed data was not strictly violated in the study.
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Table 4.54. Normality Test Results for Intellectual Stimulation
Skewness
Test Parameter

Statistic

Std.

Kurtosis
Statistic

Error
The Judicial Officer suggests new ways of completing
work duties.
The Judicial Officer encourages creativity in solving
work related problems.
The Judicial Officer appreciates when I am inquisitive
and seek to know more.

Std.
Error

-.236

.175

-1.410

.347

-.450

.175

-1.235

.347

-.217

.175

-1.344

.347

INFLUENCE OF INTELLECTUAL STIMULATION ON PERFORMANCE OF
JUDICIAL STAFF
I perform my work effectively because the Judicial
Officer suggests modern ways of completing tasks.

-.040

.175

-1.065

.347

-.162

.175

-.765

.347

.118

.175

-.712

.347

I put extra effort in my work because the Judicial
Officer encourages innovativeness in solving work
related challenges.
I am satisfied with my work because the Judicial
Officer encourages me to be inquisitive and seek to
know more.
4.6.7.2 Regression Analysis and Hypothesis Testing for Intellectual Stimulation
Regression was carried out to explore the level of influence of intellectual stimulation
(independent variable) on the performance of judicial staff (dependent variable). In this
study, multiple linear regression was run to predict the performance of judicial staff from
the intellectual stimulation of judicial officers. In addition, multiple linear regression was
run to test whether the overall regression model is a good fit for the data, through F-ratio
result. The outputs for this analysis are regression model summary, ANOVA and
regression coefficients.
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4.6.7.2.1 Regression Model Summary
The results for the model summary is presented in table 4.55(a). The table shows R, R2,
adjusted R2, and the standard error of estimate. R represents multiple correlation
coefficients, R2 represents coefficient of determination and adjusted R2 indicates the
statistic value adjusted with respect to the number of independent variables in the model.
It demonstrates the fitness of the regression model. From the table 4.55(a), R =.801shows
a positive correlation, coefficient of determination R2=.642, while adjusted R2=.641
shows that the regression model fits the data. This means that intellectual stimulation
explainsabout 64% variability of overall performance of judicial staff when other factors
are held constant.
Table 4.55(a). Model Summary
Model

R

R Square Adjusted R Square

Std. Error of the

Durbin-

Estimate

Watson

1

.766

.589

.597

.92463

2

.801a

.642

.641

.76341

1.844

a. Predictors: (Constant), Intellectual stimulation
b. Dependent Variable: Performance of judicial staff
4.6.7.2.2 Regression ANOVA
Regression ANOVA is a statistical measure that helps in understanding the level, or the
extent of variability with regards to a regression model. Besides, its findings are used in
setting a base for testing significance. The study conducted regression ANOVA to test
whether the overall regression model was a good fit for the data, and to find out the level
of variation resulting from the independent variable X3 (intellectual stimulation) in the
regression model. The R2=.642 (table 4.55a) and F-test results in ANOVA (table 4.55b),
indicate that intellectual stimulation explained 64% of the variance (R2=.642,F(1,310) =
552.207, p<.05) in the regression model.
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Table 4.55(b): Regression ANOVA
Model
Sum of Squares
Df
Mean Square
Regression 321.825
1
321.825
1
Residual
179.502
308
.583
Total
501.328
309
a. Dependent Variable: Performance of judicial staff
b. Predictors: (Constant), Intellectual Stimulation; *p<.05

F
Sig.
552.207 .000*

4.6.7.2.3 Regression Coefficients for Intellectual Stimulation
Regression coefficient is the slope of the linear relationship between the dependent
variable and the part of a predictor variable that is independent of all other predictor
variables. The study result, β=.90, t(310)= 23.50, p<.05, led to the rejection of the null
hypothesis, H05. This meant that there was a significant relationship between the
intellectual stimulation of judicial officers and performance of judicial staff. The
implication of the finding was that an improvement in the intellectual stimulation of
judicial officers improvesthe performance of judicial staff by factor 0.901. The results are
presented in table 4.55(c).
Table 4.55(c): Regression Coefficients
Model

Unstandardized

Standardised

Coefficients

Coefficients

Statistics

Beta

Tolerance VIF

B
(Constant)
1 Intellectual
stimulation
(Constant)
2 Intellectual
stimulation

Std. Error

t

Sig.

.376

.144

2.619 .009*

.901

.038

.801 23.499 .000*

.129

.124

1.040 .009*

.875

.027

.814 23.534 .000*

a. Dependent Variable: Performance of judicial staff; *p<.05
*p<.05
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Collinearity

1.000 1.000

1.000 1.000

4.7 Moderating Influence of Organization Structure on Performance of Judicial
Staff
Organization structure was the moderating variable of the study. The key question was:
how does organizational structure moderate the influence of transformational leadership
style of judicial officers on the performance of judicial staff in Kenya? The research
question was evaluated by considering the results for measures of central tendencies,
correlation and regression analysis, Chi-square tests and analysis of variance. The
following findings show how data for the moderating influence of organization structure
was statistically analysed.

4.7.1 Frequency Distribution for Organization Structure on Performance of Judicial
Staff
The data was analysed for frequency distribution and the results presented in table 4.56.
The respondents were asked to give their opinion (in a scale of 0-4) with regard to the
moderating influence of organization structure at their workplace. Besides, they were
asked to rate (in a scale of 0-4) the moderating influence of organization structure on their
performance.The rating scale was 0-Not at all, 1-Rarely, 2-Sometimes, 3-Fairly Often and
4-Always. The table is presented in two parts, A and B. Part A, presents the perception of
judicial staff with regard to the moderating influence of organization structure on their
place of work. Part B presents the Likert scale rating (by judicial staff) of the moderating
influence of organization structure on the performance of judicial staff.
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Table 4.56: Frequency and Percentage Distribution for Organization Structure

Always

4

Often

3
Sometimes

2

Rarely

Moderating variable

1
Not at all

0

36

42

62

62

110

ORGANIZATION STRUCTURE
The reporting structure/line enhances close
interaction between the judicial officer and I.
I am permitted to make major decisions

11.5% 13.5% 19.9% 19.9% 35.3%
52

regarding my work.

69

61

65

65

16.7% 22.1% 19.6% 20.8% 20.8%

The rules and regulations under which I work
are flexible enough to allow me to be

45

44

62

68

93

14.4% 14.1% 19.9% 21.8% 29.8%

creative in my area of work.
INFLUENCE OF ORGANIZATION STRUCTURE ON PERFORMANCE OF
JUDICIAL STAFF
I am effective in my work because of the

46

direct engagement with the judicial officer.
I put extra effort in my duties because can

47

92

80

14.7% 15.1% 15.1% 29.5% 25.6%
53

make major decisions in work.

47

46

55

87

71

17.0% 14.7% 17.6% 27.9% 22.8%

I am satisfied with my work because the

58

rules and regulations are relaxed enough to

42

55

72

85

18.6% 13.5% 17.6% 23.1% 27.2%

allow me to be innovative.
Regarding the perception of moderating influence of organization structure, about 35%
always felt that the reporting structure/line enhances close interaction between the judicial
officer and judicial staff. When the respondents were asked whether the rules and
regulations under which they worked were flexible enough to allow them to be creative in
their area of work, roughly 30% always felt so. On whether the respondents were
permitted to make major decisions regarding their work, approximately 21% always felt
affirmative (table 4.64).
Concerning the moderating influence of organization structure on the performance of
judicial staff, just about 27% always felt that they did not at all put extra effort in their
duties because they could make major decisions at work. In a similar inquiry about 26%
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always felt they were effective in their work because of the direct engagement with the
judicial officer.
4.7.2 Mean and Standard Deviation for Organization Structure
From the findings in table 4.57, it is evident that no significant variation was observed
with respect to judicial staff‟s view on whether organization structure had a moderating
influence on their performance. When compared with the rest of the other measurement
parameters, only judicial staff‟s effectiveness at work because of direct engagement with
the judicial officer had a larger variation (M=3.86, SD=0.431).
Table 4.57: Mean and Standard Deviation for Organization Structure
Intellectual Stimulation

Mean (M)

Standard

N

Deviation
(SD)
The reporting structure/line enhances close interaction between
the judicial officer and I.
I am permitted to make major decisions regarding my work.
The rules and regulations under which I work are flexible enough
to allow me to be creative in my area of work.

3.57

0.282

311

3.16

0.364

312

2.78

0.272

312

3.86

0.431

312

2.05

0.098

312

2.19

0.127

311

Influence of organization structure on performance of judicial staff
I am effective in my work because of the direct engagement with
the judicial officer.
I put extra effort in my duties because can make major decisions
in work.
I am satisfied with my work because the rules and regulations are
relaxed enough to allow me to be innovative.

4.7.3 Factor Analysis for Organization Structure
Factor analysis refers to the statistical tool that examines the weight or the possible effect
of un-observed variables. Factor analysis was done on the moderating variable to
determine the adequacy of the sample used.
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4.7.3.1 KMO and Bartlett's Test for Organization Structure
Organization structure was among the variables that were tested for their influence in the
performance of judicial staff. The sampling adequacy was tested and Kaiser-Meyer-Olkin
Measure 0.69 was obtained (see table 4.58), which was a viable value for the variable.
Bartlett's Test of Sphericity returned p<.05, showing a strong relationship between the
variables, essentially setting the ground to reject the hypothesis at this stage.
Table 4.58: KMO and Bartlett's Test for Organization Structure
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Bartlett's Test of Sphericity

.697

Approx. Chi-Square

363.721

Df

3

Sig.

.000*

*p<.05
4.7.3.2 Communalities for Organization Structure
The extent of individual factor variance accounted for in the variability of organization
structure was shown in the table 4.59. Significant variance (81%) in the way judicial
staffs could make major decisions regarding their work was accounted for the influence
of organization structure. Besides, staff decision-making accounted for about 67%
variance, while reporting structure and rules of regulation accounted for 75% variance on
the influence of organization structure on the performance of judicial staff.
Table 4.59: Communalities for Organization Structure
Measurement Parameter

Initial

Extraction

Reporting structure between us enhances close interaction

1.000

.672

I can make major decisions regarding my work

1.000

.806

Rules & regulations are flexible to allow me to be creative

1.000

.754

Extraction Method: Principal Component Analysis.
4.7.3.3 Total Variance Explained for Organization Structure
As noted in other variables of the study, organization structure didhave components that
significantly contributed to its variability and the subsequent influence on the
performance of judicial staff. The first component in the total variance explained
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accounted (table 4.60) for almost 74% variance. This implied that factor 1 explained more
of organization structure‟s influence on the performance of judicial staff at 74%. This was
significant when compared to other factors whose extraction sum of square loading were
not presented because of their negligible values.
Table 4.60: Total Variance Explained for Organization Structure
Component

Initial Eigenvalues

Extraction Sums of Squared
Loadings

Total % of
Variance

Cumulative

Total % of

%

Variance

1

2.233 74.425

74.425

2.233 74.425

2

.479 15.959

90.384

3

.288 9.616

100.000

Cumulative
%
74.425

Extraction Method: Principal Component Analysis.
4.7.3.4 Scree Plot for Organization Structure
The scree plot gives the visual presentation of the Eigenvalues to show the point at which
the curve flattens. This helped in deducing the factors that were extracted from the list of
the measurement parameters for organization structure. From the figure 4.9, the point of
inflexion is at component 2, meaning that 2 components were retained.

Figure 4.9: Organization Structure Scree Plot
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4.7.3.5 Component Matrix for Organization Structure
The table 4.61 shows the loading of the factors, which indicated the extent to which a
factor contributes to the moderating variable (organization structure). The higher the
value, the more important a factor is to the moderating variable. As indicated in (table
4.61), being allowed to make major decisions regarding work has a 90%-valuecompared
to other factors that were analysed. This implied that it was the most important factor in
determining how organization structure moderates the performance of judicial staff. The
therefore inferred that, judicial staff should be allowed to make some decisions that
pertains to their work. Similarly, rules and regulations as well as the reporting structure in
the judiciary that enhances close interaction between the judicial officers and judicial staff
should also be entrenched.
Table 4.61: Component Matrix for Organization Structure
Test parameter

Component
1

Reporting structure between us enhances close interaction

.820

I can make major decisions regarding my work

.898

Rules & regulations are flexible to allow me to be creative

.869

Extraction Method: Principal Component Analysis.
a. 1 components extracted.

4.7.4 Correlation between Organization Structure on Performance of Judicial Staff
Correlation is a statistical determination of the relational variations existing between
variables. Those variations can be both positive or negative in nature. The results of
correlation analysis between the moderating influence of organization structure on the
performance of judicial staff indicated that the variables were positively correlated. The
results for Pearson Correlation test showed that there was a positive correlation between
reporting structure that enhances close interaction between the judicial officer staffs and
judicial staff performance,r (312) = .732, p< .05. There was a positive correlation
between permitting judicial staff to make major decisions regarding their work and
performance of judicial staff, r (312) = .647, p< .05. Finally, the results for Pearson
Correlation test showed that there was a positive correlation between rules and
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regulations that were flexible enough to allow judicial staff to be creative in their area of
work and their performance, r (312) = .634, p< .05. These results are presented in the
table 4.62.
Table 4.62: Correlation Analysis between Organization Structure and Staff
Performance
Test parameter

Performance of Judicial Staff

The reporting structure/line enhances close

Pearson

interaction between the judicial officer and

Correlation

0.732

me.

Sig. (2-tailed)

0.001*

N

312

I am permitted to make major decisions

Pearson

regarding my work.

Correlation

0.647

Sig. (2-tailed)

0.003*

N

312

The rules and regulations under which I work

Pearson

are flexible enough to allow me to be creative

Correlation

0.634

in my area of work.

Sig. (2-tailed)

0.002*

N

312

*Correlation is significant at the p<.05 level (2-tailed)
4.7.5Chi-Square Test on Organization Structure and Staff Performance
Chi-square test is a statistical method for assessing the goodness of fit between a set of
observed values and those expected theoretically. Chi-square test was used to verify the
strength of association between organization structure and judicial staff performance. The
results for chi-square test showed that there was a strong association between judicial
officer ability to suggests new ways of completing work duties and performance of
judicial staff, 2(16, N=312) = 237.534, p<.05. There was a strong association between
judicial officer tendency to encourage creativity in solving work-related problems and
performance of judicial staff, 2(16, N=312) = 221.827; p<.05. Finally, the results for chisquare test showed that there was a strong association between judicial officer‟s ability to
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appreciate when a judicial staff was inquisitive and sought to know more and their
performance, 2(16, N=312) = 198.513, p<.05. These results were presented in table 4.63.
Table 4.63: Chi-Square Test between Organization Structure and Performance of
Judicial Staff
Test parameter

Test Results

The reporting structure/line enhances

Pearson Chi-Square

272.133

close interaction between the judicial

Sig. (2-tailed)

0.003*

df

16

I am permitted to make major

Pearson Chi-Square

215.434

decisions regarding my work.

Sig. (2-tailed)

0.001*

N

16

The rules and regulations under which

Pearson Chi-Square

264.609

I work are flexible enough to allow me

Sig. (2-tailed)

0.004*

N

16

officer and me.

to be creative in my area of work.
*p<.05

4.7.6 One-Way ANOVA
One-way analysis of variance is a technique used to compare the difference between
means of groups.The study conducted one-way ANOVA to test the difference in means
for two groups, judicial staff at the High Court and Magistrates Courts. Table 4.64 shows
one-way ANOVA in two parts. Part A, shows the difference in means of judicial staff‟s
perception in regard to the moderating influence of organization structure on the work of
judicial staff. Part B, shows the difference in means based on the rating with respect to the
moderating influence of organization structure on the performance of judicial staff.
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Table 4.64: Analysis of Variance for Organization Structure
Group Category

Sum of df Mean
Squares
Square
Between Groups
97.038
1
27.23
High Court (Superior Courts) Within Groups
22.073 53
3.054
Total
119.111 54
Between
71.509
3
39.34
Magistrate Courts
Groups
(Subordinates Courts)
Within Groups
34.139 253
9.138
Total

105.648

F

Sig.

8.916 .000*

4.305 .000*

256

INFLUENCE OF ORGANIZATION STRUCTURE ON PERFORMANCE OF JUDICIAL
STAFF

Between Groups
High Court (Superior Courts) Within Groups
Total
Between
Magistrate Courts
Groups
(Subordinates Courts)
Within Groups
Total
*p<.05

209.378
32.957
242.335

1
53
54

44.356 6.179
7.178

.000*

110.179

3

56.237 7.002

.001*

29.355 253
139.134 256

8.031

The results as indicated in table 4.64, the difference in means on judicial staff‟s
perception on whether organization structure moderates their work F(1, 53)=8.916,
p<.05 and F(3, 253)=4.305, p<.05 for High Court and Magistrates Courts respectively.
In addition, the difference in means on the rating of the moderating influence of
organization structure on the performance of judicial staff F(1, 53)=6.179, p<.05 and
F(3, 253)=7.002, p<.05 for High Court and Magistrates Courts respectively. These
results demonstrated that there was a significant difference in means of the two groups
(judicial staff at the High Court and Magistrates Court) in regard to the moderating
influence of organization structure on the performance of judicial staff.

4.7.7 Regression Analysis and Hypothesis Testing
Regression analysis is a statistical process for estimating the relationships among
variables. It includes many techniques for modeling and analyzing several variables,
when the focus is on the relationship between a dependent variable and one or more
independent variables. Hypothesis testing is the practice of examining a hypothesis by
comparing it with the null hypothesis. The null hypothesis is only rejected if its
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probability falls below a predetermined significance level, in which case the hypothesis
being tested is said to have that level of significance.
4.7.7.1 Assumptions for Regression Analysis
Multiple linear regression analysis is quite sensitive, and as such it is vital to evaluate if
there exist any outliers. It is because of this, that fundamental assumptions must be made,
and examined before proceeding with regression analysis of variables.
4.7.7.1.1 Testing for Linearity
To establish that the relationship between the moderating influence of organization
structure and performance of judicial staff was linear, linearity test was done and the
results indicated in table 4.65.
Table 4.65. Linearity Test Results for Organization Structure
Model

t

Sig.

(Constant)
Organization Structure
(Constant)
2
Organization Structure

4.248
25.293
2.192
25.301

.000*
.000* 1.000
.000*
.001* 1.000

1

Tolerance

VIF

1.000
1.000

*p<.05 (Sig-2tailed)

The results showed that all the variance inflation factors (VIF) were below 10. This
clearly indicated that the relationship between the moderating influence of organization
structure and performance of judicial staff was linear.
4.7.7.1.2 Autocorrelation Test for Organization Structure
Autocorrelation through Durbin-Watson test was done to find out if there was a
possibility that the error terms were correlated to each other. This was done to ensure that
possible biases that arise from respondents‟ apathy in answering the questions did not
affect the results. Respondents‟ apathy could occur due to strained relationships at the
workplace as well as instances of un-conducive organizational climate. Durbin-Watson
statistic was 1.816, which was close to 2 implying that there was no first order
autocorrelation in the residuals. This finding (see table 4.66) revealed that there was no
autocorrelation in the data.
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Table 4.66: Autocorrelation Test for Organization Structure
Model

R

R Square

Adjusted R Square Std. Error of Durbin-Watson
the Estimate

1

.821a

.674

.673

.70342

1.816

a. Predictors: (Constant), Organization structure
b. Dependent Variable: Performance of judicial staff
4.7.7.1.3 Homoscedasticity Test for Organization Structure
Breusch Pagan test for homoscedasticity was conducted to find out if the error terms were
the same across all measurement parameters for organization structure. The results in
table 4.67 showed that the data was homoscedastic since the test regression results was at
p<0.05.
Table 4.67 Homoscedasticity Test Results for Organization Structure
Model

Sum of

Df

Mean Square

F

Sig.

.639

.006*

Squares

1

Regression

2.2388

4

.545

Residual

10.9833

1

.549

Total

12.8654

5

a. Dependent Variable: performance of judicial staff; *p<.05
4.7.7.1.4 Normality Test for Organization Structure
To check the normality of the data set for the moderating influence of organization
structure on the performance of judicial staff, descriptive values such as skewness and
kurtosis were generated. The scores revealed the presence of both positive and negative
skewness, even though there was no case of excessive skewness in the data since the
values were within the range of -2 to +2. The values for kurtosis were within the range of
-7 to +7, and therefore did not portray excessive kurtosis. Thus, based on the results in
table 4.68, assumption of normality-distributed data was not strictly violated in the study.
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Table 4.68. Normality Test Results for Organization Structure
Skewness
Test parameter

Statistic

Std.

Kurtosis
Statistic

Error
The reporting structure/line enhances close interaction
between the Judicial Officer and I.
I am permitted to make major decisions regarding my
work.

Std.
Error

-.343

.175

-1.136

.347

-.379

.175

-.276

.347

-.251

.175

-1.199

.347

The rules and regulations under which I work are
flexible enough to allow me to be creative in my area
of work.
INFLUENCE OF ORGANIZATION STRUCTURE ON PERFORMANCE OF
JUDICIAL STAFF
I am effective in my work because of the direct
engagement with the Judicial Officer.
I put extra effort in my duties because can make major
decisions in work.

-.147

.175

-.838

.347

-.630

.175

-.352

.347

-.136

.175

-.960

.347

I am satisfied with my work because the rules and
regulations are relaxed enough to allow me to be
innovative.
4.7.7.2 Regression Analysis and Hypothesis Testing for Organization Structure
Regression analysis is a statistical method that is applied to establish the existing
relationship between or among variables of study. Hypothesis testing is the process of
comparing a research hypothesis with the null hypothesis. The null hypothesis is only
rejected if its probability falls below a predetermined significance level, in which case the
hypothesis being tested is said to have that level of significance.
4.7.7.2.1 Regression Model Summary
The results for the model summary was presented in table 4.69(a). The table shows R, R2,
adjusted R2, and the standard error of estimate. R represents multiple correlation
coefficients, R2 represents coefficient of determination and adjusted R2indicates the
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statistic value adjusted with respect to the number of independent variables in the model.
Thus, it demonstrates the fitness of the

regression model.From the table 4.69(a),

R=.821shows a positive correlation, coefficient of determination R2=.674, while adjusted
R2=.673 shows that the regression model fits the data. This means that the moderating
influence of organization structure would explain about 82% variability of overall
performance of judicial staff.
Table 4.69(a): Model Summary
Model

R

R Square

Adjusted R
Square

Std. Error of Durbin-Watson
the Estimate

1

.798

.646

.639

.7347

2

.821a

.674

.673

.70342

1.816

a. Predictors: (Constant), Organization structure
b. Dependent Variable: Performance of judicial staff
4.7.7.2.2 Regression ANOVA
Regression ANOVA is a statistical measure that helps in understanding the level, or the
extent of variability with regards to a regression model. Besides, its findings are used in
setting a base for testing significance. The study conducted regression ANOVA to test
whether the overall regression model was a good fit for the data, and to find out the level
of variation resulting from the moderating variable z (organization structure) in the
regression model. The R2=.674 (table 4.69a) and F-test results in ANOVA (table 4.69b),
indicate that organization structure explained about 67% of the variance (R2=.674,
F(1,310) = 639.742, p<.05) in the regression model.
Table 4.69(b): Regression ANOVA
Model

1

Sum of Squares

Df

Mean Square F

Sig.

Regression 316.543

1

316.543

.003*

Residual

153.387

310

.495

Total

469.930

311

a. Dependent Variable: Performance of judicial staff
b. Predictors: (Constant), Organization structure; *p<.05
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639.742

4.7.7.2.3 Regression Coefficients for Organization Structure
Regression coefficient is the slope of the linear relationship between the dependent
variable and the part of a predictor variable that is independent of all other predictor
variables. The study found organization structure coefficient value of β =.839,t(311)=
25.293,p<.05, which gave credence for the study to reject the null hypothesis (H05) as
indicated in table 4.69(c). The null hypothesis (H05) stated that there was no significant
moderating influence of organization structure on the influence of transformational
leadership style of judicial officers on the performance of judicial staff in Kenya. This
meant that there was a significant relationship between the moderating influence of
organization structure on the performance of judicial staff. This suggested that a change
in organization structure,influenced the performance of judicial staff by a factor 0.839.
Table 4.69(c):Regression Coefficients
Model

(Constant)
1 Organization
structure
(Constant)
2 Organization
structure

Unstandardized

Standardised

t

Sig. Collinearity

Coefficients

Coefficients

Statistics

B

Std. Error

Beta

Tolerance VIF

.499

.117

.839

.033

.821

25.293 .000* 1.000

.156

.113

.829

2.192 .000*

.803

.029

4.248 .000*

25.301 .000* 1.000

1.000

1.000

a. Dependent Variable: Performance of judicial staff; *p<.05

4.8 Ranking of Independent Variables’ Influence on Performance of Judicial Staff
The study ranked the independent variables in terms of the most to least influential as far
as performance of judicial staff is concerned as shown in table 4.70. This was done by
comparing the coefficients from both correlation and regression analysis. The study
established that individualized consideration and intellectual stimulation of judicial
officers possessed the most significant positive influence on the performance of judicial
staff.
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Table 4.70.Ranking of Independent Variables’ Influence on Performance of Judicial
Staff
Rank

Independent
Variable

Pearson

Regression Coefficients

Correlation

(Standardised Coefficients)

Coefficients
(r)
1

Individualized

Without
Moderator

With
Moderator

0.678

0.821

0.828

0.665

0.801

0.814

0.621

0.755

0.762

0.534

0.678

0.734

Consideration
2

Intellectual
Stimulation

3

Idealized
influence

4

Inspiration
Motivation

4.9 Chapter Summary
The study results and findings have been presented in details in this chapter. More
specifically, the chapter presented demographic information of the respondents and the
results for the influence of each independent variable on the dependent variable. Findings
were presented for both descriptive and inferential statistics. Descriptive statistics
included; frequency distribution, mean and standard deviation. Inferential statistics
findings included correlation analysis, Chi square tests, analysis for variance and
regression analysis. The following paragraphs present a summary of the findings for each
research question.

The findings on the first research question established that idealized influence of judicial
officers was positively and significantly correlated with the performance of judicial staff.
This was done through correlation and regression analysis. Correlation analysis indicated
positive and significant Pearson Correlation coefficients, that is r (312) = .634, p< .05; r
(312) = .548, p< .05; r (312) = .682, p< .05. Chisquare test was conducted to find out the
strength of association between idealized influence and performance of judicial staff. The
test results revealed that there was a significant association between idealized influence
and the performance of judicial staff, that is, 2(16, N=312) = 225.309, p=0.003; 2(16,
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N=312) = 176.777, p=0.000; 2(16, N=312) = 268.785, p=0.005. One way Analysis of
variance established that there was statistically significant difference between the means
of measurement parameters of idealized influence and the performance of judicial staff.
Multiple linear regression was done to find out the extent to which the performance of
judicial staff could be predicted by idealized influence of judicial officers. The regression
result, F (1,310) =411.85, p<.05, revealed that idealized influence predicted the
performance of judicial staff. The study revealed that idealized influence positively and
significantly predicted the performance of judicial staff, that is, β =.762, t(311)= 16.26,
p< .05. Thus, the null hypothesis H01, that there was no significant influence of idealized
influence on the performance of judicial staff was rejected.

The findings on the second research question established that inspirational motivation of
judicial officers was positively and significantly correlated with the performance of
judicial staff. This was done through correlation and regression analysis. Correlation
analysis indicated positive and significant Pearson Correlation coefficients, that is, r (312)
= .449, p<.05; r (312) = .428, p<.05; r (312) = .726, p< .05.To find out the strength of
association between inspiration motivation and performance of judicial staff, Chi-square
tests revealed that there was a significant association between inspiration motivation and
the performance of judicial staff, that is, 2 (16, N=312) = 161.098, p<.05; 2 (16, N=312)
= 106.2, p<.05; 2 (16, N=312) = 306.007, p< .05. One way analysis of variance
established that there was

statistically significant difference between the means of

measurement parameters of inspiration motivation and the performance of judicial staff.

Multiple linear regression was done to find out the extent to which the performance of
judicial staff could be predicted by inspiration motivation of judicial officers. The f-test
result for inspiration motivation was, F(9, 302)=143.035, p<.05; F(9, 302)=327.471,
p<.05; F(9, 302)=175.149, p<.05. The study revealed that inspiration motivation
positively and significantly predicted the performance of judicial staff, that is, staff β
=0.802, t(311)= 16.26, p< .05. Thus, the null hypothesis H02, that there was no significant
influence of inspiration motivation on the performance of judicial staff was thus rejected.
The findings on the third research question established that individualized consideration
of judicial officers was positively and significantly correlated with the performance of
judicial staff. r (312) = .680, p<.05; r (312) = .630, p< .05; r (312) = .724, p< .05. To find
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out the strength of association between individual consideration and performance of
judicial staff, Chi-square tests revealed that there was a significant association between
individual consideration and the performance of judicial staff, that is, 2(16, N=312) =
236.326, p<.05; 2(16, N=312) = 221.827; p<.05; 2(16, N=312) = 442.526, p<.05.
Analysis of variance established that there was no statistically significant difference
between the means of measurement parameters of individual consideration and the
performance of judicial staff. Multiple regression was done to find out the extent to which
the performance of judicial staff could be predicted by individual consideration of judicial
officers. The result, F(1,310)=344.478, p<.05; F (1,310) =641.29, p<.05, showed that for
individualized consideration predicted the performance of judicial staff. The study
revealed that individual consideration positively and significantly predicted the
performance of judicial staff, that is, staff β =0.852, t(311)=25.32, p<.05. Thus, the null
hypothesis H04, that there was no significant influence of individual consideration on the
performance of judicial staff was thus rejected.

The findings on the fourth research question established that intellectual stimulation of
judicial officers was positively and significantly correlated with the performance of
judicial staff. This was done through correlation and regression analysis to find out the
degree to which the study‟s linear model would describe the relationship between
intellectual stimulation and the performance of judicial staff. Correlation analysis
indicated positive and significant Pearson Correlation coefficients, that is r(312) = .679,
p< .05; r (312) = .685, p< .05; r (312) = .630, p< .05. To find out the strength of
association between intellectual stimulation and performance of judicial staff, Chi-square
tests revealed that there was a significant association between intellectual stimulation and
the performance of judicial staff, that is, 2(16, N=310) = 237.534, p<.05; 2(16, N=310)
= 221.827, p<.05; 2(16, N=310) = 198.513, p<.05. Analysis of variance established that
there was no statistically significant difference between the means of measurement
parameters of intellectual stimulation and the performance of judicial staff. Multiple
linear regression was done to find out the extent to which the performance of judicial staff
could be predicted by intellectual stimulation of judicial officers. The regression result,
F(1,310)=321.83, p<.05 and F (1,310) =552.21, p<.05revealed that intellectual
stimulation predicted the performance of judicial staff. The study revealed that
intellectual stimulation positively and significantly predicted the performance of judicial
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staff, that is, staff β=.90, t(310)= 23.50, p<.05. Thus, the null hypothesis H03, that there
was no significant influence of intellectual stimulation on the performance of judicial
staff was thus rejected.

The findings of the fifth research question established that organization structure was
positively and significantly correlated with the performance of judicial staff. This was
done through correlation and regression analysis. Correlation analysis indicated positive
and significant Pearson Correlation coefficients, that is r (312) = .732, p< .05; r (312) =
.647, p< .05; r (312) = .634, p< .05. To find out the strength of association between
organization structure and performance of judicial staff, Chi-square tests revealed that
there was a significant association between organization structure and the performance of
judicial staff, that is, 2(16, N=312) = 237.534, p<.05; 2(16, N=312) = 221.827; p<.05;
2(16, N=312) = 198.513, p<.05. Multiple linear regression was done to find out the
extent to which the performance of judicial staff could be predicted by organization
structure. The regression resultF(1,310)=316.54, p<.05 and F(1, 310) = 639.74, p<.05
indicated that organization structure moderated the prediction of the performance of
judicial staff. The study revealed that organization structure positively and significantly
moderated the prediction of performance of judicial staff, that is, staff β =.839, t(311)=
25.293, p<.05. The null hypothesis H05, that there was no significant moderating
influence of organization structure on the performance of judicial staff was thus rejected.
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CHAPTER FIVE
5.0. SUMMARY, DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS
5.1. Introduction
This chapter presents the summary, discussion, conclusion, and recommendations of the
study. The discussions and conclusions of the study was done based on the research
questions of the study. Recommendations were made in respect of areas requiring
improvement and those in need of further research.
5.2 Summary of the Study
The purpose of the study was to analyze the influence of transformational leadership style
on the performance of judicial staff in Kenya. The study set answer the following
research questions:How does idealized influence of judicial officers influence the
performance of judicial staff in Kenya?How does inspirational motivation of judicial
officers influence the performance of judicial staff in Kenya? How does intellectual
stimulation of judicial officers influence the performance of judicial staff in Kenya? How
does individualized consideration of judicial officers influence the performance of
judicial staff in Kenya? How does organizational structure moderate the relationship
between the transformational leadership style and performance of judicial staff in Kenya?
The study was premised on positivist philosophy. The study adopted descriptive
correlation research design. The total population was 770 judicial staff. Stratified
sampling technique was used to select a sample of 385 judicial staff who participated in
the study. The study used a structured questionnaire to collect data from 385 judicial staff
in Nairobi County.Collected data was processed and analyzedfor both descriptive and
inferential statistics. Descriptive statistics included frequency distribution, mean, and
standard deviation. Inferential statistics used in this study included correlation analysis,
Chi-square tests, ANOVA and multiple linear regression.
Regarding the first research question, correlation analysis established the existence of
positive and significant relationship between performance of judicial staff and
individualized consideration, r (312) = .678, p< .05. Analysis of variance revealed that
there was statistically significant difference in the means for individualized consideration,
F (1,310) =641.29, p<.05. Thus, the null hypothesi, that there was no significant influence
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of individualized consideration on the performance of judicial staff, was rejected.
Regression ANOVA indicate that individualized consideration explained 72% of the
variance (R2=.719,F(1,310) = 641.285, p<.05) in the regression model. That is,
individualized consideration, positively and significantly predicted the performance of
judicial staff. The regression coefficient results, β =.83, t(311)=25.32, p<.05, implies that
an improvement in individualized consideration of judicial officer, would result into an
improvement on the performance of judicial staff by a factor equivalent to the β=.83.
With regard to the research question, how does intellectual stimulation of judicial officers
influence the performance of judicial staff in Kenya, correlation analysis established the
existence of positive and significant relationship between performance of judicial staff
and intellectual stimulation, r(312)=.665, p<.05. One way analysis of variance revealed
that there was statistically significant difference in the means for intellectual stimulation,
F (1,310) =552.21, p<.05. Thus, the null hypothesis thatthere was no significant influence
of intellectual stimulation on the performance of judicial staff, was rejected. Regression
ANOVA indicate that intellectual stimulation explained 64% of the variance
(R2=.642,F(1,310) = 552.207, p<.05) in the regression model.

That is, intellectual

stimulation, positively and significantly predicted the performance of judicial staff. The
regression coefficients results,β=.81, t(310)= 23.50, p<.05, means that an improvement in
the intellectual stimulation of judicial officer, would result into an improvement on the
performance of judicial staff by a factor equivalent to the β=.81.
With regards to the research question, how does idealized influence of judicial officers
influence the performance of judicial staff in Kenya, the findings revealed the existence
of positive and significant relationship between performance of judicial staff and
idealized influence r(312)=.621, p<.05. Analysis of variance revealed that there was
statistically significant difference in the means for idealized influence, F (1,310) =411.85,
p<.05. Thus, the null hypothesis H01 ,that there was no significant influence of idealized
influence on the performance of judicial staff, was rejected.Regression ANOVA indicate
that idealized influence explained 86% of the variance (R2=.859,F(1,310) = 411.847,
p<.05) in the regression model. That is, idealized influence, positively and significantly
predicted the performance of judicial staff. Regression coefficient results, β =.76, t(311)=
16.26, p< .05, implies that an improvement in idealized influence of judicial officer,
would result into an improvement on the performance of judicial staff by a factor
equivalent to β=. 76.
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Regarding the research question, how does inspiration motivation of judicial officers
influence the performance of judicial staff in Kenya, correlation analysis results showed
the existence of positive and significant relationship between performance of judicial staff
and inspiration motivation r(312)=0.534, p<.05. Analysis of variance revealed that there
was statistically significant difference in the means for inspiration motivation, F(1,
310)=264.407, p<.05. Thus, the null hypothesis, that there was no significant influence of
inspirational motivation on the performance of judicial staff, was rejected. Regression
ANOVA indicate that inspiration motivation explained 46% of the variance
(R2=.460,F(1,310) = 264.407, p<.05) in the regression model. That is, inspiration
motivation, positively and significantly predicted the performance of judicial staff.
Regression coefficients β =.73, t(311)= 16.26, p< .05 implies that an improvement in
inspiration motivation of judicial officer, would result into an improvement on the
performance of judicial staff by a factor equivalent to the β=.71.
Organization structure was the moderating variable for the study. The study examined the
research question: how does organizational structure moderate the influence of
transformational leadership style on the performance of judicial staff in Kenya?
Correlation analysis found out that organization structure positively and significantly
moderated the performance of judicial staff. That is, reporting structure, r (312)= .732;
autonomy, r (312)= .647; and rules and regulations, r (312)= .634. One-way analysis of
variance revealed that there was statistically significant difference in the means for the
moderating influence of organization structure on the performance of judicial staff, both
for High Courts and Magistrates Courts. That is, F(1, 53)=6.179, p<.05 and F(3,
253)=7.002, p<.05for High Court and Magistrates Courts respectively. There was
significant difference in the means of judicial staff‟s perception on the moderating
influence

of

organization

structure

on

the

performance

F(1,310)=639.742, p<.05. Thus, the null hypothesis,

of

judicial

staff,

thatthere is no significant

moderating influence of organization structure on the influence of transformational
leadership style on the performance of judicial staff, was rejected. Regression ANOVA
indicate

that

organization

structure

explained

about

67%

of

the

variance

2

(R =.674,F(1,310) = 639.742, p<.05) in the regression model. That is, organization
structure, positively and significantly moderated the performance of judicial staff.
Regression coefficients results, β =.84, t(311)= 25.29, p< .05 implies that an improvement
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in the moderating function of organization structure, would result into an improvement on
the performance of judicial staff by a factor equivalent to β=.84.
5.3 Discussion of the Results
The purpose of the study was to analyze the influence of transformational leadership style
on the performance of judicial staff in Kenya. The findings have been discussed
according to research questions as follows: the influence of idealized influence,
inspiration motivation,intellectual stimulation, and individualized consideration on the
performance of judicial staff. Additionally, how organization structure moderates the
influenceof transformational leadership on the performance of judicial staff has also been
discussed extensively.
5.3.1 Influence of Idealized Influence on the Performance of Judicial Staff
The study sought to investigate the influence of idealized influence on the performance of
judicial officers. The study established that about 46% of the respondents always felt they
put extra effort at work because they had complete faith in the judicial officer.
Approximately 43% of the respondents always felt they performed their duties effectively
because they were happy to be associated with the judicial officer‟s commitment to their
work. These results are reflective of leaders who exhibit idealized influence. According to
Northouse (2014), transformational leaders affect follower satisfaction and commitment
to the organization. The findings also showed very low variability on judicial staff‟s
opinion concerning how idealized influence of judicial officers influences their
performance. Compared with other measurement parameters, only judicial officer acting
in ways that makes the staff to have complete trust in them had a slightly higher variation
(M=3.43, SD=0.565). This means that judicial officers‟ commitment to their work and
actions that inspire complete trust and making staff to feel good around them, influenced
judicial staff to put extra effort at work and be more effective, which led to higher levels
of job satisfaction. This finding supports a study by Moses (2010) which established that
transformational leadership style is positively linked to individual and organization
performance outcome. This was also confirmed by similar results by Wilderom, Berg and
Wiersma (2012).
Correlation analysis revealed the existence of a positive and significant relationship
between idealized influence and the performance of judicial officers. For example, the
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study established that judicial officer‟s trustworthiness is positively correlated to judicial
staff performance, r (312) = .548, p< .05 and judicial officer‟s charisma is positively
correlated to employees‟ performance, r (312) = .682, p< .05. This is contrary to
Mohamed (2009) who argued that public organizations in Kenya face a crisis of
leadership and poor leadership presents challenges to employee‟s trust, morale, and hope
in Kenya. Based on the study findings this is not true since judicial officers are considered
trustworthy, and they positively influence staff performance. Northouse (2014) argued
that charismatic leader possesses exceptional qualities as comprehended by his or her
followers. Yukl (2010) pointed that traits like communication, vision, trust, impression
management, and delegation characterizes charisma. A leader with these traits will
positively influence staff performance.
Chi-square test showed that there was a strong association between judicial officer‟s
commitment to work and performance of judicial staff, 2(16, N=312) = 225.31, p<.05.
Judicial officer‟s commitment to work is an important attribute of transformational
leadership style. Judge and Piccolo (2014) observed that effectiveness associated with
transformational leadership leads to improved performance, both at individual and
corporate levels. However, the findings are in contrast with Yates (2014) that no
significant difference was reported among members regarding the effect of
transformational leadership on their level of organizational behavior.
From the study, significant associations were noted between idealized influence and the
performance of judicial staff, that is, (R2=.859,F(1,310) = 411.847, p<.05). As pointed out
by Northouse (2014) and Yukl (2010), the results showed that idealized influence as an
attribute of transformational leadership style, influenced the performance of judicial staff.
The findings were further supported by Mack and Roach (2010) study that established
that a leader‟s transformational leadership behavior as perceived by followers was
positively related to trust. The study also found that the more a judicial officer performs
in a way that judicial staff felt was the appropriate moral behavior, the more the officer
will be trusted.

Multiple linear regression was done to find out the extent to which the performance of
judicial staff could be predicted by idealized influence of judicial officers. When the
moderating effect of organization structure was not included, the study revealed that
idealized influence positively and significantly predicted the performance of judicial staff,
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that is,β =.755,t(311)= 16.26, p< .05. This meant that improvement in the idealized
influence of judicial officer‟s increased performance of judicial staff by factor of β =.755.
This relationship affirms Shamir et al., (2013) who established that role modeling
exhibited by leaders who are transformational has a positive influence on staff
performance. Findings by Hepworth and Towler (2014) also showed that a leader who is
a role model to their followers would be admired, respected, and trusted because their go
beyond the call of duty.

The level of influence of idealized influence on the performance of judicial staff was
enhanced when the moderating effect of organization structure was included β
=.762,t(311)= 16.26, p< .05.Conger, Kanungo and Menon (2010) point out that staff
performance is dependent on leader‟s ability to provide followers with a sense of meaning
and challenges them to commit towards the achievement of organizational objectives.
This corroborates Cumbo (2009) assertion that a leader should be one who is admired,
trusted, and inspiring to be able to influence his supporters. According to Thomas et al.,
(2012) such leaders should be able to go beyond the call of duty. In the present case, the
judicial officers should portray characteristics that are pleasant to the judicial staff to
influence their ideologies for the betterment of their performance. A leader should be one
who is admired, trusted, and inspiring pride to be able to influence his supporters. Such
leaders should be go beyond self-interest for the sake of others. In this case, the judicial
officers should portray characteristics that are pleasant to the judicial staff to influence
their ideologies for the betterment of their performance.

The ANOVA test result for idealized influence was, F (1,310) =411.85, p<.05, which led
to the rejection of the null hypothesis to the effect that there was no significant
relationship between the idealized influence of judicial officers and performance of
judicial staff. The way a judicial officer acts carries weight in influencing judicial staff to
perform better (Berg & Wiersma, 2012). A leader with moral ethics, good character and
right values that conform to the universal standard of moral behavior, influences
followers (Cumbo, 2009). It has been found that moral leadership has connection with
performance. According to Walumbwa (2014), moral leadership relates positively with
the performance of the team. In this case, the actions and behaviors of judicial officers
have direct impact on how the judicial staff behave and performs.
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Based on the regression ANOVA finding (R2=.859, F(1,310) = 411.847, p<.05) for
idealized influence, that the way a judicial officer acts is very important to the judicial
staff as it has direct influence on the performance of the staff. It encourages trust, ease of
work and good association (Hall & Keilitz, 2012). This conforms with the finding of
Roach and Mack (2014) that attention is normally directed on officers‟ outward
performance, presentation of self and demeanor, and interaction with courtroom
participants, especially litigants and the officers ought to carry themselves in a manner
that benefits others. Thomas et al., (2012) who examined the impacts of moral and
untrustworthiness prompts on clients' assessments of the morals of an administration
supplier and found out those wrong signals by suppliers had their clients react with low
moral evaluations, which show less satisfaction and therefore no pride of association.
Regression analysis coefficients, both un-standardisedand and standardised for idealized
influence were significant, when the moderating effect of organization structure was not
included and when it was factored in, that is β=.695 and β=.755 respectively. Thus, the
null hypothesis, that there was no significant influence of idealized influence on the
performance of judicial staff was rejected and the alternative accepted. Thus, leaders who
manifest idealized influence promote a consistent vision, mission, and values to all
members of the organization (Shamir et al., 2013). This has a considerable influence on
the team members. Leaders of this kind demonstrate high standards of ethical and moral
conduct (Fenwick & Gayle, 2014). It is important to observe that leaders with idealized
influence trait put the interest of the individuals and therefore that of the organizations
above their own (Conger, 2014).
The moderating effect of organization structure showed that both un-standardised and
standardised coefficients for idealized influence were significant, that is β=.723 and
β=.762. Thus, the null hypothesis H01, that there was no significant influence of idealized
influence on the performance of judicial staff was rejected and the alternative accepted.
This means that judicial officers‟ selflessness makes them set high standards for the
organization. It is crucial to amplify the fact that employees generate and implement ideas
under the stewardship of leader/manager (Lim & Ployhart, 2014). Such attributes are
significant and they may tend to lean more on enhancing work contexts as opposed to
individual needs of the staff. That is why individualized consideration ranked highest in
this study. It implies that the leaders know how and talents are relied upon by the
employees for high returns, more particularly for the sake of the organization.
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5.3.2 Influence of Inspirational Motivation on Performance of Judicial Staff
The study sought to find out the influence of inspiration motivation on the performance of
judicial staff. On whether inspiration motivation influenced the performance of judicial
staff, roughly 40% always felt that they perform their duties effectively because the
judicial officer informs them about the tasks requiring completion in an encouraging
manner while nearly 38% always felt that they put extra effort in their work because the
judicial officer was optimistic that tasks and goals would be achieved. The findings agree
with Martin (2014) who established that to improve the performance of staffs there is a
need to have a shared vision, which is one essential feature of leadership behavior.
Having a vision helps leaders and their teams to become inspired and committed to a
common goal (McGowan & Miller, 2013). Transformational leaders, in this case, are
obliged to present vision and goals that inspire follower confidence (Freeman & Stewart,
2012). The same view was fronted by Wang and Howell (2010) who added that, when
followers are confident, they be motivated to participate wholly in emerging tasks even if
they were not highlighted earlier.
The results showed that there was minimal variation on judicial staff‟s view regarding
how inspiration motivation of judicial officers influence their performance. What could
be considered as largest variation compared to the rest of measurement parameters was on
whether judicial officers communicated optimistically of what task needed to be
accomplished (M=2.85, SD=0.373). The results are in harmony with Martinez (2012) who
also established that effective communication in an organization shapes organizational
culture and improves employee performance. This means there is a need to change
communication style from one dimensional to an interactive forum of communication
between the team leader and staff (Beeri et al., 2013). A sound communication plan and
leadership style that resonates with employees would be active in stirring up
organizational culture that will allow for employee performance and thus organizational
growth (Warrilow, 2012). The findings also support a study by Abugre (2011) that
established organizational communication has a positive impact on employee
performance and workers prefer good leadership communication behavior because it has
positive effects on workers in Ghanaian organizations.
The results of correlation analysis between inspiration motivation and performance of
judicial staff indicated that these variables are positively correlated. A positive correlation
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was established between the judicial officer ability to communicate optimistically of what
task needs to be accomplished and performance of judicial staff,r (312) = .45, p< .05. The
findings agree with Femi (2014) who established that in Nigeria, effective communication
improves performance and productivity, both at individual and organizational levels. The
study established there was a positive correlation between the judicial officer‟s ability to
express confidence that goals will be achieved and performance of judicial staff, r (312) =
.43, p< .05. This result was in harmony with Conger (2014) who pointed out that a
transformational leadershould have the capacity to empower followers by inspiring selfconfidence and building their capability for continuous personal growth and development.
This happens in an environment where the organizational goal and objectives are so
inspiring that team members effortless put in more than what is expected. In addition, this
is what transformational leaders are good at fostering. They enhance meaning and
encourage positive anticipations about what needs to be done (Griffin & Neale, 2013).
The study established there was a positive correlation between judicial officer tendency to
help staffs find meaning in their work and performance of judicial staff, r (312) = .73, p<
.05. The findings agree with Zeglat (2014) who established that ability of a leader to help
staff find meaning in work improved staff performance since helping workers find
meaning at work is a psychological empowerment and has significant and positive
impacts on customer-oriented behavior. In the judiciary, the judicial officers should be
able to communicate their intentions and expectations to the judicial staff for them to
have a clear understanding of what their jobs entails. This will improve job satisfaction,
as there exists a significant relationship between communication and workers‟
performance (Femi, 2014).
Leaders also motivate their employees by ensuring that work is challenging and generate
meaning and satisfaction among team members when they achieved it (Freeman &
Stewart, 2012). Job satisfaction would be improved since there exists a significant
relationship between communication and staffs‟ performance, r (312) = .73, p< .05. The
judicial staff will also be able to understand their responsibility, coordinate with each
other and the judicial officer as well as synchronization of decisions by various
stakeholders, which makes communication effective.
The study did investigate the strength of association between inspiration motivation and
performance of judicial staff. Chi-square tests revealed that there was a significant
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association between inspiration motivation and the performance of judicial staff, that is,
2 (16, N=312) = 306.007, p<.05. Wang & Howell (2010) who pointed out those leaders
should ensure entrench collaboration within and between teams with the end goal in
mind. The finding 2 (16, N=312) = 306.007, p<.05., reveals strong association between
inspiration motivation and performance of judicial staff makes a basis to assertively say
that a transformational leader must communicate effectively. The leader should
communicate the task that lies ahead and show confidence in the ability of the employees
to achieve the goals (Bell & Menguc, 2012). Wang and Howell emphasized that leaders
can foster healthy communication and collaboration among the team. This can be done
through proper articulation of team goals and tangible appreciation of member of the
team. Communication is important in any setting as it is the key point of the completion
of any task. Femi (2014) says that leader must have the capability to communicate when
necessary to ensure the success of the team.Similarly,employees or followers should be
able to understand their responsibility parameters, coordination with each other and the
leader as well as synchronization of decisions by various stakeholders which makes
communication vital (Martinelli, 2010).
Chi-square tests revealed that there was a strong association between judicial officer‟s
ability to communicate optimistically of what task needs to be accomplished and
performance of judicial staff,2 (16, N=312) = 106.2,p<.05; judicial officer‟s ability to
expresses confidence that goals will be achieved and performance of judicial staff, 2 (16,
N=312) = 161.10, p<.05; and judicial officer‟s ability to help staff find meaning in their
work and performance of judicial staff, 2 (16, N=312) = 306.007, p<.05. These results
showed that inspiration motivation as an attribute of transformational leadership style,
influences the performance of judicial staff. In addition to being a role model to his
followers, a leader is also expected to inspire and motivate his followers to achieve their
set goals and boost their confidence (Griffin, Neal & Neale, 2013).
The findings of this study;2 (16, N=312) = 106.2, p<.05; 2 (16, N=312) = 161.10, p<.05
and 2 (16, N=312) = 306.007, p<.05, clearly indicate that judicial officers as leaders
should ensure that the whole team is working together towards the same goal. More
importantly, the study demonstrate that leaders need to inculcate collaboration between
teams and within teams through succinct delegation of duties. From the results of the
study, it suffice to say that judicial officers should communicate optimistically, express
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confidence in staff‟s ability to achieve the set goals as well as help them find meaning in
their work. By doing this, the judicial officers will be setting ground for success as the
judicial staff will be inspired and motivated. They should be able to communicate their
intentions and expectations to the judicial staff for them (staff) to have a clear
understanding of what their jobs entails.
Multiple linear regression was done to find out the extent to which the performance of
judicial staff could be predicted by inspiration motivation of judicial officers. The study
revealed that inspiration motivation positively and significantly predicted the
performance of judicial staff, that is, staff β =.378, t(311)= 16.26, p< .05. These finding
concurred with a study by Mutuku and Mathooko (2014) that explored the effects of
communication on employee motivation found out that effective communication and job
autonomy increased motivation of employees (Hoogh, 2014). Therefore, the judiciary
should see to it that the communication channels are well established to improve staff
performance (Judiciary, 2015a).Thus, it can be deduced then that communication of the
judicial officers in appropriate manner, optimistically expressing confidence and guiding
the staff to find meaning in their work is paramount in motivating the staff (Wilderom et
al., 2012).
Naqvi et al., (2013) investigated the impact of employee‟s self-rule on occupation
fulfillment and established that the confidence of self-sufficiency increases the level of
job fulfillment and responsibility that motivates the employee to do better at
workplace.The foregoing argument corroborated the study finding β =.378, t(311)= 16.26,
p<.05.

When assessed in comparison to the four independent variables, inspiration

motivation was the fourth most influential on the performance of judicial staff. Its
standardised regression coefficient stood out at β=.734. The ability of a leader to clearly
and succinctly put forth organizational goals and objectives is commonly known as
inspirational motivation and is an attribute that is associated with transformational
leaders. That said, succinct articulation of goals and objectives may not necessarily
translate to performance boost on the staff as other factors may be at play as well.
From the perspective of Kelchner (2013), inspiration motivation is the unrelenting push
by the leader to ascertain that there exists mutual understanding within the team
members,β=0.734, p<.05. Leaders, who are transformational, are adept at articulating
attractive visions for the future of the organization (Manteklow, 2011). That by itself may
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not address the individualized motivational factors of the individual staff, which directly
translate to performance. The more reason when compared with the other independent
variables associated with transformational leadership, inspiration motivation had the least
influence on performance of judicial staff. Scholars like Rawung, Wuryaningrat and
Elvinita (2015), argued that leaders who display inspirational motivation, greatly excel at
inculcating trust and satisfaction upon employees. It is contended that inspirational
motivation sets the basis for sharing knowledge, which is to enhancing success in
organizations. The attributes of inspiration motivation still have a greater inclination
towards improving work context and not directly address the individual‟s needs, β =.734,
t(311)= 16.26, p< .05. It is this individual staffs, who execute the actual work from which
performance is measured. In fact, by comparison, inspiration motivation had the least
influence on performance of judicial staff.
The results for one-way ANOVA were significant. That is,the difference in means on
judicial staff‟s perception on whether judicial staff exhibit inspiration motivation F(1,
53)=4.840, p<.05 and F(3, 253)=6.846, p<.05for High Court and Magistrates Courts
respectively. In addition, the difference in means on the rating of leadership influence of
judicial officers on the performance of judicial staff F(1, 53)=3.860, p<.05 and F(3,
253)=4.233, p<.05for High Court and Magistrates Courts respectively.Based on these
results, the null hypothesis H02, that there was no significant influence of inspiration
motivation on the performance of judicial staff was thus rejected and the alternative
accepted. The environment of work is always dynamic due to globalization, technological
changes, and fierce competition. This dynamism affects the world of work as well as the
disposition and attitudes of staff. The organizations, which through calculated leadership
practices have psychologically empowered and inspired workers are expanding, building
their empires, as well as measuring up to the dynamically changing business climate
(Naqvi, Ishtiaq, Kanwal & Ali, 2013). Inspirational motivation of transformational
leadershas an important contribution on how the staffs perform in their area of work.
Regression coefficients, β =.802, t(311)= 16.26, p< .05, revealed that inspiration
motivation positively and significantly predicted the performance of judicial staff. Thus,
the null hypothesis H02, that there was no significant influence of inspiration motivation
on the performance of judicial staff was thus rejected and the alternative accepted. These
findings are consistent with the study by Geyer and Steyrer (2010). Geyer and Steyrer
explained that transformational leadership and its attributes have been connected to the
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gains in individual, units, and or institutional functioning. This assertion is in line with
Grant‟s (2012) experimental research on the impact of transformational leadership on
staff output. The findings confirm that transformational leadership is most beneficial in
motivating employees when they interact with consumers of their services or output.The
Kenyan Judiciary confronts unchartered paths of leadership challenges (Judiciary,
2015b). The notable ones include chronic under-capacity in leadership competence, lack
of mentorship, excessive bureaucracy, tribalism, unilateralism, and personalization of
issues clientelism, wrong attitudes, ethical issues, unprofessionalism in the management
of the courts (Sihanya, 2013 & Judiciary 2015a).
Organizations require leaders of high morals and excellent performance to spear head the
goals and objectives of the institution (Hamidifar, 2013). Leaders must form plans that
can motivate workers to go beyond their job requirements (Bass & Riggio, 2010).
Consequently, this creates a high-performance inclined workforce, which is crucial for
business growth. From the finding of inspiration motivations level of influence on
performance of judicial staff, β =.678, t(311)= 16.26, p< .05 and β =0.802, t(311)= 16.26,
p< .05, it can be emphasized that human skills, talents and trustworthiness in employees
are critical leadership attributes (Sparer & Brown, 2012). Leaders in the public sphere in
general are under pressure to up the performance of their institutions (Hamidifar, 2013).
5.3.3 Influence of Individualized Consideration on Performance of Judicial Staff
The study set out to find the influence of individualized consideration on the performance
of judicial staff. Regarding whether judicial staff put extra effort in their work because the
judicial officers appreciated their individual effort, just about 31% always felt so. On
whether the judicial officers ensured equitable allocation of work to each judicial staff,
nearly 28% always felt so. These findings are in harmony with Wilderom, Berg and
Wiersma (2012) opinion. They reason that, treating followers as coworkers, is an
invaluable incentive in stirring up initiative among team members. This also embraces the
need to celebrate and respect the individual contribution that each supporter can make to
the group (Manteklow, 2011). This implies that allowing the judicial staff to develop
themselves at work place contributes more to how individuals perform at work. This can
be through delegation and challenging responsibilities that are given to an individual.
Jamal (2015) studied the impact of delegation on efficiency, effectiveness, and

178

empowerment and found out that designation impacts on workers‟ job satisfaction and
fulfillment (Kelchner, 2013).
The results on mean and standard deviation showed that, individualized consideration
boosts employee effectiveness (M=2.69, SD=0.313). According to Noordzij (2013),
effectiveness means being properly aligned with the organization‟s goals. There is no
doubt that effective decisions are often made by leaders who exercise high emotional
intelligence. Noteworthy, is that research has revealed that transformational leaders are
associated with high emotional intelligence (Bliss, 2005). Further, Caruso et al., (2012)
explain that effectiveness at an individual level and organizational efficiency is
attributable to transformational style of leadership. Moreover, from the findings of this
study, the component of transformational leadership, which exhibits the most influence of
on the performance of judicial staff, is individualized consideration.
When a transformational leader applies individualized consideration effectively, one of
the corresponding outcomes is job satisfaction among the employees. This was confirmed
by the study finding, (M=2.57, SD=0.187), and corroborated by Robbins et al., (2008)
who argued that, job satisfaction is derived from the concept of results, treatment, and fair
procedures.

Robbins went further to explain that when employees feel that their

expectations have been met, they are more likely to be friendly, cheerful, and responsive.
What can really make an employee put extra effort to his/her work, without the feeling
that their interests have been, or is being adequately addressed?
For an employee to put extra effort, productive relationships must thrive at the place of
work (M=2.87, SD=0.411). Such an atmosphere can only be created when the leader is at
the forefront promoting productive relationship (Kinicki & Kreitner, 2006). Indeed,
Vance (2006), extra effort is an outcome from a background of self-motivation, or some
philosophical inspiration from a leader. Vance further adds that research has established
the existence of a relationship between the extra effort put by employees and
organizational output. This is where individualized consideration of a leader becomes
pivotal.
Correlation analysis results indicated a positive and significant relationship between
individualized consideration of judicial officers and performance of judicial staff, that is
r(312) = .680, p<.05; r (312) = .630, p< .05; r (312) = .724, p< .05. This is because, under
individualized consideration, a transformational leader treats each member of the team
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independently because they possess a variety of personal unique attributes (Hall &
Kellitz, 2012). More specifically, the study established that there was a positive
correlation between judicial officer ability to help staffs develop competence at the place
of work and performance of judicial staff, r(312) = .680, p<.05. This result agrees with
results by Zeglat (2014) who measured the effect of employee authorization on customeroriented behavior in the Jordanian commercial banks and found that structural
empowerment and psychological authorization have a positive and significant impact on
customer-oriented behavior.
The study established there was a positive and significant relationship between the
judicial officer‟s ability to appreciate each staff as an individual rather than a group and
performance of judicial staff, r(312) = .630, p< .05. This finding is in harmony with the
argument that a transformational leader with individualized consideration competence
treats their followers as coworkers (Conger, 2014). It is the transformational leaders‟ duty
to find out the best approach to use when it comes to delegation of duties within his team
members (Conger, 2014).
Sooksan and Parisa (2013) argument that the ability of a leader to delegate tasks to their
followers shows level of trust and confidence they have in their employees, corroborated
the study finding, r (312) = .724, p<.05. Empowering employees enables them to develop
skills that will help in improving their individual performances thus affecting the whole
organization. Further, Mohammadi (2011) undertook a study to determine the factors
associated with occupational stress. His study found workload was among the factors that
were listed. A workplace where stress is experienced cannot register good performance
and as such, caution is required when distributing work to employees (Delarue, 2012).
The relation between workload distribution and overall job satisfaction informs leaders to
ensure that the tasks and responsibilities and shared in a fair manner per every
individual‟s capability (Manteklow, 2011). Therefore, in their bid to create good working
conditions for judicial staff, the officers need to appreciate individual work of the staff
members; delegate jobs fairly with responsibilities that help develop the staff at their
workplace (Boakye, 2010).
In order to find out the strength of association between individual consideration and
performance of judicial staff, Chi-square tests revealed that there was a significant
association between individual consideration and the performance of judicial staff, that is,
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2(16, N=312) = 442.526, p<.05. More specifically, Chi-square tests on the influence of
individual consideration on judicial staff performance revealed that there was a strong
association between judicial officer‟s ability to help them develop competence at their
place of work and performance of judicial staff, 2(16, N=312) = 236.326, p<.05, judicial
officer‟s tendency to appreciate staffs as individuals rather than a group and performance
of judicial staff, 2(16, N=312) = 221.827; p<.05. These results showed that individual
consideration as an attribute of transformational leadership style influences the
performance of judicial staff. Thus, the study rejected the null hypothesis that there is no
significant relationship between individualized consideration of judicial officers and
performance of judicial staff.
Chi-square results, 2(16, N=312) = 442.526, p<.05 was coherent with a study by Misbah
and Sabreen (2014) on the impact of delegation on efficiency, effectiveness, and
empowerment. The study found out that delegation significantly influences workers‟ job
satisfaction and fulfillment. However, in as much as some work is being delegated, the
leaders should be careful to do fair distribution of responsibilities to employees. The
relation between workload distributions and overall job satisfaction informs leaders to
ensure that the tasks and responsibilities are shared in a fair manner per every individual‟s
capability. Therefore, in their bid to create good working conditions for judicial staff, the
officers need to appreciate individual work of the staff members, and delegate jobs fairly
with responsibilities that help develop the staff at their workplace.
Multiple linear regression was carried out to find out the extent to which the performance
of judicial staff could be predicted by individual consideration of judicial officers. The
study revealed that individual consideration positively and significantly predicted the
performance of judicial staff, that is, staff β =0.828, t(311)=25.32, p<.05. Indeed, the
findings show that individual consideration as an attribute of transformational leadership
style has a significant influence to the performance of judicial staff. The findings agree
with Jamal (2015) who‟s aim at identifying the impact of the delegation on efficiency,
effectiveness, and empowerment and established a statistically significant positive
relationship between the delegation of authority on effectiveness, efficiency and
empowerment of employees' performance, β =0.828, t(311)=25.32, p<.05. Dumdum et
al., (2012) also opined that those in high authority who consider the specific needs of
their individual followers empower them to become better persons. Geyer and Steyrer
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(2010) points out those leaders who portray individualized consideration for their
followers build their self-confidence and elevate their development.
Responding to the needs of every individual can be cumbersome but it surely pays, as
shown by the influence of individualized consideration with and without moderation by
organization structure, β =0.812, t(311)=25.32, p<.05 and β =0.828, t(311)=25.32, p<.05.
The results of the study show that individualized consideration of staff empowers them to
become better workers. Leaders who exhibit individualized consideration for their
followers build their self-confidence and elevate their development (Zeglat, 2014). The
respondents indicated that they would want to see fair workload distribution, being
appreciated by the judicial officers as well as being helped to develop themselves at work.
The ability of a leader to delegate tasks to their followers shows level of trust and
confidence they have in their employees. Empowering employees enables them to
develop skills that will help in improving their individual performances thus affecting the
whole organization. Allowing the staff to develop themselves at work place contributes
more to how individuals perform at work. This can be through delegation and challenging
responsibilities that are given to an individual (Dimitrios, 2015).
Regression analysis was done to test the hypothesis H03 that there was no significant
influence of individualized consideration on the performance of judicial staff. The results
for regression coefficients, β=.828, t(311)=25.32, p<.05, showed that individual
consideration positively and significantly predicted the performance of judicial staff.
Based on these findings, the study rejected the null hypothesis, H04, that there was no
significant influence of individual consideration on the performance of judicial staff was
thus rejected and the alternative accepted. From a transformational leadership perspective,
Conger (2014) argued that individualized consideration is the level to which the leader
responds to each person‟s peculiar needs. This personalised inclusion in any
transformational process has a great say on how the followers respond to a person‟s
leadership.
The finding β=.828, t(311)=25.32, p<.05, concurs with Geyer and Steyrer (2010) who
reasoned, individualized consideration entails offering empathy and support, keeping
communication with followers, encouraging respect, and celebrating the individual
contributions of followers. It is these attributes of individualized consideration of judicial
officers that seem to significantly influence the performance of judicial staff. One of the
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key ways on how transformational leaders work is that they deal with their followers as
individuals, who have unique needs, diverse knowledge and orientation. When this is
entrenched as a culture within an organization, then individualized consideration of the
transformational leader has a superior influence on the general performance of a team as
compared with intellectual stimulation, idealized influence, and inspiration motivation.
When ranked, among the four independent variables, individualized consideration had the
most influence on the performance of judicial staff. That is, a significant standardised
regression coefficient β =0.828, t(311)=25.32, p<.05. This could be attributed to what
individualized consideration is by definition. Individualized consideration is strongly
inclined to paying a personalised attention to followers by the transformational leader.
What characterizes this kind of personalised attention is coaching and mentoring which
can have a direct and significant impact on the followers (Bass & Riggio, 2006). Maslow
(1943) developed a theory on people‟s hierarchy of needs. His intention was to
conceptualize what really motivates people. In general, he underscored the fact that
people have unique needs. Thus, from Maslow‟s observation, any person who provides
leadership, and at the same time pays attention to the needs of individual(s), will always
have a significant influence on followers.
5.3.4 Influence of Intellectual Stimulation on Performance of Judicial Staff
The research sought to establish the influence of intellectual stimulation on the
performance of judicial staff. On the influence of intellectual stimulation on the
performance of judicial staff, about 37% always felt that they were satisfied with their
work because judicial officer encouraged them to be inquisitive and seek to know more.
Approximately 35% of the respondents always felt that they put extra effort in their work
because the judicial officer encouraged innovativeness in solving work-related
challenges. These means that encouraging creativity is largely attributed to intellectual
stimulation. In today‟s workplace, creativity and innovation is required due to the
evolving business environment created by new technology, globalization, instability and
business turbulence (Dodi, 2014).
The results showed that, slightly more than a third (34%) of the respondents always felt
that they perform their work efficiently because the judicial officers suggested modern
ways of completing tasks. There is need to package oneself with abilities that can enable
one to wade the murky waters of the workplace (Naqvi et al., 2013). A judicial officer
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suggesting new ways of completing tasks contributes more to the variability of
intellectual stimulation of judicial staff as compared to other factors listed. It is important
for leaders to encourage creativity and they can do this by building benevolent and good
working conditions for their subjects (Braun et al., 2013). Creativity is drawn out when
employees reach a point where they feel secured and acknowledged (Merhabi, 2013).
By considering the result, M=3.17, SD=0.363, intellectual stimulation stirs up the spirit of
innovation that causes questioning of old assumptions and old methodologies of
executing the task to develop most efficient ways of accomplishing a task (Sundi, 2013).
Bushra et al., (2011) argues that leader persuades employees to be creative and/or
innovative when carrying out work related tasks. Myrtle (2010) argues that intellectual
stimulation enhances one's cognitive development at work and tends to create a deeper
connection to the work and a stronger feeling of responsibility to the organization.
Wheatley (2001) contend that the leader inspires others with a purpose and a greater sense
of mission, changes in supporters that eventually converts them into productive and
creative leaders by recognizing innovation is a potential that exists in all the people.
Correlation test showed that there was a positive correlation between judicial officer‟s
ability to suggest new ways of completing work duties and performance of judicial staff,
r(312) = .679, p< .05 and judicial officer‟s ability to encourage creativity in solving workrelated problems and performance of judicial staff, r (312) = .685, p< .05. The findings
agree with Lale (2012) who investigated the effect of transformational leadership on
institutional innovation, and found that positive impact of transformational leadership on
organizational innovation and staff performance. The findings are also in agreement with
Samad (2012) study that found transformational leadership and innovation have
significantly enhanced the overall organizational performance in Malaysian logistics
companies.
It was imperative for the study to find out the strength of association between intellectual
stimulation and performance of judicial staff, Chi-square tests revealed that there was a
significant association between intellectual stimulation and the performance of judicial
staff, that is, 2(16, N=310) = 237.534, p<.05. That implied that the judicial officers
encouraging creativity in solving work related problem, suggesting new ways of
completing assignment and appreciating staff inquisitive nature have direct influence on
overall job satisfaction, extra effort and effectiveness (Misbah & Sabreen, 2014). From
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the result, 2(16, N=310) = 237.534, p<.05, intellectually stimulating leaders allow others
to be inquisitive and to question their beliefs, assumptions, and values. Leaders encourage
creativity and innovative thinking by empowering their employees to have different
perspective to different situations to have new ways of completing tasks that are assigned
to them (Wang & Howell, 2010). The study affirms intellectual stimulation by showing
that extent of variability of job satisfaction that is influenced by employee creativity and
innovation.
Further, Chi-square tests revealed that there was a strong association between judicial
officer‟s tendency to encourage creativity in solving work-related problems and
performance of judicial staff, 2(16, N=310) = 221.827, p<.05; and judicial officer‟s
ability to appreciate when staff is inquisitive and seek to know more and performance of
judicial staff, 2(16, N=310) = 198.513, p<.05. From the foregoing result, 2(16, N=310)
= 221.827, p<.05 and 2(16, N=310) = 198.513, p<.05, it is apparent that intellectual
stimulation of the transformational leader influences the staff at a personal level. This
observation and hence the argument is corroborated by Anjali and Anand (2015), who
pointed out that the development of staff commitment in an organization is enhanced in
part, when a leader intellectually stimulates. It is obvious that when staff are developed,
organizational performance is improved. Indeed, Sundi (2013) emphasizes that
employees function well in an environment where rationality and creativity thrives, and
that intellectual stimulation is key in entrenching it.
Multiple linear regression was conducted to find out the extent to which the performance
of judicial staff could be predicted by intellectual stimulation of judicial officers. The
study revealed that intellectual stimulation positively and significantly predicted the
performance of judicial staff, that is, staff β =.814, t(311)= 25.293, p<.05. One-way
ANOVA showed a significant difference in means on the rating of leadership influence of
judicial officers on the performance of judicial staff F(1, 53)=4.840, p<.05 and F(3,
253)=6.846, p<.05for High Court and Magistrates Courts respectively. Based on these
results, the null hypothesis, that there was no significant influence of intellectual
stimulation on the performance of judicial staff was thus rejected and the converse
accepted. This means that, suggesting new ways of completing assignment by judicial
officers contributes more to intellectual stimulation of the judicial staff (Femi, 2014).
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Ladd and Marshall (2014) explains that creative and innovative thinking improves
individual and organizational development, which in turn provides a sense of job
satisfaction. Intellectual stimulation advocates for innovative and creative way of doing
tasks (Abugre, 2011), which agrees with the study finding β=.814, t(311)= 25.293, p<.05.
The stimulation that pushes critical thinking for problem solving using new approaches of
completing tasks (Zainnudin & Isa, 2011). This goes to show that the judiciary is in the
right tract of encouraging creativity and innovation with the judicial officer creating an
environment which allows for intellectual stimulation thus improving performance of the
judicial staff. These results, agrees with Bushra et al., (2011), who argued that leaders
encourage creativity and innovative thinking by empowering their employees to have
different perspectives to different situations in order to have new ways of completing
tasks that are assigned to them. Intellectual stimulation pitches for innovative and creative
way of doing tasks, which in turn provides a sense of job satisfaction. It is important for
leaders to encourage creativity, which they can do by building benevolent and good
working conditions for their subjects (Lale, 2012).
Regression analysis was done to test the hypothesis H04 that there was no significant
influence of intellectual stimulation on the performance of judicial staff. The results for
regression ANOVA indicate that intellectual stimulation explained 64% of the variance
(R2=.642,F(1,310) = 552.207, p<.05) in the regression model. These results pointed out
that the regression model was fit and hence the rejection of the null hypothesis at this
point. When ranked in comparison to the four independent variables, intellectual
stimulation was the second most influential on the performance of judicial staff. That
was, a significant correlation coefficient and standardised regression coefficientβ=.814.
At the center of intellectual stimulation of a transformational leader, is inspiring people‟s
creativity and innovativeness, encouraging the questioning of norms and seeking for new
approaches and solutions to (Bass & Avolio, 2006). Through intellectual stimulation,
transformational leaders encourage members to question their beliefs, assumptions, and
values (Sundi, 2013).
The finding, β=.814, t(311)= 25.293, p<.05reveals that at the core of intellectual
stimulation is the continuous promotion of utilizing creative methodologies in executing
tasks. Leaders who are transformational challenges followers intellectually so that they
can question common assumptions and status quo, besides finding innovative and creative
ways of solving challenges (Smothers, Doleh, Celuch, Peluchette, & Valadares,
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2016).Organizations seek leaders who pursue innovation, creativity, and adaptability to
improve their performance (Lim & Ployhart, 2014). Perpetual need for improvement of
organizations and individual results push leaders to be innovative, evaluate risks as well
as opportunities, and change the status quo. This cements the centrality of
transformational style of leadership in an organization (Karaca, 2011).
These results, β =.814, t(311)= 25.293, p<.05, F(1,310)=316.54, p<.05 and F(1, 310) =
639.74, p<.05, showed that intellectual stimulation as an attribute of transformational
leadership style, influences the performance of judicial staff. Thus, the study rejects the
null hypothesis that there was no significant relationship between intellectual stimulation
of judicial officers and performance of judicial staff. Transformational leadership
enhances employee job satisfaction as the transformational leader interacts with
subordinates to motivate them to achieve maximum results in their work assignments and
responsibilities (Jalal et al., 2012). It could be argued therefore that in the present hypercompetitive and globalized universe, to achieve organizational excellence in a sustainable
manner, leaders must adopt efficacious leadership style that are responsive to the dynamic
operating universe. A leadership style is the disposition a concerned leader deploys while
guiding organizational members in the team in appropriable framework (Fenwick &
Gayle, 2014).
5.3.5 Moderating Influence of Organization Structure on the Performance of
Judicial Staff
Organization structure was among the variables that were tested for its moderating
influence on the performance of judicial staff. On the moderating influence of
organization structure on the performance of judicial staff, about 27% always felt that
they did not at all put extra effort in their duties because they could make major decisions
at work. Mustapa et al., (2014) point out that staffs generally prefer structures that
enhance close relationship within the workmates in higher in rank. The most critical
components of organizations include reporting structure, autonomy, rules and regulations.
However, Andreou et al (2014) argue that procedures need to be flexible to allow
creativity as indicated in the study. This implies that it is the most important factor in
determining how organization structure affects the performance of the staff. Therefore,
the study argued that judicial staff should be allowed flexibility to make some decisions
that pertain to their work.
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From the study finding, M=3.86, SD-0.431, it can be argued from Sami et al (2011) point
of view that rules and regulations as well as the reporting structures in the judiciary,
which enhance close interaction between the judicial officers and judicial staff should be
incorporated. In this case, reporting structure between the judicial officers and staff,
decision making by staff and having flexible rules and regulations have a strong
relationship with overall job satisfaction, effectiveness and extra effort. There should be a
training system within the structure that enable one understand the roles and mandate of
each organizational unit.
The study established that organization structure was positively and significantly
correlated with the performance of judicial staff. Correlation analysis indicated positive
and significant Pearson Correlation coefficients, that is r (312) = .732, p< .05. In this
case, reporting structure between the judicial officers and staff, decision making by staff
and having flexible rules and regulations have a strong relationship with overall job
satisfaction, putting extra effort and effectiveness. One of the aspects that enhance
employee motivation to perform was being allowed to take part in the decision making of
the organization in addition to other factors like having proper communication channels
(Andreou et al., 2014). Normally, management offers support to initiatives that bring
gains to the organization. Other managers seek to control their staff to behave in certain
ways rather than encourage members to be creative and innovative (Dowdell et al., 2014).
When the respondents were asked whether they put extra effort in their duties because
they could make major decisions, the finding r (312) = .647, p< .05 and r (312) = .634, p<
.05, was in line with Grant (2010), who noted that management should offer support to
initiatives that bring gains to the organization. This they should do without controlling
their staff to behave in certain ways, but rather encourage members to be creative and
innovative (Simola, Barling & Turner, 2012). Formalization measures the extent to which
an organization uses rules and procedures to prescribe behavior (Liao & Chuang, 2011).
However, these procedures need to be flexible to allow creativity as indicated in the study
(Furnham, 2012).
To find out the strength of association between the moderating influence of organization
structure and performance of judicial staff, Chi-square tests revealed that there was a
significant association between organization structure and the performance of judicial
staff, that is, 2(16, N=312) = 237.534, p<.05; 2(16, N=312) = 221.827; p<.05; 2(16,
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N=312) = 198.513, p<.05. Thisfinding was in sync with JTF Report (2012-2016)which
showed that there is a clear organizational structure in the Kenyan judicial system that
demarcates lines of authority and accountability. The structure mainly focuses the
attention of members on what needs to done to be sustainable (Bell & Menguc, 2012). In
all these, employee needs need to be considered if job satisfaction is to be realized
resulting to better performance (Geib & Swenson, 2013)).
Multiple regression analysis was done to test the hypothesis H05 that there was no
significant moderating influence of organization structure on the performance of judicial
staff. The results for regression ANOVA indicated that organization structure explained
about 67% of the variance (R2=.674,F(1,310) = 639.742, p<.05) in the regression model.
Regression coefficients results, β =.814, t(311)= 25.293, p<.05revealed that organization
structure significantly moderated the predictability on the performance of judicial staff.
Further, the results laid the ground for the rejection of the null hypothesis that there was
no significant moderating influence of organization structure on the influence of
transformational leadership style of judicial officers on the performance of judicial staff.
This implies that workers need an enabling organization structure that offers opportunities
for close working relationship with judicial officers at workplace (Reger, 2011). Further,
organization structure plays a critical role in determining how organization structure
affects the performance of the staff (Gächter & Renner, 2013). Therefore, staff should be
allowed to make some decisions that pertain to their work. Similarly, rules and
regulations as well as the reporting structure in the judiciary that enhances close
interaction between the judicial officers and judicial staff should also be considered
(Martin & Lise, 2010).
5.4. Conclusions
The study sought to find out the influence of transformational leadership style of judicial
officers on performance of judicial staff. This section provides conclusions based on the
discussions on the influence of idealized influence, inspirational motivation, intellectual
consideration and individualized consideration on the performance of judicial staff.
Besides, it makes conclusions on the moderating influence of organization structure on
the performance of judicial staff.
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5.4.1 Influence of Idealized Influence on Performance of Judicial Staff
The study investigated and measured the influence of idealized influence on the
performance of judicial staff with organization structure as the moderating variable. The
study established through regression ANOVA that idealized influence explained 86% of
the variance (R2=.859,F(1,310) = 411.847, p<.05) in the regression model. The null
hypothesis was rejected, therefore, the conclusion is that there exists significant influence
of idealized influence on the performance of judicial staff.
5.4.2 Influence of Inspiration Motivation on Performance of Judicial Staff
The study sought to find out and assess the magnitude of the influence of inspiration
motivation on the performance of judicial staff with organization structure as the
moderating variable. The study established that, regression ANOVA results indicated that
inspiration motivation explained 46% of the variance (R2=.460,F(1,310) = 264.407,
p<.05) in the regression model. As a result, the null hypothesis that there was no
significant influence of inspiration motivation on the performance of judicial staff was
rejected. The study concludes that inspiration motivation, positively and significantly
influenced the performance of judicial staff in Kenya‟s Judiciary.
5.4.3 Influence of Individualized Consideration on Performance of Judicial Staff
The study investigated and measured the influence of individualized consideration on the
performance of judicial staff with organization structure as the moderating variable. The
study established that regression ANOVA findings showed that individualized
consideration explained 72% of the variance (R2=.719,F(1,310) = 641.285, p<.05) in the
regression model. Thus, the null hypothesis that there was no significant influence of
individualized consideration on the performance of judicial staff was rejected. That study
concludes that individualized consideration, positively and significantly influence the
performance of judicial staff in Kenya‟s Judiciary.
5.4.4 Influence of Intellectual Stimulation on Performance of Judicial Staff
The study investigated and measured the influence of intellectual stimulation on the
performance of judicial staff with organization structure as the moderating variable. From
the regression ANOVA findings, intellectual stimulation explained 64% of the variance
(R2=.642,F(1,310) = 552.207, p<.05) in the regression model. The null hypothesis that
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there was no significant influence of intellectual stimulation on the performance of
judicial staff was rejected. The study concludes that intellectual stimulation, positively
and significantly influenced the performance of judicial staff in Kenya‟s Judiciary.
5.4.5 Moderating Influence of Organizational Structure on the Performance
Judicial Staff
The study assessed the moderating influence of organization structure on the performance
of judicial staff in Kenya. From the regression ANOVA results, organization structure
explained about 67% of the variance (R2=.674,F(1,310) = 639.742, p<.05) in the
regression model. Thus, the null hypothesis that there was no significant moderating
influence of organization structure on the performance of judicial staff was rejected. The
study therefore concludes that organization structure has a significant moderating
influence on the performance of judicial staff in Kenya.
5.5 Recommendations
This section makes recommendations in two parts, namely, suggestions for improvement
and suggestions for further research.
5.5.1 Suggestions for Improvement of Performance
In this section, suggestions were made on the influence of idealized influence,
inspirational motivation, intellectual stimulation and individualized consideration on the
performance of judicial staff. Further, suggestions for improvement were made for the
moderating influence of organization structure on the performance of judicial staff.
5.5.1.1 Influence of Idealized Influence on Performance of Judicial Staff
The study established that there is a significant positive relationship between idealized
influence and the performance of judicial staff in Kenya. This shows that any
organization that is seeking to improve the performance of its staff should consider
idealized influence as a strategy. To improve the performance of judicial staff, judicial
officers should be committed to their work since it makes staff proud and happy. They
should also act in ways that make judicial staff have complete trust in them and act in
ways that make them (staff) feel good to be around the officers. These will help
subordinate officers perform their work efficiently, put extra effort in their work and
assist them to attain job satisfaction respectively.
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5.5.1.2 Influence of Inspiration Motivation on Performance of Judicial Staff
The study established that there was a significant positive relationship between
inspiration motivation and the performance of judicial staff in Kenya. To improve the
performance of judicial staff, judicial officers should communicate optimistically on the
tasks that need to be accomplished, encourage confidence that goals will be achieved and
help subordinates find meaning in their work. This helps subordinates perform their
duties effectively, put extra efforts and take pleasure from their work respectively.
5.5.1.3 Influence of Individualized Consideration on Performance of Judicial Staff
The study established that there is a significant positive relationship between
individualized consideration of judicial officers and the performance of judicial staff in
Kenya. The study recommends that to improve the performance of judicial staff, judicial
officers need to develop their competence at their place of work, appreciate each judicial
staff as individuals rather than as a group, and ensure fair workload distribution. These
will encourage judicial staff to perform their jobs effectively, put extra effort in their
work and assist them to attain job satisfaction.
5.5.1.4 Influence of Intellectual Stimulation on Performance of Judicial Staff
To improve staff performance judicial officers should encourage innovativism on
efficient ways of completing work/duties, motivate creativity in solving work-related
problems, and appreciate staffs who are inquisitive and seek to know more. These will
significantly help judicial staff perform their work effectively, put extra effort, and help
them attain job satisfaction.
5.5.1.5 Moderating Influence of Organizational Structure on the Performance
Judicial Staff
The study found out that organizational structure has a significant moderating effect on
the influence of transformational leadership style (idealized influence, inspirational
motivation, intellectual stimulation, and individualized consideration) and the
performance of judicial staff. The study recommends that the judiciary should have
efficient reporting and decision-making structures and ensure flexibility of rules and
regulations to allow creativity among judicial staffs in solving work related challenges.
The reporting structure/line should be such that it enhances close interaction between the
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judicial officers and judicial staffs. The decision-making structure should be such that it
permits judicial staffs to make major decisions regarding their work. The rules and
regulations under which judicial staffs work should be flexible enough to allow them to
become creative in their area of work.
5.5.2 Suggestions for Further Research
The study sought to analyze the influence of transformational leadership style of judicial
officers on the performance of judicial staff in Kenya. The study recommends that further
research be carried out on the moderating effect of organizational culture on the influence
of transformational leadership style on performance of judicial staff. A further study
should be carried out to measure the performance of judicial officers as transformation
agents within the Kenyan judiciary.
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Appendix I: Introduction Letter
George Mbogo Ochilo Ayacko
UNITED STATES INTERNATIONAL UNIVERSITY-AFRICA (USIU-A)
P.O. BOX 14634, 00800.
NAIROBI.
19 April 2016
Dear Respondent,
RE: LETTER OF INTRODUCTION (ACADEMIC RESEARCH PROJECT)
I am a student from USIU pursuing a doctorate degree of Business Administration.
Currently, am carrying out a research study on the effect of leadership styles of judicial
officers on judicial staff performance in Kenya. This questionnaire is hoped to assess your
view on the extent to which judicial officers apply transformational leadership style and
its potential effect on judicial performance. It is on this background that you have been
randomly selected to participate in the research pilot stage, by faithfully answering the
questions asked by the researcher. You are requested to be as honest as possible when
answering these questions, since the findings are purely for academic purposes only. Your
responses will be highly respected and accorded the highest confidentiality. May you also
kindly stamp the questionnaire when you complete filling it.
Thank you.
Yours faithfully,
George Mbogo Ochilo Ayacko
Student Researcher
Student ID: 642704
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Appendix II: Research Questionnaire
This questionnaire is meant to gather information regarding the influence of
transformational leadership styles of Judicial Officers on the performance of Judicial
Staff in Kenya.
CONFIDENTIALITY CLAUSE:
The responses you provide will be used for academic purposes and will be strictly
confidential.
SECTION A: DEMOGRAPHIC INFORMATION
1. Gender: Male

[ ]

Female

[ ]

2. For how long have you been with the company?
Less than 1 year [ ]

Between 1- 3 years [ ]

Over 3 years

Under 20 years old

[ ]

21- 30 years old

[ ]

41-50 years old

[ ]

Over 51 years old

[ ]

[

]

3. What is your age?
31-40 years old [ ]

4. Level of Education
Secondary

[ ]

Certificate/Diploma

[ ]

Masters

[ ]

PhD

[ ]

5. Position: ____________________
6. Number of years in position:__________________
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Degree

[ ]

SECTION B: TRANSFORMATIONAL LEADERSHIP
This Section has two parts (a) and (b). Part (a) provides three sets of description of
transformational leadership style that Judicial Officers use to influence the performance
of judicial staff. Part (b) provides three sets of descriptions of how these leadership styles
have influenced your performance as one of the judiciary staff. In a scale of 0-4, where
Zero (0) represents No at All, one (1)- Rarely, two (2)- Sometimes, three (3)- Often and
Four (4)- represents Always, please tick the box that best represents your opinion on each
statement.
4
Always

3

Often

2
Sometimes

1

Rarely

0
Not at all

No

1(a) IDEALIZED INFLUENCE
i)

The Judicial Officer‟s commitment to his/her work
makes me proud to be associated with him/her

ii)

The Judicial Officer acts in ways that makes me have
complete trust in him/her.

iii)

The Judicial Officer acts in ways that makes me feel
good to be around him/her.

1(b) INFLUENCE OF IDEALIZED INFLUENCE ON PERFORMANCE OF
JUDICIAL STAFF
i)

I perform my duties effectively because I am happy to
be associated with the Judicial Officer‟s commitment
to his/her work.

ii)

I put extra effort at work because I have complete faith
in the Judicial Officer.

iii)

I am satisfied with my work because the Judicial
Officer acts in ways that make me feel happy
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4

Always

3

Often

2
Sometimes

1

Rarely

0
Not at all

No

2(a)
INSPIRATION MOTIVATION
i)

The Judicial Officer communicates optimistically of
what task needs to be accomplished.

ii)

The Judicial Officer expresses confidence that goals
will be met/achieved.

iii)

The Judicial Officer helps me find meaning in my
work.

2(b)
INFLUENCE OF INSPIRATION MOTIVATION ON PERFORMANCE OF
JUDICIAL STAFF
i)

I perform my duties effectively because the Judicial
Officer informs us about the tasks requiring
completion in an encouraging manner.

ii)

I put extra effort in my work because the Judicial
Officer is optimistic that tasks and goals will be
achieved.

iii)

I take pleasure from my work because the Judicial
Officer helps me to find meaning in it.
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3(a)

INDIVIDUALIZED CONSIDERATION

i)

The Judicial Officer helps me develop competence
at my place of work.

ii)

The Judicial Officer appreciates each of us as
individuals rather than a group.

iii)

The

Judicial

Officer

ensures

fair

workload

distribution among all Judicial staff.
3(b)

INFLUENCE

OF

INDIVIDUALIZED

CONSIDERATION ON PERFORMANCE OF
JUDICIAL STAFF
i)

I perform my work effectively because the Judicial
Officer helps me in developing my competence

ii)

I put extra effort in my work because the Judicial
Officer appreciates my individual effort.

iii)

I am satisfied with my job, because the Judicial
Officer ensures equitable allocation of work to each
judicial staff.
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4

Always

3

Often

2
Sometimes

1

Rarely

0
Not at all

No

4(a)

INTELLECTUAL STIMULATION

i)

The Judicial Officer suggests new ways of
completing work duties.

ii)

The Judicial Officer encourages creativity in
solving work related problems.

iii)

The Judicial Officer appreciates when I am
inquisitive and seek to know more.

4 (b)

INFLUENCE OF INTELLECTUAL STIMULATION ON
PERFORMANCE OF JUDICIAL STAFF

i)

I perform my work effectively because the
Judicial Officer suggests modern ways of
completing tasks.

ii)

I put extra effort in my work because the
Judicial Officer encourages innovativeness in
solving work related challenges.

iii)

I am satisfied with my work because the
Judicial Officer encourages me to be
inquisitive and seek to know more.
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4

Always

3

Often

2
Sometimes

1

Rarely

0
Not at all

No

5(a)

ORGANIZATION STRUCTURE

i)

The reporting structure/line enhances close

4

Always

3

Often

2
Sometimes

1

Rarely

0
Not at all

No

interaction between the Judicial Officer and I.
ii)

I am permitted to make major decisions regarding
my work.

iii)

The rules and regulations under which I work are
flexible enough to allow me to be creative in my
area of work.

5(b)

INFLUENCE OF ORGANIZATION STRUCTURE ON PERFORMANCE
OF JUDICIAL STAFF

i)

I am effective in my work because of the direct
engagement with the Judicial Officer.

ii)

I put extra effort in my duties because can make major
decisions in work.

iii)

I am satisfied with my work because the rules and
regulations are relaxed enough to allow me to be
innovative.
Thank you very much
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Appendix III: Letter Seeking for Authorization from the Judiciary
George Ochilo Ayacko,
USIU-Africa,
PO
Box
Nairobi

14634-00800,

The Executive Officer,
The Judiciary-Kenya,
P.O. Box 30041–00100,
Nairobi.
12 April 2016
Dear Ms/Mr
REQUEST FOR PERMISSION TO CONDUCT AN ACADEMIC RESEARCH
I am a registered Doctorate Student of Business Administration at the United States
International University. My supervisors are Professor George O. K‟Aol and Dr. Teresiah
K. Linge.
My Research Topic is: Transformational Leadership Style of Judicial Officers and its
Influence on Performance of Judicial Staff in Kenya. I am hereby seeking your consent to
conduct a pilot study in the following courts after which the full study will follow:
i.
ii.
iii.
iv.
v.
vi.

High Court
Milimani Commercial Court
Milimani Law Court
Makadara Law Court
City Court
Kibera Law Court

Should you require any further information, please do not hesitate to contact my
supervisor or me. My contact details are as follows:
Telephone: 0727 535 888, Email: ochilog@gmail.com
Upon completion of the study, I will be ready to provide you with a bound copy of the
dissertation if you may need it.
Your permission to conduct this study will be greatly appreciated.
Yours sincerely,
George Ayacko
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Appendix IV: Research Authorization Letter from the Judiciary
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Appendix V: Letter Seeking for Authorization from the NACOSTI
George Ochilo Ayacko,
USIU-Africa,
PO Box 14634-00800,
Nairobi-Kenya.
The Director General,
National Commission for Science,
Technology and Innovation
P. O. Box 30623-00100
Nairobi, Kenya
25 May 2016
Dear Ms/Mr
REQUEST FOR PERMISSION TO CONDUCT AN ACADEMIC RESEARCH
I am a registered Doctorate Student of Business Administration at the United States
International University. My supervisors are Professor George O. K‟Aol and Dr. Teresiah
K. Linge.
My Research Topic is: Transformational Leadership Style of Judicial Officers and its
Influence on Performance of Judicial Staff in Kenya. I am hereby seeking your
authorization to conduct the research in Kenya‟s Judiciary.
Should you require any further information, please do not hesitate to contact my
supervisor or me. My contact details are as follows:
Telephone: 0727 535 888, Email: ochilog@gmail.com
Upon completion of the study, I will be ready to provide you with a bound copy of the
dissertation if you may need it.
Your authorization to conduct this study will be greatly appreciated.
Yours sincerely,
George Ayacko

241

Appendix VI: Research Authorization Letter from NACOSTI
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Appendix VII: Research Permit
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