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Abstract 

The magnitude and importance of leadership in different organizations has been unnoticed 

and unobserved for a long period of time. In recent times, the importance of leadership has 

not only been realized but also become a burning issue all over the world. Effective leadership 

enhances the productivity of employees in all the sectors of the economy in a country. This 

paper aimed to examine the effect of leadership on organizational performance in the public 

service in Kenya. The study adopted a cross sectional survey research design. The study 

population comprised of employees drawn from twenty ministries in Kenya. The study used a 

sample of 197 subjects. Both stratified and simple random sampling techniques were used in 

choosing  the individuals that took part in the study. A structured questionnaire was used to 

collect primary data. Content validity was used to validate the tool of data collection. The 

questionnaire was given to experts in the field of public relations in the public service for 

validation. The reliability of the questionnaire was determined using Cronbach’s alpha whose 

score was 0.81. Both descriptive and inferential statistics were used to analyze qualitative 

data. Quantitative responses based on Likert scale were coded in the computer using 

Statistical Package for Social Sciences (SPSS) version 21. Processed data were summarized in 

tables and then presented using simple frequencies and percentages. The study found out that 

there is a significant statistical association between leadership and organizational performance 

in the public service in Kenya. The study concluded that for an organization to survive and 

prosper, there need to be leaders who are flexible and adaptive. The study recommended that 

there is need for formulation and implementation of scheme of reward for good governance to 

motivate employees who uphold good governance practices. Further, efforts should be made 

to instill culture of change among public service employees so as to enhance organizational 

performance.  
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Effect of Leadership on Organizational Performance in Public Service in Kenya 

 

By Joy Kasandi Kelemba 

Introduction 

Leadership is an indispensable requisite for the success of any organization (Lewis & Gilman, 

2013). In the recent past years, leadership has engaged as a new effective approach for 

managing the employees and organization at large. This gives importance to the strategic 

integration of new leaderships into effective management of employees and to improve the 

employee productivity (Gong, Huang & Farh, 2009). Effective leadership enhances the 

productivity of employees in all the sectors of the economy in a country. According to Graen, 

Damsereau & Minami (2013) leadership impacts productivity in the following ways; it 

improves employee morale, it‘s a source of motivation, forms basis for cooperation, allows 

for allocation of work on the basis of  capability, gives necessary guidance and creates 

effective communication. Thus, as organizations grow and expectations about their 

performances increase, demand for good leadership tends to multiply. 

In the whole world, the civil as well as public service is considered as nerve centre of 

government machinery. The African countries adopted governance structures especially 

bureaucratic and highly centralized structure of colonial masters before and even after gaining 

independence. Adoption of Structural Adjustment Programmes (SAPs) was undertaken in 

1980s to counter low productivity in the public service.  The main strategies were 

organizational restructuring, human resource management including retrenchment and pay 

reform, budgetary and financial reforms. Later, democratization and initiation of New Public 

Management (NPM) system were introduced in 2000s. The strategies implemented included: 

mainstreaming leadership and management programme, building partnerships with multiple 

stakeholders, enhancing effective and efficient delivery of public services, embracing 

performance management agreements with senior civil servants, promoting accountability and 

transparency, capacity building  of staff, prevention of corruption, and enhanced remuneration 

for civil servants. The required standards and practices which enshrine leadership within the 

public service are adequately stipulated in the Human Resource Management Act (Republic 

of Kenya, 2012) (Economic Commission for Africa, 2010). 

Good governance involves identification of clear tasks, individual and team needs for 

efficient service delivery (Armstrong, 2009). In Kenya, the government continuously provides 

management, leadership, policies, guidance, processes and decision-rights to citizenry in 

respect of quality service delivery in public service (Odhiambo, 2008; Asie, 2011). Guidance 

or support to employees is about acquisition of necessary skills and knowledge as explained 

by Mugenda (in Odhiambo, 2008). Management guides and supports employees for efficient 

service delivery as well as career development. Guidance is necessary for enhancing greater 

job performance and effectiveness at tasks. Human resource managers build a guiding 

coalition by liaising with line managers, a fact alluded to by Kohli and Deb (2011). According 

to Odhiambo (2008), limited knowledge and competence building within the workforce, 

compromised quality and limited access to information on programme-based budgeting have 

hindered employee performance in the public service leading to poor service delivery. 

Unfocussed leadership, limited funds, poor evaluation and reporting system, lack of employee 

involvement in decision making and weak legal frameworks hinder organizational 

performance. Atambo, Kabere, Munene and Nyamwamu (2012), established that employee 

recognition improves employee performance. It is therefore inevitable that decentralization of 

human resource management is implemented to ensure efficiency and effectiveness in service 

delivery, enhance transparency and accountability while reducing bureaucracy.  
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 Training and development of employees in public service is structured in such a way 

that there exists proper channels of management and coordination of functions such as 

training based on Training Needs Assessment. Furthermore, skills inventory is undertaken on 

annual basis. In so doing, Senior Management, Strategic and Transformative Leadership skills 

are provided appropriately at management level (Republic of Kenya, 2016). Thus, this study 

sought to examine the effect of leadership on organizational performance in the public service 

in Kenya. 

 

Methodology 

The study adopted a cross sectional survey research design that enhances use of both 

qualitative and quantitative approaches in data collection and analysis. A cross sectional 

survey design is useful in describing the characteristics of a large population, use of large 

samples, thus making the results statistically significant and generalizable. The design also 

allows use of questionnaire. This design was also appropriate since the researcher got 

information from those who have practical experience with the problem to be studied. 

The study population comprised of 126,998 employees drawn from twenty ministries 

in Kenya (Report of Capacity Assessment and Rationalization of the Public Service, 2015). 

The study used a sample of 197 subjects which were obtained by the use of Nassiuma finite 

sample size computation formula. Both stratified and simple random sampling techniques 

were used to choose the individuals that took part in the study. A structured questionnaire was 

used to collect data needed in the study. Content validity was used to validate the tool of data 

collection. The questionnaire was given to experts in the field of human resource management 

for validation. Modification on the instruments was made based on their recommendations.  

The reliability of the questionnaire was determined using Cronbach’s alpha whose 

score was 0.81.  Both descriptive and inferential statistics were used to analyze qualitative 

data. Quantitative responses based on Likert scale were coded in the computer using 

Statistical Package for Social Sciences (SPSS) version 21. Processed data were summarized in 

tables and then presented using simple frequencies and percentages. Since the researcher was 

a person genuinely concerned about other peoples’ quality of life, the study considered 

people’s rights and ethical issues in research throughout the whole research process. For this 

reason, the researcher strictly observed ethical and legal issues in research like the principle of 

confidentiality, anonymity, and acknowledgement of other people’s input throughout the 

whole study. 

 

Results  

Demographic characteristics of respondents 

The demographic characteristics of the respondents included gender, highest education level, 

and years of working experience. Nearly two thirds (60%) of the respondents were male while 

the remaining 40% of them were female. This implies that the respondents were well 

represented by gender. The study also examined the highest education Level of the study 

respondents where about a third (32%) of respondents were holders of post graduate degree, a 

quarter (25%) of them had attained graduate level of education, while 21% and 22 % were 

holders of diploma and certificates respectively. Therefore, all the respondents were 

adequately knowledgeable to fill the data collection tool. On the years of working experience 

in the Public service among the respondents, more than two thirds (74%) of the study 

participants had served in public service for more than 7 years while another 19% of them had 

less than 6 years of experience in the civil service, thus, majority of them were suitable to fill 

the questionnaire. therefore in position to handle the questions in the questionnaire.   
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Effects of Leadership on Organizational Performance in the Public Sector in Kenya 

The study sought to establish the effects of leadership on organizational performance as 

measure through performance indicators. A five (5) point Likert scale was use to rate the 

respondents’ perception toward the respective performance indicators. The scale included: 1-

Strongly agree, 2-Agree, 3-Undecided, 4-Disagree, 5-Strongly disagree. Table 1 shows the 

distribution of the study participants’ responses on various items.  

 

Table1: Effect of leadership on organizational performance  

Performance Indicators 5  4 3 2  1  

Reduced Costs; Unnecessary 5% 12% 3% 50% 30% 

Increased Productivity 3% 11% 5% 50% 32% 

Expanded or acquisition of new markets 6% 6% 4% 52% 32% 

Increased competence of workforce 3% 11% 6% 46% 34% 

Increased efficiency 11% 8% 9% 41% 32% 

Reduced production time 9% 26% 4% 22% 39% 

Development of new products or service 13% 21% 6% 46% 15% 

Improved quality 8% 18% 2% 37% 35% 

Achievement of financial targets 10% 18% 5% 34% 34% 

Improved customer care 3% 12% 4% 39% 42% 

Changes in behaviour and attitude 10% 12% 4% 45% 28% 

Motivation of staff 17% 17% 3% 33% 29% 

Increased consumer satisfaction 9% 12% 6% 43% 29% 

n=197 

 

     As shown in Table 1, a vast majority (80%) of the study respondents indicated that good 

leadership has led to reduced costs of production, operation among others. Only a small 

percentage (17%) of them was in a contrary opinion. On whether good leadership in public 

service leads to increased productivity, an overwhelming majority (82%) of the study 

participants were positive. The study also sought to establish if good leadership led to 

acquisition of new markets where majority (84%) of them was in agreement.  

     On the other hand, a vast majority (80%) of the respondents were affirmative that good 

governance in public service contributed to increased competence of the workforce. More 

than two thirds (73%) of the respondents pointed out that good leadership increased efficiency 

in public sector. Further, nearly two thirds (61%) of the respondents felt that good leadership 

would reduce production time while slightly more than a third (35%) of them were in a 

contrary opinion. The study also investigated whether leadership had any influence on 

development of new products or service. Over half (61%) of the respondents were in 

agreement while another 34% of them disagreed. 

     The study sought to examine effects of leadership on quality service improvement. Over 

two thirds (72%) of the study participants indicated that good leadership would contribute to 

improved quality service while only 26% of them opposed this item. Slightly over two thirds 

(68%) of the respondents supported that good leadership in public service would help in 

achievement of financial targets of the organization. It was also evident that good leadership 

in an organization would result to improved customer service as reported by majority (81%) 

of the respondents. 

    Changes in behaviour and attitude among employees in public service mostly results from 

good leadership. This was the view held by over two thirds (73%) of the study respondents. 
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Only 22% of them felt otherwise on this item. Good leadership ensures staff motivation thus 

improved performance in public service. This was an opinion held by more than half (59%) of 

the study respondents. A third (34%) of them disagreed with this item. Over two thirds (72%) 

of the respondents agreed that good governance in public service contribute to increased 

consumer satisfaction while another 21% of them were not satisfied by the item. 

 

Discussion 

The study found that majority (80%) of the study respondents agreed that good leadership has 

led to reduced unnecessary costs. This concurs with case studies and survey research 

previously conducted that provide evidence that; reducing unnecessary costs can improve a 

company's performance (Hammer & Champy, 1993; Lieberman & Demester, 1999; Ebben & 

Johnson, 2005; Ghosn & Ries, 2005; Key, Reed, & Sclar, 2005). 

     On whether good leadership in public service leads to increased productivity, majority 

(82%) of the study participants were positive. This was in line with a study conducted by 

Leng (2014) on the impact of leaderships on employee productivity in retail Industry. The 

results of the research showed that there was a significant relationship between the leaderships 

and employee productivity, which means there was a significant impact of leaderships 

towards the employee productivity in the retail industry. This is still applicable in public 

sector. In the same line Kagwiria (2016) established that a unit increase in transformational 

leadership leads to a 0.303 or 30.3% (p = 0.020< 0.05) increase in the employee productivity 

and unit increase in transactional leadership leads to a 0.281or 28.1% (p = 0.000< 0.05) 

increase in employee productivity. This finding was congruent to that of Hurduzeu (2015) 

who established a significant relationship between the leaderships and employee productivity. 

This implies that there was a significant impact of leadership towards the organizational 

productivity in the public sector. 

     The study also sought to establish if good leadership led to acquisition of new markets. An 

overwhelming majority (84%) of them were in consensus. This was in line with a study 

carried out by Hurduzeu (2015) on the impact of leadership on organizational performance. 

The study found that leadership behaviors were very important key factors for the growth of 

the companies in the service sectors. 

     On the other hand, a vast majority (80%) of the respondents were affirmative that good 

governance in public service contributed to increased competence of the workforce. This 

finding concurs with the study conducted by  Kagwiria (2016) that established that the study 

noted that employees at Kenya Commercial Bank spend their time teaching and coaching 

(M=3.96, SD=0.44) and they consider other people as having different needs, abilities, and 

aspirations. They also help others to develop their strengths. In the same vein Kerario (2013) 

who found a positive relationship between transactional leadership and subordinate job 

satisfaction which intern yields performance. Further, Kerario (2013), found that investment 

in training and leadership development to enhance innovation and the development of talent 

has been observed as a crucial strategic focus in high-performing organization. 

     More than two thirds (73%) of the respondents pointed out that good leadership increased 

efficiency in public service. Therefore, poor leadership will create inefficiency in public 

sector. According to (AgiData as cited by World Bank (2015),  Kenya was ranked 4.0 out of 

possible scale of 10 verses sub-Saharan ranking on transparency, accountability and 

corruption in the Public Sector using County institutional and policy and institutional 

assessment instrument. At the same time, Global Integrity ranked Kenya on the basis of 

public administration and professionalism at 68% as compared to 59% of Sub Saharan Africa 

between 2008 and 2011 further confirming that governance of service delivery in public 
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sector in Africa is dogged by corruption as indicated by (KPMG  as quoted by World Bank 

(2015).  

     The study also investigated whether leadership had any influence on development of new 

products or service. More than half (61%) of the respondents were in agreement while another 

34% of them disagreed. This finding is in congruence with previous studies that found that 

leaders can enhance innovative adaptation by encouraging and facilitating collective learning, 

diffusion of knowledge, and the application of new ideas in the organization (James, 2002; 

Senge, 1990; Vera & Crossan, 2004). 

     Slightly over two thirds (68%) of the respondents supported that good leadership in public 

service would help in achievement of financial targets of the organization. In the same line, 

several recent survey studies found evidence of a significant relationship between 

transformational or charismatic leadership and indicators of company financial performance 

(Jung, Chow, & Wu, 2003; Tosi, Misangyi, Fanelli, Waldman, & Yammarino, 2004; 

Waldman, Ramirez, House, & Puranam, 2001; Waldman, Javidan, & Varella, 2004). 

     Changes in behaviour and attitude among the employees in public sector can be resulted 

from good leadership. This was supported by over two thirds (73%) of the study respondents. 

The study finding is in agreement with a study conducted by Rita (2010) which measured the 

impact of leadership and employee empowerment on perceived organizational reputation.  

The results showed that transformational leadership positively influences employees’ 

perception of organizational reputation, not only directly but also indirectly, through 

empowering employees. In the same vein other studies have found that leaders can influence 

employee optimism, organizational commitment, collective identification, and mutual 

cooperation (Bass, 1990; Chen & Bliese, 2002; Mumford, Scott, Gaddis, & Strange, 2002; 

Zaccaro, Rittman, & Marks, 2001). 

     Good leadership ensures staff motivation thus improved performance in public service. 

This was supported by more than half (59%) of the study respondents. Akoth (2015) found 

that motivation affects effectiveness of the performance, incentives motivate employees to be 

more productive.  The finding was as well in line with a study carried out by Kitili (2013) on 

the influence of leadership on employee performance in Kenya, in Coffee Research 

Foundation (CRF) in Ruiru that found out that the leadership adopted by CRF influenced 

positively to employee motivation, commitment and productivity. In the same vein, Kamau 

(2013) did a research on fringe benefits effects on employee productivity in the public sector 

that established that security benefits such as meal, transport and house allowances 

contributed positively to employee productivity. Employees with strong skills and motivation 

are likely to be more productive, because they will do the work faster and smarter (Hatch & 

Dyer, 2004; Ichniowski & Shaw, 1999). 

 

Test Hypotheses  

The study sought to establish whether there is an association between leadership and 

organizational performance in the public service in Kenya. The Chi-square for independence 

was computed and results presented as shown in Table 2.  

H0: There is no significant statistical association between leadership and organizational 

performance in public service. 

HA: There is a significant statistical association between leadership and organizational 

performance in public service. 
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Table 2: Chi-Square test for the association between leadership and organizational 

performance in the public service 

 
      

 As shown in Table 2, there is a statistical significant association between leadership and 

organizational performance in the public service since the p-value is smaller than the level of 

significance (.05), χ² (6, N = 197) = 20.652, p = .002. Thus, the study hah enough evidence to 

accept alternative hypothesis and to reject the null hypothesis. This implies that organizational 

performance in public service is significantly affected by leadership. 

 

Conclusion  

The study concluded that there is a significant statistical association between organizational 

performance and leadership in the public service in Kenya. For an organization to survive and 

prosper, there need to be leaders who are flexible and adaptive. These leaders must be able to 

understand the complex relationships among performance determinants and recognize what 

can be done to influence them in a beneficial way. Therefore, there is need for formulation 

and implementation of scheme of reward for good governance to motivate officers who 

uphold good governance practices. Further, efforts should be made to instill culture of change 

among public service employees so as to enhance organizational performance.  
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