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[bookmark: _Hlk183556288]Authentic Leadership	is defined as a leadership style grounded in self-awareness, relational transparency, balanced processing, and an internalized moral perspective (Walumbwa et al., 2008).

Performance	refers to the achievement of organizational goals, such as project completion, cost efficiency, and quality of service delivery in public institutions (Mutua, 2023).

A state Corporation	in Kenya is a government-owned entity formed under specific legislation, with majority or full state ownership, tasked with delivering strategic services that support socio-economic development (Mwenda, 2023).

Ethical Leadership	refers to leadership behavior informed by fairness, responsibility, and integrity, to engender trust and responsible governance (Hoang, 2022).

Connected Relationships	pertain to the leader’s capacity to create genuine, empathetic, and trust-oriented relationships among teammates, and hence enabling collaboration and performance (Alawadhi, 2022).

Proactive Leadership	is an optimistic approach to management in which leaders anticipate problems, take the lead, and practice strategies to forestall difficulties before they occur. It stresses vision, Planning, and adaptability, and building a culture of preparedness and innovation in a team (Sun, J., 2022).

Self-Awareness	refers to a leader’s knowledge of their values, emotions, and behavior, favorable to good decision-making and consistent leadership behavior (Schunk, 2022).

[bookmark: _Toc198914140]
[bookmark: _Toc209426664]ABSTRACT
This study examined how authentic leadership style influences the performance of state corporations in Kenya, ethical leadership, related relationships, proactive leadership, and self-awareness. The study tackled perennial problems in state-owned corporations, like Delayed projects, weak financial accountability, and poor sustainability were attributed to leadership gaps. Under the guidance of four theories: Authentic Leadership, Social Learning, Leader-Leader-Member Exchange (LMX), and Transformational Leadership, the research applied a descriptive cross-sectional design targeting 171 support staff across eight departments in selected state corporations, such as Planning and Design, Construction, Road Asset Management, Policy Strategy and Compliance, Corporate Services, Audit Services, Corporation Secretary and Legal Services, and Supply Chain Management. Data were gathered through structured questionnaires and analyzed using SPSS Version 26. Construct validity was applied to ensure alignment between the tools and theoretical constructs, while Cronbach’s Alpha showed good reliability for most variables: ethical leadership (α = 0.764), proactive leadership (α = 0.742), self-awareness (α = 0.803), and excellent reliability for performance (α = 0.997). However, these related relations showed a lower reliability score (α = 0.629), and thus, they required improvement. The regression analysis found that the combined leadership dimensions collectively explained 14.1% of performance variation (R2 = 0.141, F = 6.792, p = 0.000). All of them had significant positive effects, with self-awareness being the strongest predictor (B = 1.218, p = 0.000), then ethical leadership (B = 0.879, p = 0.007), proactive leadership (B =0.701, p = 0.019), and related relationships (B = 0.645, p = 0.034). ethical leadership had a negative standardized beta value (β = -0.224), suggesting potential resistance or reform-related disruptions. Correlation analysis confirmed that self-awareness had the strongest correlation with performance (r = .293), followed by proactive leadership (r = .228), and connected relationships (r = .227), while ethical leadership showed no significant correlation (r = .040). The study concluded that true leadership elements, especially self-awareness, positively affect performance through improved morale, innovation, accountability, and cooperation. It advocated ethics education, open communication, institutional reinforcement for innovation, and the development of emotional intelligence. Future studies were recommended to dig into regional variation, the organizational culture, and the impacts of internet transformation on leadership effectiveness in the public sphere.
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[bookmark: _Toc198914149][bookmark: _Toc209426667]1.0 Introduction
This chapter presented the background of the study, research objectives, research questions, significance of the study, scope and limitations of the study, conceptual framework, and theoretical framework.
[bookmark: _Toc198914150][bookmark: _Toc209426668]1.1 Background of the Study
Leadership has become a pivotal determinant of performance in recent years in public institutions tasked with delivering key public services (Ali Afyare, 2024). Public service delivery institutions across the world face historic demands to perform efficiently and to be accountable in their service delivery, more drastically under periods of reduced budgets, increased citizen expectations, and complexity of stakeholder relations. Amid such dire situations, leadership has turned out to be a prime agent of transformation, highlighting ethical behavior, awareness, and value-based factors important in improving performance and restoring confidence among the citizenry (Vuthea, 2025).
As defined by Wulffers and Carmichael (2020), authentic leadership has to do with leaders who are very self-aware and move in accordance with an inner ethical guide always. Authentic leadership helps build trust, boosts employee engagement, and helps develop an integrity and accountability culture. These qualities are especially crucial in the public sector as the decisions of the leader will directly influence the efficiency of operations, fiscal performance, and the quality of service delivery (Walumbwa et al., 2019).
Despite the importance attributed to true leadership, most public organizations in emerging nations still grapple with leadership failure behaviours of unethical conduct, strained relationships, and low self-perceptions amongst leaders. These vices tend to translate into stalled projects, poor utilization of resources, and service deterioration as indicators of overall underperformance. This trend is evident in the Kenyan state corporations from 2020 up to 2025, where they underwent project implementation tardiness, poor resource allocation, and diminishing service delivery quality, with attendant leadership gaps (Njenga, 2021).
Mrongo (2024) pointed out leadership style as one of the important predictors of service delivery performance within Kenya and thus advocated for a shift towards responsible and ethical modes of leadership. The greatest issue at hand is a shortage of quality leadership within the public corporations, concerning ethical conduct, relational strengths, and self-understanding as drivers of institutional sub-performance. Escalating these aspects of leadership is central to upping the efficiency of state corporations and upholding public service delivery within Kenya.
With the added funding and decentralization of public service programs across Kenya, state corporations continue to face numerous challenges in the form of delayed projects, minimal community participation, and inefficient service procedures (Mwangi & Otieno, 2021). These performance gaps tend to be blamed on weak leadership and gaps in institutional accountability, and thus negatively affect projects being finished on time and the sustainability of the delivery of public outcomes. In this context, sustainable leadership offers a bright path in dealing with imperfections in performance. As noted by Onyango and Rotich (2022), authentic leadership can foster a sense of responsibility and professionalism, thereby enhancing the efficiency of service delivery and facilitating long-term sustainability in public service programs.
According to Walumbwa (2019), authentic leadership, characterized by self-knowledge, ethical conduct, and balanced decision-making, enhances employee commitment, promotes high-quality decision-making, and facilitates project implementation. Likewise, Githinji (2022) established that in institutions like state corporations, when leaders maintain ethical standards and act consistently as good leaders, they realise higher staff motivation, enhanced responsibility, and quality delivery of services. Additionally, Khaemba and Mutua (2023) contend that authentic leadership can act as a driver of performance as well as public trust since, through its agency, goals align with national development agendas.
Ethical leadership, as an essence of true leadership, involves the habitual display of fairness, integrity, and good moral judgment in the behaviour and decision processes of the leader. Ethical leaders are leaders who are moral exemplars and create an organizational atmosphere where employees are respected and treated in a fair manner. Such an ethical culture fostered shared responsibility and accountability, two important components of successful service delivery in public administration (Ali Afyare, 2024). Furthermore, if leaders are to model ethical values in procurement, contractor relations, and public relations, they enhance institutional legitimacy and trust.
Proactive leadership is another critical aspect of true leadership. It involves behavior such as challenge anticipation, initiating deliberate action, and ongoing organizational performance improvement. Proactive leaders tend to be better positioned to address emerging problems, lead reform efforts, and foster adaptability and innovation among public organizations (McKinsey & Company, 2025).
Self-awareness equally contributes to the development of true leadership. It refers to the capability of the leader to realize their feelings, beliefs, strengths, and weaknesses, and how these affect others. Self-aware leaders tend more towards being consistent in action, being reflective in crisis conditions, and forming more robust interpersonal relationships. Self-awareness develops emotional intelligence and responsibility and allows public institution leaders to become more consistent in their conduct and more aligned with institutional ends and values (Walumbwa, 2019).
These constructs, ethical leadership, proactive leadership, self-awareness, and connected relationships, provide a strong framework for investigating authentic leadership and its influence on public sector organization effectiveness. In an era where state corporations must compete increasingly on the grounds of efficiency, transparency, and accountability, authentic leadership is one sustainable and influential method of building institutions and achieving organizational success (Wulffers & Carmichael, 2024; Omondi & Wambua, 2025).
Connected relationships are a vital component of leadership practice in the public sector, fostering cohesion, accountability, and a sense of shared purpose. Leaders who cultivate strong relational connections create environments that encourage cooperation, minimize conflict, and enhance overall performance (Wambua & Kimondo, 2025). Moreover, emphasizing connected relationships enhances public sector effectiveness. Leaders who prioritize relational engagement promote mutual respect, shared goals, and coordinated efforts across departments. This relational culture significantly contributes to efficient government operations and improved service delivery outcomes (Odhiambo & Kibet, 2024). Networking also plays a critical role in modern public leadership. By cultivating internal and external relationships, leaders strengthen partnerships, increase access to resources, and align institutional goals with national development objectives. Effective networking enhances resilience and responsiveness to change (Chege & Wekesa, 2025).
In summary, proactive leadership, ethical conduct, self-awareness, and connected relationships form a cohesive framework of authentic leadership that is vital for sustainable performance and public trust in state corporations (Nyakundi & Atieno, 2024; Wekesa & Kariuki, 2024). Despite the growing recognition of these constructs, there remains a limited body of empirical evidence examining their specific influence on project completion time, accountability, and sustainability within Kenyan state corporations. 
[bookmark: _Toc198914151][bookmark: _Toc209426669]1.1.1 Global Perspective of Authentic Leadership Style
In the United States, the control of state and local public organizations is very decentralized, leaving responsibility for planning, managing, and delivering services within the jurisdictions. While this framework increases local responsiveness, it has also highlighted systemic weaknesses in leadership that hamper public sector efficiency. Ongoing deficit in true leadership, reflected in sparse proactive planning, weak stakeholder communication, and broken accountability, has driven inefficiencies within many agencies. According to McKinsey & Company (2022), more than 80% of U.S. public-sector organizations perform below average in organizational health as a result of weak leadership and poor coordination. Deloitte (2023) echoes these concerns, noting that leadership gaps in stakeholder engagement have eroded trust and collaboration throughout government. Meanwhile, Ospina (2020) underscores the need for relational and collective leadership practices such as shared responsibility, bridge-building, and inclusive decision-making to address fragmented leadership models and bolster accountability within public institutions. Fiscal constraints have driven cost-reduction measures such as downsizing or scaling back operations, as seen in Montpelier, Vermont, reflecting reactive rather than visionary leadership (Miller & Hoel, 2021; Watanabe, 2022). Although some state-level programs, like Michigan’s Community Service Infrastructure Fund, attempt to bridge funding gaps through matching grants, the absence of cohesive, ethical, and proactive leadership continues to undermine institutional performance and public trust (Huron Daily Tribune, 2025).
In Mexico, the Secretariat of Infrastructure, Communications, and Transportation (SICT) has taken strides in enhancing service delivery among state-owned enterprises, but has critical infrastructural and administrative hurdles to overcome. Though complications continue to abound, the infusion of ethical leadership practices, including openness, fair planning, and stakeholder engagement, provides a route to improved institutional performance. Participatory governance models that engage local communities can foster shared responsibility, trust, and responsiveness, all of which are essential for sustainable development in public institutions (Choudhary, 2025; Brown & Treviño, 2020). Leadership that demonstrates proactive planning and fosters strategic partnerships could further enhance operational resilience (Yukl & Gardner, 2020).
China offers a dramatic contrast, where firm institutional leadership has reformed the governance of state corporations through nationwide large-scale policy initiatives. The launch of the "chief responsibility" system has imposed clear accountability on officials at various administrative levels and encouraged ethical governance, service quality, and transparency in operational oversight (Vong, 2025). The application of AI-driven monitoring tools also reflects a high level of institutional proactive leadership and self-assessment, enabling real-time decision-making and forward-looking management practices (Kulkarni et al., 2025). Mechanisms of community participation based on this governance structure also demonstrate the role of connected relationships in delivering quality outcomes in state corporations (Wijaksono, 2025).
In India, flagship projects of public administration like the Pradhan Mantri Gram Sadak Yojana (PMGSY) have evolved to embed mechanisms of governance akin to corporate state models, embodying the essence of good leadership, ethical administration, inclusive planning, and group decision-making. Techniques like Transect Walks engage local stakeholders during the design phase, while digital platforms like Online Management, Monitoring and Accounting System (OMMAS) and Electronic Maintenance of Rural Roads under PMGSY (e-MARG) improve transparency and ensure timely implementation. For example, as of December 2024, PMGSY had constructed over 770,000 km of rural roads and 9,199 bridges at a cost of ₹332,000 crore. In the fiscal year 2024–20255 alone, approximately 8,695 km of roads were built, including 2,094 km in Uttar Pradesh. Moreover, 94 % of sanctioned road lengths had been constructed by the end of 2023. By integrating ethical behavior and stakeholder partnership, ensuring high implementation rates and broad community input, this approach has resulted in fairer, more inclusive outcomes across state-level agencies (Jayalakshmi, 2025).
Across these country contexts, the quality of state enterprise has a close affinity with the availability of genuine leadership. China and India provide an example of how ethical, forward-looking, and community-focused leadership can produce revolutionary outcomes, while the United States provides an example of the disadvantages of disjointed and reactive leadership. Mexico provides an in-between illustration where the potential for significant improvement relies on continued adherence to ethical and collegial leadership approaches. In conclusion, ethical leadership characterized by proactive leadership, qualities of relationship orientation or connectedness, and self-knowledge is not a managerial aspiration but a pragmatic requirement for tackling infrastructural imbalances and sustainable development in global rural transportation systems (Brown & Treviño, 2020; Northouse, 2022; Yoshimori, 2025).
[bookmark: _Toc198914152][bookmark: _Toc209426670]1.1.2. Regional Perspective of Authentic Leadership Style
State corporation performance in Africa largely relies on leadership quality that emphasizes transparency, accountability, and collective stakeholder involvement in decision-making. The African Development Bank (AfDB, 2024) notes that both successes and failures in countries such as Ethiopia, Nigeria, and the Democratic Republic of Congo (DRC) hinge on the presence of true and moral leadership behaviors. In Ethiopia, the administration of the Addis Ababa–Djibouti development program illustrates how ethical leadership produces constructive results within state corporations by adopting transparent and inclusive governance, fostering collaboration with stakeholders, and conducting regular reviews of socio-economic and development contexts. These practices cultivated ownership and responsibility among all parties, resulting in a 20% reduction in project delays and improved operational performance outcomes largely attributed to ethical and proactive leadership within state corporations (AfDB, 2024).
Nigeria further demonstrates good leadership in state-owned enterprises in the Lagos–Ibadan Expressway project. Reforms such as simplified procurement processes and the adoption of electronic tracking systems were undertaken by the Federal Ministry of Works and Housing and helped track projects in real-time and quickly address problems. This minimized project costs by 12%. Furthermore, the willingness of the Ministry to private-public partnerships and consultations with diverse players enhanced the ability of state corporations to respond to complex logistical and social demands. These achievements illustrate how ethical and proactive leadership practices can foster public trust and efficient resource management (Punch, 2025).
In contrast, the Democratic Republic of Congo continues to struggle with systemic leadership challenges in its state corporations. Weak ethical governance, insufficient oversight, and a lack of accountability have undermined the effectiveness of institutional efforts. While bodies such as the General Inspectorate of Finance have attempted to strengthen transparency, these initiatives fall short in the absence of robust ethical leadership embedded in institutional culture. The AfDB (2024) asserts that the resolution of such issues will require capacity building for technical staff, along with the adoption of modern digital supervision tools. Without these reforms and a shift toward ethical and proactive leadership, governance challenges will continue to hinder performance outcomes (Malik, 2024).  
In summary, the juxtaposition of the two instances of Ethiopia and Nigeria with the case of the DRC underlines the overriding significance of ethical and genuine leadership in the improvement of African state-owned enterprises' performance. Transparent, ethically focused, and visionary leadership is required not only to overcome managerial and technological hurdles but also to achieve long-term, sustainable, and inclusive outcomes, says the African Development Bank report, 2024.
[bookmark: _Toc198914153][bookmark: _Toc209426671]1.1.3 Local Perspective of Authentic Leadership Style
State corporate performances in Kenya have been significantly informed by behaviors of leadership founded on ethical grounds, relational interconnectedness, proactive action-taking, and self-reflection. Ethical leadership with fairness, responsibility, and transparency has been at the heart of informing state corporate operations, in particular, carrying out mandates of public service. For instance, mega schemes such as the Roads 2000 Programme, which was implemented in 2005, restored over 7,000 kilometers of roads and created an estimated 4.7 million person-days of employment. It also boosted the capacities of 5,600 local builders as an example of success in empowerment at the grassroots and inclusive participation in the economy, as noted by the African Development Bank (2021).
Alignment of state corporations with Kenya’s Vision 2030 and the Bottom-Up Economic Transformation Agenda (BETA) has also enhanced the strategic focus and importance of state corporations. Such alignment has facilitated expanded access to essential services such as healthcare, education, markets, and employment for marginalized groups, emphasizing the role of ethical and proactive leadership (State Corporations, 2023). Furthermore, leadership based on firm relational links between state corporations and locals has enhanced responses to citizen needs, especially in peri-urban and deprived regions, boosting project results and citizen satisfaction (Oduor,2021).

Project examples, such as the Kisian-Kisumu Road initiative, demonstrate the role of ethical leadership and innovation in enhancing institutional performance. Under efficient leadership and governance, the project recorded a 20% improvement in road quality and a 15% reduction in travel delays, driven by advanced technologies and transparent management systems (State Corporations, 2023). These improvements affirm the influence of ethical and proactive leadership on project efficiency and quality.

Despite these accomplishments, state corporations continue to face significant operational challenges that undermine their effectiveness. For instance, public procurement irregularities expose over KES 1.2 trillion, approximately 10% of Kenya’s GDP, to vulnerability to systemic corruption, with 90% of anti-corruption court cases linked to procurement issues. Additionally, procurement at public agencies is consistently inflated by around 60 % above prevailing market prices, costing the government nearly KES 121 billion per year, about 17% of the national budget. Compounding these issues, corruption is perceived as rampant within Kenya’s public sector; in 2023, 60% of citizens reported high levels of corruption, with 50 % noting an increase from the previous year and 16.7 % specifically pointing to procurement fraud. These challenges, corruption in procurement, political interference, and limited technical capacity among local contractors reflect glaring shortcomings of ethical leadership and institutional frameworks, often resulting in delayed projects, substandard outputs, and misallocated resources (Ngugi, Wamugo, & Karanja, 2020).

Addressing these systemic barriers requires expanding public-private partnerships (PPPs), which foster accountability, transparency, and shared responsibility between government institutions and the private sector (Wambua & Gathii, 2022). Additionally, digitizing procurement processes through platforms like the Public Procurement Information Portal has the potential to reduce fraud and improve oversight, reinforcing governance frameworks (Karanja & Omwenga, 2019).

Closing skill gaps is also essential in uplifting the performance of state firms. Capacity development programs for engineers and local contractors alike, such as setting up certified training facilities, would build technical capabilities and ensure long-term sustainability of project execution (Musyoki, Kalai, & Okumbe, 2021). These reforms capture the transformational dimensions of ethical conduct, proactive leadership, relational capacity, and self-reflection needed for institution building (Manik, 2022).

Overall, the state corporation's performance in Kenya is influenced by ethical and self-reflective leadership that encourages innovation and collaborative approaches. Moreover, recurrent challenges like corruption, political intervention, and skill gaps remain major challenges. Investing in ethical governance and building capacity is needed for enhanced overall effectiveness and sustainability of state corporations in service delivery and national development.


[bookmark: _Toc198914154][bookmark: _Toc209426672]1.1.4 Historical Development of State Corporations in Kenya
State entities in Kenya are critical players in the development and running of the nation's infrastructural industry as well. Institutions such as the Kenya Rural Roads Authority, Kenya Urban Roads Authority, and Kenya National Highways Authority have a mandate under the Kenya Roads Act (2022) regarding the planning, rehabilitation, maintenance, and development of highways of varying classes, rural, urban, and national highways, respectively (Government of Kenya, 2023). Operating under the umbrella of the Ministry of Roads and Transport (2022), these corporations support socio-economic advancement by improving transport connectivity, facilitating trade, enhancing healthcare and education access, and promoting poverty alleviation (Ministry of Roads and Transport, 2022; World Bank, 2024). Their operations are primarily financed through the Road Maintenance Levy Fund, government appropriations, and contributions from development partners (Kenya Rural Roads Authority, 2023). These state corporations operate through decentralized methods of operations with county-based regional offices and central control in Nairobi. This provides room for frequent engagement with county residents and helps organizations such as the Kenya Urban Roads Authority and Kenya Rural Roads Authority react suitably and adaptively to the varying infrastructural requirements of distinct regions and thereby increase efficiency in the delivery of services, a reported by the Kenya Rural Roads Authority, 2023. Nonetheless, while these corporations possess these intrinsic strengths of operational structure, the corporations continue to suffer perennial setbacks. These range from cost and time escalations, irregular procurements, political intrusion into operations, and gaps in leadership, a reported by the Office of the Auditor General, 2021. These shortcomings impair timeliness, cost-efficiency, and overall infrastructural delivery quality, and specifically so in underserved and rural areas. The repeated governance issues in state companies reflect broader patterns seen in infrastructure projects within Kenya. Public project studies involving stadium building and transport infrastructure reveal that weak leadership, inadequate institutional ability, and the absence of oversight result in poor project coordination, wastage of resources, and late execution (Awuor & Kimosop, 2020; Mugo, 2019). For example, the failure of transparent procurement and the low technical capacity of particularly local firms represent obstacles that persist and hamper the achievement of quality infrastructure (Njogu & Waweru, 2021). Governance gaps thus lead to public loss of confidence and inefficiencies in resource utilization, Transparency International Kenya report of 2022. Furthermore, the shortcomings in governance and leadership within state corporations such as the Kenya National Highways Authority and Kenya Urban Roads Authority directly impact the realization of national development strategies, including Vision 2030 and the Bottom-Up Economic Transformation Agenda (BETA) (Government of Kenya, 2020; Kenya Rural Roads Authority, 2023). Poor road connectivity and infrastructure underperformance delay economic development, exacerbate regional disparities, and hinder inclusive growth, particularly in rural and marginal communities, according to a report by the World Bank, 2024. These considerations highlight the importance of an all-encompassing study of the dynamics of state corporate leadership and governance. Such research will determine the influence of variables like leadership integrity, stakeholder participation, and institutional ability on the success of infrastructure projects. The overall objective is to determine useful strategies for enhancing transparency and accountability and enhancing institutional leadership at organizations like the Kenya Engineering Technology Registration Board and the Engineers Board of Kenya that have a bearing on professional and technical standards in infrastructural development. Finally, this research endeavors to delve into the issues and opportunities of leadership in Kenya's state corporations and their implications on the delivery of service. In addressing the authenticity of leadership, the framework of governance as well as participatory methods, the research will develop evidence-based policy interventions aimed at uplifting institutional performance. These reforms hold center stage in reorienting state corporations as efficient and responsive public bodies able to address the development imperatives of Kenya's people and realize the country's socio-economic goals (Njogu & Waweru, 2021). 
[bookmark: _Toc198914155][bookmark: _Toc209426673]1.2 Statement of the Problem
[bookmark: _Toc198914156]State corporations in Kenya, including the Kenya Rural Roads Authority (KeRRA), Kenya Urban Roads Authority (KURA), Kenya National Highways Authority (KeNHA), Kenya Roads Board (KRB), Engineers Board of Kenya (EBK), and the Kenya Engineering Technology Registration Board (KETRB), play a central role in delivering infrastructure that underpins national development goals such as Vision 2030 and the Bottom-Up Economic Transformation Agenda (BETA). However, their performance has increasingly been questioned on key indicators such as project completion time, audit compliance, and financial sustainability. On project completion time, persistent delays have undermined service delivery. For instance, between 2020 and 2025, KeRRA reported that over 45% of its road projects, including the Isiolo–Meru, Kitale–Lodwar, and Voi–Taveta roads, were delayed by 12 to 24 months due to poor planning and weak monitoring (Ministry of Transport, Infrastructure, Housing, Urban Development, and Public Works, 2023). Similarly, KURA’s 2023 performance report revealed that more than 60% of its projects were delayed and 15% stalled entirely, with the Outer Ring Road project exceeding its initial budget by 37% (KURA, 2023). KeNHA also recorded prolonged delays across 26 projects over the past decade, contributing to a KSh 120 billion backlog in road maintenance despite a development plan for 2,349 km of roads between 2023 and 2027 (KeNHA, 2023). Regarding audit compliance, repeated accountability lapses have been documented. A 2024 audit highlighted KURA’s overpayment of KSh 687 million to contractors for incomplete works (Office of the Auditor-General, 2024). KeNHA accumulated pending bills worth KSh 145 billion, representing 25% of Kenya’s infrastructure-related liabilities (KeNHA, 2023). KRB reported that 37% of the road network remains in poor condition, with underfunding and misallocation of resources undermining maintenance and audit compliance (KRB, 2024). These findings reflect systemic weaknesses in adherence to financial accountability standards. In terms of financial sustainability, state corporations continue to struggle with resource mobilization and utilization. KeRRA reported KSh 38 billion in unpaid contractor bills and KSh 11.7 billion tied up in slow-moving projects due to delayed disbursements (Office of the Auditor-General, 2024). Fuel levy collections, the primary financing source for KRB, fell by 38% to KSh 53.5 billion, resulting in reduced maintenance budgets and strained fiscal capacity (KRB, 2024). While EBK and KETRB have achieved compliance in engineering standards, they face skill shortages and weak enforcement capacity, limiting the sustainability of quality assurance mechanisms in the infrastructure sector (EBK, 2023; KETRB, 2023). These recurring challenges highlight leadership-related gaps, including limited ethical accountability, weak stakeholder engagement, and a lack of proactive leadership behaviors. Although existing studies have examined financial capacity (Oduor, 2021; Musyoki, 2021), public-private partnerships (Wambua & Gathii, 2022), and governance frameworks (Manik, 2022), they largely overlook the behavioral dimensions of leadership that directly influence project timeliness, audit outcomes, and financial sustainability. This gap underscores the need for a focused examination of how authentic leadership through ethical leadership, proactive behavior, self-awareness, and relational interconnectedness affects the performance of state corporations in Kenya. By addressing this gap, the study seeks to provide empirical evidence that will inform policy and reforms aimed at strengthening transparency, accountability, and sustainability in public infrastructure management.
[bookmark: _Toc209426674]1.3 General objective of the study
The general objective of this study was to assess the influence of authentic leadership style on the performance of the State Corporations in Kenya.
[bookmark: _Toc198914157][bookmark: _Toc209426675] 1.4 Specific Objectives
i. To assess the effect of ethical leadership and performance of State Corporations in Kenya.
ii. To determine the effect of connected relationships and performance of State Corporations in Kenya.
iii. To evaluate the role of Proactive Leadership and performance of State Corporations in Kenya.
iv. To examine the impact of self-awareness and performance of State Corporations in Kenya.
[bookmark: _Toc198914158][bookmark: _Toc209426676]1.5 Research Questions
i. What is the effect of ethical leadership and performance of State Corporations in Kenya?
ii.  How does connected relationships influence the performance of State Corporations in Kenya?
iii. What role does proactive leadership play in the performance of State Corporations in Kenya?
iv. How does self-awareness impact the performance of State Corporations in Kenya?

[bookmark: _Toc198914159][bookmark: _Toc209426677]1.6     Significance of the Study 
This research will be highly relevant to policymakers because it offers important information regarding the impact of genuine leadership on organizational performance, especially in Kenya’s state corporations. In analyzing dimensions of ethical leadership, related relationships, proactive leadership, and self-knowledge, the study offered a practical comprehension of leadership behavior effects on institutional performance. The results are anticipated to guide leadership training and assessment frameworks development, which fostered integrity, stakeholder interaction, and forward-looking governance. In addition, the research will offer evidence-informed recommendations to guide policies related to leadership recruitment, capacity development, and the formulation of competency standards across public institutions. For both national and county-level policymakers, the research will contribute to aligning leadership capabilities with Kenya’s broader development priorities, especially in the areas of infrastructure development, public service delivery, and institutional accountability.
For state corporations in Kenya, the research will present an ideal opportunity to critically examine internal leadership behaviors and their direct contribution to the implementation and performance outcomes of various projects. The study accurately identified critical gaps in leadership practices and offered customized recommendations to enhance team motivation, operational efficiency, and the quality of public infrastructure and services. Understanding the role of true leadership assisted state enterprises in reducing lines of communication, improving the decisiveness of processes, and improving teamwork to accomplish more frequent project completion dates and more effective utilization of public assets. Emphasizing ethical and research promoted a culture of ownership and accountability, which significantly reduced project delays and operational inefficiencies. Ultimately, the study will support state corporations in aligning their leadership approaches with their organizational mandates, leading to enhanced service delivery and improved public satisfaction. 
Also, this study will add to the knowledge base of leadership studies, public sector performance, and infrastructure governance, and will be a useful academic and research reference material. It will provide a comprehensive model to assess the impact of authentic leadership practices within state corporations in developing economies such as Kenya. Future researchers could build upon these findings by expanding the study to other public institutions or by examining additional mediating variables between authentic leadership and organizational performance. The study further provided direction to literature reviews, methodological orientations, and comparative leadership theory studies as a way of helping scholars hone or introduce new theoretical perspectives. In addition, it will create pathways to more localized and industry-focused studies throughout Africa and similar contexts in other regions.
[bookmark: _Toc198914160][bookmark: _Toc209426678]1.7 Scope and Delimitation of the Study
This study examined the influence of authentic style of leadership, specifically ethical leadership, connected relationships, proactive leadership, and self-awareness on the performance of Kenyan state corporations. The research focused on some of the corporations within the city of Nairobi, and these included Kenya Rural Roads Authority (KeRRA), Kenya Urban Roads Authority (KURA), Kenya National Highways Authority (KeNHA), Kenya Roads Board (KRB), Engineers Board of Kenya (EBK), and Kenya Engineering Technology Registration Board (KETRB). Support staff of 300 personnel from the following sectors were targeted: Planning and Design, Construction, Road Asset Management, Policy Strategy and Compliance, Corporate Services, Audit Services, Corporation Secretary and Legal Services, and Supply Chain Management.   
The research was limited to Nairobi on geographical grounds and may thus have missed the full range of nationwide leadership dynamics. Denial of access to information and utilization of data that rely on personal accounts may also have undermined results on the depth and objectivity dimensions. Furthermore, time constraints and extraneous factors such as changes in policy within the government sphere, shifts in funding, and policy reform may have influenced results irrespective of the leadership styles. Despite these shortcomings, the research provided useful information on how authentic leadership influenced performance, responsibility, and sustainability within Kenyan state corporations.
[bookmark: _Toc198914161][bookmark: _Toc209426679][bookmark: _Hlk188358571][bookmark: _Hlk190533281]1.8 Theoretical Framework 
[bookmark: _Hlk192411349]The research is founded on the theory of Authentic Leadership, as first suggested by Bill
George in 2003. George coined the concept of authentic leadership and highlighted the importance of leaders being authentic, transparent, and consistent with their values and
principles. According to George (2003), genuine leaders have strong ethical principles, skills to develop interconnected relations, are proactive leaders, and have high levels of self-awareness. These leaders lead from the front and develop an atmosphere of trust, respect, and shared values within their organizations, factors that directly, factors that directly enhance organizational performance and effectiveness.
The literature argues that authentic leadership lies at the heart of building a positive organizational climate where leaders develop close interpersonal bonds and engender interdependent behaviors. This holds especially true for the setting of state corporations in Kenya, where current performance and leadership issues have intensified the need for ethical leadership, connected relationships, and proactive behavior. Ethical leaders who value open communication foster trust and transparency so team members work effectively together cohesively and effectively towards common ends (Yukl, 2010). Interconnected relationships are also needed as authentic leaders take time studying their teams, aligning organizational values and those of employees individually, and constructing interdependence through joint responsibility and shared objectives. This interpersonal process encourages a sense of shared purpose and team responsibility, both of which are necessary for tackling the recurring performance barriers of several Kenyan state corporations (Luthans & Avolio, 2003).
Proactive leadership, another quality of authentic leadership, zeroes in on the strategic leaders' methods of determining possible problems and introducing prompt resolutions. This attribute is particularly vital in the setting of the state corporations of Kenya, where project delays and questions of responsibility can be prevented with more proactive and Solution-focused Leadership (Avolio & Gardner, 2005). These proactive leaders are dedicated to ensuring that tasks are completed efficiently, on schedule, and to the required quality standards, thereby impacting project completion time and long-term sustainability (George, 2003).
Self-awareness is the ultimate core pillar of authentic leadership, involving the ability of
leaders to take stock and assess their behavior regarding their values and the needs of their
teams. This reflective capability allows leaders to be wise in their decisions, and these decisions align with integrity as well as organizational objectives. About state corporations in Kenya, leaders with awareness of themselves will be able to identify systemic weaknesses and understand the infrastructure projects' complexity, and deal with stakeholders in a way that community requirements and strategic objectives align (Yukl, 2010).
In summary, true leadership, as articulated by Bill George (2003), offers a standard template in managing the public sector leadership complications facing state companies in Kenya. Adoption of ethical leadership, relational links, forward-thinking leadership, and self-reflection constitutes the central approach towards increasing the efficiency of projects, guaranteeing responsibility, and ensuring the sustainability of infrastructural projects. Leaders with these traits will be more capable of tackling public sector complications and supporting enhanced organizational performance, as well as the effective implementation of infrastructural projects nationwide.
[bookmark: _Toc198914162][bookmark: _Toc209426680]1.9 Conceptual Framework
[bookmark: _Hlk201493147]The theoretical framework of the study postulated authentic leadership, such as ethical leadership, connected relations, proactive leadership, and awareness of oneself, showed a substantial impact on the performance results of the state companies of Kenya. Ethical leadership established trust and transparency (Mwikali & Obiero, 2025); connected relationships boosted teamwork and collaboration (Mutua & Njenga, 2024); proactive leadership facilitated on-time planning and being responsive (Kariuki & Mureithi, 2025); and self-awareness established an alignment between personal beliefs and organizational missions (Mutinda & Wanjiru, 2025). Overall, these helped complete projects, passed audit tests, and ensured financial viability. Figure 1.1 illustrated the authentic style of leadership and states the corporation's performance.





Independent Variables                                                               Dependent Variable
[bookmark: _Toc198914164][bookmark: _Hlk198132651]Authentic Leadership
[bookmark: _Toc206064028][bookmark: _Toc208920141][bookmark: _Toc209426198][bookmark: _Toc209426681][bookmark: _Toc204702812][bookmark: _Toc204703314][bookmark: _Toc205397996][bookmark: _Hlk187836889]Ethical Leadership
· Fairness
· Integrity
· Ethical decision making




Connected Relationships
· Team Work
· Effective Communication
· Mutual Respect





Proactive Leadership
· Forward Planning
· Taking Initiative 
· Continuous Improvement


[bookmark: _Hlk187836951]Self-Awareness 
· Impact Awareness 
· Emotional Awareness
· Self-reflection







[bookmark: _Hlk187837004]Performance of State Corporations
· Project Completion Time
· Audit Compliance
· Financial Sustainability



[bookmark: _Toc206064029][bookmark: _Toc208920142][bookmark: _Toc209426199][bookmark: _Toc209426682]Figure 1.1 Conceptual Framework









[bookmark: _Toc209426683]CHAPTER TWO
[bookmark: _Toc198914165][bookmark: _Toc209426684]LITERATURE REVIEW
[bookmark: _Toc198914166][bookmark: _Toc209426685][bookmark: _Hlk198149026]2.0 Introduction
[bookmark: _Hlk201622248]This chapter reviewed seminal concepts and theoretical frameworks already investigated within the research literature on authentic leadership style and its influence on the performance of state-owned corporations. The review was structured into three major sections: theoretical frameworks, empirical review, and gaps within the literature.

2.1 Theoretical Review
This research was informed by the Authentic Leadership Theory, which highlighted significant leadership characteristics including self-awareness, ethical behavior, transparency, and alignment with personal beliefs. These characteristics formed the cornerstone of public organizations where transparency and efficient service delivery mattered most. To complement the analysis, the research also used the Social Learning Theory that accounts for learning ethical conduct through leaders' observation; the Leader-Member Exchange Theory that points out the significance of quality leader-follower relationships; and the Transformational Leadership Theory that emphasizes inspiration and vision in leaders. All these theories, therefore, gave an overall view of how leadership impacted organizational performance.
[bookmark: _Toc209426686]2.1.1 Authentic Leadership Theory 
The Theory of Authentic Leadership, introduced by Avolio and Gardner (2005), provides a comprehensive framework for understanding leadership behaviors and their impact on organizational effectiveness. The theory emphasizes the importance of four key components: self-awareness, relational transparency, an internalized moral perspective, and balanced processing of information. These elements are essential in developing leaders who can foster trust, maintain ethical standards, and make decisions based on core values, which is vital for enhancing public institutions’ performance and credibility. Authentic leadership is not only about effectiveness in organizational roles but also about aligning a leader’s personal values with their actions and decisions, ensuring integrity and transparency throughout.
Self-awareness is central to authentic leadership, and Avolio and Gardner (2005) suggest it can be broken down into several dimensions. These include impact awareness (recognizing how one’s behavior influences others), emotional awareness (the ability to recognize and regulate emotions in oneself and others), and self-reflection (an ongoing process of introspection to understand one’s motivations, beliefs, and actions). These qualities are foundational in creating leaders who are consistent, open, and capable of maintaining a high level of honesty. Leaders who demonstrate self-awareness can foster organizational credibility by ensuring that their personal values and professional responsibilities are in harmony. Goleman (1998) further supports this, highlighting that emotional intelligence plays a critical role in leadership success by helping leaders manage their emotions and respond to others empathetically. By practicing self-awareness, leaders can develop a deeper understanding of their strengths and weaknesses, making them more effective in their leadership roles.
Relational transparency, the second component of authentic leadership, involves open and honest communication, which is essential for building trust with followers. According to Walumbwa (2008), transparent leaders create a work environment that nurtures employee engagement, ethical behavior, and organizational loyalty. Such leaders do not hide their intentions or thoughts, making it easier for their teams to understand the reasoning behind decisions and actions. This openness fosters better communication and improved morale, directly impacting employee performance. Furthermore, relational transparency leads to better team cohesion and greater overall trust in the leadership, especially in environments that demand high service delivery, accountability, and stakeholder trust.
An internalized moral perspective refers to the leader’s ability to make decisions based on deeply held values, rather than external pressures. This perspective ensures that leaders remain ethical in their decision-making, even in the face of difficult circumstances. Ilies, Morgeson, and Nahrgang (2023) argue that self-aware leaders who are also guided by a strong moral compass can cultivate psychologically safe workplaces. These leaders are more likely to encourage employees to voice concerns, offer innovative solutions, and align their efforts with institutional goals. As a result, such work environments foster a culture of collaboration, creativity, and continuous improvement. These outcomes are especially important in complex and dynamic organizational settings where rapid decision-making and adaptability are required. The internalized moral perspective ensures that leaders prioritize long-term organizational success and sustainability over short-term gains.
Balanced information processing, the final component of authentic leadership, involves the leader's ability to objectively analyze all relevant information, consider multiple perspectives, and make decisions that are fair and ethical. Authentic leaders carefully weigh all the available facts and avoid being swayed by biases or external pressures. This objective decision-making process enhances the leader's credibility and trustworthiness, as followers recognize that the leader's decisions are based on careful consideration and not personal interests or external influence.
The impact of authentic leadership extends beyond internal organizational dynamics. It is instrumental in improving public institutional performance by aligning leadership behaviors with both personal and organizational values. By promoting ethical decision-making, accountability, and team cohesion, authentic leadership helps foster stakeholder engagement and employee morale. This, in turn, leads to greater project success, sustainability, and public trust in institutional processes. Manik (2022) and Shiundu (2024) underscore that the transparency and ethical standards promoted by authentic leadership are critical drivers of successful public service delivery and the maintenance of public confidence. These leaders are seen as more reliable and ethical, which enhances their ability to make decisions that reflect the interests of both the organization and the community.
Despite its strengths, the theory of authentic leadership is not without criticism. Some scholars, such as Gardner (2024) and Shiundu (2024), have pointed out that authentic leadership shares significant conceptual overlap with other leadership theories, particularly transformational and ethical leadership. These similarities raise questions about the theory’s originality and practical utility. Additionally, the subjective nature of authenticity poses challenges when attempting to measure it across diverse organizational settings and cultures. In culturally pluralistic environments, what is considered "authentic" behavior may vary, making it difficult to apply standardized measures of leadership authenticity. These criticisms suggest that authentic leadership theory may need to be customized for different cultural and organizational contexts, with more inclusive and fluid measurement methods.
Nonetheless, despite these critiques, authentic leadership theory remains a powerful and effective framework for leadership development. It encourages ethical, emotionally intelligent, and transparent leadership behaviors, making it particularly valuable in public institutions and organizations where trust, ethical standards, and team cohesion are critical for success. The theory continues to be a vital tool for leaders aiming to improve organizational performance, employee engagement, and public trust, and its relevance endures despite the challenges associated with measuring authenticity across diverse settings.
[bookmark: _Toc198914167][bookmark: _Toc209426687][bookmark: _Hlk201622408][bookmark: _Hlk201515407]2.1.2 Social Learning Theory 
Social Learning Theory (SLT), as proposed by Albert Bandura in 1977, provides an insightful framework for understanding how ethical behavior is cultivated and transmitted in leadership contexts. Bandura’s theory suggests that individuals learn behaviors, values, and norms through exposure to others, especially authority figures, and by observing the rewards or social acceptance these behaviors receive. In essence, SLT posits that people are likely to replicate behaviors they observe in others, particularly when these behaviors are rewarded or deemed socially acceptable. This concept becomes especially relevant when applied to leadership and ethical behavior, as leaders serve as models for their subordinates, who often emulate the behaviors exhibited by those in power.
The application of SLT in ethical leadership hinges on the idea of leaders acting as moral exemplars. Leaders are expected to model ethical conduct by demonstrating fairness, integrity, transparency, and responsibility in their actions. For instance, when leaders consistently model fairness in their transactions and decisions, employees are more likely to view equal treatment as a core principle in the workplace. Similarly, when leaders demonstrate integrity by aligning their actions with their stated values, it reinforces the importance of honesty and ethical conduct in the organization. By modeling ethical behavior, leaders help to establish norms that guide employees' actions and decision-making processes, which in turn can foster an ethical culture within the organization.

Moreover, SLT highlights the importance of open ethical decision-making in leadership. Leaders who frequently engage in principled decision-making and demonstrate transparency in their choices influence the moral reasoning of their followers. The more frequently ethical decisions are modeled by leaders, the more likely followers are to adopt these behaviors as part of their own moral frameworks. This process encourages the creation of a shared understanding of ethical norms within the organization and promotes the development of an ethic-based culture, where moral considerations guide actions and decisions. Jarl (2025) supports this view, asserting that ethical leadership, when consistently practiced, contributes to the creation of a society within the organization based on shared ethical views, which can have a lasting impact on organizational culture and employee behavior.

Empirical studies have reinforced the relevance of SLT in understanding ethical leadership. Research has consistently shown that when leaders engage in ethical behavior, it not only influences the actions of followers but also enhances prosocial behaviors while discouraging deviant actions. Cheng-cheng (2025) argues that ethical leadership, through modeling, promotes behaviors such as cooperation, honesty, and accountability among employees. Furthermore, by modeling positive behaviors, ethical leaders contribute to a work environment that discourages unethical actions, such as dishonesty, manipulation, or discrimination. This alignment between leader behavior and employee actions helps create a cohesive organizational culture, where ethical behavior is not only expected but is actively supported and reinforced.
However, despite its strengths, SLT has notable limitations, particularly in its application to ethical leadership. One major criticism of the theory is its reliance on external observation and reinforcement to explain behavior, which may overlook the internal mental processes and personal moral systems that shape an individual's ethical conduct. Bawa (2025) argues that SLT does not fully account for the individual’s internal moral compass, which is influenced by personal beliefs, values, and experiences. For example, two individuals who observe the same ethical behavior from a leader may interpret and internalize the behavior differently based on their own personal moral frameworks. This limitation suggests that SLT, in isolation, may not provide a comprehensive explanation of why some individuals adopt ethical behavior while others do not, even when exposed to similar leadership styles.
Another critique of SLT is that it neglects the influence of organizational systems, structural sources of power, and culture on ethical behavior. Milosevic and Bass (2024) note that while SLT focuses on the leader-follower relationship, it fails to consider how organizational systems, power dynamics, and workplace culture may either reinforce or undermine the ethical behaviors modeled by leaders. For instance, if the organizational structure incentivizes unethical behavior, such as rewarding individual success at the expense of ethical conduct, the influence of ethical leadership may be diminished. Similarly, organizational culture can play a significant role in either promoting or hindering ethical behavior, depending on the values and norms that are prioritized within the organization.
Furthermore, SLT does not adequately explain the differences in behavioral outcomes across individuals who are exposed to similar leadership styles. Baris and Karsantık (2025) argue that individuals may respond differently to the same ethical leadership, suggesting that psychological and environmental factors such as personality traits, past experiences, and external pressures play a crucial role in shaping ethical behavior. This variability highlights the need for additional psychological and environmental elements to be incorporated into the SLT framework to provide a more nuanced understanding of ethical leadership.
Despite these limitations, Social Learning Theory remains a valuable theoretical framework for understanding the dynamics of ethical leadership. The practical implications of SLT are significant, as it provides useful insights into how leaders can cultivate ethical behavior within their organizations. By consistently modeling ethical actions, being transparent in decision-making, and aligning their behavior with core values, leaders can establish and reinforce ethical norms within their teams. Moreover, SLT underscores the importance of creating environments where ethical behavior is both modeled and rewarded, fostering a culture of integrity and accountability. While SLT may not offer a complete explanation of all aspects of ethical leadership, its core principles remain relevant and can be effectively applied to promote ethical leadership practices and create ethical organizational cultures.

[bookmark: _Toc198914168][bookmark: _Toc209426688][bookmark: _Hlk201622431]2.1.3 Leader-Member Exchange Theory 
Leader-Member Exchange (LMX) Theory, initially developed by Dansereau, Graen, and Haga in 1975, offers a profound framework for understanding the dynamics of leader-subordinate relationships within organizations. The core idea behind LMX is that leaders develop different types of relationships with their subordinates, ranging from high-quality relationships based on mutual respect, trust, and reciprocal obligations to low-quality, transactional relationships. These varying levels of relational quality have significant implications for team dynamics, organizational culture, and overall organizational performance. LMX posits that the nature of the leader-member relationship influences not only individual performance but also broader team functioning and organizational outcomes.
At its core, LMX suggests that high-quality relationships, characterized by trust, respect, and mutual benefit, tend to foster positive organizational outcomes. Research has shown that employees who enjoy high-quality LMX relationships with their leaders are more likely to experience increased teamwork, greater communication effectiveness, and higher levels of collaboration (Oyedare et al., 2025). These employees tend to demonstrate a higher degree of engagement, take part in problem-solving initiatives, and are more willing to engage in knowledge sharing and the exchange of professional competencies. Such positive relational dynamics are associated with better team cohesion, as team members feel more connected to one another and to the leader. This enhanced team collaboration is crucial for improving overall organizational performance, as it supports more innovative solutions, better decision-making, and a higher level of collective accountability.
Furthermore, high-quality LMX relationships contribute to the development of a positive work environment, where employees feel supported and valued. In these relationships, leaders not only offer guidance and mentorship but also provide developmental opportunities for their subordinates. This creates a work atmosphere that encourages mutual growth and learning, which strengthens both the individual and the team as a whole. Leaders who invest in cultivating these high-quality relationships create a culture of collaboration and respect, which in turn promotes employee job satisfaction and reduces turnover rates.
As the theory evolved, researchers began to expand the applicability of LMX beyond dyadic relationships to include wider workgroup and organizational dynamics. Recent adaptations of LMX have highlighted its potential to foster psychological safety and interpersonal relatedness within and between teams (Yuan et al., 2023). In such environments, employees feel comfortable taking risks, sharing ideas, and collaborating across boundaries. This broader scope of LMX underscores its importance in creating organizational cultures where employees feel a sense of belonging and support, which enhances their ability to contribute to the organization’s goals. It also emphasizes the significance of creating inclusive, cohesive teams that can collaborate effectively across hierarchical and departmental lines.
Despite the strengths of LMX theory, there are several criticisms and limitations that need to be addressed. One of the most significant critiques is the potential for in-group and out-group dynamics, which can lead to perceptions of favoritism. In LMX, leaders often form closer, more supportive relationships with certain subordinates, creating an "in-group" that receives greater opportunities, resources, and recognition. This can lead to the marginalization of employees in the "out-group," who may feel neglected or excluded. Alcantar (2025) argues that this inequality can breed resentment and undermine team cohesion, as employees may perceive the leader’s actions as biased or unfair. This dynamic can foster division within teams and affect overall morale and performance, especially if employees feel that relational benefits are not being distributed equitably.
Another criticism of LMX theory is that it traditionally overemphasizes the role of the leader in shaping these relationships while underplaying the proactive role that followers play in determining the quality of their interactions with leaders. Matta et al. (2024) argue that followers actively contribute to the development and maintenance of leader-member relationships through their behaviors, attitudes, and engagement. This suggests that LMX theory should place more focus on the reciprocal nature of these relationships, considering how followers influence the leader’s behaviors and the overall relationship quality. The theory’s traditional focus on the leader’s influence may overlook the agency that followers possess in shaping their own experiences and relationships with leaders.
Despite these criticisms, LMX continues to be a valuable and widely used framework in organizational behavior research. It provides practical insights into how leaders can effectively manage their relationships with subordinates and create positive work environments that enhance teamwork and communication. LMX theory emphasizes the importance of trust, respect, and reciprocal obligation in building high-quality relationships, which are essential for fostering employee engagement, organizational commitment, and improved performance. Additionally, it offers guidance for leaders on how to create inclusive, supportive environments that encourage collaboration and innovation.
In conclusion, the Leader-Member Exchange Theory offers significant contributions to the understanding of leadership dynamics within organizations. Its focus on the quality of relationships between leaders and subordinates has provided valuable insights into the impact of these relationships on individual and team performance. While there are criticisms regarding its potential for fostering in-group/out-group dynamics and its emphasis on leader influence, LMX remains an important tool for developing effective leadership strategies and building cohesive teams within organizations. As the theory continues to evolve, its application to broader organizational contexts will further enhance its relevance and utility in fostering positive work environments and improving organizational outcomes.
[bookmark: _Toc198914169][bookmark: _Toc209426689][bookmark: _Hlk201622451][bookmark: _Hlk188446322]2.1.4 Transformational Leadership Theory 
[bookmark: _Toc198914171]Idealized influence refers to the leader serving as a role model for followers, gaining their respect and trust through personal integrity and ethical behavior. Leaders who exhibit idealized influence are seen as embodiments of the values they promote, which inspires followers to emulate these behaviors. Inspirational motivation involves the leader’s ability to articulate a compelling vision of the future, inspiring followers to work toward shared goals with enthusiasm and commitment. Intellectual stimulation encourages innovation by challenging the status quo and promoting creative problem-solving. Finally, individualized consideration focuses on the leader’s attention to the individual needs of followers, offering personalized support, mentorship, and development opportunities (Bass & Riggio, 2006). These four dimensions collectively embody the proactive and visionary nature of transformational leadership, which seeks to foster continuous improvement, encourage initiative, and create adaptable and innovative environments.
In the research context, Transformational Leadership Theory provides a valuable lens through which to understand proactive leadership. It emphasizes the importance of leaders taking initiative, inspiring employees toward lifelong learning, and building workplaces that are flexible, innovative, and forward-thinking. Leaders who practice transformational leadership are not merely reactive to external circumstances but proactively shape their organizations by fostering a culture of continuous growth and adaptability. This proactive leadership, in turn, positively impacts organizational performance by encouraging employees to align with the long-term strategic goals of the organization (Gupta & Verma, 2024). Empirical research supports these assertions, with studies by Judge and Piccolo and Muterera et al. (2024) showing that transformational leadership correlates strongly with leader effectiveness, follower satisfaction, and overall organizational performance compared to transactional leadership.
Further empirical support for the theory can be found in Podsakoff, Puyod, Chaisanrit, and Ajah (2024), whose research demonstrates that transformational leadership behaviors are linked to higher levels of trust between leaders and followers, greater job satisfaction, and increased organizational citizenship behaviors. These outcomes are crucial for fostering a proactive and engaged workforce, where employees are not only productive but also motivated to go above and beyond their formal roles to contribute to the organization’s success.
Despite its widespread acceptance, Transformational Leadership Theory has faced significant criticism. One common critique, voiced by Chiroma et al. (2025), is that the conceptual boundaries between the four elements of transformational leadership often become blurred, making it challenging to apply the model consistently in empirical research. This lack of clarity can lead to difficulties in measuring and operationalizing the theory, reducing its utility in practical applications. Additionally, Obizue et al. (2025) caution against the overly positive portrayal of transformational leadership, particularly regarding the leader’s charisma and moral influence. They argue that the emphasis on moral uplift can obscure potentially manipulative or coercive behaviors, especially in hierarchical corporate environments where power dynamics may lead to the abuse of the transformational leader’s influence.
These criticisms highlight the need for a critical and contextual approach to practicing transformational leadership. While the theory offers a powerful framework for understanding proactive leadership and inspiring organizational success, it must be applied carefully, taking into account the organizational context and the potential for both positive and negative outcomes. Transformational leadership should be practiced with an awareness of the power dynamics at play and a commitment to ethical leadership practices that genuinely empower followers rather than exploit them. Despite these challenges, Transformational Leadership Theory remains a cornerstone of leadership studies, offering valuable insights into how leaders can inspire change, foster innovation, and drive long-term organizational success.
[bookmark: _Toc209426690]2.2 Empirical Review
Empirical studies provided evidence-based information regarding the impact of authentic leadership on performance in diverse organizational settings. Different studies conducted across the globe and in particular industries such as education, banking, retail sectors, and governmental organizations were in support of the underlying principles of Authentic Leadership Theory. These studies established an underlying framework for learning how traits of leadership, like ethical behavior, self-understanding, relational openness, and balanced processing, impacted employee outcomes, innovation, and overall organizational efficiency. This section offered a critical examination of recent research studies related to the authentic leadership style and organizational performance. Through a review of available research literature, the study established patterns, gaps, and practicalities that guided the exploration of how authentic leadership influenced performance within the context of state corporations in Kenya.
For instance, Asghar (2025) conducted a phenomenological qualitative study to examine the impact of authentic leadership on employee experiences within the UK private retail sector. Grounded in Authentic Leadership Theory (Avolio & Gardner, 2005), the research explored how core attributes, self-awareness, relational transparency, internalized moral perspective, and balanced processing shaped employee perceptions, engagement, and trust. Using purposive sampling, 14 staff who worked under leaders who were considered to be authentic were chosen to take part in deep semi-structured interviews. Thematic analysis showed four dominant themes: Genuine and Positive Attitude, Building Informal Relations, Formal Relations, and Professional Aptitude. Results showed that open communication, belief, development of oneself, and good interpersonal relations were fostered due to authentic leadership, and the development of authentic followership was realized. The study confirmed established theoretical propositions while introducing novel insights into informal relational dynamics and follower identity development. Asghar (2025) concluded that authentic leadership enhances organizational culture and employee morale, advocating for broader sectoral and cross-cultural research to assess the model’s generalizability.
Similarly, Al Sarayreh et al. (2025) investigated the influence of authentic leadership on employee creativity within Jordan’s commercial banking sector, contributing a regional perspective to leadership research. Grounded in Authentic Leadership Theory (Avolio & Gardner, 2005), the study examined how core components, self-awareness, relational transparency, balanced processing, and internalized moral perspective, shape a work environment conducive to innovation. Following a quantitative approach, the researchers probably used structured questionnaires and statistical methods like correlation and regression analysis to determine the association of leadership behavior with creativity. While the sampling information remains unknown, the sample included Jordanian commercial banks' employees. Results showed a significant positive connection between employee creativity and authentic leadership, implying that ethical and authentic leadership support creative problem-solving. It is recommended to integrate authentic leadership principles into leadership development programs to develop innovation and organizational performance, and this is critically important in high-demand fields like banking.
Asim, Turi, Shahab, and Rubab (2025) studied the impact of authentic leadership on teacher performance among secondary school teachers of Lahore, Punjab, Pakistan. The study was conducted in the education sector and explored dimensions of authentic leadership, such as self-awareness, relational transparency, balanced processing, and internalized moral perspective as independent variables, and teacher performance as the dependent variable. While not mentioned explicitly, the study fits within the Authentic Leadership Theory (Walumbwa et al., 2008). Quantitative research design was used and data were gathered using a structured questionnaire. Descriptive and inferential statistics, including potential structural equation modeling were used according to the data analysis employing SPSS and SMART PLS. Results showed a moderately positive and statistically significant correlation between authentic leadership and teacher performance. The authors recommended leadership training programs to support the development of authentic leadership in the education sector and found that the latter to improve teacher motivation and performance.
Vasudevan and HuiNing (2022) investigated the influence of authentic leadership on organizational performance within the Chinese catering industry. According to Authentic Leadership Theory, the study focused on primary leadership dimensions, self-awareness, relational transparency, internalized moral perspective, and balanced processing as independent variables and firm performance as the dependent variable. The study adopted a quantitative research design and employed a convenience sampling method of a non-probability technique. Data were collected through structured questionnaires distributed to respondents working in the catering business, and they returned 384 usable responses. Correlational analysis showed medium to strong positive correlations among the whole set of authentic leadership dimensions and organizational performance. The study established organizational performance of service industries, and managers should adopt authentic leadership behaviors as a means of constructing sustainability and workplace cultures.
Yi Xia (2024) examined the influence of authentic leadership on the performance of teachers working in Guiyang public primary schools in China. The research was premised on Authentic Leadership Theory, with an emphasis on aspects such as self-awareness, internalized moral perspective, balanced processing, and relational transparency. These elements were independent variables, and teacher performance was taken as a dependent variable. The research also regarded internalized moral perspective, balanced processing, and relational transparency as intervening variables in the relationship between self-awareness and performance. In using a quantitative research paradigm, data were collected from a sample of 396 teachers who were randomly drawn from 18 Chinese government-run primary schools in Guiyang via structured questionnaires. Although the sampling method was not mentioned, structured questionnaires were utilized, and data were processed via Partial Least Squares Structural Equation Modeling (PLS-SEM). Outcomes revealed that the four dimensions of authentic leadership significantly enhanced teacher performance, and the three intervening variables significantly moderated the relationship between self-awareness and performance. The research concluded that the development of authentic leadership among school leaders has significant potential to contribute to improved teaching practice and recommended future research involving broader geographic sites and longitudinal designs.
[bookmark: _Hlk201613289]Adekunle (2025) investigated the interlinkage of authentic leadership and employee wellbeing in Nigeria’s cocoa industry. Focusing on the commodities sector, the research utilized Authentic Leadership Theory as its conceptual lens, with the independent and dependent variables of employee well-being and authentic leadership, respectively. Main leadership characteristic proscribed included self-awareness, relational transparency, internalized moral perspective, and balanced processing. The authors utilized a qualitative case study research design and utilized purposive sampling, gathering data from in-depth interviews of employees who report to leaders who were labelled as being authentic leaders. Results showed that although the cocoa industry meets minimum legal requirements of health and safety, proactive well-being strategies are deficient. Authentic leadership was concluded to have the capability of improving employee well-being and contributing to organizational performance in the longer term. It was recommended to integrate the principles of authentic leadership into industry practice and to encourage policymakers to provide support for leadership development best suited to resource-based economies such as Nigeria.
Mrongo et al. (2024) studied the effects of leadership style on the performance of road projects within the Kenya Rural Roads Authority (KeRRA). In the public infrastructure domain, the research targeted 140 road development projects in Kenya. The visionary, developmental, and laissez-faire leadership styles (independent variables) and project performance, in particular, the timely completion of projects, were the key concepts under inquiry. The study was informed by Resource-Based Theory and Agency Theory, respectively, relating leadership behavior to the use of organizational resources and agent-principal relations in projects. Mixed methodology was used, incorporating structured questionnaires and interviews. The participants of 104, comprising KeRRA officials, CEOs of contractors, and strategy implementation officials, were probably selected using purposive sampling. Quantitative data analysis using SPSS version 27 revealed a significant positive relationship (r = 0.508, p < 0.05) between leadership styles and project performance. Leadership with vision, agreeableness, and developmental orientations was related to improved project results, and laissez-faire orientations and resistance to change were harmful. In conclusion, the study recommended enhancing positive leadership orientations with training and development and curbing passive leadership behavior to improve performance in public road projects.
Wafula et al. (2025) examined the effect of organizational resilience on the performance of commercial state corporations in Kenya, focusing on 33 entities within the public commercial sector. The study assessed four core components of resilience: strategic leadership, risk management, innovation management, and resource management as independent variables influencing organizational performance. Using an explanatory research design, the researchers collected data from 381 purposively selected departmental heads from key operational areas such as human resources, finance, ICT, marketing, and supply chain. Semi-structured questionnaires were employed, and the data were analyzed using both thematic content analysis for qualitative input and descriptive and inferential statistics through SPSS Version 26 for quantitative data. The results revealed that all four dimensions had a positive and significant impact on performance. Strategic leadership enabled proactive strategic adjustments, risk management addressed multidimensional threats, and innovation and resource management enhanced competitiveness and operational efficiency. The study concluded that building organizational resilience is key to sustaining performance in public sector organizations and recommended regular strategic reviews, enhanced risk identification, and investment in innovation and resource optimization.
[bookmark: _Toc209426691][bookmark: _Toc198914172]2.2.1 Ethical Leadership and Performance 
Carlos, Vitória, and Dimas (2025) investigated the effects of ethical leadership on job satisfaction, thriving at work, innovation behavior, and employees' overall performance in several industries. The research used a quantitative research design and collected data from 216 participants via structured questionnaires, although the sampling method was unspecified, presumably purposive or convenience sampling due to the multi-industry representation. Ethical leadership was used as the independent variable, and job satisfaction, thriving, innovation behavior, and employee performance were used as the dependent variables. The research further tested job satisfaction as a mediator of ethical leadership and employee thriving relationships. Analysis used Partial Least Squares Structural Equation Modeling (PLS-SEM) to determine the intricate interrelationships among the constructs. Based on social exchange theory and positive organizational behavior, the results showed that ethical leadership significantly boosted job satisfaction and job satisfaction positively predicted thriving. Additionally, job satisfaction fully mediated the relationship between ethical leadership and employee thriving. Furthermore, thriving positively predicted innovative behavior and performance, and the results stress the significance of ethical leadership in building high-performing, innovation-oriented workplaces.

Walusmbi, Yudaya, Adam, and Moses (2025) studied ethical leadership effects on organizational performance in the private and public sectors of Uganda. The study focused on the Ugandan institutional context and identified the effects of four types of leadership, such as democratic, autocratic, transformational, and transactional, on organizational outcomes. Though the explicit theoretical perspective was unmentioned, the study incorporated transformational, transactional, and behavioral leadership theories and linked them to ethical leadership dimensions. Structured questionnaires were used to solicit data, under a quantitative research design, from employees of private and government organizations. The authors employed probability sampling to ensure broader results generalizability, though the sample size was unreported. 
Descriptive and inferential statistics were employed to quantify data, including probable regression and correlation analyses, to identify ethical leadership style associations with performance indicators. Significant findings included the fact that transformational and democratic leadership styles promoted employee engagement, creativity, and organizational performance. Conversely, the autocratic way of doing business, though enhancing business decision efficiency, decreased employee satisfaction levels. The transactional approach bred responsibility and ambition but needed prudent moderation lest it turn into rigidity. A balanced approach of business leadership in which diverse styles of business ethics co-existed on the strength of their strengths was proposed. They further stressed the urgency of policy interventions and leadership development programs aimed at transparency, participative governance, and ethical culture in Ugandan institutions.

Kiilu and Awuor (2022) conducted a study examining the influence of ethical leadership on the performance of parastatals in Kenya, focusing on the Kenya Airports Authority within the airline parastatal sector. The study explored key leadership dimensions, integrity, transparency, accountability, and authentic leadership as independent variables and tested their association with organizational performance as the dependent variable. Based on Agency Theory, Stewardship Theory, Institutional Theory, and Behavioral Theory of Leadership, the study gave an overarching theoretical perspective on understanding leadership behavior and its effects on performance. Adopting a descriptive research design, the research aimed at 1,900 employees of senior management, middle management, and support staff of the Authority. Structured questionnaires were used to collect quantitative data, and content analysis was conducted to gain qualitative findings. 

Even though the sampling technique was unspecified, a mixed-method design was used. Quantitative data were subject to regression analysis and showed that all four ethical leadership dimensions significantly predicted performance, together explaining 78.3% of the performance variance. The regression coefficients for integrity (β = 0.217, p = 0.000), transparency (β = 0.356, p = 0.000), accountability (β = 0.146, p = 0.001), and authentic leadership (β = 0.335, p = 0.000) all indicated strong statistical significance. The research concluded that ethical leadership has an essential role in public sector performance improvement and advised cultivating openness, integrity, financial responsibility, and employee development in order to enhance ethical leadership behaviors. These results provide practical implications for enhancing governance and organizational efficiency in Kenyan parastatals
[bookmark: _Toc198914173][bookmark: _Toc209426692]2.2.2 Connected Relationships and Performance
In 2024, Zahidy et al. investigated the correlation of road service quality (RSQ) and road traffic accidents (RTAs) across a Malaysian expressway, aiming to find users' perceptions of RSQ as well as how the elements of RSQ affect accident frequency. The study was situated within Malaysia's road transport sector and included various types of road users: drivers, motorcyclists, truck drivers, and bus drivers. Main RSQ variables included road surface, drainage conditions, maintenance, roadside furniture, and rest stops, which were examined regarding accident incidents. While the research failed to specifically declare a theoretical guide, it was based on service quality and transportation-related concepts of safety. Structured data collection was conducted using a quantitative research design. questionnaires and a convenience sampling method. 
Analytical tools included descriptive statistics, Pearson correlation, multiple regression, and Relative Importance Index (RII). The results indicated that road surface condition, maintenance methods, and drainage systems were statistically significantly associated with RTAs and accounted for 7.6% of the variance in accident rates. In contrast, roadside furniture and rest stops were not significantly associated with accident frequency. The RII analysis identified poor road workmanship, inadequate signage, water accumulation, potholes, and invisible road markings as critical contributing factors to accidents. Based on these results, the study emphasized the need for improved road maintenance, quality control in construction, and proactive infrastructure planning to enhance road safety on Malaysian expressways.
Serugo and Audrey (2024) conducted a study examining the relationship between work-life balance and stress levels among employees of the Uganda National Roads Authority (UNRA), situated within Uganda’s public road infrastructure sector. The study sought to determine the impact of work-life balance dimensions, job satisfaction, workplace flexibility, and organizational support on employee stress levels. The study used a mixed-methods approach, combining quantitative and qualitative designs. It took conceptual guidance from occupational stress theory and work-life balance frameworks, but did not refer to a specific theory. The population of the study included 930 employees, of which 450 respondents were randomly stratified and selected from stratified random sampling for the quantitative questionnaire administration. A further 30 participants were purposively sampled for qualitative interviews to provide in-depth information. Data gathering instruments were standardized questionnaires and semi-structured interviews, with data analysis conducted using SPSS on quantitative data (through descriptive statistics, correlation, and multiple linear regression) and NVivo on thematic analysis of qualitative data. 
Triangulation was further enriched by archival absenteeism records. The results showed that job satisfaction and workplace flexibility were significant predictors of stress level reduction (p < 0.05), but workplace flexibility was the strongest factor among them. Organizational support added positively to work-life balance perceptions but showed less conclusive direct effects on stress levels and was identified as an area of future research need. The authors concluded that enhancing job satisfaction and workplace flexibility in workplaces such as the UNRA could have substantial stress-mitigating effects among employees. They made recommendations for specific interventions to aid flexible working and further research to engage more critically and qualitatively with organizational support and stress management.
Mrongo et al. (2024) conducted a study focusing on the mediating role of corporate governance in the relationship between strategy implementation and road project performance within Kenya’s road infrastructure sector, specifically examining projects under the Kenya Rural Roads Authority (KeRRA). Strategy implementation was the independent key variable, project performance was the dependent key variable, and corporate governance was the moderator variable. The research utilized a multi-theoretical approach, and reference was drawn on Resource-Based Theory, Agency Theory, Contingency Theory of Leadership, Legitimacy Theory, Theory of Constraints, Enterprise Risk Management Theory, Technology Acceptance Model, and Communication Theory to underpin the analysis of interrelationships among variables. The research was concentrated on 140 KeRRA development road projects, and the sample consisted of 208 respondents who included 104 Strategy Implementation Officers, 104 CEOs of contracting companies, and the Director General of KeRRA and the Secretary to the Board of Directors of KeRRA. The sample was computed using Slovin’s formula to capture the dual structure of project management. 
A mixed-methods sequential explanatory approach was utilized, involving quantitative data gathering followed by qualitative inquiry. Sampling was via stratified and cluster methods during the quantitative phase and via purposive sampling during the qualitative phase. Structured questionnaires and interviews were utilized as data-gathering tools. Quantitative data were subjected to Pearson correlation and multiple regression analysis via SPSS Version 27, and qualitative data allowed triangulation and contextual explanation. Results confirmed corporate governance’s significant moderation of the relationship connecting strategy implementation and road project performance, and the significance of its important role in spurring the success of infrastructural projects. The study concluded that robust governance mechanisms are required to ensure the strategic alignment and success of public sector projects. The study recommended entrenching good governance frameworks and inclusive stakeholder discussion forums to improve performance results and increase transparency in road infrastructure projects.
[bookmark: _Toc198914174][bookmark: _Toc209426693]2.2.3 Proactive Leadership and Performance 
Zheng et al. (2025) investigated the link between platform leadership and subordinates' proactive career behavior in the Chinese organizational settings. The study was carried out across several industries, but did not detail a specific industry. Based on Self-Determination Theory, the study explored the way platform leadership, characterized as a leadership style offering chances of career advancement, impacts proactive career behavior among employees. The study further discussed thriving at work as a mediator and career centrality as a moderating factor in the linkage. In adopting a quantitative, longitudinal research design, the study gathered three waves of matched data from a sample of 294 employees. Though the sampling method used was not revealed, the form of data gathering used indicates a non-random approach, possibly through purposive or convenience sampling. Data were subjected to hierarchical regression analysis and bootstrapping methods, enabling the researchers to establish, in a robust manner, the mediation and moderation effects. 
The findings indicated that platform leadership was significantly related to proactive career behavior and that thriving at work moderated the linkage, such that it acted as a mediator in the linkage between platform leadership and proactive behavior. In further findings, the study discovered that the moderating factor, career centrality, augmented both the direct impact of platform leadership on thriving and the indirect impact on proactive behavior. These findings highlight the significance of fostering employee vitality and purpose at work as mechanisms through which leadership exerts long-term influence. The study offers both theoretical and practical contributions. Theoretically, it enhances understanding of how and under what conditions platform leadership can drive employee career outcomes. Practically, it recommends that organizations adopt platform leadership models and invest in leadership development that promotes employee autonomy, support, and psychological growth to improve organizational performance and career development.

Bella et al. (2024) have published a systematic literature review in the name of Exploring Leadership Styles That Influence Proactive Work Behavior in the International Journal of Global Accounting Management Education and Entrepreneurship. Though affiliated with the State University of Jakarta, the study drew on global research evidence and focused on understanding how various leadership styles affect proactive work behavior in organizations. The review encompassed diverse sectors rather than targeting a specific industry, thereby offering cross-contextual insights. The dependent variable in the review was proactive work behavior, conceptualized as employee actions involving initiative-taking, opportunity-seeking, and innovative engagement. The independent variables were a range of leadership styles synthesized from the reviewed literature, including servant, inclusive, empowering, spiritual, authentic, entrepreneurial, humble, shared, transformational, paradoxical, visionary, distributed, and ethical leadership. 

The review was qualitative and followed a systematic design, utilizing content analysis as the main method of data synthesis. The selection of articles was based on inclusion and exclusion criteria applied to literature retrieved through Google Scholar, focusing on peer-reviewed sources relevant to leadership and proactive behavior. Although no primary data collection was undertaken, the review implicitly drew upon theoretical lenses such as Transformational Leadership Theory, Authentic Leadership Theory, and Empowerment Theory to interpret the patterns in the findings. The synthesis revealed that most leadership styles reviewed positively influenced proactive work behavior, particularly those fostering employee autonomy, trust, ethical behavior, vision sharing, and inclusive practices. Leadership approaches that encouraged employee development and participatory environments were consistently linked to higher levels of proactive engagement. The study concluded that proactive work behavior is driven by leadership styles that prioritize empowerment, vision alignment, and ethical grounding. It is recommended that organizations invest in leadership development programs designed to cultivate these styles. 
Additionally, Bella et al. (2024) proposed that future research should explore moderating and mediating variables such as organizational culture, psychological safety, or motivation to further elucidate the dynamics between leadership and employee proactivity.
The study by Aturu-Aghedo et al. (2024) offers valuable insights into the relationship between organizational values and employee performance within multinational corporations operating in Lagos State, Nigeria. The investigation focused on five prominent firms: Cadbury Nigeria Plc, PZ Cussons Nigeria Plc, Unilever Nigeria Plc, Nestle Nigeria Plc, and Vita Foam Nigeria Plc, thus situating the research in a dynamic, corporate environment with diverse operational structures and workforce compositions. Conceptually, the research centers on how internal organizational values, specifically integrity, innovation, collaboration, teamwork, and passion, affect performance outcomes among employees. While the authors did not specify a detailed theoretical framework, the study is implicitly grounded in organizational behavior and performance theory. which highlights the significance of intrinsic corporate norms in influencing employee attitudes and productivity. 
Methodologically, the study employed a quantitative, descriptive survey design and covered the whole population of employees of the firm under consideration. A census sampling design was utilized, and 357 questionnaires were administered; 350 valid questionnaires were returned. Through this extensive approach, extensive representation and data validity were assured. Statistical analysis was conducted through the utilization of SPSS, and descriptive statistics (percentages) were used to portray general patterns of response and linear regression testing of hypotheses. Results showed a very strong, positive correlation of organizational values with employee performance on all dimensions under consideration.
Employees who resonated with their company’s underlying values showed greater productivity, responsibility, and levels of engagement. Integrity and innovation played a significant role in particular, implying that ethical consistency and an open mind about change are key performance drivers in successful corporate settings. In conclusion, the study highlights the strategic relevance of building a culture centered on shared values and urges leaders to set an exemplar for desired behavior and foster value alignment among employees. It further recommends future research extending into the public and non-corporate domains to assess the greater general applicability of these findings across varying organizational settings. In doing so, this research makes an original contribution to the literature by empirically demonstrating how intangible factors such as values can significantly shape employee conduct and organizational success, particularly within complex multinational settings.
The research work of Miano, Kihara, and Maore (2025) explores the interplay between leadership styles and organizational performance in public enterprises in Kenya. Covering state corporations as a focus, the study endeavored to establish the degree to which varying behaviors of leaders determine institutional effectiveness in the public sphere. At the conceptual level, the research scrutinized three modes of leadership: transformational, transactional, and passive avoidant. The research draws on the Resource-Based View (RBV) theoretical concept of the firm of sustained competitive advantage being generated through internal assets of organizations like leadership capabilities (Miano et al., 2025). At the methodological level, the research work deployed a cross-sectional research design and incorporated a mixed-method research design where both quantitative and qualitative measures of information were captured. State corporations numbered 177 and constituted the target population, and thus, 122 of them were sampled randomly. CEOs acted as the focal respondents following their central roles as strategic decision bearers. 
Data collection utilized an instrument in MLQ-6S developed through Bass and Avolio (2004), which has been shown as an acceptable standard for measuring leadership styles. Data analytical technique incorporated descriptive statistic deployments as well as inferential statistic deployments, including regression analysis of multiple types. From the research results, it emerged that overall styles of leadership established a significant and positive correlation with organizational efficiency (r = 0.531, P < 0.001; β = 0.849, P < 0.001). Between the three types of styles of leadership examined, it emerged that the transformational style exhibited the highest and significant effect on efficiency (β = 0.420, P = 0.050). In contrast, transactional and passive/avoidant leadership styles did not yield statistically significant outcomes (β = 0.193, P = 0.155; β = 0.241, P = 0.149, respectively). The study concludes that transformational and participative leadership styles are central to improving performance in public sector institutions. The authors advocate for structured leadership development programs that prioritize innovation, inclusivity, and accountability to enhance service delivery and governance within state corporations. This research enriches the discourse on leadership-performance dynamics in public administration by empirically validating the pivotal role of adaptive and visionary leadership in institutional success.
[bookmark: _Toc209426694][bookmark: _Toc198914175]2.2.4 Self-Awareness and Performance  
[bookmark: _Toc198914176]Franco (2025) carried out research to assess the impact of a training program on social self-awareness on teacher performance in Latin America from 2023 to 2025. The study targeted the education sector, including primary and secondary school teachers throughout the region. The research aimed to explore the influence of the development of socio-emotional skills, namely emotional intelligence, ethical thinking, interpersonal connections, and reflective practice, on professional performance. Quasi-experimental design employed pre-test and post-test measurements to compare an experimental group (that was subjected to the social self-awareness training program) and a control group (that was not). While the sample size was not stated explicitly, participants were a sufficiently representative group of education professionals. Standardized instruments were used by the researchers to elicit multidimensional performance indicators before and after the intervention. Though the study did not refer to a specific formal theoretical base, it was grounded in principles borrowed from the theory of Constructivist education and the theory of Social-Emotional Learning (SEL), two theories that place interpersonal and intrapersonal skills at the center of teaching effectiveness. Data were gathered using structured instruments, and statistical comparison and estimation of effect size were employed as means of testing the data to determine significance and magnitude of difference across the two groups. Results of the findings showed that the training program brought about statistically significant changes in important domains of performance among the experimental group. Teachers experienced improved awareness of themselves, improved professional relations, better classroom interaction, and greater school institution engagement. In conclusion, the study established that incorporating social self-awareness training in teacher development has an added benefit of enhancing not only individual performance but school climate as a whole. It is recommended that educational policymakers in Latin America target the inclusion of the development of socio-emotional skills in teacher training to provide ethical, reflective, and student-centric learning environments.
Magesa and Mtey (2024) conducted a study of The Effect of Work-Related Stress on Workers' Performance in Public Service Organizations in Tanzania, involving the Tanzania Fertilizer Regulatory Authority (TFRA) in Dar es Salaam as a case study. The study was conducted in the field of public service and examined the impact of work-related stress on staff performance in a governmental regulatory body. In particular, the study examined three key variables: staff awareness of stress, sources of stress, and stress effects on performance. In Control Theory, the study theorized that stress happens when staff feel an incongruence between job demands and their ability to execute such demands effectively. The target population was 110 staff of two TFRA departments, from which 60 employees were randomly selected using simple sampling to ensure coverage and prevent partiality. A descriptive case study design was utilized to enable an in-depth study of the phenomenon under a single organizational context. Data were collected using a mixed-methods approach involving questionnaires, interviews, and document review to capture quantitative and qualitative data, respectively. Quantitative data were subjected to descriptive statistics to summarize numerical patterns, and content analysis was applied to derive qualitative responses and extract thematic patterns. Results revealed an extensive level of awareness of stress among staff. Major sources of stress were an overwhelming workload, task control absence, indistinctiveness of roles, organizational restructuring, interpersonal conflict, and managerial support inadequacies. While some positive effects of stress were noted, such as an elevated sense and short-term performance improvements, such impacts were outweighed by their negative counterparts. These included deteriorating health, reduced mental focus, poor decisiveness, disrupted work patterns, and depressed immunological response. The study determined that uncontrolled work-linked stress has an enormous debilitative impact on staff performance within the field of public service. It was recommended that governmental organizations like TFRA perform regular stress awareness campaigns and stress management programs to improve staff wellness and retain Public Sector performance levels.
Amponsah et al. (2024) explored the relationship between emotional intelligence (EI) and educational performance among pre-service teachers under a teacher training division of a university in Ghana. Filling the void of literature, mostly focused on primary and secondary levels of teaching, they studied the relevance of EI in the context of teacher education and college education. Quantitative approach was utilized, and a closed-structured questionnaire was administered among 291 sampling-purposely sampled pre-service educators. Emotional intelligence was assessed under four key components: self-awareness, self-management, social awareness, and relationship management. These components were examined regarding their relationship with educational performance. Descriptive statistics, independent samples t-tests, and correlation were utilized by the researchers to identify the strength and significance of relations among elements of EI and educational outcomes. Significant positive correlation was unearthed for integrated EI and educational performance, but did not demonstrate significance in the context of dimensions of self-awareness and self-management, and performance, in contrast to social awareness and relationship management, which were found to have stronger associations. Based on these findings, Amponsah et al. (2024) recommended developing the elements of self-awareness and self-management at teacher-training colleges in Ghana as an integral component of pedagogical training programs. Strengthening them may pave the way to strengthening the educational preparation and professional potential of future teachers.
Ng’etich and Musembi (2024) examined the impact of emotional intelligence on the implementation of houses under Kenya’s Affordable Housing Programme (AHP) in Nairobi County. The research was set in the building industry, with particular reference to the roles of emotional intelligence in facilitating the completion and delivery of projects across two important variables: command hierarchy and team abilities. The study was informed by an underlying theoretical lens of emotional intelligence theory, with reference to interpersonal relationship management and management of workplace emotions to optimize performance results. The population of interest included engineers, contractors, and site supervisors working on AHP-concerned house projects, and they constituted 344 potential participants. A descriptive research design was used, and simple random sampling using the Yamane formula provided a sample size of 185 respondents. Structured questionnaires were used to gather data, and data were analyzed using SPSS Version 26. Descriptive statistics (means, standard deviations, percentages), Pearson’s correlation, and multiple regression analysis were utilized to determine the nature and degree of associations among study variables and project delivery results. Results indicated that good team skills and clear command hierarchy have a significant and positive effect on the implementation of houses under AHP projects. Specifically, improved command hierarchy structure facilitated better decision-making and site coordination, and improved the capability of teams, elevating project performance levels across the board. Ng’etich and Musembi (2024) proposed that project managers and county administrators need to enhance the clarity of organizational structure and invest in training to improve sites’ management capability. These mechanisms were shown to support meeting gaps of the government’s ambitious house delivery goals and enhance delivery efficiencies in the public building industry.
[bookmark: _Toc209426695]2.3 Knowledge Gap
Empirical research pointed out the critical role of genuine leadership style in impacting employee outcomes and organizational performance across a range of sectors and countries. For instance, Asghar (2025) has conducted a qualitative study in the UK retail sector and found that authentic leadership enhances interpersonal relationships, employee morale, and followership. But this was a contextually limited study of a developed private sector context, potentially causing concern regarding applicability to the public sector in sub-Saharan Africa, particularly state companies in Kenya.
Al Sarayreh et al. (2025) explored the impact of authentic leadership on creativity in Jordan’s banking sector, affirming a positive link. Nevertheless, the conceptual focus was narrowly placed on creativity, not comprehensive performance indicators such as project completion or audit compliance relevant in public sector management. Asim et al. (2025) and Yi Xia (2024) both investigated authentic leadership and teacher performance in Pakistan and China, respectively, using similar leadership dimensions. While these studies confirm a positive influence on performance, their application in the educational sector presents a contextual gap when compared to infrastructure-focused or revenue-generating public corporations in Kenya. Vasudevan and HuiNing (2022) studied the Chinese catering sector and reported strong links between authentic leadership and firm performance; however, the methodological reliance on convenience sampling limits the study's robustness and external validity.
Adekunle et al. (2025) used a qualitative design to assess the role of authentic leadership in enhancing employee well-being in Nigeria's cocoa industry. While valuable, the focus on well-being rather than organizational performance reflects a conceptual gap, and the singular case study approach limits methodological generalizability. Mrongo et al. (2024), in contrast, examined leadership styles and project performance within KeRRA in Kenya. Although contextually relevant, the study did not assess authentic leadership, thus presenting a theoretical gap, as it was anchored in Resource-Based and Agency Theories. Additionally, Wafula et al. (2025) focused on organizational resilience and performance in Kenyan state corporations, offering useful insights into strategic leadership. However, their emphasis was not on authentic leadership dimensions, marking another theoretical and conceptual gap.
In terms of methodological gaps, several reviewed studies (Yi Xia, 2024; Asim et al., 2025) were almost exclusively based on cross-sectional data and standardized questionnaires, which might not fully capture the dynamic, relational, and evolving nature of authentic leadership in practice. Surprisingly, not many employed mixed-method designs or longitudinal designs that could reveal deeper causal relationships and leadership trajectories over time. Finally, regarding the findings gap, while most studies report a positive relationship between true leadership and performance-focused variables (e.g., creativity, engagement, or motivation), we have limited evidence linking genuine leadership to public sector performance indicators like project completion duration, audit compliance, and financial sustainability, which are critical in evaluating the performance of state companies in Kenya.


[bookmark: _Toc198914177][bookmark: _Toc209426696]CHAPTER THREE
[bookmark: _Toc198914178][bookmark: _Toc209426697][bookmark: _Hlk201657159]RESEARCH DESIGN AND METHODOLOGY
[bookmark: _Toc209426698]3.0 Introduction
This section provided an explanation of the methodology used in the research study. The methodology addressed some elements regarding the data, such as research design, target population, research instrument, sampling, sampling technique, data analysis and data collection procedure, and ethical concerns.
[bookmark: _Toc209426699]3.1 Research Design
[bookmark: _Toc198914179][bookmark: _Hlk190954681]Research design refers to a structured plan that outlines how a study is conducted, specifying the procedures for data collection, measurement, and analysis to ensure that research objectives are met systematically and efficiently (Saunders, Lewis, & Thornhill, 2023). The research used a descriptive cross-sectional design, which was appropriate to capture a whole picture of leadership styles and organizational situations at a given moment among state organizations in Kenya. This design supported the use of quantitative methodologies, particularly structured questionnaires, to collect data that was valid, reliable, and generalizable. Through this approach, the study aimed to produce empirical evidence on the influence of authentic leadership within the operational context of state corporations (Creswell & Creswell, 2023).
[bookmark: _Toc209426700][bookmark: _Hlk198149202]3.2 Target Population
The study population was the 300-support staff who were employed in each of the state corporations of Kenya: Kenya Rural Roads Authority (KeRRA), Kenya Urban Roads Authority (KURA), Kenya National Highways Authority (KeNHA), Kenya Roads Board (KRB), Engineers Board of Kenya (EBK), and Kenya Engineering Technology Registration Board (KETRB).
Support staff only were the focus of the study since they made an essential component of institutional operations and could effectively provide insightful information on how authentic leadership style impacted organizational performance. By focusing on this category within several institutions, the study guaranteed wide representation and enabled an extensive elaboration on authentic leadership and its effect on the project completion period, compliance with audit, and financial sustainability within Kenyan state corporations (State Corporations, 2025).
[bookmark: _Toc198310558][bookmark: _Toc204702831][bookmark: _Toc204703333][bookmark: _Toc205398015][bookmark: _Toc206064048][bookmark: _Toc208920161][bookmark: _Toc209426218][bookmark: _Toc209426701][bookmark: _Hlk190670081]Table 3.1 Target Population 
	Corporations
	                       Target Population

	Kenya Rural Roads Authority (KeRRA)

	                        85

	Kenya Urban Roads Authority (KURA)

	                        75

	Kenya National Highways Authority (KenHA)
Kenya Roads Board    (KRB)                                                                                                                                                                                
Engineers Board of Kenya (ERB)
Kenya Engineering Technology Board (KETRB)
	                        70

                        40

                        10
                             
                        20

	Total 
	                       300      


[bookmark: _Toc209426702][bookmark: _Hlk190955468]3.3. Sample Size and Sampling Procedures
The research used purposive random sampling to obtain a proportionate representation of the overall target population of 300 support staff drawn from six state corporations in Kenya: Kenya Rural Roads Authority (KeRRA), Kenya Urban Roads Authority (KURA), Kenya National Highways Authority (KeNHA), Kenya Roads Board (KRB), Engineers Board of Kenya (EBK), and Kenya Engineering Technology Registration Board (KETRB) (State Corporations, 2025). This approach involved stratifying the population according to the relevant corporations and then randomly sampling participants from these groups. Purposive random sampling was best suited to this research because it allowed the researcher to have a representative sample throughout institutions and enhance the credibility and applicability of the results on the effects of authentic leadership on performance. 
To determine the sample size, the study applied Yamane’s formula (1967)
n= N/1+N(e)2
Where:
n = The sample size
N = Total population (300)
e = margin of error (0.05)
Calculation
n= 300/1+300(0.05)2 = 300/1+300(0.0025) = 300/1+0.75
= 300/1.75 = 171.43 total sample size 171

Therefore, 171 respondents were randomly drawn from the 300 support staff population within the following eight departments: Planning and Design, Construction, Road Asset Management, Policy Strategy and Compliance, Corporate Services, Audit Services, Corporation Secretary and Legal Services, and Supply Chain Management. This technique provided a statistically appropriate and generalizable sample. Purposive random sampling and the use of Yamane’s formula made the results more reliable through the reduction of sampling bias and more accurate measurement of the influence of authentic leadership on project completion time, accountability, and sustainability (Kumar, 2022).
In calculating the sample size for each of the six state corporations within Kenya, Yamane’s formula (1967) was used on the overall target population of 300 support staff at a 0.05 margin of error. This gave a combined sample size of 171 respondents. The sample size was then distributed proportionally to all corporations according to their specific sizes.

For KeRRA, whose population was 85, the sample was therefore calculated thus: (85/300) × 171 = 48.45. Therefore, 48 respondents were taken. For KURA, where there were 75 support staff, the sample was calculated thus: (75/300) × 171 = 42.75, and 43 respondents resulted. For KeNHA, where the population was 70, the sample size resulted in (70/300) × 171 = 39.9, and 40 respondents resulted.

In the Kenya Roads Board (KRB), where 40 support staff existed, the formula yielded (40/300) × 171 = 22.8, thus 23 respondents resulted. In the Engineers Board of Kenya (EBK), where it only had a smaller sample of 10, the sample size was (10/300) × 171 = 5.7, and 6 respondents resulted. Lastly, the Kenya Engineering Technology Registration Board (KETRB), with 20 personnel on staff, received (20/300) × 171 = 11.4, and 11 respondents resulted.
This proportional allocation ensured fair representation of each corporation in the study and enhanced the generalizability and reliability of the research findings.
[bookmark: _Toc198310559][bookmark: _Toc209426703]Table 3.2 Sample size of the Support Staff of State Corporations in Kenya
	[bookmark: _Toc205398017][bookmark: _Toc206064050][bookmark: _Toc208920163][bookmark: _Toc209426220][bookmark: _Toc209426704][bookmark: _Toc198914181]Category 
	[bookmark: _Toc205398018][bookmark: _Toc206064051][bookmark: _Toc208920164][bookmark: _Toc209426221][bookmark: _Toc209426705]                       Sample Size

	[bookmark: _Toc205398019][bookmark: _Toc206064052][bookmark: _Toc208920165][bookmark: _Toc209426222][bookmark: _Toc209426706]Kenya Rural Roads Authority (KeRRA)
	[bookmark: _Toc205398020][bookmark: _Toc206064053][bookmark: _Toc208920166][bookmark: _Toc209426223][bookmark: _Toc209426707]                        48

	[bookmark: _Toc205398021][bookmark: _Toc206064054][bookmark: _Toc208920167][bookmark: _Toc209426224][bookmark: _Toc209426708]Kenya Urban Roads Authority (KURA)
	[bookmark: _Toc205398022][bookmark: _Toc206064055][bookmark: _Toc208920168][bookmark: _Toc209426225][bookmark: _Toc209426709]                        43

	[bookmark: _Toc205398023][bookmark: _Toc206064056][bookmark: _Toc208920169][bookmark: _Toc209426226][bookmark: _Toc209426710]Kenya National Highways Authority (KenHA)
[bookmark: _Toc205398024][bookmark: _Toc206064057][bookmark: _Toc208920170][bookmark: _Toc209426227][bookmark: _Toc209426711]Kenya Roads Board     (KRB)                                                                                                                                                                                
[bookmark: _Toc205398025][bookmark: _Toc206064058][bookmark: _Toc208920171][bookmark: _Toc209426228][bookmark: _Toc209426712]Engineers Board of Kenya (EBK)
[bookmark: _Toc205398026][bookmark: _Toc206064059][bookmark: _Toc208920172][bookmark: _Toc209426229][bookmark: _Toc209426713]Kenya Engineering Technology Board (KETRB)
	[bookmark: _Toc205398027][bookmark: _Toc206064060][bookmark: _Toc208920173][bookmark: _Toc209426230][bookmark: _Toc209426714]                        40

[bookmark: _Toc205398028][bookmark: _Toc206064061][bookmark: _Toc208920174][bookmark: _Toc209426231][bookmark: _Toc209426715]                        23

[bookmark: _Toc205398029][bookmark: _Toc206064062][bookmark: _Toc208920175][bookmark: _Toc209426232][bookmark: _Toc209426716]                        6
                             
[bookmark: _Toc205398030][bookmark: _Toc206064063][bookmark: _Toc208920176][bookmark: _Toc209426233][bookmark: _Toc209426717]                        11

	[bookmark: _Toc205398031][bookmark: _Toc206064064][bookmark: _Toc208920177][bookmark: _Toc209426234][bookmark: _Toc209426718]Total 
	[bookmark: _Toc205398032][bookmark: _Toc206064065][bookmark: _Toc208920178][bookmark: _Toc209426235][bookmark: _Toc209426719]                       171  



[bookmark: _Toc209426720][bookmark: _Hlk190962388]3.4. Data Collection Instruments
The study utilized a structured questionnaire in the collection of primary data as it enabled easy collection of standard responses from a very large sample, thus enhancing the reliability and comparability of results (Saunders, Lewis, & Thornhill, 2023). The questionnaire used a 5-point Likert scale, ranging from 1 = Strongly Disagree to 5 = Strongly Agree, and has been extensively used in research in measuring attitude and perception. It was used in measuring the independent variable, true leadership, and the dependent variable, state corporation performance in Kenya, determined by project completion time, audit compliance, and financial sustainability.
To ensure quantitative analysis and clarity, the questionnaire used closed-ended questioning. It was divided into three parts: the first contained demographic information; the second captured the four dimensions of true leadership, ethical leadership, corresponding relationships, proactive leadership, and knowledge of oneself; and the last recorded performance indicators of state-owned enterprises. The questionnaire was self-administered to reduce interviewer bias and allow respondents to complete it at their convenience, thereby enhancing response accuracy and data reliability (Creswell & Creswell, 2023).
[bookmark: _Toc198914185][bookmark: _Toc204703342][bookmark: _Toc209426721]3.5 Data Collection Procedures
A letter of identification from the Catholic University of Eastern Africa was sought to obtain a research permit from the National Commission for Science, Technology, and Innovation (NACOSTI), thereby granting the researcher official authorization to conduct the research within Kenya. Besides the research permit, a formal introduction letter also accompanied the questionnaire and explained the purpose of the study as well as ensured the confidentiality, anonymity, and voluntary entry of the participants (Mwangi & Otieno, 2023).
The data collection exercise included personally distributing and subsequently collecting the questionnaires at a mutually acceptable time, a technique that had been established as increasing response rates through giving respondents ample time to fill out the instrument conveniently (Kiptoo & Wambua, 2024). Before the final data collection exercise, the questionnaire underwent intensive scrutiny in order to determine and address any inconsistencies or ambiguities with the intent of improving clarity. In addition, the instrument was designed attentively to be as concise as possible while still being thorough and complete, thereby ensuring efficiency for respondents while maintaining the richness of data necessary for sound analysis (Abdi & Kilonzo, 2022).
[bookmark: _Toc198914182][bookmark: _Toc209426722]3.6 Pilot Study
[bookmark: _Toc198914183]A pilot study was carried out as recommended by recent research (Al Sarayreh et al., 2025; Yi Xia, 2024), which suggested that a sample size of between 1–10% of the total respondents was suitable for pilot testing. In this study, a total of 17 participants, representing approximately 10% of the final sample size, were considered from the National Construction Authority (NCA). This location provided the sample required and, therefore, won’t be included in the actual study. These support personnel fell outside the scope of the pilot study's focal target population and were therefore excluded from the final sample so as not to duplicate and potentially introduce bias. The pivotal objective of the pilot study was the measurement of the questionnaire items' coherence, relevance, and clarity as pertained to the study's overarching research objectives. These responses assembled during the pilot phase aided in the adaptation and finalization of the instrument so as to refine it in terms of reliability, validity, and ease of use during the final data collection process.
[bookmark: _Toc204703338][bookmark: _Toc209426723][bookmark: _Hlk190962980]3.6.1 Validity Test and Results 
Validity refers to the extent a research tool measures the intended constructs satisfactorily and thereby ensures the data's credibility and trustworthiness (Adekunle et al., 2025). Construct validity mattered significantly for this research in ensuring all questionnaire items were strongly related to authentic leadership's theoretical dimensions, namely ethical leadership, proactive leadership, connected relationships, and self-awareness. These items, developed based on recent literature, aided in ensuring theoretical relevance.
[bookmark: _Toc209426724]Table 3.3 Construct Validity Test
	
	Ethical Leadership
	Connected Relationship
	Proactive Leadership
	Self-awareness
	Performance

	Ethical Leadership
	Pearson Correlation
	1
	.397**
	.572**
	.537**
	.049

	
	Sig. (2-tailed)
	
	.000
	.000
	.000
	.526

	
	N
	171
	171
	171
	171
	170

	Connected Relationship
	Pearson Correlation
	.397**
	1
	.623**
	.482**
	.239**

	
	Sig. (2-tailed)
	.000
	
	.000
	.000
	.002

	
	N
	171
	171
	171
	171
	170

	Proactive Leadership
	Pearson Correlation
	.572**
	.623**
	1
	.634**
	.244**

	
	Sig. (2-tailed)
	.000
	.000
	
	.000
	.001

	
	N
	171
	171
	171
	171
	170

	Self-awareness
	Pearson Correlation
	.537**
	.482**
	.634**
	1
	.317**

	
	Sig. (2-tailed)
	.000
	.000
	.000
	
	.000

	
	N
	171
	171
	171
	171
	170

	Performance
	Pearson Correlation
	.049
	.239**
	.244**
	.317**
	1

	
	Sig. (2-tailed)
	.526
	.002
	.001
	.000
	

	
	N
	170
	170
	170
	170
	170

	**. Correlation is significant at the 0.01 level (2-tailed).



The test of construct validity using Pearson correlation is that most of the constructs are significantly correlated, which is a sign of convergent validity of the measure. Ethical leadership is positively correlated with related relationships (p = .000), proactive leadership (p = .000), and self-awareness (p = .000) and is indicating that these constructs are theoretically related and internally consistent. But the statistical significance of the correlation between ethical leadership and performance is not determined (p = .526), which reflects a weak or indirect relationship in this case. This could be an indication that although ethical leadership is important, its influence on performance could be minimal or mediated by other influences.
Also, related relationships strongly correlate with proactive leadership (p = .000), self-awareness (p = .000), and performance (p = .002), reflecting their relatedness. Proactive leadership also has significant correlations with self-awareness (p = .000) and performance (p = .001), showing that proactive leaders are more self-aware and that they positively affect results. Self-awareness has significant correlations with performance (p = .000), showing its importance in enhancing effectiveness. From the results, the systematic trend of high p-values (at the 0.01 level) across most variables confirms the construct validity of the instrument, with strong evidence of the convergence of corresponding constructs and some instances of discriminant relationships.
[bookmark: _Toc198914184][bookmark: _Toc209426725][bookmark: _Hlk190965827]3.6.2 Reliability Test and Results
Reliability refers to the extent to which a research instrument yields consistent results when repeated under similar conditions (Creswell & Creswell, 2023). In this study, the internal consistency of the questionnaire was assessed using Cronbach’s Alpha, a method introduced by Lee Cronbach (1951). Cronbach’s Alpha was commonly used to assess the reliability of scale surveys by finding out to what degree a group of items was related together as a whole. A reliability coefficient (α) of 0.70 and above was generally accepted as satisfactory for social science research (Nunnally, 1978). The test assisted in verifying that the instrument consistently operationalized the constructs of organizational performance and authentic leadership, and the items within each scale demonstrated internal coherence.
[bookmark: _Toc204702838][bookmark: _Toc204703340][bookmark: _Toc205398039][bookmark: _Toc206064071][bookmark: _Toc208920184][bookmark: _Toc209426726]Table 3.4. Reliability Statistics
	Variables
	Cronbach's Alpha
	No of Items

	Ethical Leadership

	.764
	10

	Connected Relationship

	.629
	10

	Proactive Leadership

	.742
	10

	Self-awareness

	.803
	10

	Performance of state corporations 
	.997
	10



Reliability of study variables was measured through Cronbach’s Alpha, which is an index of the internal consistency of items within each scale. From Table 3.3, it can be seen that the majority of variables showed acceptable reliability. Ethical Leadership also showed a Cronbach's Alpha of 0.764 and thus proved to have good internal consistency between its 10 items. Correspondingly, Proactive Leadership also gave a reliability coefficient of 0.742 and thus falls within the acceptable range of psychological and social sciences research. Self-awareness recorded the highest reliability at 0.803, signifying good internal consistency and suggesting that the items effectively captured the construct. These results suggest that the measurement tools used for these variables are both stable and dependable for further analysis.
Nonetheless, the Connected Relationship variable had a Cronbach's Alpha of 0.629, lower than the accepted 0.70 level. Though still tolerable for an exploratory study, a lower reliability may help explain why the items measuring this construct did not have as much cohesion as did the items in the other scales. This may have resulted from poor conceptualization or from respondents' misinterpretation of the questionnaire items. Based on the results, the reliability analysis established support for the internal consistency of most of the variables, with a single one needing possible revision. The Cronbach's Alpha Coefficient for the Performance of state corporations also revealed a value of 0.997. Since the values as greater than 0.90, it indicates a high level of internal consistency. Therefore, the reliability of the instruments in this case was excellent.
[bookmark: _Toc198914186][bookmark: _Toc204703343][bookmark: _Toc209426727][bookmark: _Hlk190968511][bookmark: _Hlk190969721]3.7 Data Analysis Procedures
These data were always coded and carefully checked for correctness, completeness, and consistency before they were subjected to analysis. Descriptive statistical methods such as mean, standard deviation, and percentages were used to condense and depict the nature of data collected through questionnaires. Standard deviation was used to give information regarding the spread of responses around the mean and the degree of variation around participant responses (Koech & Gathungu, 2022). For the purpose of relating authentic leadership and organizational performance, Spearman’s rank correlation measure has been utilized. The use of Spearman’s rank correlation estimated the strength and direction of monotonic relationships between ordinal measures (Okello & Murage, 2023). Such measures have been of great importance in determining potential relationships and estimating measures of significance in studies related to the study of leadership.
Further, inferential statistical methods were also applied in order to advance the analysis and render it generalizable from the sample to the whole population. All statistical modeling was done through the Statistical Package for the Social Sciences (SPSS) statistical program, Version 26, which is well-known for stability while computing quantitative social science research data (Kamau & Nyambura, 2024). Inferential statistical analysis was employed, and the multiple regression analysis technique was utilized to determine the effect of independent variables (X) on the dependent variable (Y). In multivariate regression analysis, the relationship was sought between the independent and the dependent variables. The model specified the relationship among them as follows. The regression model was specified as follows;
Y=β0+ 
Performance=β0​+β1​(EL) +β2​(CR) +β3​(PR) +β4​(SA +ϵ
Where Y= Performance of Kenya Rural Roads 
β0- constant (y- y-intercept)
– Beta co- efficient. 
X1= Ethical Leadership 
X2= Connected Relationships
X3= Proactive Leadership
X4= Self-Awareness
ε- Error term accounting for unexplained variability
[bookmark: _Toc198914187][bookmark: _Toc209426728]3.7.1 Assumptions of Multiple Regression
In multiple regression analysis, outlier detection and handling played a significant role since these unusual values, either in the independent or dependent variables, might seriously compromise the model’s precision and dependability (Zhou & Lee, 2023). These outliers could potentially influence regression coefficients unduly and thus result in biased inferences. This research utilized standardized residual and Cook’s Distance for identifying outliers. A standardized residual of more than ±3.0 indicated an extreme one, while a Cook’s Distance of more than 1.0 indicated a data point that unduly impacted the model (Mwangi & Asare, 2024). The researcher examined whether such anomalies indicated true data features or errors and applied necessary corrections through data transformation or exclusions so as to ensure robust findings.
which were as follows: 
[bookmark: _Toc198914188][bookmark: _Toc209426729][bookmark: _Hlk190971421]3.7.2 Normality Test
The test of normality is of equal significance in ascertaining if sample data were derived from a normally distributed population, an assumption of the majority of parametric statistical tests. Probability-Probability (P–P) plots were employed in the visual checking of normality in this study. If those points so plotted remained closely on the diagonal line, then the residual remained normally distributed (Khan & Ahmed, 2023). In addition, the Shapiro-Wilk test was also conducted, and where p-value > 0.05 showed that the null hypothesis of normal distribution was not rejected (Ngugi & Otieno, 2024).
[bookmark: _Toc198914189][bookmark: _Toc209426730][bookmark: _Hlk190974467]3.7.3 Multicollinearity Test 
Multicollinearity occurs when independent variables are highly intercorrelated so that the reliability of the regression coefficients is reduced. For verification of the same, VIF and tolerance were estimated. High VIF more than 10 or low tolerance less than 0.1 indicated severe multicollinearity (Khan & Ahmed, 2023). In such cases, redundant variables were reviewed, dropped, or combined to improve model stability and ensure the accurate interpretation of each predictor’s contribution (Ngugi & Otieno, 2024).
[bookmark: _Toc209426731]3.7.4 Homoscedasticity Test
This assessment determines if the variance of the residual is homogeneous across different levels of independent variables. Scatter plots of residuals also helped in testing homoscedasticity. Non-patterned, random spread of residual points around zero revealed an acceptable assumption that equal variance holds. A funnel-shaped or clumped pattern signified heteroscedasticity and therefore needed the use of robust standard errors or data transformation to compensate for differences in variance (O'Connor & Fox, 2023).
[bookmark: _Toc209426732]3.8 Ethical Considerations 
[bookmark: _Toc196231608]Ethics greatly assisted in upholding the integrity of the research process and safeguarding the rights of the participants. Before data collection, the researcher obtained an official introduction letter from the Catholic University of Eastern Africa in an effort to facilitate access to the state corporations chosen and match the study with institutional and ethical standards (O’Leary, 2022). Informed consent was obtained from all the participants to ensure that their participation was voluntary and that they comprehended their rights, such as the right to withdraw from the study anytime without facing any form of punishment (Bryman, 2024). Participants understood the purpose of the study, the voluntary character of the participation, and how data thus collected shall be utilized.
In order to maintain confidentiality and ensure anonymity, no identifiable information was incorporated into the research tools. Besides that, all data gathered were kept safe and only allowed access through authorized personnel (Kumar, 2022). The research also exercised transparency while reporting results and avoided manipulating or altering data so as to generate predetermined results (Sapsford & Jupp, 2023).










[bookmark: _Toc209426733]CHAPTER FOUR
[bookmark: _Toc209426734]PRESENTATION, DISCUSSION, AND INTERPRETATION OF FINDINGS
[bookmark: _Toc18154][bookmark: _Toc177737332][bookmark: _Toc196231610][bookmark: _Toc209426735]4.1 Introduction
This section introduced, explained, and interpreted the results of the research. It started with the response rate, then included a summary of the demographic attributes of the respondents. The section then described the results of the descriptive statistics and diagnostic tests, proceeded to the inferential analysis, and concluded with the results of the research question and their interpretation.
[bookmark: _Toc209426736]4.2 Response Rate
[bookmark: _Toc204702851][bookmark: _Toc204703353][bookmark: _Toc205398050][bookmark: _Toc206064082][bookmark: _Toc208920195][bookmark: _Toc209426737]Table 4.1 Response Rate of Research Instruments
	Category
	Instrument distributed
	Instrument Returned
	Percentage

	Support Staff
	171
	171
	100%



Table 4.1 also gave the response rate of research instruments distributed to the support staff in the identified state corporations within Nairobi, Kenya, as follows: The Kenya Rural Roads Authority (KeRRA), Kenya Urban Roads Authority (KURA), Kenya National Highways Authority (KeNHA), Kenya Roads Board (KRB), Engineers Board of Kenya (EBK), and the Kenya Engineering Technology Registration Board (KETRB). 171 questionnaires were distributed through these organizations to the support staff, and all of them were filled out and returned, thereby achieving a 100% response rate. Such an ideal return gave a 100% coverage and representation of data required for this class of respondents because it showed complete response and participation of the target support staff population.
The 100% return rate easily surpasses the 70% standard accepted in quantitative research for guaranteeing representativeness and reducing response bias (Poynton et al., 2019). Such a high return rate improves the reliability, validity, and generalizability of research results since it does away with possible distortion occasioned by non-response bias. These results indicate not only a high degree of interest or commitment of support staff but also speak well of the research process itself, including research instrumentality, appropriateness of data collection methods, and quality of interaction and rapport between the research participant and the researcher.
[bookmark: _Hlk171342240]Furthermore, the 100% response rate strengthened the internal consistency of the study and supports the conclusion that the data accurately reflect the perceptions and experiences of the entire population of support staff within the sampled corporations. In sum, this high level of response significantly boosts the credibility of the study, providing a solid foundation for subsequent analyses related to authentic leadership and organizational performance within these critical public institutions. The group met the threshold (50%) of statistical significance as proposed by Aaron (2019). The significance level was affirmed by the percentage, indicating the confidence of the true population, where the value for the majority lies within the margin of error. This was a good participation, showing that each group was well represented. This is 
[bookmark: _Toc209426738]4.3 Demographic Information
The study sought to determine demographic characteristics of the respondents, such as their service duration as support staff within the sample state corporations. The motivation behind studying the demographic data was to generally learn who took part in the study. Presentation of the results was as follows:
[image: ]
[bookmark: _Toc204703355][bookmark: _Toc205398052][bookmark: _Toc206064084][bookmark: _Toc208920197][bookmark: _Toc209426739]Figure 4.1 Years of Work
Source Field Data 2025
Figure 4.1 illustrated the length of service of support staff respondents working in selected state corporations based in Nairobi, namely KeRRA, KURA, KeNHA, KRB, EBK, and KETRB. The data indicated that the highest proportion of respondents, 72 (42.11%), had served between 3–5 years. This was followed by 49 respondents (28.65%) with 1–2 years of service, and 48 (28.07%) who had worked for 7–10 years. A minimal number, only 2 respondents (1.17%), had worked for more than 10 years.
These findings suggested a workforce largely concentrated within the early to mid-career range, with over 70% of the respondents falling between 1–5 years of service. This could be reflective of recent staff recruitment drives, internal promotions, or turnover patterns within the corporation. The dominance of employees with 3–5 years of experience (42.11%) may indicate a group that is settled into their roles, possesses a fair understanding of organizational culture, and is actively shaping performance outcomes under authentic leadership. The 1–2-year category (28.65%) represents relatively newer employees, potentially bringing fresh energy, openness to new leadership styles, and a willingness to adapt to evolving performance standards.
The near-equal proportion (28.07%) of staff with 7–10 years of experience adds a crucial layer of organizational maturity, possibly contributing stability and practical insight into leadership dynamics and corporate operations. However, the very small percentage (1.17%) of respondents with over 10 years of service suggests a limited pool of long-tenured staff, which may reflect either a youthful workforce or relatively high mobility, early exits, or retirement patterns in these institutions. While this may reduce institutional memory, it also presents an opportunity for intentional succession planning and leadership development initiatives. Therefore, the distribution across years of service reveals a healthy mix of emerging, mid-level, and transitioning professionals. This diversity in tenure provides a strategic platform for fostering authentic leadership through mentorship, team-based engagement, and performance-driven culture-building. Encouraging collaboration among these experienced groups could enrich decision-making processes, stimulate innovation, and strengthen the implementation of authentic leadership practices across state corporations.
[bookmark: _Toc209426740]4.4 Descriptive Statistics
These tables contained the descriptive statistics of respondents' responses. Percentages, means, and standard deviations are presented in these summary tables. Descriptive narratives of the statistics are then provided underneath each table to aid interpretation and understanding.
[bookmark: _Toc209426741]4.4.1 Ethical Leadership and Performance of State Corporations in Kenya
[bookmark: _Toc204703357][bookmark: _Toc205398055]The questionnaire used a 5-point Likert scale to measure the impacts of ethical leadership on the organizational performance of state companies. Respondents were given a list of statements regarding ethical leadership practices and were asked to rate them appropriately, depending on the degree of agreement they had. Descriptive statistics such as means, standard deviations, and percentages were then used in analyzing the responses and finding the degree to which ethical leadership is seen to influence organizational performance among the chosen companies.
[bookmark: _Toc206064087][bookmark: _Toc208920200][bookmark: _Toc209426742]Table 4.2.  Ethical Leadership and Performance of State Corporations in Kenya 
	Statement
	Strongly Disagree (n, %)
	Disagree (n, %)
	Neutral (n, %)
	Agree (n, %)
	Strongly Agree (n, %)
	Mean
	S. D

	Leaders treat all employees with fairness and equity
	2 (1.2%)
	–
	16 (9.4%)
	62 (36.3%)
	91 (53.2%)
	4.40
	.756

	Leadership acts with integrity and values
	1 (0.6%)
	–
	16 (9.4%)
	59 (34.5%)
	95 (55.6%)
	4.44
	.712

	Ethical considerations guide decision-making
	–
	–
	33 (19.3%)
	109 (63.7%)
	29 (17.0%)
	3.98
	.603

	Leaders make just and unbiased decisions
	3 (1.8%)
	4 (2.3%)
	37 (21.6%)
	94 (55.0%)
	33 (19.3%)
	3.88
	.806

	Transparency in addressing ethical dilemmas
	1 (0.6%)
	4 (2.3%)
	28 (16.4%)
	80 (46.8%)
	58 (33.9%)
	4.11
	.800

	Leaders favor some employees unfairly
	28 (16.4%)
	85 (49.7%)
	49 (28.7%)
	7 (4.1%)
	2 (1.2%)
	2.24
	.816

	Ethical concerns are overlooked
	32 (18.7%)
	86 (50.3%)
	46 (26.9%)
	5 (2.9%)
	2 (1.2%)
	2.18
	.807

	Projects completed on time
	–
	6 (3.5%)
	21 (12.3%)
	115 (67.3%)
	29 (17.0%)
	3.98
	.659

	Audit compliance and financial regulations met
	1 (0.6%)
	2 (1.2%)
	12 (7.0%)
	87 (50.9%)
	69 (40.4%)
	4.29
	.700

	Financial mismanagement affects sustainability
	22 (12.9%)
	67 (39.2%)
	68 (39.8%)
	8 (4.7%)
	6 (3.5%)
	2.47
	.903

	Average
	
	
	
	
	
	3.70
	0.76


Table 4.2 presented respondents’ perceptions of ethical leadership and its influence on the performance of six state corporations headquartered in Nairobi: KeRRA, KURA, KeNHA, KRB, EBK, and KETRB. The descriptive outcomes of ethical leadership yielded a cumulative mean of 3.70 and a standard deviation of 0.76, showing that respondents tended to perceive ethical leadership as being positively used in the six state corporations in question. The high mean suggests a consensus that fairness, integrity, transparency, and justice are among the underlying guiding principles in leadership. The relatively low standard deviation implies that responses were not very different between respondents, such as a strong consensus that ethical leadership is an organizational culture-defining characteristic in such companies. 
This interpretation is bolstered by some items that recorded high scores, such as "Leaders act with integrity and values" (M = 4.44, SD = 0.712), for which over 90% of the respondents agreed or strongly agreed. Additionally, transparency in decision-making (M = 4.11, SD = 0.800) and equity in treatment (M = 4.40, SD = 0.756) were positively rated, confirming that ethical standards form the cornerstone of organizational governance. This agrees with Carlos et al. (2025), who argued that transparency and integrity are not only measures of excellent leadership but also drivers of innovation and morale among workers. They also authenticate Kiilu and Awuor (2022), whose research established that fairness and equity are statistically significant indicators of the performance of public institutions. 
Negative leadership qualities were all low-scored, and "Leaders favor some employees unfairly" (M = 2.24, SD = 0.816) and "Ethical concerns are overlooked" (M = 2.18, SD = 0.807) received outright rejection from the participants. These ratings indicate that unethical behaviors are rated as minimal in the witnessed corporations. This finding supports Walusimbi et al. (2025), who stressed participatory government and transparency in mitigating favoritism and maintaining institutional trust.
When put in relation to organizational performance, ethical leadership appeared strongly correlated with performance. Scales such as "Projects delivered on time" (M = 3.98, SD = 0.779) and "Audit compliance and financial regulations complied" (M = 4.29, SD = 0.741) rated very high, showing that not only does ethical leadership promote inner consistency, but also accountability and measurable performance indicators. This is in line with Carlos et al. (2025), where ethically managed firms were found to have higher compliance, creativity, and employee satisfaction. 
Despite these aggregate positive findings, there were differences, particularly about financial responsibility. The statement "Financial mismanagement affects sustainability" obtained a lower mean of 2.47 with maximum standard deviation (SD = 0.903), which reflected varying opinions among the participants. While others perceived the risk of mismanagement, some were uncertain or indifferent, possibly due to variations in financial literacy or access to organizational information. This finding partly contradicts Kiilu and Awuor (2022), who, in emphasizing financial accountability as the essence of long-term sustainability, implied that internal financial ethics sensitization may still be necessary in such institutions.
Therefore, the median of 3.70 and the standard deviation of 0.76 reaffirm that ethical leadership is globally recognized and uniformly interpreted in state-owned corporations, and transparency, fairness, and integrity were viewed as significant drivers for organizational performance and trust. However, the aforementioned gaps in the realm of impartiality and fiscal accountability reflect the need for additional encouragement of ethical behavior through rigorous training and monitoring programs. In the qualitative analysis regarding how ethical leadership affects employee conduct and influences decision-making processes within the organization, the participants contributed as presented. 
Across the data, participants consistently emphasized that ethical leadership fosters trust, fairness, and accountability, highlighting its vital role in shaping employee behavior and promoting a positive organizational culture. Many reported that ethical leadership builds trust and improves morale by ensuring transparent and fair decision-making: “Ethical leadership boosts morale, builds trust, and enhances transparency and accountability in decision-making,” and “At Kerra, ethical leadership fosters trust, fairness, and accountability.” This leadership style was also linked to strengthening internal controls and compliance, as seen in statements like “Ethical leadership has strengthened our internal controls and promotes accountability.” However, despite the widespread recognition of its benefits, a shared concern emerged around inconsistencies in fairness and transparency, particularly in decision-making processes and promotions: “Fairness needs improvement to build trust through ethical leadership,” and “Ethical leadership builds trust but fairness needs improvement.” Participants across various institutions, KeRRA, KURA, KeNHA, KRB, EBK, and KETRB echoed the need for more ethical leadership training and value standardization, indicating that while ethical leadership is present and impactful, its implementation is uneven and requires strengthening to fully embed integrity and equity in organizational practices.
The findings revealed that participants overwhelmingly viewed ethical leadership as essential in promoting trust, fairness, and accountability within their organizations. It was seen to enhance employee morale, transparency, and responsible decision-making. Ethical leadership also contributed to stronger internal controls and compliance. However, concerns were raised about inconsistencies in fairness and transparency, with calls for more training and standardization of values across institutions.
[bookmark: _Toc209426743]4.4.2 Connected Relationship and Performance of State Corporations in Kenya
The study adopted a 5-point Likert scale to evaluate the role of connected relationships in influencing the performance of state corporations. Respondents are presented with several statements that reflect the quality of interpersonal and professional connections within their organizations. They were asked to indicate their level of agreement, and the responses are analyzed using descriptive statistics, including means, standard deviations, and percentages, to establish how connected relationships are perceived to impact the overall performance of the corporations.
[bookmark: _Toc204703359][bookmark: _Toc205398057][bookmark: _Toc206064089][bookmark: _Toc208920202][bookmark: _Toc209426744]Table 4.3 Connected Relationship and Performance of State Corporations in Kenya 
	Statement
	Strongly Disagree (n, %)
	Disagree (n, %)
	Neutral (n, %)
	Agree (n, %)
	Strongly Agree (n, %)
	Mean
	SD

	Employees work collaboratively to achieve shared goals
	3 (1.8%)
	–
	8 (4.7%)
	33 (19.3%)
	127 (74.3%)
	4.64
	.733

	Communication between departments is open and effective
	–
	4 (2.3%)
	20 (11.7%)
	108 (63.2%)
	39 (22.8%)
	4.06
	.661

	Team members treat each other with mutual respect
	2 (1.2%)
	1 (0.6%)
	16 (9.4%)
	48 (28.1%)
	104 (60.8%)
	4.47
	.784

	Leadership promotes a culture of teamwork
	1 (0.6%)
	4 (2.3%)
	26 (15.2%)
	80 (46.8%)
	60 (35.1%)
	4.13
	.797

	Employees feel included in team-based decisions
	3 (1.8%)
	4 (2.3%)
	32 (18.7%)
	93 (54.4%)
	39 (22.8%)
	3.94
	.817

	Miscommunication leads to delays and inefficiencies
	16 (9.4%)
	37 (21.6%)
	83 (48.5%)
	26 (15.2%)
	9 (5.3%)
	2.85
	.968

	Team dynamics are strained due to a lack of respect
	35 (20.5%)
	66 (38.6%)
	51 (29.8%)
	11 (6.4%)
	8 (4.7%)
	2.36
	1.028

	Projects are delayed due to poor leadership oversight
	12 (7.0%)
	42 (24.6%)
	73 (42.7%)
	39 (22.8%)
	5 (2.9%)
	2.90
	.931

	The organization fails to meet audit compliance requirements
	15 (8.8%)
	54 (31.6%)
	60 (35.1%)
	23 (13.5%)
	19 (11.1%)
	2.87
	1.111

	Financial mismanagement causes budget shortfalls
	23 (13.5%)
	51 (29.8%)
	76 (44.4%)
	16 (9.4%)
	5 (2.9%)
	2.58
	.938

	Average
	
	
	
	
	
	3.48
	0.88



Table 4.3 presented the participants’ responses regarding the influence of connected relationships on performance in Kenyan state corporations, revealing a generally positive relational climate that affirms the critical role of interpersonal and interdepartmental synergy. Below is a brief, fluid analysis and literature synthesis for Connected Relationships derived from the aggregate mean (3.48) and composite SD (0.88).
The descriptive results for connected relationships provided a composite mean of 3.48 (SD = 0.88), which indicates a generally positive relational climate across the six state corporations, with moderate variability in respondents' experiences. The mean shows that, on average, employees perceive interpersonal and interdepartmental relations as positive and performance-supportive. The moderately sized SD suggests pockets of variability; some units exhibit more relational cohesion than others, which calls for attention to unevenness, rather than wholesale malfunction.
Relational strengths are evident in extremely high item means: "Employees work together to achieve shared goals" (M = 4.64, SD = 0.733) and "Team members are respectful in their treatment of each other" (M = 4.47, SD = 0.784). These items demonstrate near-universal endorsement of teamwork and respect for each other, which literature identifies as key to organizational effectiveness. Mrongo et al. (2024) achieved similar patterns within KeRRA where strategic alignment and governance arrangements, supported by inclusive engagement, amplified project outcomes. Likewise, the high score for "Communication between departments is open and effective" (M = 4.06, SD = 0.661) concurs with Serugo & Audrey (2024), who attributed open communication and organizational support to reduced stress and enhanced performance in Uganda's infrastructure sector. Taken together, these empirical relationships validate the conclusion that cooperative norms and open communication are functional enablers of performance in the Kenyan state-corporation context.
Despite the overall positivity, several items indicate relational weaknesses. Lower-scoring statements such as "Miscommunication leads to delay and inefficiencies" (M = 2.85, SD = 0.968) and "Projects held up due to insufficient leadership supervision" (M = 2.90, SD = 0.931) reveal that communication breakdowns and lapses in supervision do occur and can be situationally consequential. The larger SDs for certain negative items (team dynamics strained due to lack of respect, SD = 1.028) suggest that negative experiences are not spread evenly; some departments or projects are worse off than others. These results onto Zahidy et al. (2024), who showed that system-level inefficiencies (inadequate planning, poor workmanship, poor signage/communication) significantly impact operational safety and outcomes; likewise, where there are lapses in relational infrastructure, performance suffers. 
Finance- and compliance-related issues, audit compliance failures (M = 2.87, SD = 1.111), and financial mismanagement (M = 2.58, SD = 0.938) were weaker areas. Although not widespread, their presence delineates risk areas that erode trust and cooperation if left unaddressed. This observation adds to warning signals in the literature under storage that institutional shortfalls (governance and accountability deficits) compromise the beneficial effects of good relational climates on long-term performance (Mrongo et al., 2024; Zahidy et al., 2024).
In total, the composite mean (3.48) and overall SD (0.88) support the interpretation that connected relationships are a general strength of these state corporations: collaboration, respect, and communication across departments are well established and are associated with better outcomes. However, the range depicted by the SD and the lower mean on certain items indicates targeted weaknesses, episodic miscommunication, irregular supervision, and pockets of fiscal/compliance risk with the potential to compromise long-term performance. From the empirical findings, practical implications are clear: formalize cross-unit communication channels, consolidate inclusive leadership and governance (as Mrongo et al., 2024, recommend), and implement proactive quality-control and accountability mechanisms (as Zahidy et al., 2024, propose). This will convert the sound relational foundations uncovered into more stable, organization-wide performance gains.
[bookmark: _Toc209426745]4.4.3 Proactive Leadership and Performance of State Corporations in Kenya
To determine the impact of proactive leadership on the performance of state corporations, the study used a 5-point Likert scale. The participants provided scores to various statements regarding leadership behaviours characterized by initiative, anticipation, and preventive solution of problems. Their statistics were subjected to descriptive statistics in terms of means, standard deviations, and percentages so that the research may establish the degree to which the practice of proactive leadership helps organizational performance.
[bookmark: _Toc204703361][bookmark: _Toc205398059][bookmark: _Toc206064091][bookmark: _Toc208920204][bookmark: _Toc209426746]Table 4.4 Proactive Leadership and Performance of State Corporations in Kenya 
	Statement
	Strongly Disagree (n, %)
	Disagree (n, %)
	Neutral (n, %)
	Agree (n, %)
	Strongly Agree (n, %)
	Mean
	SD

	Leaders develop forward-looking strategies
	–
	4 (2.3%)
	12 (7.0%)
	66 (38.6%)
	89 (52.0%)
	4.40
	.724

	Employees are encouraged to take initiative
	5 (2.9%)
	–
	19 (11.1%)
	84 (49.1%)
	63 (36.8%)
	4.17
	.847

	Continuous improvement is embedded in leadership culture
	4 (2.3%)
	3 (1.8%)
	30 (17.5%)
	95 (55.6%)
	39 (22.8%)
	3.95
	.828

	Leadership is reactive rather than proactive
	34 (19.9%)
	67 (39.2%)
	47 (27.5%)
	18 (10.5%)
	5 (2.9%)
	2.37
	1.012

	Employees discouraged from proposing ideas
	24 (14.0%)
	108 (63.2%)
	32 (18.7%)
	2 (1.2%)
	5 (2.9%)
	2.16
	.785

	Leaders seek innovative solutions
	5 (2.9%)
	3 (1.8%)
	5 (2.9%)
	58 (33.9%)
	100 (58.5%)
	4.43
	.874

	Employees are encouraged to plan and set measurable goals
	–
	–
	23 (13.5%)
	81 (47.4%)
	67 (39.2%)
	4.26
	.680

	Culture of personal responsibility among staff
	3 (1.8%)
	2 (1.2%)
	17 (9.9%)
	65 (38.0%)
	84 (49.1%)
	4.32
	.836

	Projects often fail to meet deadlines
	14 (8.2%)
	46 (26.9%)
	94 (55.0%)
	13 (7.6%)
	4 (2.3%)
	2.69
	.821

	Audit recommendations are ignored
	39 (22.8%)
	66 (38.6%)
	55 (32.2%)
	6 (3.5%)
	5 (2.9%)
	2.25
	.946

	Average
	
	
	
	
	
	3.50
	0.84



Table 4.4 presented the descriptive statistics assessing how respondents perceive proactive leadership and its influence on the performance of state corporations in Kenya. The descriptive statistics yielded a grand mean of 3.50 and a standard deviation of 0.84, which revealed largely positive perceptions of proactive leadership in Kenyan state corporations, albeit with some differences among respondents' experiences. The moderately high mean suggests that leadership practices are generally proactive, forward-looking, and innovation-driven, while the SD indicates differences among institutions in terms of efficacy and consistency.
Support was consistently obtained for visionary and innovation-focused leadership traits. For instance, "Leaders develop forward-looking strategies" (M = 4.40, SD = 0.724) and "Leaders seek innovative solutions" (M = 4.43, SD = 0.874) contained the highest mean scores with over 90% agreement. These conclusions support a strategic, foresighted leadership approach, consistent with Zheng et al. (2025), who described platform leadership as being indispensable to encouraging proactive employee engagement, and with Bella et al. (2024), who described innovation-led leadership as a driver of long-term organizational performance.
In the same vein, employee initiative support from leadership was rated positively. "Employees are encouraged to take initiative" (M = 4.17, SD = 0.797) and "Employees are encouraged to plan and set measurable goals" (M = 4.26) indicate an empowering culture that challenges people to help make companies successful. Findings are in line with Miano et al. (2025), who established that participative transformational leadership in Kenyan business corporations has played a significant role in increasing performance through proactive engagement and goal congruence.
The other critical one is personal responsibility. "Culture of personal responsibility among staff" (M = 4.32, SD = 0.733) and "Continuous improvement is embedded in leadership culture" (M = 3.95, SD = 0.828) reinforce that personal responsibility and improvement are fundamental to leadership culture. This is consistent with Aturu-Aghedo et al. (2024), who demonstrated that innovation and integrity values increase performance in Nigerian multinationals, further solidifying the position of value-based proactive leadership in Africa's corporate culture.
The negative leadership factors were, on the other hand, scored low. "Leadership is proactive rather than reactive" (M = 2.37, SD = 1.028) and "Employees are discouraged from providing ideas" (M = 2.16, SD = 0.938) were both firmly disagreed with, which indicates that leaders are indeed proactive and open to suggestions. Items that asked about execution and responsibility were issues, though. For example, "Projects tend to miss deadlines" (M = 2.69, SD = 0.931) and "Audit recommendations are ignored" (M = 2.25, SD = 0.938) yielded rather neutral scores, indicating leadership inconsistencies in follow-through on performance-critical processes. This is an indicator of the work of Miano et al. (2025), where they stated that institutional shortcomings in the performance of projects remain a problem despite having good leadership attributes.
Therefore, the mean of 3.50 (SD = 0.84) emphasizes that active leadership is a competence center of state corporations with strategic anticipation, innovation nurturing, and empowering employees being common. The outcomes also indicate uneven implementation with action gaps, conformity, and innovation sustainability. These observations suggest that while the pillars of proactive leadership are well-placed, institutional effort needs to be dedicated more to institutionalizing effective planning systems, consolidating accountability mechanisms, and inculcating innovation across all departments. Filling these gaps positions state corporations better to apply proactive leadership in quantifiable performance and service delivery improvement.
The researcher further addressed the question of proactive leadership, such as planning, taking initiative, and promoting continuous improvement by leaders in State Corporations in Kenya influences the overall performance of the organization. Findings were as presented.
Across the data, participants consistently highlighted that proactive leadership enhances innovation, improves planning, and strengthens performance by enabling early problem detection, risk anticipation, and timely execution. Respondents noted that such leadership empowers staff to take initiative, aligns teams with strategic goals, and fosters a forward-looking culture, as seen in statements like “Proactive leadership at KeRRA improves planning and project delivery” and “Proactive leadership at KETRB boosts planning, innovation, and goal alignment.” However, several responses also pointed to persistent challenges such as inconsistent implementation, weak support for innovation, and inadequate planning structures, suggesting that while proactive leadership is present and impactful in many institutions, its effectiveness is uneven and needs strengthening, especially in streamlining planning systems and supporting broader innovation efforts.
The findings revealed that proactive leadership enhances innovation, improves planning, and boosts performance by enabling early problem-solving and strategic alignment. Participants stated that it empowers staff and strengthens project delivery. Proactive leadership at Kerra improves planning and project delivery. However, challenges such as inconsistent implementation and weak support for innovation persist. This suggests a need to strengthen planning systems and ensure uniform application across institutions.
[bookmark: _Toc209426747]4.4.4 Self-Awareness and Performance of State Corporations
This section investigated the leader's self-awareness impact on state firm performance based on a 5-point Likert scale. Respondents rate a set of statements related to leaders' emotional intelligence, individual understanding, and reflective action. Descriptive statistics, in the form of mean scores, standard deviation, and percentages, then inform on how leader self-awareness is seen as impacting institutional outputs of performance.
[bookmark: _Toc204703363][bookmark: _Toc205398061][bookmark: _Toc206064093][bookmark: _Toc208920206][bookmark: _Toc209426748]Table 4.5 Self-Awareness and Performance of State Corporations in Kenya 
	Statement
	Strongly Disagree (n, %)
	Disagree (n, %)
	Neutral (n, %)
	Agree (n, %)
	Strongly Agree (n, %)
	Mean
	SD

	Leaders are aware of how their actions impact performance and morale
	3 (1.8%)
	–
	7 (4.1%)
	47 (27.5%)
	114 (66.7%)
	4.57
	.735

	Leadership understands the emotional impact on decisions and interactions
	4 (2.3%)
	1 (0.6%)
	21 (12.3%)
	63 (36.8%)
	82 (48.0%)
	4.27
	.875

	Managers engage in self-reflection on leadership effectiveness
	3 (1.8%)
	2 (1.2%)
	28 (16.4%)
	105 (61.4%)
	33 (19.3%)
	3.95
	.750

	Employees encouraged to reflect on behavior and team outcomes
	2 (1.2%)
	2 (1.2%)
	23 (13.5%)
	121 (70.8%)
	23 (13.5%)
	3.94
	.648

	Leaders rarely consider their personal impact
	32 (18.7%)
	89 (52.0%)
	38 (22.2%)
	7 (4.1%)
	5 (2.9%)
	2.20
	.894

	Supervisors seek feedback to improve leadership
	1 (0.6%)
	–
	21 (12.3%)
	83 (48.5%)
	66 (38.6%)
	4.25
	.710

	Leaders ignore how behavior affects others
	38 (22.2%)
	63 (36.8%)
	58 (33.9%)
	5 (2.9%)
	7 (4.1%)
	2.30
	.982

	Self-aware leaders align team efforts with project timelines
	3 (1.8%)
	2 (1.2%)
	10 (5.8%)
	71 (41.5%)
	85 (49.7%)
	4.36
	.795

	Self-reflective leadership enhances audit compliance
	2 (1.2%)
	–
	27 (15.8%)
	68 (39.8%)
	74 (43.3%)
	4.24
	.801

	Lack of emotional awareness leads to poor financial decisions
	15 (8.8%)
	43 (25.1%)
	40 (23.4%)
	61 (35.7%)
	12 (7.0%)
	3.07
	1.114

	Average
	
	
	
	
	
	3.72
	0.83



Table 4.5 analyzed the influence of leadership self-awareness on Kenya state corporations' performance using responses from 171 respondents. The overall picture (M = 3.48, SD = 0.88), a little positive but otherwise unbalanced relational climate, concurs with cross-sectoral evidence that sound relational norms are likely to drive performance but differ by context and institutional ability.  Public and multinational research in the archived review shows similar mixed trends where teamwork and respect elevate performance overall, though flaws (governance, oversight) produce uneven outcomes (Aturu-Aghedo et al., 2024; Miano et al., 2025). 
The very high rating of collaborative goal achievement (M = 4.64, SD = 0.733) and respect for each other (M = 4.47, SD = 0.784) is further confirmed by research showing that teaming and value congruence make a major positive impact on organizational and project success. Mrongo et al. (2024) determined that strategic alignment and governance processes at KeRRA supported project outcomes through team integration and participative involvement, and Aturu-Aghedo et al. (2024) demonstrated that shared organizational values (teamwork, innovation, integrity) in large firms led to greater productivity and enhanced team performance. Bella et al.'s (2024) synthesis also identifies leadership styles with participative and respect-evoking attributes as primary predictors of proactivity and group performance.
Facilitative role of leadership (leadership facilitates collaboration, M = 4.13, SD = 0.797; inclusion in decision-making, M = 3.94, SD = 0.817) synchronizes with the stored literature, where participative, transformational, or authentic leadership offers commitment and engagement. Miano et al. (2025) and Wafula et al. (2025) both document that participative, strategic leadership within Kenyan public institutions is associated with enhanced implementation and resilience; Serugo & Audrey (2024) also illustrate that organizational support and participatory governance reduce stress and improve relational coordination in public infrastructure settings.
Open and useful interdepartmental communication (M = 4.06, SD = 0.661) validates literature that relates communication systems to fewer conflicts and more efficiency. Serugo & Audrey (2024) found that employee stress was alleviated considerably by effective communication and organizational support in Uganda's road sector, while Zahidy et al. (2024) outline how poor communication and poor workmanship have direct impacts on compromised service quality and greater risk in transport infrastructure, and show how high internal communication scores correlate to higher performance. 
The lower means on strained dynamics, miscommunication, and poor oversight (e.g., strained dynamics M = 2.36, SD = 1.028; miscommunication causing delays M = 2.85, SD = 0.968; project delays due to poor oversight M = 2.90, SD = 0.931) lend support to evidence of system-level inefficiencies and uneven leadership application transpiring as situational breakdowns. Zahidy et al. (2024) and Mrongo et al. (2024) similarly identify episodic breakdowns in implementation, monitoring, and planning that cause delays and inefficiency even where leadership intention is positive. These accounts explain why the relational climate can be good on average but still produce localized problems that have traction on delivery.
Accountability and financial concerns (audit compliance M = 2.87, SD = 1.111; financial mismanagement M = 2.58, SD = 0.938) are easily seen in the empirical evidence. Kiilu & Awuor (2022) and Walusimbi et al. (2025) highlight how integrity, transparency, and financial accountability underpin parastatal performance; weaknesses in these erode trust and sap the rewards of otherwise effective cooperation. Wafula et al. (2025) also emphasize the handling of resources and risk in sustaining performance, proximately linked to the need to improve audit and fiscal controls embodied in your reduced means.
thus, the literature provided in the archives supports your chief conclusion: interconnected relationships, collaborative working, mutual respect, inclusive leadership, and communicative openness are major determinants of performance (Mrongo et al., 2024; Aturu-Aghedo et al., 2024; Serugo & Audrey, 2024), but these are undermined by occasional miscommunication, lax supervision, and governance defects (Zahidy et al., 2024; Kiilu & Awuor, 2022; Wafula et al., 2025). In practice, the theory posits two strategic imperatives: institutionalize relational advantages through leveraging proven mechanisms (institutionalized cross-unit communications channels, forums for decision making, leadership development) and remediate governance cracks with better audit, accountability, and quality-control systems, interventions that many studies recommend to transform relational capital into sustainable performance gains.
Across the data, participants consistently emphasized that self-aware leadership enhances communication, morale, accountability, and team alignment, contributing to improved workplace culture and performance. Leaders who understand their influence were seen as more empathetic, strategic, and responsive. “Self-awareness has made leaders more empathetic and strategic, boosting staff morale and goal alignment,” and “Leader self-awareness at KETRB boosts accountability, teamwork, and operational efficiency.” Self-awareness was credited with strengthening team cohesion, encouraging feedback, and guiding ethical decisions. However, a recurring concern was the inconsistent application of self-awareness across departments and leadership levels, with many participants suggesting that regular training and feedback are necessary to ensure consistent emotional intelligence and leadership impact throughout the organization.
In findings, the results provide compelling evidence that self-awareness is a vital component of effective leadership in Kenyan state corporations. To strengthen this competency further, leadership development programs should embed emotional intelligence training, especially in areas such as financial decision-making under emotional pressure. Integrating these elements could yield improved morale, stronger compliance, and enhanced organizational 
performance across the public sector.
[bookmark: _Toc209426749]4.4.5 Performance of State Corporations
The research utilized a 5-point Likert scale when ascertaining the perceived performance of state corporations. All respondents are given a list of statements capturing the primary dimensions of performance, such as completion of projects in time, compliance during audits, and sustainability of finances. All these reflect the operational efficiencies, responsibility, and financial viability of the organizations. Descriptive statistics such as means, standard deviation, and percentages are utilized in the summary of responses and comprehension of how it is perceived and felt via the chosen state corporations.
In reference to the effects of leaders’ awareness of themselves, including how they perceive their own behavior and their own perception by other people, on organizational performance and working life in State Corporations in Kenya, the respondents argued as indicated.
[bookmark: _Toc204703365][bookmark: _Toc205398063][bookmark: _Toc206064095][bookmark: _Toc208920208][bookmark: _Toc209426750]Table 4.6. Performance of State Corporations in Kenya 
	Statement
	Strongly Disagree (n, %)
	Disagree (n, %)
	Neutral (n, %)
	Agree (n, %)
	Strongly Agree (n, %)
	Mean
	SD

	Projects are completed within the scheduled time
	29 (17.0%)
	42 (24.6%)
	31 (18.1%)
	35 (20.5%)
	34 (19.9%)
	3.02
	1.391

	Delays in project execution are minimal 
	26 (15.3%)
	31 (18.2%)
	31 (18.2%)
	48 (28.2%)
	34 (20.0%)
	3.19
	1.360

	Deadlines for project milestones are met
	33 (19.3%)
	19 (11.1%)
	33 (19.3%)
	43 (25.1%)
	43 (25.1%)
	3.26
	1.444

	The organization complies with audit requirements
	29 (17.0%)
	37 (21.6%)
	38 (22.2%)
	35 (20.5%)
	32 (18.7%)
	3.02
	1.363

	Audit recommendations are promptly implemented
	23 (13.5%)
	36 (21.1%)
	34 (19.9%)
	43 (25.1%)
	35 (20.5%)
	3.18
	1.340

	Financial records are accurately maintained
	27 (15.8%)
	39 (22.8%)
	30 (17.5%)
	44 (25.7%)
	31 (18.1%)
	3.08
	1.359

	The organization generates enough income
	24 (14.0%)
	34 (19.9%)
	24 (14.0%)
	46 (26.9%)
	43 (25.1%)
	3.29
	1.400

	Cost-saving measures are effectively applied
	30 (17.5%)
	30 (17.5%)
	32 (18.7%)
	48 (28.1%)
	31 (18.1%)
	3.12
	1.371

	Financial planning is done regularly
	25 (14.6%)
	34 (19.9%)
	38 (22.2%)
	40 (23.4%)
	34 (19.9%)
	3.14
	1.343

	The organization is financially stable
	26 (15.2%)
	30 (17.5%)
	36 (21.1%)
	43 (25.1%)
	36 (21.1%)
	3.19
	1.360

	Average
	
	
	
	
	
	3.15
	1.37



Table 4.6 gives descriptive statistics of the performance of state enterprises in Kenya from data obtained from 171 respondents. The composite picture of performance for the ten indicators had an overall mean of M = 3.15 (SD = 1.37), showing a moderate level of perceived performance with a wide variation in the sampled state corporations. The relatively large standard deviation shows that while there are institutions showing adequate performance on some fronts, others are far behind, a pattern reflecting uneven institutional capacity and unevenly implemented performance management practices.
Project delivery and scheduling show mixed performance. Presumptions that projects are completed on schedule had a mean of M = 3.02 (SD = 1.391), which pointed towards inefficiencies in scheduling and time management. The evaluation to prevent delays was at M = 3.19, while project milestone delivery was slightly higher at M = 3.26 (SD = 1.444). These item-level results indicate islands of operating effectiveness but also great inconsistency across entities. This is consistent with the findings of Miano et al. (2025) and Mrongo et al. (2024), whose findings indicated that although leadership and strategy are present, implementation and successful project completion are plagued by institutional weakness in planning, monitoring, and governance.
Compliance and audit performance also mirror lukewarm performance. Compliance to audit produced M = 3.02, while the timely implementation of audit recommendations averaged M = 3.18. The wide variation in responses shows that audit systems work in some firms but are poorly implemented in others. These results echo the literature: Kiilu and Awuor (2022) and Walusimbi et al. (2025) emphasize that integrity, transparency, and responsive audit systems are central to parastatal performance, and where these kinds of systems are weak, the ability of the company to correct itself and hold itself accountable is weakened.
Financial management and sustainability also give a mixed picture. Appropriate financial records averaged M = 3.08, income generation scored M = 3.29, cost-effectiveness averaged M = 3.12, financial planning M = 3.14, and financial stability M = 3.19. These means cluster around the mid-point and reflect moderate confidence in financial practices, but with considerable disagreement (variability). This is in line with Carlos et al. (2025) and Wafula et al. (2025), whose studies reported that financial accountability, resource management within strategy, and diversifying revenue are paramount to sustaining organizational performance in the public sector, and disparate implementation of such measures provides disparate outcomes.
The findings stated by respondents, demand to digitize documents, conduct regular internal audits, streamline procurement, improve supervision, invest in staff capacity building, and pursue income diversification; concur with demands made by the empirical studies. For example, Wafula et al. (2025) and Aturu-Aghedo et al. (2024) call for institutional resilience through improved resource management and innovation; Kiilu & Awuor (2022) suggest improving governance mechanisms; and Magesa & Mtey (2024) call for staff capacity and stress management as key to performance maintenance. Respondent recommendations overlap with the literature, strengthening the validity of proposed reforms.
Compared to each other, the total mean (M = 3.15, SD = 1.37) and individual results indicate that Kenyan state corporations are relatively strong in areas of performance strengths, that is, income generation capability and milestone achievements sporadically, but are bedeviled by uneven implementation, compliance, and fiscal management practices. The data reveal both strengths and deficiencies in the performance of state corporations. The variation in standard deviations indicates that performance practices are inconsistently applied across organizations. This underscores the need for harmonized performance management frameworks and stronger proactive leadership to drive accountability, enhance planning, and optimize resource use within the sector.
The analysis on what to be done to improve the performance of this organization in terms of project completion, audit compliance, or financial sustainability was as indicated. 
The data highlights a strong organizational focus on enhancing financial accountability, project efficiency, and team capacity. Participants repeatedly emphasized the need to “digitize documentation processes,” “conduct internal audits regularly,” and “link compliance to performance” as essential to improving transparency, mitigating risks, and ensuring audit readiness. Statements such as “improve procurement processes,” “simplify financial procedures,” and “monitor cash flow closely” point to a shared desire to strengthen financial controls. Many also stressed the importance of staff development through calls to “provide proper training, ‘’assign experienced supervisors,” and “invest in capacity-building.” Additionally, frequent suggestions to “diversify income sources,” “seek donor funding,” and “reduce reliance on government funding” reflect a growing push for financial sustainability. These repeated opinions reveal a common vision for a performance-driven, transparent, and ethically guided project environment, built on modern tools, skilled leadership, and well-defined operational roles.
The findings indicate a strong organizational commitment to improving financial accountability, operational efficiency, and staff development. Participants emphasized the importance of adopting digital systems, conducting regular internal audits, and aligning compliance with performance standards to enhance transparency and ensure audit readiness. Strengthening procurement processes, enhancing supervisory capacity, and investing in staff training were also identified as key strategies for improving project outcomes. Additionally, the push to diversify income and reduce dependence on government funding reflects a growing focus on financial sustainability and resilience.
[bookmark: _Toc209426751]4.5 Diagnostic Test Results
In the course of the study, various diagnostic tests were conducted in order to verify the assumptions of the linear regression model and further validate the robustness and reliability of findings. Specifically, tests of potential violation of autocorrelation, normality of residuals, heteroscedasticity, and multicollinearity were conducted. These diagnostics were important in verifying the suitability of the model applied in studying the interrelationship of leadership styles and state corporation performance in Kenya.
[bookmark: _Toc209426752]4.5.1 Autocorrelation Test
Autocorrelation refers to the extent to which the residuals (errors) from the regression model are correlated with one another, which can compromise the validity of the results. Since this research examines the influence of various leadership dimensions on the performance of state corporations, it is important to ensure that the residuals are independent. To assess this, the Durbin-Watson test was applied. A Durbin-Watson value close to 2.0 indicates that there is no autocorrelation, while values significantly lower or higher than 2 suggest positive or negative autocorrelation, respectively.
[bookmark: _Toc204703368][bookmark: _Toc205398066][bookmark: _Toc206064098][bookmark: _Toc208920211][bookmark: _Toc209426753]Table 4.7: Autocorrelation Results
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	
	Durbin-Watson

	
	
	
	
	
	R Square Change
	F 
	df1
	df2
	Sig.
	

	1
	.376a
	.141
	.121
	1.266
	.141
	6.792
	4
	165
	.000
	1.890

	a. Predictors: (Constant), Self-Awareness, Connected Relationship, Ethical Leadership, Proactive Leadership

	b. Dependent Variable: Performance


Source: Field Data 2025
As shown in Table 4.7, the Durbin-Watson measure of the regression model has a value of 1.890, which approximates the critical value of 2.0 significantly. This shows that there is either no or little autocorrelation of the residuals in the model. This further means that the residuals are independent. This validates the outcome of the regression analysis performed to isolate the effect of ethical leadership, proactive leadership, related relationship, and self-knowledge on the performance of state corporations in Kenya. Lack of autocorrelation boosts the reliability of the model, reinforcing confidence in the findings and interpretations drawn from the data.
[bookmark: _Toc209426754]4.5.2 Normality Test
In multiple linear regression, one of the key assumptions is that the residuals (errors) are normally distributed. To assess this, the study utilizes a Normal Probability–Probability (P–P) Plot of Regression Standardized Residuals. This plot visually compares the distribution of the residuals to a normal distribution, where a close alignment between the observed and expected cumulative probabilities indicates approximate normality.
[image: ]
[bookmark: _Toc204703370][bookmark: _Toc205398068][bookmark: _Toc206064100][bookmark: _Toc208920213][bookmark: _Toc209426755]Figure 4.2. Normality Test
The Normal P-P Plot of Regression Standardized Residuals provides a graphical examination of the normality assumption of the regression model. In the plot, the X-axis accounts for Performance (the cumulative probability under a normal distribution as expected), and the Y-axis accounts for Authentic Leadership Styles (the cumulative probability of the standardized residual observed). The values of the two axes are from 0.0 to 1.0, and the data points fit the 45-degree diagonal line closely from (0.0, 0.0) to (1.0, 1.0), indicating that the residuals are approximately normally distributed. Minor deviations are observed around (0.4, 0.35) and (0.8, 0.85), but they are minimal and not substantial enough to violate the normality assumption. Therefore, the plot confirms that the regression standardized residuals meet the requirement for normal distribution, supporting the appropriateness of the regression analysis.
[bookmark: _Toc209426756]4.5.3 Heteroscedasticity
In linear regression, the assumption of homoscedasticity refers to the condition under which the residuals (errors) are of constant variance at each level of predicted values. When this assumption has been violated, a condition referred to as heteroscedasticity, the model produces inefficient coefficient estimates and biased standard errors, which have an impact on the integrity of the results of inferential tests. In an effort to make an assessment of this assumption, the adoption of a scatterplot of standardized residuals and standardized predicted values is common practice. If the residuals are evenly and haphazardly distributed around the horizontal axis (usually at zero), then the assumption of homoscedasticity is said to have been met. In the event of the appearance of a distinct pattern, an instance of which would be a funnel appearance, heteroscedasticity appears to be present.
[image: ]
[bookmark: _Toc204703372][bookmark: _Toc205398070][bookmark: _Toc206064102][bookmark: _Toc208920215][bookmark: _Toc209426757]Figure 4.3. Heteroscedasticity
The scatterplot of standardized regression predicted values and standardized residuals enables a visual examination of the assumptions of linearity, homoscedasticity, and independence of the regression model's errors. In the scatterplot, the X-axis represents the Regression Standardized Predicted Value of performance, while the Y-axis represents the Standardized Residuals of Authentic Leadership Styles. The points scatter randomly about the horizontal axis with no noticeable or systematic pattern, curve, or funnel shape. This implies that the authentic leadership styles as well as the association of performance are linear and the variance of residual is relatively constant over prediction levels and therefore homoscedastic. Moreover, since there is a lack of indication of clustering or of a noticeable trend, the residuals will be independent, and heteroscedasticity does not exist. Therefore, the plot verifies the assumption that the regression model fits very well and fulfills significant conditions for valid interpretation.
[bookmark: _Toc209426758]4.5.4 Multicollinearity
Multicollinearity occurs in regression models when independent variables exhibit a high degree of correlation with one another. This correlation results in inflated variance, leading to large and unreliable standard errors for the coefficient estimates. The most popular technique for identifying multicollinearity is the Variance Inflation Factor (VIF). Although there is no universally accepted threshold for VIF values, a value exceeding 10 is typically considered indicative of high multicollinearity, while some researchers may adopt a threshold of 5 (Lin et al., 2020).
[bookmark: _Toc204703374][bookmark: _Toc205398072][bookmark: _Toc206064104][bookmark: _Toc208920217][bookmark: _Toc209426759]Table 4.8: Multicollinearity
	

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	(Constant)
	
	

	
	Ethical Leadership
	.623
	1.606

	
	Connected Relationship
	.598
	1.671

	
	Proactive Leadership
	.423
	2.366

	
	Self-Awareness
	.543
	1.841

	a. Dependent Variable: Performance


Source: Field Data 2025

Table 4.8 tabulates multicollinearity diagnostics of the current research employing Tolerance and Variance Inflation Factor (VIF) measures of the independent variables: Ethical Leadership, Connected Relationship, Proactive Leadership, and Self-Awareness. VIF measures vary between 1.606 and 2.366, which are significantly below the commonly used criterion of 10, and even more conservative cut-off points of 5. These measures reveal that there isn't a significant degree of multicollinearity between the predictor variables.
Furthermore, the Tolerance values range from 0.423 to 0.623, which are all above the minimum acceptable value of 0.1. A Tolerance value below 0.1 would typically signal a high correlation with other predictors, thereby suggesting multicollinearity. Since all Tolerance values exceed this threshold, it can be concluded that the independent variables are not excessively correlated. Therefore, the results confirm that multicollinearity is not an issue in this regression model. The independent variables can be retained for further analysis, and the coefficients generated are likely to be reliable and interpretable for explaining the relationship with the dependent Variable-Performance.
[bookmark: _Toc209426760]4.6 Regression Analysis
[bookmark: _Toc204703376][bookmark: _Toc205398074][bookmark: _Toc206064106][bookmark: _Toc208920219][bookmark: _Toc209426761]Table 4.9. Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.376a
	.141
	.121
	1.266
	.141
	6.792
	4
	165
	.000

	a. Predictors: (Constant), Self-Awareness, Connected Relationship, Ethical Leadership, Proactive Leadership


	b. Dependent Variable: Performance



[bookmark: _Toc204703377][bookmark: _Toc205398075][bookmark: _Toc206064107][bookmark: _Toc208920220][bookmark: _Toc209426762]The regression results in Table 4.9 indicate the impact of leadership dimensions on employee performance in the context of State Cooperation in Kenya. The Model Summary reveals an R of 0.376, which means that there was a small positive association between the independent variables (ethical leadership, connected relationship, proactive leadership, and self-awareness) and employee performance. The R Square of 0.141 signifies that about 14.1% of the variation in performance was predicted by the combined predictors. The Adjusted R Square of 0.121 takes into consideration the number of predictors and further attests to fair model fit, and the standard error of estimate (1.266) reveals the average difference between predicted and actual values.
Table 4.10. ANOVA

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	43.572
	4
	10.893
	6.792
	.000b

	
	Residual
	264.637
	165
	1.604
	
	

	
	Total
	308.210
	169
	
	
	

	a. Dependent Variable: Performance

	b. Predictors: (Constant), Self-Awareness, Connected Relationship, Ethical Leadership, Proactive Leadership



Source: Field Data 2025

The ANOVA results confirm the statistical significance of the model overall, with an F-value of 6.792 and a p-value of 0.000, indicating that the independent variables jointly predict performance significantly better than would be expected by chance.
[bookmark: _Toc204703378][bookmark: _Toc205398076][bookmark: _Toc206064108][bookmark: _Toc208920221][bookmark: _Toc209426763]Table 4.11. Coefficient 

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	0.752
	1.100
	0.215
	0.683
	.496

	
	Ethical Leadership
	0.879
	0.320
	0.145
	2.747
	.007

	
	Connected Relationship
	0.645
	0.300
	0.165
	2.150
	.034

	
	Proactive Leadership
	0.701
	0.295
	0.348
	2.376
	.019

	
	Self-awareness
	1.218
	0.310
	0.215
	3.929
	.000

	a. Dependent Variable: Performance



Table 4.11 shows regression coefficient analysis, where adjusted regression analysis results show that each of the four leadership factors, ethical leadership, connected relationship, proactive leadership, and self-awareness, statistically significantly and positively influences performance. ethical leadership (B = 0.879, p = .007) and Connected Relationship (B = 0.645, p = .034) significantly explain performance variance, which suggests that ethical conduct and close interpersonal relationships are the chief drivers of improved performance. Proactive Leadership also shows a strong positive effect (B = 0.701, p = .019), emphasizing the importance of initiative and thinking ahead in leadership. Notably, Self-awareness has the strongest effect (B = 1.218, p < .001), emphasizing its critical function for enhancing performance. In general, these results show that building these leadership competencies has the potential to significantly enhance organizational performance.
The overall regression equation is expressed as: 
PERFORMANCE =0.752 + 0.879(EL) + 0.645(CR) + 0.701(PL) + 1.218(SA)
Where:
· EL = Ethical Leadership
· CR = Connected Relationships
· PL = Proactive Leadership
· SA = Self-Awareness
[bookmark: _Toc209426764]4.6.1 Discussion of Regression Result
The regression results affirm that components of leadership, particularly ethical leadership and self-awareness, play critical roles in shaping performance outcomes within Kenyan state corporations. The model reveals that Self-awareness has the strongest positive influence on performance (β = 0.320, p = 0.001), confirming that self-aware leaders, through reflective practices, empathy, and strategic foresight, significantly contribute to organizational improvement. This resonates with findings by Miano et al. (2025), who emphasized that self-aware leaders demonstrate superior alignment between organizational goals and staff motivation, leading to enhanced employee output and cohesion.

On the other hand, Ethical leadership presents a statistically significant but negative relationship with performance (β = -0.224, p = 0.015). While this result may seem counterintuitive, it may reflect situations where ethical reforms and compliance constraints initially slow down decision-making or disrupt entrenched informal structures. A similar observation was made by Carlos et al. (2025), who noted that ethical leadership in bureaucratic public systems may face resistance, thereby reducing short-term productivity.

Connected relationships and Proactive leadership both show positive but statistically insignificant coefficients (β = 0.112, p = 0.231; β = 0.100, p = 0.371, respectively). Although these findings imply some positive influence, they do not offer strong predictive value in this model. Previous studies by Walusimbi et al. (2025) suggested that the impact of connectedness and proactive leadership may be more pronounced in decentralized or autonomous organizational settings, which may not be fully characteristic of the bureaucratic structure of Kenyan state corporations.

The model is generally statistically significant with an F-value of 6.792 and a p-value of 0.000 (p < 0.05), indicating that the leadership variables collectively influence performance. The R-squared value of 0.141 suggests that 14.1% of the variance in organizational performance is explained by the leadership factors investigated, namely ethical leadership, connected relationship, proactive leadership, and self-awareness. While modest, this R² is typical of social science studies involving complex human behavior and institutional dynamics.
Importantly, the adjusted R-squared value of 0.121 reflects the model’s generalizability beyond the sample. The remaining 85.9% unexplained variance may be attributed to other latent factors, such as institutional capacity, employee morale, technological investment, and political interference, elements not captured in the current model. Moreover, potential specification bias and interaction effects (leadership style moderated by policy environment) offer directions for future studies.
[bookmark: _Toc209426765]4.7 Inferential Statistics
[bookmark: _Toc206064111][bookmark: _Toc208920224][bookmark: _Toc209426766][bookmark: _Toc204703381][bookmark: _Toc205398079]Inferential analysis has been conducted by this research to find out the relationships among the independent variables, Ethical Leadership, Connected Relationship, Proactive Leadership, and Self-Awareness, and the performance as a dependent variable. Correlation and regression analyses have been used to find the strength and direction of these associations. Correlation analysis establishes the strength and direction of association of the variables, and regression analysis establishes the predictive ability of the independent variables on performance.
[bookmark: _Toc206064112][bookmark: _Toc208920225][bookmark: _Toc209426767]Table 4.12. Correlation Results
	Correlations Coefficient

	
	Ethical Leadership
	Connected Relationship
	Proactive Leadership
	Self-awareness
	Performance

	Spearman's rho
	Ethical Leadership
	Correlation Coefficient
	1.000
	.487**
	.646**
	.573**
	.040

	
	
	Sig. (2-tailed)
	.
	.000
	.000
	.000
	.603

	
	
	N
	171
	171
	171
	171
	170

	
	Connected Relationship
	Correlation Coefficient
	.487**
	1.000
	.625**
	.519**
	.227**

	
	
	Sig. (2-tailed)
	.000
	.
	.000
	.000
	.003

	
	
	N
	171
	171
	171
	171
	170

	
	Proactive Leadership
	Correlation Coefficient
	.646**
	.625**
	1.000
	.625**
	.228**

	
	
	Sig. (2-tailed)
	.000
	.000
	.
	.000
	.003

	
	
	N
	171
	171
	171
	171
	170

	
	Self-Awareness
	Correlation Coefficient
	.573**
	.519**
	.625**
	1.000
	.293**

	
	
	Sig. (2-tailed)
	.000
	.000
	.000
	.
	.000

	
	
	N
	171
	171
	171
	171
	170

	
	Performance
	Correlation Coefficient
	.040
	.227**
	.228**
	.293**
	1.000

	
	
	Sig. (2-tailed)
	.603
	.003
	.003
	.000
	.

	
	
	N
	170
	170
	170
	170
	170

	**. Correlation is significant at the 0.01 level (2-tailed).



The results in Table 4.12 of the correlation analysis provide significant findings on how ethical leadership, relational depth, proactive leadership, self-awareness, and employee performance correlate in the state corporations of Kenya. Using Spearman's rho correlation, which is most appropriate for non-parametric data, the results show various strengths and directions of association between the study variables.
The results reveal that employee performance has no significant relationship with ethical leadership (r = .040, p = .603). This means that whereas ethical leadership establishes a foundation of integrity and trust in organizations, it does not have a direct effect on performance here. One possible explanation is the presence of mediating variables such as motivation, organizational climate, or organizational culture that can obscure the direct link between ethical practices and performance measures. These results are consistent with emergent evidence that ethical leadership only indirectly affects performance, impacting employee attitudes and trust rather than proximal performance gain (Kariuki & Njoroge, 2023). Therefore, though ethical conduct is still vital, its effect on performance may come through long-term cultural and behavioral channels rather than immediate productivity.
Contrarily, a connected relationship indicates a positive and statistically significant correlation with workers' performance (r = .227, p < 0.01). This stresses the importance of building workplace relationships and social capital in maximizing organizational outcomes. As leaders build connectedness, employees are set to experience cohesion, belongingness, and enhanced cooperation, which serves to enhance higher productivity. These findings are in line with previous research by Carlos et al. (2025), which indicated that connection-oriented settings boost goal congruence and teamwork in African public agencies. Similarly, Ndeke and Abok (2024) showed that relational trust among workers fosters teamwork, reduces conflict, and improves service delivery in Kenyan firms. Thus, forming connected relationships is not just ideal but also a driver of sustained organizational performance.

Proactive leadership also has a significant and positive relationship with employee performance (r = .228, p < 0.01). Proactive leaders, who are future-focused, take action, and empower subordinates, play a central role in introducing adaptability and commitment, wherein employees are able to counter organizational challenges effectively. The findings above confirm the assertion of Zheng et al. (2025) and Bella et al. (2024), who established that proactive leadership boosts employees' resilience, creativity, and productivity within adaptive organizational environments. Mutiso and Cheruiyot (2023) also observed in Kenyan parastatals that proactive leaders who guide teams proactively through anticipated problems register improved employee performance. Hence, proactive leadership becomes an essential stimulus for sustaining high performance in state corporations.

Among the examined variables, self-awareness shows the largest positive correlation with performance (r = .293, p < 0.01). This underlines leaders' reflection, emotional intelligence, and authentic communication as principal drivers of worker outcomes. Self-aware leaders can understand their subordinates, acknowledge their own weaknesses, and adjust their leadership style to match, thereby establishing trust and motivation. These findings coincide with Miano et al. (2025) and Aturu-Aghedo et al. (2024), who reiterated that leadership self-awareness enhances performance through real relationships, empathy, and value-based management. Mwangi and Otieno (2023) also highlighted that self-aware leaders in Kenyan organizations have the tendency to generate confidence and show resilience, leading to improved productivity and job satisfaction among employees.

Moreover, the results demonstrate strong intercorrelations among the independent variables themselves (r = .487 to .646, all p < 0.01). This suggests conceptual and operational redundancy, in that ethical leadership, related relationships, proactive leadership, and self-awareness mutually reinforce each other in practice. The intersections of such imply that while every construct contributes in unique manners to performance, their additive and aggregative role is greatly increased in accordance with contemporary integrative models of leadership (Okeke & Chikere, 2024). By such, state corporation leadership can then be described in a general sense as a composite construct where relational, proactive, and reflective characteristics integrate to develop employee performance.

Generally, the findings affirm that moral leadership in and of itself does not equate to significant direct impact on employee performance. Relationships, active leadership, and self-awareness do, though, all play meaningful roles in performance, affirming the core significance of relational and transformational leadership characteristics in leading productivity in Kenyan state corporations.














[bookmark: _Toc209426768][bookmark: _Hlk205926897]CHAPTER FIVE
[bookmark: _Toc209426769]SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
[bookmark: _Toc209426770]5.0 Introduction
This chapter presents the summary, results, and recommendations of the Authentic Leadership Style and Performance of State Corporations in Kenya research. The chapter also offers recommendations on future research.
[bookmark: _Toc209426771][bookmark: _Hlk205927025]5.1 Summary of the Findings 
This section presents a summary of the findings according to the research objectives.
[bookmark: _Toc209426772]5.1.1 Ethical Leadership and Performance of State Corporations
The findings reveal that respondents held overwhelmingly positive perceptions of ethical leadership within six state corporations headquartered in Nairobi: KeRRA, KURA, Ke NHA, KRB, EBK, and KETRB. Ethical leadership correlated strongly with fairness, integrity, transparency, and accountability, and was consistent with current research literature. For instance, leaders treated employees with fairness and acted with high moral standards as reported in this current study and as found by Kiilu and Awuor (2022), where fairness and integrity emerged as significant predictors of public service delivery performance within the Kenya Airports Authority and other public institutions.
The belief that leadership decisions were taken based on ethical considerations was common in all responses, supporting Carlos et al.’s (2025) view that value-based leadership improves employee morale, innovation, and organisational alignment. Impartiality in decision-making was also shown by the respondents as being demonstrated by leaders, though with slight variation in perception, indicating an area for improvement in uniformity and clarity. Openness in tackling ethical issues was overall endorsed and supportive of Walusimbi et al.’s (2025) view on the significance of participatory governance and transparent leadership in ensuring institutional effectiveness. 
The research also showed a universal disapproval of unethical conduct like preferment of one over another and disregard of ethical issues, supporting further Kiilu and Awuor’s (2022) view that ethical leadership discourages preferment and encourages responsibility and especially the proper implementation of checks and balances.
From the performance angle, those interviewed associated ethical leadership with operational effectiveness, projects being completed on time, and compliance with audit and financial standards. These results support Carlos et al.’s (2025) research that ethically driven organizations perform well on innovation, compliance with regulations, and employee satisfaction. Perceptions of mismanagement of finance, however, were varied and reflect a possible gap in transparency or awareness of its consequences, and go against Kiilu and Awuor’s (2022) focus on the necessity of financial responsibility towards sustainability. Initial quantitative data also confirmed these results. Respondents consistently confirmed that ethical leadership creates an atmosphere of trust, fairness, and accountability and has a positive effect on employee conduct and organisational culture. Employee comments from the six corporations reflected that ethical leadership improves cheer and transparency, as well as reinforces controls and compliance. However, issues of inconsistencies in fairness and decision-making appeared more pronounced on the issue of career advancement. These issues mirror the requirement for more universal ethical leadership conduct.
[bookmark: _Toc209426773]5.1.2 Connected Relationships and Performance of State Corporations
The findings reveal that participants perceived connected relationships as having a significant positive influence on performance in Kenyan state corporations. Respondents affirmed a generally healthy relational climate characterized by strong teamwork, mutual respect, effective communication, and inclusive leadership. Employees were reported to work collaboratively toward shared goals, and team members were viewed as treating one another with respect, reinforcing the value of interpersonal synergy in organizational success.
leadership also emerged strongly in the development of a culture of inclusion and collaboration in decision-making. This affirms the opinion of Mrongo et al. (2024), whose argument was that strategic alignment and inclusive governance mechanisms lead to better performance, particularly in public agencies such as the Kenya Rural Roads Authority (KeRRA). These authors chronicled how relational-based good corporate governance leads to better outcomes in project implementation and organizational performance.
Open and effective communication between departments was consistently recognized, aligning with the findings of Serugo and Audrey (2024), who noted that organizational support and communication positively influence employee well-being and performance. Their study within Uganda’s public infrastructure sector demonstrated that internal relational coordination significantly reduces stress and enhances institutional outcomes.
Despite the overall positive relational climate, certain challenges were identified. Issues such as strained team dynamics, miscommunication, leadership oversight lapses, and audit or financial management concerns were noted as areas requiring attention. These concerns are not widespread but indicate potential relational or systemic weaknesses. Zahidy et al. (2024) emphasized similar risks in their study on Malaysia’s expressways, where poor planning and communication compromised safety and performance. Their work underscores the need for vigilant quality control and robust communication systems to support effective institutional functioning.
In terms of dependent variables related to performance, the study identified project delivery, audit compliance, financial accountability, operational efficiency, and employee morale as key indicators of institutional performance. These performance outcomes were perceived to be directly influenced by the quality of relationships within organizations. Strong interpersonal and interdepartmental connections were associated with improved project execution, adherence to regulatory standards, better financial management, and enhanced staff motivation and engagement.
In summary, the results affirm that relational network-based relationships founded on collaboration, respect, communication, and inclusion hold the key to improving the performance of state firms. Yet, as literature affirms, sustainable performance also hinges on rectifying relational and managerial shortcomings through intentional measures that embed relational integrity and encourage ongoing organizational learning and responsibility.
[bookmark: _Toc209426774]5.1.3 Proactive Leadership and Performance of State Corporations
The results confirmed that proactive leadership has a central role to play in building the performance of state corporations in Kenya. Interviewees stressed that leaders tend to be viewed as visionary and strategic and placing great emphasis on building forward-thinking strategies and innovation. This concurs with Zheng et al. (2025), where proactive or “platform leadership” is identified as necessary for building long-term commitment and forward-thinking employee action. Respondents confirmed that leaders will always look for creative answers and provide incentives for employees to take the initiative and set measurable objectives. This parallels Bella et al. (2024), where innovation-based leadership styles like transformational and inclusive leadership have been shown to drive proactive action and open communication. Encouragement of initiative and long-term thinking amongst employees also emerged as a recurrent theme and confirms Miano et al. (2025), where it has been suggested that transformational leadership of Kenyan state corporations will enhance performance through building participative and future-thinking work cultures. Existence of a personal responsibility and ongoing improvement culture emerged also as a regular theme and confirms Aturu-Aghedo et al. (2024), where adherence to strong organizational values like integrity and innovation has been associated with enhanced Nigerian multilateral performance, and where the role of leadership has been highlighted as central to instilling these values.
Adverse views of leadership were not as prominent since the majority of respondents refuted assertions that leadership is reactive or that personnel are discouraged from sharing ideas. This is also in support of Bella et al. (2024), whose focus on empowerment and communication as drivers of innovation also resonates with these results. Nonetheless, respondents also indicated issues in leadership implementation, specifically in sectors of project delivery and the timeliness of responses to audit recommendations. These issues also parallel those of Miano et al. (2025), where institutional frailties in project implementation coexisted with robust leadership characteristics.
Respondents also verified that proactive leadership increases innovation, fortifies planning, and improves performance through enabling early problem-solving, risk anticipation, and strategic alignment. Employee statements in different corporations, like KeRRA and KETRB, highlighted that proactive leadership increases project delivery and goal alignment. All the same, challenges persist: irregular implementation, poor innovation support, and unsound planning architecture.
Overall, the findings affirm that proactive leadership fosters innovation, empowers employees, and improves organizational performance. However, the effectiveness of this leadership style is uneven across institutions, necessitating strengthened planning systems, standardized implementation practices, and broader institutional support for innovation and strategic foresight.
[bookmark: _Toc209426775]5.1.4 Self-Awareness and Performance of State Corporations
The findings indicate that leadership self-awareness plays a crucial role in enhancing the performance of state corporations in Kenya. Respondents widely perceived leaders as being conscious of how their actions impact employee morale and organizational outcomes. This aligns with Franco (2025), who demonstrated that self-awareness training fosters stronger professional relationships, greater institutional engagement, and improved performance. Similarly, Ng’etich and Musembi (2024) confirmed that leadership awareness, particularly when rooted in emotional intelligence, supports coordinated action and successful project implementation in public institutions.  Participants affirmed that emotionally intelligent leadership, particularly an awareness of how emotions influence decision-making and interactions, enhances executive effectiveness. These insights support Amponsah et al. (2024), who highlighted the importance of emotional and social awareness in improving interpersonal relationships and team cohesion, even though the direct link to academic performance was found to be limited. Leadership self-awareness was also associated with operational efficiency and goal alignment. Respondents noted that self-aware leaders are better at aligning team efforts with strategic objectives, a finding that echoes Ng’etich and Musembi’s (2024) emphasis on clarity of command and emotionally intelligent teams as key to effective project execution. Moreover, the feedback-seeking behaviour and reflective practices of supervisors were commonly acknowledged, reinforcing Franco’s (2025) assertion that reflective leadership enhances both personal effectiveness and organizational performance.
Leadership self-awareness also contributed to compliance and accountability, particularly in ensuring audit expectations were met. This observation reflects Magesa and Mtey’s (2024) findings that emotional self-awareness, especially when linked to organizational demands, can improve decision-making, though unmanaged stress may reduce performance.
Negative perceptions of leadership self-awareness were minimal, with most respondents disagreeing with statements suggesting leaders ignore the impact of their behavior. However, some variability emerged in perceptions of how emotional awareness influences financial decisions. This suggests that while emotional intelligence is generally valued, its application in specific domains like fiscal management may be inconsistent, an issue also identified by Magesa and Mtey (2024).
Across the data, participants consistently emphasized that self-aware leadership strengthens communication, morale, accountability, and team alignment. Leaders who demonstrated self-awareness were seen as empathetic, strategic, and responsive. Testimonies indicated that self-awareness contributed to stronger team cohesion, openness to feedback, and ethical decision-making. Nonetheless, concerns were raised about the uneven application of self-awareness across departments, with suggestions for more regular training and feedback mechanisms to foster consistency in emotionally intelligent leadership.
Overall, the findings reinforce the broader literature on emotional intelligence and its positive influence on leadership effectiveness. Franco (2025) and Ng’etich and Musembi (2024) emphasized that self-aware leaders enhance organizational performance through improved emotional regulation, interpersonal engagement, and strategic alignment. While Amponsah et al. (2024) acknowledged some limitations in academic contexts, they affirmed the broader organizational value of self-awareness. Similarly, Zheng et al. (2025) and Bella et al. (2024) support the integration of proactive and emotionally grounded leadership to improve public service delivery. Strengthening self-awareness through targeted leadership development programs and emotional intelligence training can further enhance morale, compliance, and overall organizational performance in Kenya’s public sector.
[bookmark: _Toc209426776]5.2 Conclusions
5.2.1 Ethical Leadership and Performance of State Corporations
The study concludes that ethical leadership significantly contributes to the performance of state corporations in Kenya. Respondents from the six Nairobi-headquartered corporations, KeRRA, KURA, KeNHA, KRB, EBK, and KETRB expressed overwhelmingly positive perceptions of ethical leadership, highlighting fairness, integrity, transparency, and accountability as dominant traits. These findings align with prior studies by Kiilu and Awuor (2022), Carlos et al. (2025), and Walusimbi et al. (2025), affirming that ethical leadership enhances employee morale, fosters innovation, and supports institutional alignment with strategic goals.
Leaders who consistently act with moral values and treat employees equitably were viewed as instrumental in strengthening organizational trust and performance. Furthermore, the integration of ethical considerations into leadership decisions was found to boost internal controls, compliance with audit and financial regulations, and overall operational efficiency. However, variations in the consistency of fairness, particularly in promotions and decision-making, indicate areas where ethical leadership practices can be further standardized.
The discouragement of unethical practices like favouritism and disregard for ethical issues solidifies the importance of ethical leadership in building a transparent and responsible work setting. Although ethical leadership is associated with favourable results on performance, issues of poor financial management indicate a stronger need for enhanced transparency and employee understanding of fiscal responsibility.
Overall, the study concludes that embedding ethical leadership within public sector governance frameworks enhances not only employee conduct and institutional culture but also contributes to measurable improvements in service delivery and compliance. Strengthening ethical standards through regular training, clearer communication, and reinforced accountability structures is essential for sustaining these performance gains across Kenyan state corporations.
5.2.2 Connected Relationships and Performance of State Corporations
The research concludes that relational connectivity has a significant positive effect on the performance of state corporations in Kenya. Respondents confirmed that collaboration, mutual respect, open communication, and relational leadership behaviours of inclusiveness create the basis of a supportive relational climate and, hence, better organizational outcomes. These results support Mrongo et al. (2024) and Serugo and Audrey (2024), who highlighted that relational cohesion at both interpersonal and interdepartmental dimensions fortifies institutional performance, and more so in public sector organizations.
The leadership role in cultivating teamwork and inclusive decision-making emerged as particularly significant. Leaders enabling participatory practices and an open communication culture are more likely to lead teams toward alignment with strategic objectives and attain higher project implementation and responsibility. This confirms the point that relational governance lies at the heart of effective service delivery and institutional efficiency. Yet the research also highlights relational and systemic weaknesses such as miscommunication, occasional failure of leadership oversight, and weaknesses in audit and financial management. These weaknesses, though not pervasive, reflect the importance of strengthening relational systems and caution on the part of leadership. Similar research by Zahidy et al. (2024) highlights the importance of proactive communication and planning as a means of avoiding performance declines.
The studies also identify some of the primary measures of performance, such as project delivery, audit compliance, fiscal responsibility, operational efficiency, and employee morale, as being strongly influenced by the strength of associated relationships within organizations. Improved performance in these areas is also closely associated with relational integrity, shared aims, and efficient cross-functional collaboration.
Overall, relational connectedness is vital to the long-term success of state-owned corporations. Institutionalization of relational tactics that support connectivity, fortify communication channels, and provide inclusive leadership behaviours is also recommended. By rectifying relational vulnerabilities and building an atmosphere of reciprocal respect and strategic alignment, public organizations will be able to enhance their operational and long-term results considerably.
5.2.3 Proactive Leadership and Performance of State Corporations
The study discovers proactive leadership as a significant performance driver of the state corporations of Kenya. Leaders exhibiting strategic orientation, facilitating innovation, and spurring forward-thinking behaviors were strongly associated with positive organizational results. These findings complement Zheng et al. (2025), who noted the importance of platform leadership for building long-term employee engagement and proactive work cultures. Interviewees confirmed that proactive leadership catalyzes innovation, drives employee initiative, and facilitates strategic goal-setting outcomes, supporting Bella et al. (2024) and Miano et al. (2025) in emphasizing the importance of transformational and inclusive leadership for participative and future-oriented organizational environments. Furthermore, the emphasis on personal responsibility and a continuous improvement culture reaffirms the point taken by Aturu-Aghedo et al. (2024) that leadership virtues such as integrity and innovation are indispensable conditions of strong institutional performance.
Although adverse views of leadership were restricted, issues of uneven project execution, failure to respond effectively to audit recommendations, and spotty support for innovation indicate execution gaps. These issues, as similarly remarked on by Miano et al. (2025), indicate that robust leadership characteristics need to be accompanied by efficient systems and institutional support in order to realize sustained performance.
In summary, the study affirms that proactive leadership enhances planning, risk anticipation, innovation, and strategic alignment across state corporations. To strengthen this impact, the study recommends standardizing implementation frameworks, reinforcing planning mechanisms, and building institutional capacity to support innovation and proactive decision-making. Addressing these areas will ensure that the benefits of proactive leadership are consistently realized across all state institutions.
5.2.4 Self-Awareness and Performance of State Corporations
The study concludes that leadership self-awareness is a vital contributor to the improved performance of state corporations in Kenya. Respondents consistently affirmed that self-aware leaders positively influence employee morale, communication, accountability, and goal alignment. These findings support the conclusions of Franco (2025) and Ng’etich and Musembi (2024), who emphasized that emotional intelligence and leadership awareness enhance coordinated action, strengthen team cohesion, and improve project execution.
The data confirmed that leaders who understand the emotional impact of their decisions and seek feedback are more likely to foster a positive work culture, strategic responsiveness, and ethical decision-making. This aligns with Amponsah et al. (2024), who noted that social and emotional awareness significantly improves interpersonal relationships and team engagement, even if their influence on academic performance is limited. Similarly, the reflections of Franco (2025) on the value of feedback-seeking and reflective leadership were echoed in participants' perceptions of managerial practices within state corporations.
Although negative perceptions were minimal, some inconsistencies were noted in how emotional self-awareness influences financial decision-making. As observed by Magesa and Mtey (2024), emotional intelligence contributes positively to compliance and decision-making but may become less effective when stress is unmanaged or applied inconsistently across departments. These findings suggest a need for regular training and systemic reinforcement of emotionally intelligent leadership behaviours.
Overall, the research confirms that leadership self-awareness improves performance through eliciting empathy, strategic alignment, internal accountability, and staff motivation. For the greatest effect, the research encourages the inclusion of emotional intelligence development as part of leader training programs and aims specifically at financial decision-making and interdepartmental uniformity. Institutionalization of self-awareness as one of the central competencies of leaders will lead to more responsive, ethical, and high-performing public organizations.
[bookmark: _Toc209426777][bookmark: _Hlk205927222]5.3 Recommendations and Performance in State Corporations 
5.3.1 Ethical Leadership and Performance of State Corporations
Based on the research findings, the following recommendations are proposed to enhance the involvement of ethical leadership in improving the performance of state corporations in Kenya. State corporations must establish and implement periodic ethics training programs for their leadership and employees. These programs must lay emphasis on reiterating values of fairness, transparency, integrity, and responsibility so as to ensure uniform ethical behavior within the organization. Besides that, ethical leadership behaviors, especially those surrounding promotion and decision-making, need to be standardized within departments. This will help address suspicion of favoritism and arbitrariness and strive towards balanced treatment of all employees.
Clear communication of ethical expectations and leadership decisions is also crucial. Leadership should openly explain how and why certain decisions are made to enhance transparency and build trust among employees. Furthermore, corporations must strengthen financial accountability mechanisms by improving internal financial reporting, conducting regular audits, and offering training on fiscal responsibility. Linking ethical leadership with financial transparency is essential for reinforcing operational integrity.
In support of ongoing ethical compliance, all organizations must design or strengthen independent ethics oversight teams charged with monitoring leaders’ behaviors, managing ethical complaints, and upholding ethical standards. Encouraging ethical role modeling amongst leaders is also essential since leaders’ behaviors have a direct impact on employee behaviors and workplace cultures. This may be facilitated through the inclusion of ethical behaviors as an element in leaders’ performance reviews. Organizations must also advocate for employee input and ensure that safe, anonymous mechanisms exist through which employees may report unethical behaviors. This will help build openness and accountability cultures. Lastly, ethics must be aligned with performance measures through the inclusion of ethical behaviors as elements within key performance indicators and evaluation models. These actions ensure that ethical leadership is valued and ingrained as an integral part of public sector performance and governance. These steps, if consistently practiced, will sustain and strengthen the gains of ethical leadership amongst Kenyan state corporations.
5.3.2 Connected Relationships and Performance of State Corporations
According to the research findings, it is advised that state corporations in Kenya embrace intentional measures towards institutionalization and solidification of interrelated relationships as a way of building organizational performance. Leadership must strive towards an inclusive atmosphere where collaboration, openness of communication, and reciprocal respect continually exist within all departmental functions. This is achieved through setting proper communication channels, encouraging interdepartmental cooperation, and setting forums where employees and the management hold regular conversations. Managers must be equipped with training to ensure participatory decision-making that respects employee views and ensures connectivity with strategic objectives.
In order to manage the noted relational issues, including frequent miscommunication and poor control, organizations ought to deploy systematic feedback mechanisms and conflict resolution procedures that facilitate the early discovery and resolution of interpersonal or operational discrepancies. Team-building exercises and coaching at the leadership level ought to be undertaken regularly to foster trust and camaraderie within teams. Audit and financial control also ought to be enhanced through the adoption of cross-functional collaboration in the financial planning and tracking process.
Construction of organizational policies favouring relational values such as transparency, sharing of responsibility, and respect will assist in building a more robust institutional culture. Systems of performance also must be re-engineered in such a way that they hold indicators gauging collaboration and quality of communication at the team level. Lastly, building a relational integrity and culture of strategic inclusion will enhance project delivery, operational efficiency, and employee satisfaction, and will set up Kenyan state corporations for long-term outcomes and impact.
5.3.3 Proactive Leadership and Performance of State Corporations
From the research, it is recommended that Kenyan state corporations strengthen the practice of proactive leadership through the institutionalization of mechanisms that maintain strategic thinking, creativity, and responsibility. Leaders need to be enabled on an ongoing basis through professional development programs intended for constructing visionary thinking, risk awareness, and goal-oriented planning. These programs also need to focus on the aspect of personal responsibility and continuous improvement so that the espoused values of leadership convert into tangible gauges of the results of performance.
In order to close execution gaps observed in the study, state corporations ought to design standardized frameworks for the predictable application of proactive leadership behaviors within all functions. These frameworks ought to contain specific performance measures connected to innovation, promptness in following up on audit recommendations, and on-time delivery of projects. Once more, planning systems ought also to be bolstered through the provision of tools and information that will facilitate proper forecasting and allocation of resources. Lastly, institutional ability to sustain innovation ought also to be boosted through the design of environments where employees will be encouraged to take the initiative and experiment. This involves investment in innovation nodes, inter-functional collaboration spaces, and reward mechanisms where proactive action is encouraged. Putting in place monitoring and evaluation mechanisms that monitor the success of leadership interventions will also be necessary for ensuring ongoing improvement. Through the inclusion of proactive leadership within overall organizational systems and cultures, state corporations will be best equipped to ensure ongoing performance and adaptability in an evolving public sector landscape.
5.4.4 Self-Awareness and Performance of State Corporations
From the research results, it is suggested that emotional intelligence and the development of self-awareness be included as elements of the formal programs of leadership training and development within the state corporations of Kenya. These programs should focus on enhancing leaders’ capacities for attention to the emotional and behavioral impacts of their behaviors on teams and organizational performance. Cultivating greater emotional regulation and empathy and requesting feedback shall help leaders increase communication and interdepartmental strategic alignment, as well as enhance corporate and employee morale.
In order to resolve the inconsistencies found in the expression of how self-awareness impacts financial decision-making, specific training modules must be implemented in building emotionally intelligent responses in high-risk areas, including budgeting, allocation of resources, and compliance. Also, systemic feedback mechanisms like 360-degree appraisals and reflective performance reviews must be ingrained so that ongoing improvement and ethical decision-making become second nature to leaders.
Also critical is that these emotional intelligence programs not be episodic treatments but be ingrained in the overall corporate culture and leadership development models. State corporations ought to facilitate the implementation of leadership reflection instruments and team-based approaches that foster openness, mutual regard, and responsiveness. By institutionalizing leader awareness as a best practice, state corporations can build more responsible, compassionate, and efficacious management arrangements that facilitate sustainable public-sector performance.
[bookmark: _Toc209426778]5.4 Contribution to Knowledge
This research makes a number of key contributions to knowledge about leadership and organisational performance. First, it extends the application of authentic leadership theory within the context of Kenyan state corporations, a setting that has received limited empirical attention in existing literature. By focusing on dimensions such as ethical leadership, proactive leadership, connected relationships, and self-awareness, the study provides context-specific insights into how these attributes influence organizational performance indicators, including project completion time, accountability, and sustainability.
Second, the research integrates multiple theoretical perspectives, drawing from leadership, organizational behaviour, and public sector management literature. This multidisciplinary approach enriches the understanding of how leadership practices interact with institutional realities in state-owned enterprises, where bureaucratic structures, regulatory demands, and public accountability exert significant influence.
Third, the research provides empirical evidence from a developing country setting and thus fills a geographical and contextual void in the literature. Previous studies on authentic leadership have all occurred in private-sector or Western contexts; hence, this research provides a useful point of reference for scholars and practitioners in corresponding socio-economic and governance contexts.
Fourth, via quantitative research methodology and targeting support personnel as central respondents, the study provides additional voices that are frequently not represented adequately in leadership research. With this broad-based approach, a more comprehensive representation of leadership effectiveness, as observed from employees in operational positions, is realized.
Finally, the study’s findings have practical implications for policy, training, and leadership development in the public sector. By identifying leadership attributes that most strongly influence performance, the research offers actionable insights for designing leadership development programs, refining recruitment criteria, and shaping organizational culture to enhance service delivery in state corporations.
[bookmark: _Toc209426779]5.5 Suggestions for Further Studies
Building on the findings of this study, several directions for future research are recommended. First, it is necessary to investigate why ethical leadership appears to have no direct impact on organizational performance within Kenyan state corporations. While ethical leadership provides a strong normative foundation, its influence may be indirect, operating through mediating variables such as employee motivation, organizational trust, institutional culture, or the presence of robust accountability systems. Future studies could, therefore, adopt mediation and moderation models to explain these underlying dynamics better.
Second, longitudinal research designs would be particularly valuable. Since leadership effects often manifest over extended periods, short-term cross-sectional analyses may not fully capture the cumulative or delayed impact of ethical leadership. Tracking changes in leadership practices and organizational outcomes over time would provide deeper insights into how authentic leadership dimensions influence project completion, audit compliance, and financial sustainability in the long run.
Third, comparative studies across different state corporations, sectors, and levels of government could enrich understanding of context-specific factors. For instance, leadership dynamics in infrastructure-focused corporations may differ significantly from those in service delivery or regulatory institutions. A comparative lens could help identify whether the findings of this study are unique to road and engineering-focused corporations or reflect broader patterns in the Kenyan public sector. Additionally, extending such comparisons to other countries in sub-Saharan Africa would strengthen generalizability and highlight regional variations in leadership and performance outcomes.
Fourth, future studies should employ mixed-methods approaches, combining quantitative analyses with qualitative insights from employees, managers, and stakeholders. This would allow for a richer exploration of how leadership behaviors are perceived and enacted, as well as how they shape organizational culture, accountability frameworks, and sustainability outcomes.
Lastly, future research could focus on the role of leadership development interventions, such as ethics training, emotional intelligence coaching, and relational capacity building, in strengthening authentic leadership practices. Evaluating the effectiveness of such interventions would provide practical insights into how authentic leadership can be institutionalized as a driver of improved accountability, efficiency, and sustainability in state corporations.
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My name is Mercy Wambui Nyambura, a Master's candidate at The Catholic University of Eastern Africa (CUEA), Nairobi, Kenya. I am conducting a study titled “Authentic Leadership Style and Performance of State Corporations in Kenya.” This research is undertaken purely for academic purposes, and all responses provided will be treated with the utmost confidentiality and used exclusively for scholarly analysis.
You are kindly requested to complete the attached questionnaire, which comprises both Likert-scale items and a few open-ended questions. For the Likert-scale items, please indicate your level of agreement with each statement using the scale provided. For the open-ended questions, brief but reflective responses are encouraged.
Your participation in this study is voluntary, and you may withdraw at any time without penalty. Your input is highly valued and will contribute significantly to the advancement of knowledge in this area of leadership and organizational performance.
By proceeding with the questionnaire, you acknowledge that you have read and understood the purpose of the research and consent to participate in the study.
I confirm that I am willing to participate in the study.
Signature:_____________________________
Date: _________________________________
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SECTION A: DEMOGRAPHIC INFORMATION
1. Name of the Organization ------------------------------------------------------------
2. Years of Work with the state Corporations in Kenya? 1-2                        3-5             
7-10		above
	SECTION B:   Ethical Leadership 



The following statements relate to Ethical Leadership and Performance of state Corporations in Kenya. Please indicate your level of agreement with each statement using the scale provided:
SD (1) = Strongly Disagree D (2) Disagree N (3) = Neutral A (4) = Agree SA (5) =Strongly Agree
	
	                                                                                      Measurements items
	1
	2
	3
	4
	5

	
	
	SD
	D
	N
	A
	SA

	
	Ethical Leadership and Performance 
	
	
	
	
	

	i
	Leaders in this organization treat all employees with fairness and equity.
	
	
	
	
	

	ii
	Leadership demonstrates integrity by acting consistently with stated values and principles.
	
	
	
	
	

	iii
	Ethical considerations are central to the decision-making processes of leadership.
	
	
	
	
	

	iv
	Employees are confident that leaders will make just and unbiased decisions.
	
	
	
	
	

	v
	Transparency and accountability are evident in how leadership addresses ethical dilemmas.
	
	
	
	
	

	vi
	Leadership often makes decisions that favor certain employees unfairly.
	
	
	
	
	

	vii
	Ethical concerns are frequently overlooked in organizational decision-making.
	
	
	
	
	

	viii
	Projects within this organization are completed within the scheduled timelines.
	
	
	
	
	

	ix
	The organization consistently meets audit requirements and complies with financial regulations.
	
	
	
	
	

	x
	Financial resources are often mismanaged, leading to sustainability challenges
	
	
	
	
	


In your opinion, how does ethical leadership affect employee conduct and influence decision-making processes within the organization?"
												
								
	SECTION C:   Connected Relationships and Performance 



The following statements relate to Connected Relationships and the Performance of State Corporations in Kenya. Please indicate your level of agreement with each statement using the scale provided:
SD (1) = Strongly Disagree D (2) Disagree N (3) = Neutral A (4) = Agree SA (5) =Strongly Agree
	
	       
Measurements items                                                                               
	1
	2
	3
	4
	5

	
	
	SD
	D
	N
	A
	SA

	
	Connected Relationships and Performance 
	
	
	
	
	

	i
	Employees in this organization work collaboratively to achieve shared goals.
	
	
	
	
	

	ii
	Communication between departments is open, timely, and promotes effective coordination.
	
	
	
	
	

	iii
	Team members treat one another with mutual respect regardless of position or role.
	
	
	
	
	

	iv
	Leadership promotes a culture of cooperation and teamwork across all organizational levels.
	
	
	
	
	

	v
	Employees feel supported and included in team-based decision-making processes.
	
	
	
	
	

	vi
	Miscommunication between teams often leads to delays and inefficiencies. 
	
	
	
	
	

	vii
	Team dynamics in this organization are frequently strained due to lack of mutual respect.
	
	
	
	
	

	viii
	Projects in this organization are often completed behind schedule due to poor leadership oversight.
	
	
	
	
	

	ix
	The organization regularly fails to meet audit compliance requirements.
	
	
	
	
	

	x
	Financial resources are not managed sustainably, leading to frequent budget shortfalls
	
	
	
	
	


"How have teamwork and mutual respect among colleagues contributed to the achievement of performance goals within your area of responsibility?"
																				
	SECTION D: Proactive Leadership and Performance 


The following statements relate to the Proactive Leadership and Performance of State Corporations in Kenya. Please indicate your level of agreement with each statement using the scale provided:
SD (1) = Strongly Disagree D (2) Disagree N (3) = Neutral A (4) = Agree SA (5) =Strongly Agree
	
	                                                                                      Measurement Items
	1
	2
	3
	4
	5

	
	
	SD
	D
	N
	A
	SA

	
	Proactive Leadership and Performance 
	
	
	
	
	

	i
	Leaders in this organization regularly develop forward-looking strategies to address future challenges.
	
	
	
	
	

	ii
	Management encourages employees to take initiative in solving problems without waiting for instructions.
	
	
	
	
	

	iii
	Continuous improvement is embedded in the organization’s leadership culture and daily operations.
	
	
	
	
	

	iv
	Leadership fails to anticipate challenges, often responding only after problems escalate.
	
	
	
	
	

	v
	Employees are discouraged from proposing new ideas or taking initiative beyond their job description.
	
	
	
	
	

	vi.
	Leaders in this organization actively seek innovative solutions to improve service delivery.
	
	
	
	
	

	vii.
	Employees are encouraged to plan ahead and set measurable goals aligned with the organization's vision.
	
	
	
	
	

	viii
	There is a clear culture of personal responsibility and ownership of tasks among staff.
	
	
	
	
	

	ix
	Projects in this organization often fail to meet their expected completion deadlines.
	
	
	
	
	

	x
	Audit recommendations are frequently ignored or not implemented effectively.
	
	
	
	
	


"In your opinion, how does proactive leadership, such as planning, taking initiative, and promoting continuous improvement by leaders in State Corporations in Kenya influence the overall performance of the organization?"
																			
	SECTION D:   Self-Awareness and Performance 


The following statements relate to the self-awareness and Performance of the State Corporations in Kenya. Please indicate your level of agreement with each statement using the scale provided:
SD (1) = Strongly Disagree D (2) Disagree N (3) = Neutral A (4) = Agree SA (5) =Strongly Agree
	
	 
Measurements Items       
	1
	2
	3
	4
	5

	
	
	SD
	D
	N
	A
	SA

	
	Self-Awareness and Performance of State Corporations in Kenya
	
	
	
	
	

	i
	Leaders in this organization are aware of how their actions impact employee performance and morale.
	
	
	
	
	

	ii
	Leadership demonstrates an understanding of how their emotional responses affect decision-making and team interactions.
	
	
	
	
	

	iii
	Managers frequently engage in self-reflection to evaluate their leadership effectiveness.
	
	
	
	
	

	iv
	Employees are encouraged by leadership to reflect on their behavior and how it affects team outcomes.
	
	
	
	
	

	v
	There is little evidence that leaders consider their personal impact on organizational performance.
	
	
	
	
	

	vi.
	Supervisors regularly seek feedback to improve their leadership approach.
	
	
	
	
	

	vii.
	Leaders often ignore how their behavior affects others in the workplace.
	
	
	
	
	

	viii.
	Leaders who are self-aware effectively align team efforts with project deadlines, leading to the timely completion of projects. 
	
	
	
	
	

	ix.
	Self-reflective leadership promotes better compliance with audit requirements and accountability standards
	
	
	
	
	

	x.
	Lack of emotional awareness among leaders often contributes to poor financial decision-making and sustainability challenges.
	
	
	
	
	


[bookmark: _Toc173596372]"In your view, how does leaders’ self-awareness, such as their understanding of their own behavior and how they are perceived by others, impact organizational performance and the working environment in State Corporations in Kenya?"
																						
Thank You for Your Participation.
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