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ABSTRACT

Transformational leadership is a process in
which leaders and followers help each other
to advance to a higher level of morale and
motivation, creating significant changes in
the lives of people and organizations. The
purpose of the study was to investigate the
influence of inspirational motivation style on
organization  performance in  private
universities in Nairobi City County, Kenya.
The objective that guided the study was to:
establish the influence of inspirational
motivation on organizational performance in
private universities in Nairobi City County,

Kenya.

The study used Transformational Leadership
Theory by Burns (1978) and the conceptual
framework of this study was based on the
relationship between inspirational
motivation  style and  organizational
performance. The sample comprised of 288
lecturers and 7 Deans of Academic Affairs of
the  chartered private  universities.
Questionnaires and interview guides were
used to gather data. Validation of the
questionnaires were through Cronbach’s
Alpha and use of expert judgement. The

coefficient value was 0.872 at alpha = 0.05.

Data was analyzed using both descriptive
and inferential statistics. Regression analysis
showed a strong relationship between
inspirational motivation and performance of
private universities. The results revealed a
positive and significant relationship between
inspirational motivation (f = .401, p<.05). It
was concluded that follower motivation,
creating team spirit, internal communication
and employee empowerment influences

performance.

The following recommendations were made:
the management of private universities ought
to apply inspirational motivation in that they
talk about their needs to be accomplished; as
well as ensuring that the universities have all
the necessary facilities and resources to help
in learning and improving their
performance. In addition, the management of
private universities should empower their
employees to have a diverse perspective on
getting solutions to problems; suggest new
ways of achieving their set targets and re-

examine important assumptions.

Key words: Inspirational motivation -
Transformational leadership - Organizational

performance.
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INTRODUCTION

According to Chandan (2021), leadership is
the art of influencing and inspiring
subordinates to perform their duties
willingly, competently and enthusiastically
for achievement of group objectives.
Similarly, leaders are seen as people that are
capable of making changes in order to attain
a high level of performance (Desky et al.,
2020), they must be able to create visions,
develop strategies, and use his power to
influence their subordinates positively
(Indrawan et al., 2020). In addition, leaders
who possess these qualities are classified as
“Transformational Leaders” (Desky et al.,
2020). Leaders have the ability to equalize
his future vision with that of his subordinates
and heighten his subordinates’ needs
(Kadiyono et al., 2020). Transformational
leadership is a process in which leaders and
followers help each other to advance to a
higher level of morale and motivation,
creating significant changes in the lives of
people and organizations (Burns, 1978).

Alatawi (2022)

transformational leadership as comprising

conceptualized

four I’s: idealized Influence, inspirational
motivation, intellectual stimulation and
individualized consideration. Inspirational
motivation, leader articulates an exciting
vision of the future, shows his or her
followers the ways to achieve their goals,
and expresses his or her belief that they can
succeed (Arif & Akram, 2018).

Under this component, the leader articulates
organization vision on which strategy to use
in a way that motivates the team and how the
team can be successful. A study done in
Britain by Elgelal (2017) determined that
inspirational motivation was positively
associated with employee motivation and
performance. Almahasneh et al. (2022)
found that inspirational  motivation
influences organizational performance in
Malaysia while Yang et al. (2021) revealed
that inspirational motivation has a direct

impact on performance of organizations.

In line with the demand for change in
organizations, there is a significant role that
the model of transformational leadership is
playing in organizational performance
because transformational leader can create
vision in an environment which can motivate
the employees to achieve results that exceeds
expectations (Gelard et al., 2019; Birasnay et
al., 2021). Yukl (2009) cited in Milelu
(2019) suggested that transformational
leadership could help in building the work
groups and integrate individual towards
achievement of organizational corporate
goal. According to Ahmad et al. (2019),
transformational leadership plays a very
crucial role in an organization in the sense
that, it brings about positive change in the
followers; it enhances the motivation, morale
and performance, and that its relevance and
contribution to organizational performance

cannot be undermined.
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One way of examining inspirational
motivation is through the performance of the
private universities. With 17 fully chartered
private universities in Kenya and 7 in
Nairobi City County, the higher education
sector has registered growth, attributable to a
host of factors, among them the growing
demand for university education.
Consequently, there has been a strain on
public universities to handle the subsequent
demand. The growth of Private University
sector in Kenya has further been attributed to
the fact that most of the private universities
in the country are established and managed
and/or affiliated with religious organizations
with massive followings diminishing; as well
as the diminishing opportunities available in
public universities. Being profit making
entities, fees in private universities are
accordingly charged in conformity to market
forces on the grounds of full cost recovery
(Altbach et al., 2019).

Private university education has experienced
a crisis ranging from deteriorating quality,
unsustainable financing, limited research,
relevance, low staff morale, and insufficient
facilities due to the kind of leadership being
applied (Mbirithi, 2019). This has affected
the teaching quality and painted the wrong
picture to the public as far as quality
teaching and performance of universities is
concerned (Lumbasi, K’aol & Ouma, 2016).

Lack of inspirational motivation revealed
that the leaders are not role models for their
followers because they don’t engage in high
standards of ethical behaviour. Therefore, the
followers may not identify with these leaders
or emulate them. Therefore, there is need to
explore ways of addressing the above
challenges through sound responses, to meet
the best inspirational motivation leadership
style for universities to remain competitive
and to maximum performance. The null
hypothesis of this study was: There is no
significant relationship between inspirational
motivation and organizational performance
in private universities in Nairobi City

County, Kenya.
LITERATURE REVIEW

Inspirational motivation deals with the
propensity to which a leader communicate a
vision that appeals to, and inspires the
followers for the attainment of future goals,
and giving meaning to current tasks at hand
(Arif et al., 2019). Inspirational motivation
also refers to the capabilities of
transformational leadership that introduces
the leader as a figure who encourages the
followers to display suitable behaviors
(Martin, 2019). According to Buenvinida
and Ramos (2019), inspiration motivation is
an attribute associated with a leader who
shares a compelling vision or goal,
constantly motivating team  members,
boosting confidence and assurances despite

imminent barriers faced.
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Inspiration motivation depicts a leader’s
capacity to succinctly present goals of the
organization or key tasks to be
accomplished. Alongside this, is the ability
to foster mutual collaboration, and
articulation of methodologies for executing
tasks within the precincts of organizational
goals  (Ayacko, 2016). Inspirational
motivation is when a leader encourages
subordinates and inspire commitment from
the people they lead. They enhance this by
clearly demonstrating that their
understanding of what it will entail to
achieve those goals, and so, the followers are
abreast with what is expected of them
(Stewart, 2006).

Transformational leaders are also expected to
behave in a special way and stimulate their
followers (Penonia & Quines, 2022), and
that such behavior shows the tendency to
encourage team members (Dimitrios, 2015).
Thus, it is this type of motivation that drive
the followers towards commitment because
inspirational motivation, help leaders to
create a shared insight for followers (Naqvi
et al., 2019). This means that individuals
learn when there is a factual vision not
because the leaders tell them to learn. This
tendency tends to be higher than the needs
hierarchy levels and it is inspired among
followers by stimulating a shared perspective
of corporate goal (Matthias & Eline, 2016).

Furthermore, inspirational motivation entails
the following; speaking optimistically about
the future, speaking enthusiastically about
what needed to be done, displaying an
attractive insight of the future, being
confident that the aim of the organization
will be met, portraying an interesting picture
of what should be done and, responding
positively to challenges (Merhabi, 2021).
The transformational leader articulates a
clear vision to be followed and realized in
the future. Inspirational motivation has been
identified as a key contributor to employee
dedication and is applied by the leader to
realize  higher levels of employee
engagement, which are connected to better

performance outcomes (Khan et al., 2020).

Sadeghi and Pihie (2019) conducted a study
among 298 permanent lecturers in Malaysia
Research Universities and found that among
dimensions of transformational leadership,
inspirational motivation received the highest
mean score. It was revealed that leaders need
to be good communicators for them to be
able to package and convey their vision to
followers and thereby motivate reciprocal
action towards realization of intended goals.
According to Muia (2018), inspirational
motivation  correlated  positively  with
academic performance. This shows that the
dimension is directly associated with student
academic performance. Transformational
leaders who practice this dimension have

several characteristics.
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Similarly, Samuel (2020) postulated that
transformational leaders involve teachers and
students in identifying with the school vision
and mission hence improve academic
performance. Rawung, Wuryaningrat, and
Elvinita (2016) posited that the leader who
exhibits inspirational motivation must be
able to develop trust and satisfaction to the
followers. This will result to a change leading
to development in the organization. Murage
(2022) who found that inspirational
motivation has a significant effect on
performance of public universities in Kenya.
However, a study conducted in Bomet
County by Kitur et al. (2020) which found
that inspirational motivation had no
statistical ~ significant relationship  with
students’ academic performance in KCSE

results.

Transformational leadership theory which
focuses on leadership behaviors influencing
positive changes in its followers informed
this study. According to transformational
leadership theory, transformational
leadership  involves  leaders  exerting
influence on followers to increase their
commitment to organizational performance
(Antonakis & House, 2019; Shikokoti,
Okoth, Chepkonga,2023).). This is realized
when the leader is able to influence followers
to increase their performance by motivating
them to transcend self-interest and increase
their level of commitment to the task at
hand.

The followers’ performance is achieved
through higher degrees of extra effort,
effectiveness, and satisfaction (Bush, 2008;
Bush, 2013).

Northouse (2014) emphasized that the
admiration and respect that transformational
leaders exhibit is entrenched through
commitment to advance the interests of the
individuals in the group they are leading.
Thus, inspirational motivation can be
reliably associated with transformational
leaders. Bass (2012) explained that
transformational leaders embody high-level
moral codes, and they are always found
going beyond the call of duty in any situation
that requires their attention. According to
Bass, they do this not out of good practice,
but because they are visionary and focused.
Transformational leaders understand that
because of the intended goals and the much-
desired impact of their actions, they must
operate within the boundaries of high
standards while they put people at the center

of all that they champion.

The theory argues that good leadership in
organizations can result to organizational
productivity. It is argued by the theory that
leaders who serve as role models are likely
to shape the behaviour of workers. Leaders
who recognize and support workers to own
the change process in any organization are
likely to face minimal resistance from

workers (Evangelos & Psomas, 2022).

- 52 - | Journal of Pedagogy, Andragogy and Heutagogy in Academic Practice- Vol 5, No 2. (2024) pp 48-68



Journal of Pedagogy, Andragogy and Heutagogy in Academic Practice (JPAHAP)

ISSN: 2708-261X, Vol 5. No.2 (2024) pp 48-68

http://uonjournals.uonbi.ac.ke/ojs/index.php/pedagogy

The theory argues that organizations which
succeed in implementing new policies
formulated are attributed to competitive
practices such as employee motivation,
technological integration in the system and
ability of the leaders to challenge the status
quo (Fotopoulos, Psomas & Vouzas, 2020).
The theory opines that transformative leaders
in any competitive organization are always
keen in rewarding behaviour rather than
individuals (Choi & Eboch, 2019).
Furthermore, the theory suggests that
organizations that fail to navigate in the
dynamic business environment are highly
rigid to embrace transformational leadership
(Bell & Omachonu, 2021). Based on this
theory, this study sought to investigate the
influence of inspirational motivation style on
organization  performance in  private

universities in Nairobi City County, Kenya.
RESEARCH METHODOLOGY

A research design is the entire
methodological frame of the study (Cooper
& Schindler, 2014). Descriptive survey was
adopted in this study. Descriptive research
design was appropriate for this study since it
enabled the researcher to provide detailed
summaries on relevant variables of the study
(Orodho, Khateta & Mugiraneza, 2016). The
sample comprised of 288 lecturers and 7
Deans of Academic Affairs of the chartered
private universities. The study utilized
simple random sampling and purposive

sampling to draw the study’s population.

Questionnaires and interview guides were
used to gather data. Creswell (2012) noted
that questionnaire can collect a large amount
of information reasonably quickly. The
questionnaire method was preferred because
of the large number of respondents targeted
and the nature of the information sought
(Kothari, 2013). Galletta (2013) asserted that
the interview guide was flexible and
provides more in-depth responses to the
questions at hand. It also helped in
triangulating the responses from the

questionnaire

Validation of the questionnaires were
through use of expert judgement. Cronbach’s
Alpha was used to establish the reliability of
the study’s instruments. The coefficient
value was 0.872 at alpha = 0.05. A scale is
reliable if Cronbach's coefficient alpha is
well above the threshold value of 0.7 and the
acceptable minimum of 0.6 (Hair et al.,
2006). Data analysis was based on
descriptive  statistics using  Statistical
Package for Social Sciences version 25.0. In
addition, correlation analysis and regression
analysis were used to determine the

relationship between the variables.

RESULTS AND DISCUSSIONS

Questionnaire Return Rate

Data was collected from 217 out of 288
lecturers (80.2%) in private universities in

Nairobi County, Kenya.
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The questionnaire was administered to
lecturers and the interview guides to Deans
of Academic Affairs. The researcher targeted
at least 70% of each category to participate.
A total of five Deans of Academic Affairs
from the private universities in Nairobi
County, Kenya responded. Table 1 shows the
questionnaire and interview guide return

rate.

A. Table 1: Research Instruments’

Response Rate

Respondents Returned Not %

returned | return

rate
Lecturers 231 57 80.2
Deans of | 5 2 71.4
Academic
Affairs

Table 1 indicates that the response rate of the
lecturers was 80.2 percent while that of the
Deans of Academic Affairs was 71.4
percent. According to Best and Kahn (2011),
in a population where the respondents are
either widely scattered across a large
geographical area or are difficult to access, at
least 70% of the sample picked will respond.

DEMOGRAPHIC INFORMATION

Demographic results showed that majority of
the lecturers in private universities in Kenya
were male 125(57.6 percent) while 92(42.4

percent) were female.

Demographic information of the Deans of
Academic affairs was 4(80.0 percent) male
and 1(20.0 percent) female. The results
revealed that there was high gender disparity
of the lecturers and Deans of Academic
Affairs.

Concerning the age of the respondents,
majority of the lecturers (55.4 percent) and
Deans of Academic Affairs (60.0 percent)
were aged 40-50 years giving an indication
that they are of diverse age categories hence
cordial interaction with the management
leading to a clear understanding of the
transformational leadership and how it
affects the performance of the private

universities.

Regarding  education level of the
respondents, majority of the lecturers have
attained PhD level of education comprising
of 52.5 percent while all the Deans of
Academic Affairs (100.0 percent) have
attained PhD. This showed that there were
adequate academic qualifications that qualify
the respondents suitable in their line of
duties respectively that contribute to the

performance of the private universities.

Majority of the lecturers have worked in the
education sector for 4-6 years (34.1 percent)
and Deans of Academic Affairs had worked
in the education sector for more than 10
years (100.0 percent) implying that they
have an understanding  of  how
transformational leadership affects the
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performance of universities. Furthermore,
regarding years worked in the university, the
lecturers have worked in the university for 4-
6 years comprising 39.6 percent of the total
sampled population while Deans of
Academic Affairs have worked in the
university for more than 10 years comprising
of 80.0 percent. %). The findings reveal that
the respondents have been in the private
universities for a longer period and thus have
a clear picture of how performance of the
private universities is influenced by the
different aspects of transformational
leadership. Therefore, they can be able to
give their opinions on the current study.

Performance of Private Universities

The lecturers were required to indicate the
agreement level on performance of private
universities in Kenya. The findings are
presented in frequencies, percentages, means
and standard deviations (SD). The table 2
shows the lecturers’ responses on the
statements regarding the performance of the

universities.

Table 2: Performance of the Private

Universities

N Mean | SD

This institution has highly satisfied | 231 | 4.13 .966

clients/students

This institution enjoys a good public | 231 | 4.03 1.042

image

This institution retains existing students | 231 | 4.13 .933

and manage to attract new ones

Business Processes

The operational efficiency of this | 231 | 3.89 1.057
institution has increased over the last

three years

This institution is generally innovative 231 | 3.90 .964

Productivity of lecturers is much higher | 231 | 4.03 1.101

than the industry average

Employee Satisfaction

The university’s top managers promote | 231 | 4.10 1.156
and  support  innovative ideas,

experimentation and creative processes

Lecturers’ trust in leadership is high 231 | 414 1.060

In our institution, we often organize | 231 | 3.72 1.096

internal training of our lecturers

Enrolment ‘

The number of students enrolling in the | 231 | 4.20 .898
university has increased in the last 5

years

Enrolment of students affects the | 231 | 4.31 .832

performance of this university

Average Mean 231 | 4.05 1.009

Regarding  customer  satisfaction, this
institution has highly satisfied
clients/students had a mean of 4.33 and SD
of .966.
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The institution retains existing students and
manage to attract new ones had a mean of
4.13 and SD of .933. Regarding business
processes of the university, productivity of
lecturers is much higher than the industry
average had the highest mean of 4.03 and SD
of .964. The operational efficiency of this
institution has increased over the last three
years had a mean of 3.89 and SD of 1.057.
This institution is generally innovative had a
mean of 3.90 and SD of .964.

With respect to employee satisfaction, the
university’s top managers promote and
support innovative ideas, experimentation
and creative processes had a mean of 4.10
and SD of 1.156. Lecturers’ trust in
leadership is high had a mean of 4.124 and
SD of 1.060. In the institution, they often
organize internal training of their lecturers
had a mean of 3.72 ad SD of 1.096. On
enrollment, enrolment of students affects the
performance of this university had the
highest mean of 4.31 and SD of .832. The
number of students enrolling in the
university has increased in the last 5 years
had a mean of 4.20 and SD of .898.

Overall, in performance of the private
universities, the average mean was 4.04 and
SD of 1.009. This means that majority of the
lecturers agreed that customer satisfaction,
business processes, employee satisfaction
and enrolment are important factors of

performance in the universities.

These findings concur with Soéderlind and
Geschwind (2019) who explained that
universities utilize diverse criteria for
measuring performance. These include
student  enrollment  figures, rankings,
research accomplishments, publications,
grant acquisitions, graduation rates, and the
reputation of their faculty —members
(Soderlind & Geschwind, 2019; Ortagus et
al., 2020). Al Khajeh (2018) further added
that customer retention, productivity,
profitability, ability to become accustomed
to the ever-varying environment, employee
satisfaction, growth and social responsibility
are used to measure performance. Other
indicators include: effectiveness, efficiency,
quality, and company image (Waiganjo,
Mukulu & Kahiri, 2017).

Responses from Interviews

One of the Deans of Academic Affairs stated
that

‘We  encourage employee satisfaction
recognizing employees regularly and valuing
them, supporting their mental health and
providing better benefits to ensure they are
content. We also offer competitive pay in line
with industry standards and the present cost
of living. This is important as employee
satisfaction  established  whether  the
employees are satisfied or not as satisfied
employees are happier workers which in turn

means quality work and good performance.”

Another Dean noted that when an
organization has high quality human capital,

they perform better, and deliver higher and
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more consistent returns to stakeholders. The
satisfied employees are also more likely to
be creative and come up with breakthroughs
that allow the university to grow and change
positively with the changing market

conditions and time.

The Deans of Affairs noted that they use
both monetary and non-monetary incentives
to motivate their employees. They noted that
the monetary incentives include
commissions and bonuses for the good work
done. The non-monetary incentives include
certificates, gift vouchers, trophies, letters of
appreciation, promotions, participation in
decision -making, training, representing the
universities at public and training forums,
financial rewards to motivate their
employees, growth opportunities, and special
assignments. One of the Deans of Academic
Affairs stated that

“More  often than not, attractive
remuneration packages are offered to entice
best talents to a position, ensuring they
perform at maximum efficacy, and retain
talented employees within the organization
while commission-based remuneration are
extended to encourage employees to meet

organizational targets.”

The Deans of Academic Affairs pointed out
that they create a conducive working
environment that involves good university
culture, management styles and human
resource  policies such as  reward

management, talent management,

performance management and human
resource  planning. This is  because
employees want to feel that their talents and
skills enables them to develop in a certain
organization through growth opportunities
and the absence of this leads to poor

performance and dissatisfaction.

The internal business processes in the
university include quick customer service
and responding to enquiries on time,
financial management, customer relationship
management, supply chain management,
knowledge management, inventory
management employee onboarding, capacity
utilization using technology, and internal

communication.

The financial returns/Assets challenge the
organization faces were highlighted a high
taxation that has made assets very expensive,
high maintenance costs, and high cost of
living leading to high cost of expenditures
such as electricity and water bills increasing.
Monitoring of cash flow has also become a
challenge as there have been delayed
customer payments, and seasonal variations
in enrollment, sales and costs, tax

compliance as well as debt management.

Inspirational Motivation and Organizational

Performance

The researcher sought to determine the
influence of inspirational motivation on

performance of private universities in Kenya.
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Inspirational motivation has characteristics
that are helpful and can be copied by
management and lecturers of private
universities thus increasing performance.
This can be achieved through follower
motivation, creating team spirit, internal
communication and employee

empowerment.

Responses on the Use of Inspirational
Motivation and Organizational Performance

The lecturers were required to indicate their
level of agreement on inspirational
motivation and its influence of performance
of private universities in Kenya. Table 3
shows the lecturer’s responses on

inspirational motivation and performance.

Table 3: Responses on Inspirational

Motivation and Performance of Private

In this | 4 30 45 113 39
university, 1.7 13.0 19.5 48.9 16.9
top
leadership
talk
optimistically
about the

future

Leaders in | 8 29 28 98 68
our 35 12.6 121 42.4 29.4
organization
facilitate

communicati
on  among
lecturers and
between the
leadership

and the

lecturers

Leaders in | 4 6 23 120 78
our 17 2.6 10.0 519 | 338
organization
provide
followers
with an
inspiring
mission and

vision

Universities
Strongl | Disagre | Neutr | Agre | Strongl
y e al e y
Disagre Agree
e f f f f
f (%) (%) (%) | (%)
(%)

Top 4 18 36 118 55

leadership in | 1.7 7.8 15.6 51.1 23.8

the university

expresses

that goals

will be

achieved

Top 3 13 31 97 87

leadership in | 1.3 5.8 13.4 42.0 37.7

the university

articulates  a

compelling

vision for the

future

The Table 3 reveals that majority of the
lecturers agreed that leaders provide
followers with an inspiring mission and
vision (51.9%) while 33.8% strongly agreed.
The findings concur with Rotherme and
LaMarsh (2022) who acknowledged that
transformative  leadership  is  purely
dependent on the leader’s personality traits
to energize followers and articulate the
vision, mission and goals of the firm. Thus,
subordinates become more involved with the
vision of the leader and are willing to make
more sacrifices for that vision leading to
commitment to their organizations and
achievement of  organizational goals
(Murage, 2022).

- 58 - | Journal of Pedagogy, Andragogy and Heutagogy in Academic Practice- Vol 5, No 2. (2024) pp 48-68




Journal of Pedagogy, Andragogy and Heutagogy in Academic Practice (JPAHAP)

ISSN: 2708-261X, Vol 5. No.2 (2024) pp 48-68

http://uonjournals.uonbi.ac.ke/ojs/index.php/pedagogy

Majority of the lecturers agreed that top
leadership expresses that goals will be
achieved (51.1%) while 23.8% strongly
agreed and 15.6% were neutral. The findings
concur with Datche (2019) who revealed that
immediate supervisors were enthusiastic
about duties to be done and even went
further to express confidence that the set
goals would be achieved. Furthermore,
Mohammadi (2021) asserted that efficient
achievement of goals and objectives is
directly linked to how well an organization’s
leadership consistently performs, and the
style of leadership deployed. In order for this
to be achieved, organizations require
transformational leaders of high moral
standing and excellent performance to
spearhead the goals and objectives of the
institutions (Hamidifar, 2022).

The table reveals that 48.9% of the lecturers
agreed that in this university, top leadership
talked optimistically about the future while
16.9% strongly agreed and 19.5% were
neutral. This finding agrees with that made
by Den Hartog et al. (2019) that by showing
optimism, leaders encourage their followers
not only to perform but enhance their ability
to perform. Due to inspirational motivation,
followers are willing to invest more effort in
their tasks, feel encouraged and optimistic
about the future and believe in their abilities
(Datche, 2019). Estherita et al. (2023) noted
that leaders, who are transformational, are

astute at articulating compelling visions for

the future, in such a manner that enhance
ownership at an emotional level among the
team members, making them improve in

what they do.

The findings further reveal that 42.4% of the
lecturers agreed that leaders in our
organization  facilitate =~ communication
among lecturers and between the leadership
and the lecturers while 29.4% strongly
agreed. This is in line with the observation
made by Den Hartog et al. (2019) when they
noted that inspirational leaders to act as a
role model for his or follower’s subordinates.
Furthermore, Merhabi (2021) asserted that
the inspirational leaders try to inspire the
followers to achieve both personal and
organizational goals. The leaders do this by
providing realizable and acceptable vision of
the organization through clear
communication and lead from the front in
the endeavor to achieve the stated goals
(Kazmi, Naarananoja & Kytola, 2021).

Moreover, the findings reveal that majority
of the lecturers agreed that top leadership
articulated a compelling vision for the future
(42.0%) while 37.7% strongly agreed. The
findings support Sashkin (2020) who argues
that leaders who have clear vision of the
future are not only optimistic but are capable
of outlining, to the employees, how the
organization was to get there. In so doing,
they lead from the front and set example of
what should be done to achieve the stated
goal. Bono and Judge (2020) posited that
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inspirational leaders are leaders who have a
strong vision for the future based on values
and ideals. Thus, the leader articulates a
vision that is appealing and inspiring to
followers. Through the vision, the leader
offers to the followers the opportunity to see

meaning in their work.

The Deans of Academic Affairs indicated
that they are very clear about the core values
that govern them as most of these values
emanated from Commission for Higher
Education (CHE). The Deans of Academic
Affairs noted that employees are involved in
the decision-making processes. One of the
Deans also noted that

“When employees are involved in the
decision-making process, it makes them feel
that their opinion is valued and trusted as
well as helping them feel like ‘experts and
consultants in their respective areas of
expertise. Employee involvement also helps
them feel a sense of ownership in the
university as they feel that they can make a
difference, contribute to the university and
are empowered to so in a regular basis. This
helps in improving their performance and
that of the university and also reducing
employee turnover as they are more

committed to their work.”

The Deans of Academic Affairs further
agreed that they consider themselves as
charismatic leaders who inspire employees
as well as the students. They also noted that
they aim at portraying important core values

such as the spirit of hard work, honesty,

integrity and dignity as they are crucial in
performance of the universities and this
helps in improving the education standards

in the different universities.

The study believes that inspirational
motivation is crucial in performance of
universities. However, it is dependent on the
core values maintained by the leaders in the
universities. The findings implied that the
Deans of Academic Affairs inspired and
motivated their followers through instilling
core values, facilitating communication
among employees and between the
leadership and the employees, having a good
mission and vision, as well as engaging the
employees and talking optimistically to

them.

HYPOTHESIS TESTING

The null hypothesis: there is no significant
relationship between inspirational motivation
and organizational performance in private
universities in Nairobi City County, Kenya.
Correlational analysis using Pearson’s
correlation coefficient was used to test the
relationship between inspirational motivation
and performance of private universities. The
results of the correlation are presented in the
Table 4.
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Table

4: Correlation

Analysis  for

Inspirational Motivation and Performance

of Private Universities

Inspirational
Performance | Motivation
Performance | Pearson 1 5327
Correlation
Sig. (2-tailed) .000
N 231 231
Inspirational | Pearson 532" 1
Motivation | Correlation
Sig. (2-tailed) |.000
N 231 231
**_Correlation is significant at the 0.01 level (2-tailed).

The Table 4 reveals that the computed
correlation of inspirational motivation and
performance was 0.532 (p=0.000). This
indicates that performance as the dependent
variable had a positive and significant
relationship with inspirational maotivation.
Therefore, this implies that as inspirational
motivation in transformational leadership
increases, the performance of private
universities in Kenya also increases. The
findings are in line with Juma and Ndisya’s
(2019) study which found a positive
influence between inspirational motivation

and organizational performance.

An empirical study by Mohammad et al.
(2021) found a statistically significant
positive relationship between inspirational
motivation and job satisfaction and
concluded that leaders should focus on being
inspirationally motivating by looking toward

the future with optimism, articulating a

vision of the future, displaying confident
behaviour as well as providing autonomy for
one's work, since these characteristics were
found to be related to job satisfaction. In
summary, the lecturers agreed that when
inspirational motivation increases, the
performance of the private universities

increases too.

Regression analysis was done to determine
the relationship between the indicators of
inspirational motivation and performance of
private universities at an alpha value of 0.05

significance level.

Table 5: Model Summary for Inspirational
Motivation and Organizational Performance

Model Summary

Std. Error

R Adjusted R | of the
Model | R Square | Square Estimate
1 AT75%|.326 224 5.90769

a. Predictors: (Constant), inspirational motivation

As presented in Table 5, the degree to which

Inspirational Motivation influences
performance was statistically significant, R
= 0.326, F (1, 229) =104.144, p-value<0.05.
This shows that 32.6% of performance can
be attributed to Inspirational Motivation
while the remaining 67.4% can be attributed
to other factors not included in the study and
the error term. The regression ANOVA
determines if the model used is the best to

answer the study hypothesis.
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B. Table 6: ANOVA Table for
Inspirational Motivation and

Organizational Performance

ANOVA?
Sum of Mean
Square Squar
Model S df |e F Sig.
1|Regressio [22.005 |1 |22.00 |104.14 |.000
n 5 4 b
Residual |75.441 |22 |.222
9
Total 97.446 |23
0

a. Dependent Variable: Performance

b. Predictors: (Constant), Inspirational Motivation

As presented in Table 6, inspirational
motivation had a significant influence on
performance, F (1, 229) =104.144, p-
value<0.05. This shows that the regression
model used was suitable for predicting the
outcome variable on how inspirational
motivation influences performance. The
third table 4.7 shows the regression
coefficient output of inspirational motivation
on performance advantage. The coefficient

indicates the Beta values of the parameters.

C. Table 7: Regression Coefficients Table
for  Inspirational Motivation  and

Organizational Performance

Coefficients®

Standardize
d
Unstandardize | Coefficient

d Coefficients |s

Std.
Model B Error | Beta t Sig.
1| (Constant) 14.33 | .00
2.165 |.142
0 0
Inspiration
10.21 |.00
al 401 .048 |.532
o 4 0
Motivation

a. Dependent Variable: Performance

As presented in Table 7, inspirational
motivation had a significant influence on
performance (fp = .401 t = 10.214, p<.05).
This shows that a unit change in
Inspirational ~ Motivation  will  affect
performance by .401. Thus, the study
rejected the null hypothesis, that there is no
significant relationship between inspirational
motivation and organizational performance
in private universities in Nairobi County and
accepted the alternative hypothesis that there
is  significant  relationship  between
inspirational motivation and organizational
performance in private universities in

Nairobi County.

These findings concur with Murage (2022)
who found that inspirational motivation has a
significant effect on performance of public
universities in Kenya. According to Muia
(2018), inspirational motivation correlated

positively with academic performance.
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Sadeghi and Pihie (2019) conducted a study
among 298 permanent lecturers in Malaysia

Research Universities.

Among the dimensions of transformational
leadership, inspirational motivation received
the highest mean score. It was revealed that
leaders need to be good communicators for
them to be able to package and convey their
vision to followers and thereby motivate
reciprocal action towards realization of
intended goals. Musyoki, Kalai, Okoth and
Okumbe (2021) and Okoth (2018) though
studied IM at secondary school level, concur
that IM enhances performance of teachers
and students. The findings disagree with a
study conducted in Bomet County by Kitur
et al. (2020) which found that inspirational
motivation had no statistical significant
relationship ~ with  students’  academic

performance in KCSE results.
CONCLUSION

Transformational leadership is a process in
which leaders and followers help each other
to advance to a higher level of morale and
motivation, creating significant changes in
the lives of people and organizations. The
purpose of the study was to investigate the
influence of inspirational motivation style on
organization  performance in  private

universities in Nairobi City County, Kenya.

Inspirational motivation was seen to be used
by private universities in Nairobi County as

it directly contributed to their performance.

The findings from the lecturers and Deans of
Academic Affairs imply that inspirational
motivation is very crucial in attaining
performance in  private  universities.
University administrators who are the key
factors provide the most valuable leadership
by improving performance and employee
commitment. Therefore, the leaders should
be knowledgeable, motivators,
communicators, role models and experts in
their  leadership. The indicators of
inspirational motivation include (p = .401, t
= 10.214, p<.05). the null hypothesis states
that There is no significant relationship
between inspirational motivation and
organizational performance in private
universities in Nairobi City County, Kenya

was rejected at p<0.05.

RECOMMENDATIONS
From the findings of the study on

inspirational motivation and organizational
performance in private universities, the study
concludes that there is a positive and
significant relationship between inspirational
motivation and organizational performance
in private universities. Therefore, the study
recommends that private universities’
management should the private universities
management should empower their support
staff to have a diverse perspective on getting
solutions to problems; suggest new ways of
achieving their set targets and re-examine

important assumptions.
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It is important for the Deans of Academic
Affairs to attend seminars and trainings n
transformational leadership so that they can
be well versed with transformational
leadership  skills,  responsibilities and

characteristics.

When they attend these training agencies,
they get the quality transformational
leadership skills. They ought to embrace
inspirational motivation whereby they aim to
inspire and be role models to their followers.
Private universities should identify and hire
leaders who exude confidence and are able to
motivate confidence among the lecturers.
Furthermore, the leaders in private
universities should empower employees by
engaging them in decision making, and
encouraging them to think critically if they
expect to realize higher performance of their

respective institutions.
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