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ABSTRACT

Strategic change management is the use of systemathods to ensure that an
organization change can be guided in the planneatttbn, conducted in a cost effective
manner and completed within the targeted time frame with the desired results. This
perspective views change management as a proCéssige management is a structured
and systematic approach to achieving a sustainadgehin human behavior within an
organization. This views change management fromplp&o perspective. Strategic
change has become a constant phenomenon which bausttended to and managed
properly if an organization is to survive. Changastechnology, the marketplace,
information systems, the global economy, sociales) workforce demographics and the
political environment have a significant effect the processes, products and services
produced. The culmination of these forces has teduh an external environment that is
dynamic, unpredictable, demanding and often detragtéo those organizations which
are unprepared or unable to respond. While orgtoim change is a constant
experience, knowledge and awareness about martheddritical issues involved in the
management of such change is often lacking in thesgonsible for its progress. Clearly
if banks in Kenya are ever to experience a grdatel of success in their development
efforts, managers and other staff need to havetterbeamework for thinking about
change and an understanding of the key issues wdclompany strategic change
management. All organizations are currently undegysome type of change. Many of
these change programmes arise from organized maesjestrategies such as culture
change, business process reengineering, empowerandntotal quality. Other change
initiatives are driven by the need for organizagiom reposition themselves in the face of
changing competitive conditions. Strategic chandenoinvolves radical transitions
within an organization and encompasses strategyctate, systems, processes and
culture (Drucker, 2004). The track record of suscesbringing about strategic change
within most organizations has been poor in mosaiations since many fail to grasp
that they are performing an implementation whickualdy means turning plans into
reality rather than formulation. The various attésnp improve on performance resulted
in the mushrooming of alternative approaches anmdtegjies to deliver services.
However, despite the efforts by the banks to empley approaches and strategies it has
failed to manage the proposed strategic changssetd expected results to enable it
improve its service delivery to the expectationsstikeholders. This study therefore
established leadership attributes and managemerstrategic change at commercial
banks in Kenya
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CHAPTER ONE
INTRODUCTION

1.1 Background of the study

Strategic change management is the use of systemathods to ensure that an

organization change can be guided in the planneatttbn, conducted in a cost effective

manner and completed within the targeted time frame with the desired results. This

perspective views change management as a prodeasg€ management is a structured
and systematic approach to achieving a sustainadgehin human behavior within an

organization. This views change management fronplp&operspective.

Organizational change has been described as avdepactivity that starts at some point,
proceeds through a series of steps, and culmimatesme outcome that those involved
hope is an improvement over the starting poinhak a beginning, middle and an end. If
environments were perfectly static, if employeéslissand abilities were always up to

date and incapable of deteriorating and if tomormwas always exactly the same as
today, organizational change would have little ar relevance to managers. The
organizational environment is turbulent, requiriagganizations to undergo dynamic

change if they are to perform at competitive le@irnes, 2004).

People are significant barriers in the attemptrieedstrategic change, and hence Moran
and Greenleaf (2002). State that: Change leadest oreate an environment where
people involved in the change process can opengilgss up to new ideas and concepts,
adopt new assumptions, and overcome their hostility resistance to change. According
to Black and Gregersen (2002), lasting succes®adihg strategic change lies in the
ability of leaders to alter the mental maps ofgkeple within their organization.

Drucker (2002) argue that instead of an “organ@atn” approach, an “individual out”
approach must be adopted that seeks to realizgdhkof strategically changing the

organization by first changing its individuals. $happroach to change requires strong



and emotionally intelligent leaders who relate e fears, anxieties and insecurity that
people feel in change environments.

According to Moran and Brightman (2001) effectiveange leaders share the following
common characteristics: they act as framers ofctienge environment for both the
organization and the affected individuals; theyateeand foster the climate necessary to
nurture the change environment, to learn from rkegaand to fashion new solutions that
drive transformation; they are the examples of geamproviding a highly visible and
credible role model for the organization; they de¢ermined and dedicated, inspiring and
encouraging a passion for the success of the chaitgeive; and they are interactive
networks who persuade, influence, explain, critiquel occasionally cajole in their

commitment to sustain strategic change.

1.1.1 Management of Strategic Change

Change management is an approach to transitioningividuals, teams,
and organizations to a desired future state. Inesproject contexts, change management
refers to a project management process whereingelsato a project are formally

introduced and approved.

Organizational change is a structured approachnirom@anization for ensuring that
changes are smoothly and successfully implememtezthieve lasting benefits. In the
modern business environment, organizations faced rapange like never before.
Globalization and the constant innovation of tedbgy result in a constantly evolving
business environment. Phenomena such as sociahmedi mobile adaptability have
revolutionized business and the effects of thisaarever increasing need for change, and
therefore change management. The growth in techpadtso has a secondary effect of
increasing the availability and therefore accouititgbof knowledge. Easily accessible
information has resulted in unprecedented scrutioyn stockholders and the media.
Prying eyes and listening ears raise the stakefailed business endeavors and increase
the pressure on struggling executives. With theness environment experiencing so

much change, organizations must then learn to becmmfortable with change as well.
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Therefore, the ability to manage and adapt to argéional change is an essential ability
required in the workplace today.

Due to the growth of technology, modern organizaticchange is largely motivated by
exterior innovations rather than internal moves.eWhhese developments occur, the
organizations that adapt quickest create a comgettdvantage for themselves, while
the companies that refuse to change get left befiinid can result in drastic profit and or
market share losses.

Organizational change directly affects all departtadrom the entry level employee to
senior management. The entire company must leam toohandle changes to the

organization.

Regardless of the many types of organizational ghatie critical aspect is a company’s
ability to win the buy-in of their organization’smgloyees on the change. Effectively
managing organizational change is a four-step peehich includes recognizing the
changes in the broader business environment, dangladhe necessary adjustments for
their company’s needs, training their employeedh@nappropriate changes and finally
winning the support of the employees with the passteness of the appropriate
adjustment.

As a multidisciplinary practice that has evolved asresult of scholarly research,
organizational change management should begin wittystematic diagnosis of the
current situation in order to determine both thed&r change and the capability to

change.

1.1.2 Leadership Attributes

Leadership attributes are the inner or personallitggga that constitute effective
leadership. These attributes include a large awofycharacteristics such as values,
character, motives, habits, traits, competenciesives, style, behaviors, and skills.
Competencies alone are not indicators of a leadecsess. These human or “emotional”
Attributes have been shown to be prime indicatdrgand leaders. Adaptability and
Flexibility is the ability to handle day-to-day wochallenges confidently. It is also the
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ability to adjust to multiple demands, shiftinggities, ambiguity, and rapid change. A
good leader shows resilience in the face of comsrafrustrations, or adversity. Integrity
is the ability of a leader to demonstrate prinaldieadership and sound business ethics. It
is also the ability to show consistency among ppies, values and behaviors. It is the
ability to build trust with others through own aetticity and follow-through on
commitments and also demonstrates honesty. Intigdled/ersatility is the ability to
recognize, explores, and uses a broad range of atehpractices. It is the ability to think
logically and creatively without undue influencerfr personal biases. Objectivity this is
the ability to uphold a bias-free approach to situes and people Organizational Savvy
is the ability to develop effective give-and-taladationships with others. It is also the
ability to understand the agendas and perspeativethers. It is the ability to recognize
and effectively balances the interests and needmef® own group with those of the
broader organization. Finally it is the ability afleader to know which battles to fight.
Self-Awareness is the ability to Learns from peedaxperience. It is actively pursuing
learning and self-development. It is the abilitystek feedback and welcome unsolicited
feedback. It is the ability to modify behavior ight of feedback. It is also the ability to
know one’s personal values, needs, interests,, sigl competencies and their effect on
others Foundations for Successful Leadership. Geitffidence is the ability to manage
own performance in an effective, assertive mannbernwplaced in a new and or
challenging situation. It is the ability to setglistandards of performance. Tolerance of
Ambiguity is the ability to demonstrate comfort situations where the goals and or

processes to achieve goals are unclear and diffwualetermine.

1.1.3 Commercial Banks in Kenya

The Banking industry in Kenya is governed by thenpanies Act, the Banking Act, the
Central Bank of Kenya Act, and the various pruddrguidelines issued by the Central
Bank of Kenya (CBK). The banking sector was libieed in 1995 and exchange controls
lifted. The Central Bank of Kenya, which falls undée Ministry of Finance, is
responsible for formulating and implementing monetgolicy and fostering the

liquidity, solvency and proper functioning of thedncial system. Central Bank of Kenya
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publishes information on Kenya's commercial banksd anon-banking financial
institutions, interest rates and other publicatiand guidelines

Banks represent a significant and influential sectobusiness worldwide that plays a
crucial role in the global economy. Commercial miake financial intermediaries that
serve as financial resource mobilization pointstie global economy. They channel
funds needed by business and household sectors $oplus spending to deficit
spending units in the economy. A well-developedcifht banking sector is an important
prerequisite for saving and investment decisionsdad for rapid economic growth. A
well-functioning banking sector provides a systeynthich a country’s most profitable
and efficient projects are systematically and cardusly funded. The role of banks in an
economy is paramount because they execute monptdigy and provide means for
facilitating payment for goods and services in themestic and international trade
(Northouse, 2009).

There are more than 43 commercial banks in KengaytoThe banks that dominate the
commercial banking system in Kenya are Barclays kBdfquity bank, KCB bank

limited, and Standard Chartered Bank. The Nati®@zalk of Kenya Ltd and Cooperative
Bank of Kenya have also opened many branches it ameas of the country. The private
banking sector too contributes much of the totglodés in commercial banks. These
banks engage in the general banking system althesogte smaller banks tend to be
rather specialized in domestic trade and othergnport and export finance facilities,

offered by Kenya Commercial Banks.

1.2 Research Problem

Strategic change has become a constant phenomemch must be attended to and
managed properly if an organization is to survi¥ghanges in technology, the
marketplace, information systems, the global economocial values, workforce

demographics and the political environment haveégaifecant effect on the processes,
products and services produced. The culminatiorthese forces has resulted in an

external environment that is dynamic, unpredictatdananding and often devastating to
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those organizations which are unprepared or un@blespond. While organizational
change is a constant experience, knowledge andeaess about many of the critical
issues involved in the management of such changéas lacking in those responsible
for its progress. Clearly if banks in Kenya are ret@ experience a greater level of
success in their development efforts, managers adher staff need to have a better
framework for thinking about change and an undaeditay of the key issues which

accompany strategic change management.

All organizations are currently undergoing someetyjp change. Many of these change
programmes arise from organized management steategiich as culture change,
business process reengineering, empowerment aaldgtedlity. Other change initiatives
are driven by the need for organizations to reposithemselves in the face of changing
competitive conditions. Strategic change often ime® radical transitions within an
organization and encompasses strategy, structysemss, processes and culture
(Drucker, 2004). The track record of success imding about strategic change within
most organizations has been poor in most organizatince many fail to grasp that they
are performing an implementation which actually neeturning plans into reality rather
than formulation (John & Scholes, 2003).

The various attempts to improve on performance lte$uin the mushrooming of
alternative approaches and strategies to deliveices. However, despite the efforts by
the banks to employ new approaches and stratdgnes ifailed to manage the proposed
strategic changes to yield expected results tolenalmprove its service delivery to the
expectations of stakeholders. Various studies Hmen conducted by scholars on the
effects of leadership attributes on management tadtegic change. Disii (2011),
discussed, on his unpublished paper, leadershiprarhgement of strategic change at
Kenya Ports Authority change was undertaken apthig even though the correctness of
their implementation was unconvincing. Hindrancesenpolitical interference, changes
in top management and wrong attitude to changeometndation was business process

improvement operations need to be divorced froreres interferences if success in the
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magnitude intended was to be achieved. Mutegi (ROdt0died Effectiveness of
leadership attributes at the UNDP Kenya office. leisommendation was that companies
should not be hesitant to implement radical charggshange can actually lead to
improved cost management and customer care anddgading to production efficiency.
Organizations should seek to change entire orgppssed to some departments. Mutua
(2010) discussed the influence of change to custaatgsfaction in KPLC. The project
talks of a shift from task based thinking to pracéssed thinking. This helped KPLC
respond to the customer needs and in turn improustbmer satisfaction. These studies
have been instrumental in determining change icegiualized, and implemented by
institutions across all sectors. This is very intaot especially to the service industry and
the more competitive and robust industry like bagkithey help to shed some light on
the importance of leadership attributes on managérnaf strategic change. This study
therefore sought to answer the research queseaietship attributes and management

of strategic change at commercial banks in Kenya?

1.3 Objectives of the study
Objective of the study was to establish leaderaltifbutes and management of strategic

change at commercial banks in Kenya.

1.4 Value of the Study

The study would encourage and reinforce intereshafagers in effective leadership to
remaining competitive in today’s rapidly changingrikplace.

The study would also add to the existing knowledgd stimulate further research on
different aspects of leadership attributes.

The study may also be of great use to governmestitutions such as treasury and
ministry of finance in coming up with different poks and regulations for the
improvement of the management of strategic chamf@pamking industry in Kenya.



CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This chapter presented a review of the tedlaliterature on the subject under
study presented by various researchers, schaathprs and analysts. It provided
concept definitions, concept perspectives, curpactices, past studies/findings and
conceptual framework. It also provided descriptibmelated theories.

2.2 Theoretical Foundation

The environment is always changing and the sunafalrganizations will highly depend
on their ability to identify potential threats andme up with ways of dealing with them
SO as to ensure continuity. Organizations musebpansive to the external demands and
expectations in order to survive (Meyer and Rowl&Y,7). An organizational strategy is
a broad based formula on how a business is goirgc¢omplish its mission, what its
goals should be, what plans and policies it wikeshéo accomplish these goals.

Some aspects of theories are thought of long betoey are formally adopted and
brought together into the strict framework of aademic theory. The same could be said

with regard to the resource-based view.

While this influential body of research within tiield of Strategic Management was
named by Birger Wernerfelt in his article A Res@iBased View of the Firm (1984),
the origins of the resource-based view can be draback to earlier research.
Retrospectively, elements can be found in worksCmase (1937), Selznick (1957),
Penrose (1959), Stigler (1961), Chandler (1962,71,9and Williamson (1975), where
emphasis is put on the importance of resourcestamahplications for firm performance
(Conner, 1991, p122; Rumelt, 1984, p557; Mahoneay Randian, 1992, p263; Rugman
and Verbeke, 2002). This paradigm shift from therova neoclassical focus to a broader

rationale, and the coming closer of different acaidefields (industrial organization



economics and organizational economics being maesmipent) was a particular
important contribution (Conner, 1991, p133; Mahoaayg Pandian, 1992).

The resource based view has been a common inferestanagement researchers and
numerous writings could be found for same. A resedrased view of a firm explains its
ability to deliver sustainable competitive advamtaghen resources are managed such
that their outcomes cannot be imitated by compstitovhich ultimately creates a
competitive barrier (Mahoney and Pandian 1992 ciigdHooley and Greenley 2005,
p. 96, Smith and Rupp 2002, p. 48). RBV explairet thfirm’s sustainable competitive
advantage is reached by virtue of unique resoureesy rare, valuable, inimitable, non-
tradable, and non-substitutable, as well as fireeg (Barney 1999 cited by Finney et
al.2004, p. 1722, Makadok 2001, p. 94). These asthoite about the fact that a firm
may reach a sustainable competitive advantage ghranique resources which it holds,
and these resources cannot be easily bought, éraedf or copied, and simultaneously,
they add value to a firm while being rare. It atghlights the fact that not all resources
of a firm may contribute to a firm's sustainablenqguetitive advantage. Varying
performance between firms is a result of heterogerd assets (Lopez 2005, p. 662,
Helfat and Peteraf 2003, p. 1004) and RBYV is foduge the factors that cause these
differences to prevail (Grant 1991, Mahoney anddiran 1992, cited by Lopez 2005,
p. 662).

The essence of the Resource Based Model is thghatdive advantage is created when
resources that are owned exclusively by the firm applied to developing unique
competencies. First coined by Birger Wernefelt @)98 advance the idea that strategy
of a firm, is a function of the complement of tleswources held. The resulting advantage
can be sustained due to lack of substitution anithilon by the firm’s competitors.
Companies are different collections of resourcesandible and intangible
assets/capabilities). No two companies are alikerims of the resources they hold. The
resources a company holds determine how well thatpany performs its activities. A
company will be positioned to succeed if it has blest and most appropriate stock of

resources relevant for its business and strategmp@étitive advantage ultimately can be
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attributed to ownership of valuable resources thadble the company perform its
activities better than competitors. Organizatioregabilities are defined by the complex
combination of assets, people and processes thgbarues use to transform inputs into
outputs.

Inimitability may be in form of physical uniquendgee location, patent rights, skills that
are unique gained through learning over time afidee by practice. Durabilitgan only
be continued by innovation in the face of changngironment. Appropriability is only
obtained when value resides in many areas, likdomess, suppliers, employees,
shareholders etc. The various value claimants gwogpiate a major portion of value
added. Substitutability refers to the ability oétirm to deliver on its desired positioning
strategy. Building on the key resources necessarytife given strategy will greatly
enhance the effectiveness with which a firm willhiawe its strategic desires.
Competitive Superiority is where firm’s resources assessed and evaluated relative to

those of competitors.

2.3 Management of strategic change

The current business environment is of unpredietabktability which can lead a
business into rapid decline if its management telaes not understand the signals of a
declining business. Jelassi and Enders (2005)ineuthe fundamental reasons why an
organization may find it necessary to have a gsate to define the long-term direction
of the organization, the development of an ovepddin for deploying organization
resources, determination of the necessary traddofidefine its unique positioning vis a
vis competitors and to achieve sustainable comypetedvantage over rivals in order to
ensure lasting profitability. Strategy is about kveg term direction of an organization. It
is typically thought of in terms of major decisioabout the future. However it is a
mistake to conceive of organizational strategy eseasarily developing through one-off
major changes. In every company there are two imidgnt and simultaneous processes
through which strategy comes to be defined. Thet fstrategy-making process is
conscious and analytical, involving assessmentsmairket structure, competitive

strengths and weaknesses, the nature of custoneels,nend the drivers of market
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growth. Strategy in this process typically is fotatad in a project with a discrete
beginning and end. Top-tier management consultaitém manage these projects. The
result of this process is an intended or delibesttategy. The second strategy-making
process has been termed emergent strategy. lteixumulative effect of day-to-day
prioritization decisions made by middle managergireeers, salespeople and financial
staff — decisions that are made despite, or iratis&nce of, intentions. In fact, managers
typically do not frame these decisions as stratagall, at the time they are being made;
they have a decidedly tactical character. Oncerganization has adopted a particular
strategy, it tends to develop from and within te&tegy, rather than fundamentally
changing direction. Historical studies of organizas have shown that there are usually
long periods of relative continuity. At this poisirategy remains unchanged or changed
incrementally, there are also periods of flux inishhstrategies change but in not very
clear direction. Transformational change in whidtere is fundamental change in
strategic direction does take place but is infrequ&trategy development is key in

capturing objectives and how the business will lgoua realizing the same.

A company periodically needs to shake itself ugardless of the competitive landscape.
The longer things are done in a particular way, lieeder it is to adapt when markets
shift. Worse, the less people in organizations @epbnd search for new opportunities
the less capable they are of doing so. As JameshViar Stanford University famously
explained: Exploitation (doing what works today)ves out exploration (seeking out
risky but potentially valuable new ways of doingntis) (HBR, 2010). Management of
strategic change relies on a different school dugint than continuous process
improvement. In the extreme, change assumes thentyrocess is irrelevant - it doesn't
work, it's broke, forget it. Start over. It involveaethinking all aspects of a business
process including its purpose, tasks, structuhrielogy and outputs, then redesigning
them from scratch to deliver value added procegsubsi more efficiently and effectively
(Steve et al, 2001).
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It begins with defining the scope and objectiveshsd change process, going through
learning process (with customers, employees, catopetind non-competitors, and with

new technology). Given this knowledge base andi#imition of the "to be" state, create

a vision for the future and design new businesggs®es. Then create a plan of action
based on the gap between the current processhaptegies and structures, and the “to
be” state and then a matter of implementing yolut&m.

Management of strategic change relies on a diffesehool of thought than continuous

process improvement. In the extreme, change asstimaesirrent process is irrelevant - it

doesn't work, it's broke, forget it. Start over.idvolves rethinking all aspects of a

business process including its purpose, tasksctate) technology and outputs, then

redesigning them from scratch to deliver value ddpecess outputs more efficiently

and effectively (Steve et al, 2001).

Market leaders will probably be the last to tramnsfahem even if they realize they must
in order to survive. Beliefs and practices congtitilneir dominant logic. The logic may
not always be articulated but every employee kndhet's the way we do things here.
But these success factors often turn to orthodoames$ no one challenges them. To
change systems faster than their rivals can createmodes of competition, enterprises
must (HBR, 2010): Articulate the emerging compegitreality and its implications for
the bottom line. Identify gaps in skills and filedm quickly. Change IT systems because
they normally represent the old business models.

As explained by Hammer and Champy (1993), the fyameral themes of change are
process orientation, the creative use informatiechmology (IT), ambition and rule
breaking. Such a clean slate perspective enabéesldhigners of business processes to

disassociate themselves from today's process,caod bn a new process.

2.4 Leadership Attributes
There has always been a great deal of attentioh tpaleadership and it is hence not
surprising to find that many theories have devedopeertime in order to form a basis for

predicting an individual’'s chances of successfldpding any organization.
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Whilst many of the so called traditional theoriddemdership have been supplanted by
subsequent research, they form a play form uponctwiany of the subsequent
“contemporary” theories were constructed.

The earliest of such theories (originating from Wk of Bernard in 1926) centered on
the physical, social and personal characteristizd tesearchers observed in leaders
(Hellrieg, Jackson & Slocum, 2001). These so-cailtdebrent leadership traits were said
to presage success in guiding the fortunes ofnldeavor being undertaken.

Whilst the theory is useful in identifying the comm— sense leadership attributes, the
model was based on a limited number of perceivedagiteristics. It furthermore failed
to give appropriate recognition to the situatiamyieonmental and organizational context
in which the particular individual was considerex e an effective leader (Horner,
1997).

The obvious shortcomings of the traits theory eldirship led researchers to isolate the
behaviors that are characteristic of leaders (Eliglr, 2001). By studying what these
individuals actually did, said, or thought, a numloé models were developed in the
expectations that effective leadership behaviowddcbe identified and learned.
McGregor’'s theory X and Theory Y (Op cit 286 — 28¥as based on certain key
assumptions made by leaders about their subordinatbich outlook affected their
leadership behavior. Effective leadership was fotinde more likely in individuals who

had positive views of the motives, abilities antitides of subordinates.

The Ohio University and University of Michigan mdslgOp Cit 287) respectively
identified considerate, as opposed to initiatimgctre, leadership styles and production
centered versus employee centered approaches. Thedels recognized effective
leaders as being those who developed supportigéaeships with their subordinates.
The managerial Grid model of Blake, Shepard andtbtou (Op cit 288 — 289) identified
and plotted 5 leadership styles that combined mdiffe propositions of people —
orientation, and found that this individual (comgahwith those who were considered

more process — oriented) exhibited greater levieds$fective leadership.
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In placing emphasizes on a more outward looking@ggh to effective leadership, the
behavioral models logically give rise to a thirddafinal set of so-called traditional
theories that focused on individual leader's resgomo various situational factors
(Hellreigh, 2001).Field’s contingency model (Op 280-292) postulated that successful
leaders matched their individual style to the demsaof the situation. Hersey and
Blalchard’s situational leadership model (Op ci2Z®4) expanded on this concept and
emphasized that successful leaders had the fleyibol adapt to changing situations by
being able to judge maturity levels of their sulioates.

House’s Path — Goal Model (Op cit 294-296) postadlahat successful leaders were able
to access the task and the employee characterigtiesent in the situation, and then
utilize the appropriate style. Finally, Vroom ahafjo’s leader — participation model (Op
cit 296-298) formulated eight contingency questiangl accessed successful leadership
as their ability to correctly answer these questiand adapt to the style required by the

situation.

In summary, the traditional leadership styles ewgde three major thrusts, the first
focusing on the characteristics of a great ledtiersecond on the behavior of the leader,
and the third on the situation in which the leadas required (Horner 1997).

The old order business and government models mbra pre — information age
leadership paradigm based on strategy, systemsstamctures. Government in its so-
called “grant apartheid “ policies placed obediermréder and ideology above people and
their fundamental human rights much in the same tivaythe private sector created and

nurtured employees that where beholden to the aaton.

As business was finding, prosperity in this new egeld only be based on an approach
that placed the individual at the centre of anycessful enterprise. In context of

government as an organization, this will need topbeEmised on leadership that acted
with purpose — following fair process- in the irgstr of people.

As if to mirror the winds of change that blew thgbupost — colonial Africa during the

latter half of the past century, new theories waveeping away many of the old ideas on
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what constituted effective leadership in an orgatign. It was now necessary, in the

words of Bartlett and Gosal (1995:132), for leaders to unleash the human spirits.

2.5 Leadership attributes and change management

If leadership attributes is such a key elementhim duccess of organizations, then it is
essential that effective leadership attributes &&n defined, taught, practiced and
evaluated. Three major styles of leadership haven bielentified in contemporary
leadership theory. These are the transformativdeleahe transactional leader and the
servant leader. Transformational leaders are motisavith the ability to share a vision
of future possibilities that inspires fellow empéms to place the needs of the group
above their own individual interests. Transformadib leadership is inspirational,
providing scope for intellectual and creative depehent, which values the role of the
individual in achieving a shared vision. Transawtioleadership is more closely allied to
traditional management techniques with the leadbdishing organizational goals and
entering into a contractual arrangement with suipatds based on reward and
punishment. The servant leader, on the other Haads through service. The idea of the
servant leader is not new, having been introdugeldbert Greenleaf in 1977. However,
its precepts based on empathy, healing, listenmbbauilding community have enhanced
meaning in today's business environment where mnaggressive leadership or
management styles are focusing on profit rather geople which have ultimately led to
system failures such as the current global findruriais. In today's troubled world there
is a move toward the rediscovery of the type otigalembodied by the servant leader.
Discussion, debate and exploration of case stuch@shelp today's business students
learn about these styles of leadership, enabliremtiio begin creating their own
individual visions of the leaders they hope to leirdy their current or future careers.
(Kaiser, 2008).

Leadership attributes is an important concept & study of groups. Leaders play an
active part in development and maintenance of stlecture and goal direction and they

influence the existence and efficiency of the gr¢8pogdill, 1974). Leaders must not
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only exercise influence, but they must also deegwtien, where, and how influence will
be exercised to bring the attainment of social gddlouse & Howell, 1991). Over the
years, many theories have been proposed desciibendpehaviors that make effective
leadership possible theories of behavioral stylesndell & Rosenqvist, 1992),
transformational or charismatic leadership (Bas®\éblio, 1994) and leader-member
exchange (Graen & Uhl-Bien, 1995). These theorilelsaae a focus on certain behavior
patterns and the implications of these patternsetter performance.

Knowledge refers to the output of learning proc@sst as plans are the outputs of the
planning process. Gibbons (1994) contended thatietines of science and knowledge are
frequently adopted interchangeably to form scientinowledge. Networks have been
extensively applied in engineering and sciencenfanaging complex systems (Price,
1965). In engineering and sciences, network comynoefers to a system or a web of
inter-linked sub-systems or components, each ofitirdasigned to perform a designated
task effectively. Each sub-system is highly spéxgal and generally draws on high levels
of accumulated knowledge and expertise within kpeeted domain of operations.
Theoretically, the system as a whole may not blg tjptimal, but it can be effective and
flexible enough to perform the task at hand, welydnd the capabilities of its individual
components. The two components of a network arenttes and linkages whereby
nodes point out the system resources for knowlgegeration with their connections via

linkages.

Knowledge is complex and invisible, making it vemard to obtain. An effective
approach is visualization and representation ofwkedge. Chandy & Williams (1994)
argued that each localized knowledge network iaraqr a sub-system of a broader and
more general system. Since the development andistfi of knowledge of one
discipline can be formulated and changed by theraatnd objective of relevant journals,
one discipline's journals can be regarded as ansilvie hand” influencing the focus of
development and diffusion of the knowledge netwofka given field. The concept of

invisible hand reflects our admiration for the elegand smooth functioning of the
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market system as a coordinator of autonomous iddali choices in an interdependent

world.

An invisible knowledge network of any given fieldcludes both the knowledge content
of its nodes and the inter-linkages of those nogi¢isin its domain and to other fields.
The knowledge network of leadership can be constl@s a branch of its interacting
foundational domains, which are well-establishedb-systems of leadership. A
knowledge network in the leadership field is congabef sufficiently large number of
published articles, active researchers (the irdtlbd architects) and citations appearing
in various media relating to electronic commercd ather fields (Ngai & Wat, 2002)
This knowledge network can depict the developmemtad diffusion patterns and
processes in the knowledge system of leadershipn®the accumulation of cross-field
knowledge, key nodes are the most important bridgesonnect different or even
separate domains. Key nodes gain the main stattisgdine cross-fertilizing process,
which facilitates the knowledge communication ar@h$mission among relevant parts of
the whole network.

Several studies have used the bibliometric teclesda study management research. For
example, Pilkington and Teichert (2006) investigatbe intellectual pillars of the
management of technology literature and exploredtiadr these are distinct from those
commonly associated with its rival fields; Acedoda@asillas (2005) explored the
research paradigms of international managemenamgsdy applying factorial analysis
techniques in an author co-citation study; Ramodrlgaez and Ruiz-Navarro (2004)
examined the intellectual structure change of efiat management research by
conducting a bibliometric study of the Strategic fdgement Journal;, Ponzi (2002)
explored the intellectual structure and interdibogry breadth of knowledge
management in its early stage of development, ysimgiple component analysis on an
author co-citation frequency matrix.

Ethical concerns are an important area in busipessices and research endeavors in the

field of organizational chain management. In pattc, ethical concerns become evident
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in situations of asymmetric relationships acrogganizations (for example. in terms of
power and dependence). There is a need to estadilstal structures, processes and
performance measures in organizations. In prewessarch restricted parts of this idea
across organizations have been addressed fromhamalgberspective but not the whole
process (Moberg, 2003). Nevertheless, there haga hdew recent research endeavors
dedicated to the ethical concerns in organizati@hain management as a whole. For
example, Svensson (2008) introduced and describedoreceptual framework of
organizational chain management ethics based upmmaudtomotive industry. Svensson
(2009) focuses on the transparency of organizdtiohain management ethics based
upon case illustrations across organizations inféiseion and telecom industries. The
dilemma is that these ethical frameworks in thigfad organizational chain management
are still on a general level, where specific detaile not provided on how to manage,
monitor and evaluate ethical concerns across argaaon.

The development of a transformational leadershgomh owes much to the fact that
many organizations have the past twenty five ydaad to face rapidly changing
environments that required leaders to articulate mesions, foster new cultures, and
breed new mindsets involving changes in basic waluseliefs and attitudes of
subordinates.

Shared leadership models, promoted in severalesush leadership within the sectors,
provide a contrast with the assumption in muchhefliterature that leadership is linked
to a role, and open up the possibility that sevpealple within a centre/service may be
involved in leadership. Louise Hard (2004) has pemu the concept of formal and

informal leaders.

All past leadership theories have a focus on aetiahavior patterns and the implications
of these patterns for leader performance. Researtiaee yet to define the relationship
between servant leadership and empowerment; empemeis implied in the definition
of the concept, as one of the primary objectivesafant leadership to develop the
potential of followers. The precepts of servamidier idea is based on empathy, healing,

listening and building community have enhanced nmgpnin today's business
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environment where more aggressive leadership orageanent styles focus on profit
rather than people have ultimately led to systeirturtss such as the current global
financial crisis. In the past studies there stilises research gap on the effect of
organizational leadership on strategic change nemagt.
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introduction

This chapter sets out various stages and phasesvéna followed in completing the
study. It involves a blueprint for the collectiongasurement and analysis of data. This
section is an overall scheme, plan or structureceimed to aid the researcher in
answering the raised research question. In thgestaost decisions about how research
was executed and how respondents were approacghe|laas when, where and how the
research was completed. Therefore in this sectierrésearch identifies the procedures
and techniques that were used in the collectiomcgssing and analysis of data.
Specifically the following subsections are inclugeelsearch design, target population,

data collection instruments and finally data analys

3.2 Research Design

Research design refers to the method used to catrg research. This research problem
will be studied through the use of a descriptiveeezch design. According to Donald and
Pamela (1998), a descriptive study is concernedl fiitding out the what, where and
how of a phenomenon. Descriptive research desigh aliasen because it enables the
researcher to generalise the findings to a largpulation. This study therefore was able

to generalise the findings to all the departmemthé organization.

3.3 Research Population

The research population consisted of all commefmalks licensed by the central bank
of Kenya to carry out business in Kenya as at ayg2@09. Banks under statutory
management were not considered because of themt kgtus, uncertainty in their

continuity and the fact that they are not activegaling with customers or transacting.
The banks which fit this category were 43.
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3.4 Data Collection

The primary data was collected using a questioenauantitative data was also
collected using a self-administered questionnaifde researcher dropped the
guestionnaires physically at the respondents’ platcavork. Nevertheless, where it
proves difficult for the respondents to complete tuestionnaire immediately, the
researcher left the questionnaires with the respotsdand pick them up later. The
structured questions were used in an effort to @westime and money as well as to
facilitate in easier analysis as they are in immadusable form; while the unstructured
guestions were used so as to encourage the respotmgive an in-depth and felt
response without feeling held back in revealingaoy information. Each questionnaire
was coded and only the researcher knew which peesponded. The coding technique
was only used for the purpose of matching returnethpleted questionnaires with those

delivered to the respondents.

3.5 Data Analysis

Before processing the responses, the completed tiguesire was edited for
completeness and consistency. The data was theadegl to enable the responses to be
grouped into various categories.

Data collected was purely quantitative and was yaieal by descriptive analysis. The
descriptive statistical tools such as SPSS and k®Iehelped the researcher to describe
the data and determine the extent to be used.imtimd was presented using tables and
charts. The Likert scale was used to analyze thenmseore and standard deviation. Data
analysis was done through SPSS and Microsoft eymaisentages, tabulations, means
and other central tendencies. Tables were usedunumarize responses for further

analysis and facilitate comparison.
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CHAPTER FOUR
DATA ANALYSIS, INTERPRETATIONS AND DISCUSSIONS

4.1 Introduction
This chapter presents the analysis and findingseoétudy as set out in the research

methodology. The method of data collection was dbngugh a questionnaire which was
developed in line with the objective of the stud@iie research objective was to establish

leadership attributes and management of stratégioge at commercial banks in Kenya.

Primary data was collected from Kenya Commerciail®atop management team who
included the Divisional Directors of human resostcknance, strategy and research,
marketing, retail banking, corporate banking, infation technology and the head of
communications. This team included the divisionakators from human resources,
finance, marketing and research, corporate banketgil banking, strategy, information

technology divisions as well as the head of comgations in the banks. These
respondents were specifically chosen since theg havin-depth knowledge of the bank
and its procedures and are actively involved thenédation and implementation of

strategies in the bank.

4.2 Respondents demographic profiles
The researcher sought to find out the demograplfiiccrnation of the respondents.

4.2.1Gender
According to table 4.1 below, 59.6% of the responslavere males while 40.4% of the
respondents were female. This in part explainsolbgervance of gender equality and

affirmative action by commercial banks in Kenya.
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Table 4.1: Summary Statistics on Gender of the Respdents in this study

Description Percentages

Gender Male Female

59.6 40.4

Source: Author (2013)

4.2.2 Age of respondents

On age, the study found out that a majority of baeks managers (23.4%) were in the
age bracket of between 40 and 44 years. This wisvied by 19.1% of the respondents
who were aged between 45 years and 49 years, 1We% aged between 30 and 34
years, 12.6% were aged between 25 and 29 year8.8f6l were aged 50 years and
above while 4.5% were aged 24 years and belows 3imows that the employees were
well distributed across the age profile and coule geliable information.

Table 4.2: Age of Respondents

Age 24 25-29 | 30-34 | 35-39 | 40-44 | 45-49 |50

Years |years |years |years |years |years |years

and and

below above
Percentages

4.5 12.6 17 14.9 23.4 19.1 8.5

Source: Author (2013)

4.2.3 Level of Education

Table 4.3 below shows that the commercial bankeéhash human resource pool. This
was evidenced by the profile of its work force. farahe findings majority of the
respondents (34%) were graduates, 23.4% were pasuates, 29.8% had either a
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certificate or diploma and 12.7% had secondary aickducation. This shows that the

respondents were well educated and hence datatealle/as reliable and credible.

Table 4.3: Academic Qualifications of Respondents

D

S

Description Percentages of Responses
Level of Secondary School Certificate or| Graduates | Post Graduat
diploma
Education
12.7 29.8 34.0 23.4

Source: Author (2013)

4.2.4 Work experience of respondents

In an effort to determine the respondents work egpee, the researcher requested the

respondents to indicate the duration of time they $pent in their organization. From the

findings shown in table 4.4 below, 42.6% of thepmxlents reported that they had been

working for between 5 and 10 years, 31.9% had bemking in their organization for

less than 5 years and 12.8% had been working in éhganization for between 16 and

20 years. These findings clearly shows that mgjaftthe respondents at commercial

banks between 5 and 10 years and therefore iniigmot give reliable information on

change

Table 4.4: Work Experience of Respondents

Description Percentages of Responses

Period worked Less than 5| 5-10 years 11-15 16-20 years
years years
31.9 42.6 12.8 12.8

Source: Author (2013)
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4.3 Change management

Table 4.5: Change Management

Constructs 1 2 3 | 4 5 Mean | Standa
rd
deviati
on

There’s an effective channel of 3.54 911

communication of change initiatives to all

levels of the organization

34 |45 |16 3

Structure and culture of this organization 3.65 0.621

are always reviewed to reflect a changein

strategy 6 47 | 24 19

There’s provision of sufficient resources 3.53 .026

in terms of time, financial and human by

top management to aid in strategic

management of change 4 48 | 21 24

There exists a strong coordination 3.70 571

between managers, employees and other

stakeholders in the management of

strategic change 7 23 |52 14

The organization’s leadership never 3.26 .653

considers both external and external

factors in strategic change management

4 48 | 21 24
Organizational leadership has an effect|on 2.86 .099
strategic change management
4 |26 |58 7

Source: Author (2013)
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Table 4.5 shows the effectiveness of channel ofraomcation of change initiatives. A

five-point Likert scale was used to interpret tlespondent’s extent. According to the
scale those statements which were strongly disdgmeee awarded 1 while those which
were strongly agreed were awarded 5. Within theicoom are 2 for disagreed, 3 for
neutral and 4 for agreed. Mean and standard dewiatiere used to analyze the data.
According to the researcher those statements withean close to 3.5 were rated as
agreed while those with a mean close to 3.0 weeslri®@ neutral or even not considered
at all. On the same note the higher the standaxdattlen the higher the level of

variations or dispersion among the respondents.

From the findings the respondents agreed that tbeisted an effective channel of
communication of change initiatives to all level§ the organization (M=3.54,

SD=0.911). The respondents further agreed thattsteliand culture of this organization
are always reviewed to reflect a change in strat@gy3.65, SD=0.621), there is
provision of sufficient resources in terms of timinancial and human by top

management to aid in strategic change managemet8.8@, SD=.026), there exists a
strong coordination between managers, employees ahdr stakeholders in the
management of strategic change (M=3.70, SD=0.5{HB, organization’s leadership
never considers both external and external facworstrategic change management
(M=3.26, SD=0.653), organizational leadership has eifect on strategic change
management (M=2.86, SD=.099).
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4.4 Leadership Attributes
Table 4.6: Leadership Attributes

Constructs

Mean

Standard

deviation

Leaders in this organization are
capable of using motivation to brir
about strategic change (servant

leadership).

g

[{@)

11

a7

27

3.760

672

Leaders in this organization are al
to inspire employees in pursuit to
bring about change

(transformational leadership)

ble

26

58

3.5435

.861

Leaders in this organization value
individual employees in pursuit to
bring about strategic change

(Strategic leadership)

48

37

3.519

.836

Leaders in this organization use

rewards and punishment in pursuit

to bring about strategic
change(transactional leadership)

5115

46

28

3.260

0.921

Leaders in this organization do not

initiate new ideas in their pursuit t¢
bring about strategic change
(transitional leadership)

O

4110

52

32

3.130

.058

Leaders in this organization emplg
empathy, healing as well as
listening in their pursuit to bring
about strategic change

(transactional leadership)

Dy

48

21

24

2.521

.006

Source: Author (2013)
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Table 4.6 below shows the extent to which the redpots agreed with the statements on
the leadership attributes and the management ditegic change within their
organization. From the findings, the respondentsedthat leaders in this organization
are capable of using motivation to bring abouttsgi® change (servant leadership)
(M=3.76, SD=0.672). The respondents further agtkatlleaders in this organization are
able to inspire employees in pursuit to bring abchdange (transformational leadership)
(M=3.544, SD=0.861), leaders in this organizatiafue individual employees in pursuit
to bring about strategic change (Strategic lead@rgM=3.519, SD=0.836), leaders in
this organization use rewards and punishment isyuto bring about strategic change
(transactional leadership) (M=3.26, SD=0.921), &adn this organization do not initiate
new ideas in their pursuit to bring about strategiange (transitional leadership)
(M=3.13, SD=.058) and leaders in this organizagamploy empathy, healing as well as
listening in their pursuit to bring about strategibange (transactional leadership)
(M=2.521, SD=.006).

4.5 Leadership skills

4.5.1 Acquisition of leadership skills

From the findings shown by table 4.7 below, 57.484he respondents acknowledged
that the banks management had built necessaryigtescto encourage the acquisition of
leadership skills in the management of strategange. Only 14.9% of the respondents
were not in agreement to this view. From theseifigel we can deduce that the
commercial banks have built necessary structureertoourage the acquisition of

leadership skills in the management of strategangke.

Respondents’ Knowledge on Existence of Structurexbling Acquisition of Leadership
Skills
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Table 4.7: Adequacy of leadership skills to providelirection

Description

Percentages

Existence of structures

enabling of acquisition

of leadership skills

Yes

No

57.4

14.9

Source: Author (2013)

Table 4.8 shows the response on whether leadetsnwihe commercial banks had

adequate skills to provide goal direction in thenagement of strategic change. From the
findings majority of the respondents (41.3%) agried there is adequacy of leadership
skills to provide direction, 8.7% strongly agre@d,7% were neutral 26.1% disagreed
and 2.2% strongly disagreed. From these findingscare deduce that the commercial

banks had adequate skills to provide goal directiorthe management of strategic

change.

Table 4.8: Summary Statistics on Respondents’ Knowtlge on Adequacy of

Leadership Skills to Provide Direction

Description Percentages

Adequacy of Strongly Disagree Neutral | Agree Strongly
leadership skills to | disagree agree
provide direction | 2.2 26.1 21.7 41.3 8.7

Source: Author (2013)
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Table 4.9: Leadership skills

Constructs 1 2 3 4 5 Mean| Standard
deviation
Leaders in this organization have 3.582 |.025

adequate skills to provide goal
direction in the management of
strategic change 2 27 22 43 6

Leaders in this organization 3.667 |.614
influence the efficiency of

employees in the process of
strategic change management 2 3 21 53 11

~—+

Leaders in this organization exhib 3.565 |.428
accumulated knowledge and
expertise within their domain of
operations with regard to the

management of strategic change 2|3 16 32 a7

There exists an invisible knowledge 3.504 |.839
network in this organization that
influences the management of

strategic change 2 |36 15 43 4

There exists a cross fertilising 3.4043| .042
process which facilitates the
knowledge and transmission among
relevant parts of the organization
especially with regard to the

management of strategic change | 7 12 18 52 11

Source: Author (2013)

Table 4.9 shows the extent to which the respondagteed with the statements on
effects of leadership skills on the management wétegic change within their

organization. From the findings the respondenteedjthat leaders in their organization
30




had adequate skills to provide goal direction ie thanagement of strategic change
(M=3.582, SD=.025). The respondents also agreet |zalers in their organization
influence the efficiency of employees in the praces$ strategic change management
(M=3.667, SD=0.614), Leaders in their organizagxhibit accumulated knowledge and
expertise within their domain of operations witlyaed to the management of strategic
change (M=3.565, SD=0.428), there exists an inMsitnowledge network in their
organization that influences the management otegjra change (M=3.504, SD=0.839)
and there exists a cross fertilizing process whiahilitates the knowledge and
transmission among relevant parts of the orgammagspecially with regard to the

management of strategic change (M=3.404, SD=0.042).

Disclosure of full intent of change by managemenb employees
Table 4.10: Summary Statistics of Respondents’ Viean Disclosure of Full Intent of

Change

Description Percentages of Responses
Disclosure of full intent | Yes No

of change

65.2 34.8

Source: Author (2013)

The study sought to determine whether the managemienthe commercial banks

disclosed the full intent of change to be impleredrib the employees. From the findings
as shown in table 4.10, 65.2% of the responderkscadedged that the management of
the commercial banks disclosed the full intent barmgye to be implemented to the
employees while 34.8% of the respondents disagfaedh these findings we can deduce
that the management of the commercial banks disdltise full intent of change to be

implemented to the employee.
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Extent of Disclosure of Intent of Change
Table 4.11: Summary Statistics of Respondents’ Viean Extent Of Disclosure of

Intent of Change

Description Percentages of Responses

Extent of Not at | Little Moderate | Great Very great

disclosure all extent extent extent extent
21.4 16.7 40.5 19.0 2.4

Source: Author (2013)

Table 4.11 shows the extent of disclosur¢hef full intent of change to be implemented.
40.5% of the respondents agreed to a moderateteRteA% disagreed, 16.7% agreed to
a little extent, 19% agreed to a great extent ad#lo2agreed to a very great extent. From
these findings we can conclude that disclosurethef full intent of change to be

implemented was made to a moderate extent.

4.6 Leadership Ethics
Table 4.12: Leadership Ethics

Constructs 1 2 3 4 5 Mean Standard
deviation
Leaders act with integrity in 3.54 | 0.077

pursuit of strategic change

There is an evaluation of 3.542 | 0.809
leaders ethical concerns across

the organization

There is a link between work 3.452 1 0.978

ethics and performance
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There is transparency of
organizational chain

management

18

49

23

3.500

0.999

Leadership ethicsromotes
trust in the change manageme

structure

2Nt

15

64

12

2.326

0.789

Leadership ethicss reflected in
thinking, attitudes, and actions
in management of strategic

change

21

14

a7

10

3.533

0.928

Source: Author (2013)

Table 4.12 shows the respondents level of agreemendtatements on the effect of
leadership ethics on strategic change managemerthgim organization. From the
findings the respondents agreed that leaders att iwiegrity in pursuit of strategic
change (M=3.54, SD=.077), there is an evaluatioleafiers ethical concerns across the
organization (M=3.452, SD=0.809), there is a limktvieen work ethics and performance
(M=3.452, SD=0.978), there is transparency of ogdional chain management
(M=3.50, SD=0.999), leadership ethics is refleatedhinking, attitudes, and actions in
management of strategic change (M=3.533, SD=0.9P®)wever, the respondents

disagreed with the statement that leadership etpimsnotes trust in the change

management structure (M=2.326, SD=0.789).
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4.7 Organization Leadership

Table 4.13: Organizational Leadership and Strategi€€hange Management

Description

extent to which

organizational

leadership

influences strategic

change

management

Percentages
Very great | Great extent| Moderate| Little No extent at
extent extent extent all
23 41 19 17 0

Source: Author (2013)

The researcher also requested the respondents dicatem the extent to which

organizational leadership influences strategic geamanagement in commercial banks.

From the findings 41% of the respondents indicatieat organizational leadership

influences strategic change management in Comnhdraiaks to a great extent, 23%

indicated to a very great extent, 19% indicated tooderate extent and 17% indicated to

a little extent. From the findings we can deducd thrganizational leadership influences

strategic change management in Commercial bankgteat extent.
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Table 4.14: Organizational Leadership Challenges

Statement 112 134]|5 c
Q
c IS
(-6 - —
5] T 3
= h S
They must mediate and reconcile the often- 0.77
conflicting expectations of constituents
3.654
4110(52|32|2
They lack direct hierarchical and reward 3.742 | 0.819
power
2134|145/16|3
The context amplifies resource dependency 3.432 |0.948
and shifting expectations
416 |47]24|19

Source: Author (2013)

Table 4.14 shows the extent to which leadershiftn@fcommercial banks was facing the
stated challenges in relation to strategic chang@agement. From the findings the
respondents strongly agreed that the commercidtsbarust mediate and reconcile the
often-conflicting expectations of constituents (M&3, SD=0.77). It was also

established that the commercial banks was lackiregtdhierarchical and reward power
(M=3.742, SD=0.819). Finally, the respondents agjtbat the context amplifies resource
dependency and shifting expectations (M=3.432, SO48).
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CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter presented the summary of key datanfysd conclusion drawn from the
findings highlighted and recommendation made there-The conclusions and
recommendations drawn were focused to establisletship attributes and management

of strategic change at commercial banks in Kenya.

5.2 Summary

In relation to the gender of the respondents, thelysfound that 59.6% of the
respondents were males while 40.4% of the respasderre female. This in part
explains the observance of gender equality andnadfive action by banks in Kenya.
Further, the studies found that majority of thepmeglents were graduates and others post
graduates. This shows that the respondents weteedietated and hence data collected
was reliable and credible.

5.2.1 Change Management

On the effectiveness of channel of communicatioshainge initiatives, the study found
that there was an effective channel of communioatiochange initiatives to all levels of
the organization. Structure and culture of thisaoigation are always reviewed to reflect
a change in strategy, there was provision of gefiic resources in terms of time,
financial and human by top management to aid etesic management of change, there
exists a strong coordination between managers,®mes and other stakeholders in the
management of strategic change, the organizatiteg@dership never considers both
external and external factors in strategic changeagement, organizational leadership
has an effect on strategic change management amd th an effective channel of

communication of change initiatives to all levelstee organization.
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5.2.2 Leadership style on strategic change managente
This study found that leadership styles of Comnagr@anks in terms of using

motivation to bring about strategic change (senlaatership), inspiring employees in
pursuit to bring about change (transformationadlégahip), valuing individual employees
in pursuit to bring about strategic change (Stiatégadership), using of rewards and
punishment in pursuit to bring about strategic geatiransactional leadership), initiating
new ideas in their pursuit to bring about stratethange (transitional leadership) and
practicing employee empathy, healing as well asrigg in their pursuit to bring about
strategic change (transactional leadership) is yadansideration that affects strategic
change management. This correlates with other edudhccording to Blanchard and
Hersey late 1960s model there is need to changgergap styles according to the

circumstances.

5.2.3 Leadership skills on strategic change managemt
The study found that that adequate skills to pregdal direction in the management of

strategic change, influencing efficiency of emplegen the process of strategic change
management, accumulated knowledge and expertigenwthieir domain of operations
with regard to the management of strategic chamgesible knowledge network that
influences the management of strategic change a&mdss fertilizing process which
facilitates the knowledge and transmission amongvamt parts of the organization
especially with regard to the management of stratelyange) are fundamental on the
organizational strategic change management. Ttagpported by literature from various
scholars. According to House and Howell, 1991 leadeust not only exercise influence,
but they must also decide when, where, and howenftte will be exercised to bring the

attainment of social goals.

5.2.4 Leadership ethics
The study found that the management of the Comailebpainks discloses the full intent

of change to be implemented to the employees, teaale with integrity in pursuit of
strategic change, there is an evaluation of leagkhisal concerns across the organization

there is a link between work ethics and performanitere is transparency of
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organizational chain management, leadership etviosflected in thinking, attitudes and
actions in management of strategic change.

However, the respondents disagreed with the statethat leadership ethics promotes
trust in the change management structure. Leagershills are important in
organizational strategic change management. Thssipported by literature from other
scholars. According to Moberg (2003) Ethical conserare an important area in
organization management and there is a need tblisstathical structures, processes and

performance measures in organizations.

5.2.5 Organizational leadership

This study established that organizational leadershfluences strategic change
management in Commercial banks to a great exténtvak also revealed that the
commercial banks must mediate and reconcile thenafonflicting expectations of
constituents. It was also established that thenoeroial banks were lacking direct
hierarchical and reward power. Finally, the stddynd that the context amplifies

resource dependency and shifting expectations.

5.4 Conclusions and Policy recommendations
For strategic change to be managed properly withmmks and in particular the
commercial banks, the following aspects about dmgdional leadership should be

considered.

First the study recommends that, the banks shaddre that there are effective channels
of communication of change initiatives at all levelf the banks. This can be achieved
through change of the banks strategic approachh&mge. Secondly, the researcher
recommends that the leaders should also ensurethibeg exists strong coordination
between managers, employees and other stakehoidén® management of strategic

change. This can also be achieved through conceffieds of working as a team.

On leadership style, the study recommends thatethgers within the banks should be

able to share the vision with their employees avemns of bringing about strategic
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change. This can be achieved through a reviewefdadership styles to embrace this.
The study further recommends that the leaders drembploy use of motivation to bring
about strategic change. This can also be achielmemigh a review of the existing
leadership styles.

On leadership ethics, the study recommends thatedmders consider putting in place
intellectual structure in strategic change managerokthe banks. This can be achieved
through review of leadership skills possibly videther training and career development.
The study further recommends that leaders be egdippth adequate skills to provide
goal direction in the management of strategic ckargurther training and career

development may be used to enhance leadership.skill

Finally, the study recommends that the leadersldhmansider integrity as the principle
virtual in all their pursuits and in particular whenanaging the banks resources. This can
be realized vide pushing for a culture shift withie banks. Evaluation of the ethical
concerns within the banks should also be considefbis can be realized through

nurturing of work ethics and particularly in thadkers thinking, attitudes and actions.

5.5 Limitations of the Study

During the study a number of limitations were emdeted. This include having very
little time with the respondents to inquire veryedl into a number of issues because
most of the respondents had allocated a few miraftéisne due to their very tight time
budgets. In addition, some of the respondents Wwesdéant to divulge all the information

despite being assured of anonymity and the udeeodlata only for educational purposes.

5.6 Recommendations for further studies
The researcher recommends that research be doteadership styles and leadership
skills in other institutions in the public institahs with a view of finding out whether the

results can be generalized.
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APPENDICES

APPENDIX I: INTRODUCTION LETTER
Kevin O Ojwang

University of Nairobi
School of Business
P.O Box 30197- 00100,
Nairobi

September, 2013

Dear Sir/ Madam,

RE: DATA COLLECTION

| am a student undertaking a degree in Masterausiri@ss Administration at the
University of Nairobi. | am carrying out a resdaan ‘feadership attributes and

management of strategic change at commercial banks Kenya”.

You have been selected to form part of the studgaedents. This is to kindly request
you to respond to the interview | will conduct. Tinéormation you provide will be used

solely for academic purposes and will be treatati wimost confidence.

A copy of the final report will be availed to yopan request. Your assistance will be

highly appreciated.

Yours truly,

Kevin Ojwang’ Prof. Martin Ogutu
Researcher Supervisor
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APPENDIX Il
QUESTIONNAIRE

Serial NO......cooii i

The questionnaire is meant to collect information teadership attributes and
management of strategic change at commercial banksenya. Kindly answer the

guestions by writing a brief statement or ticking the boxes provided as will be
applicable. The information provided will be treétas strictly confidential and at no
instance will your name be mentioned in this regealhis research is intended for an

academic purpose only.

SECTION A: GENERAL INFORMATION
1. Indicate your gender. Tick/{ one a)Male[ ] b) Female [ ]
2. Indicate your appropriate age bracket. (Peasgtiglone)

a) 24 yrs. and below [ ] b) 25-29 [ ]
c) 30-34 [ ] d) 35-39 [ ]
e) 40-44 [ ] f) 45-49 [ 1]

g) 50 yrs. and above [ ]
3. Kindly indicate your highest level of educationaliatjfication (tick (1) where
appropriate).
a) Secondary education|[ ] b) Certificateipl@ma [ | c¢) Graduate [ |
d) Postgraduate [ ]
4. How many years have you worked for this bank? (Tickwhere appropriate).
a) Less than 5 Years [ ] b) 5-10 Years ][
c) 11-15 Years [ ] d) 16-20 Years [ |
d) More than 20 Years [ ]
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SECTION B: CHANGE MANAGEMENT

5. Kindly indicate the extent to which you agree wvittle following statements on
change management in your organization? Key: tongly disagree; 2 = disagree; 3
Neutral; 4 = Agree; 5 = Strongly Agree.

No Statement 1 2 3 4 5

5(i)) | There’s an effective channel of communicatodn
change initiatives to all levels of the organizatic

o

5(ii) | Structure and culture of this organizatioe ar

always reviewed to reflect a change in strategy

5(iii) | There’s provision of sufficient resources in terms
of time, financial and human by top management

to aid in strategic management of change

5(iv) | There exists a strong coordination between
managers, employees and other stakeholders fin
the management of strategic change

5(v) | The organization’s leadership never considers
both external and external factors in strategic

change management

5(vi) | Organizational leadership has an effect on

strategic change management
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SECTION C: LEADERSHIP STYLE

6. Comment on the following statements about the &ffetthe following components
of leadership styles on the management of stratdaage within your organization.
Use a scale of 1-5 where: 1- Strongly disagreeDigagree; 3- Neither agree or

disagree; 4- Agree and 5- Strongly agree

No Statement 1 2 3 4 5

6(i) Leaders in this organization are capable ohg

1°2)

motivation to bring about strategic change (servant

leadership).

6(ii) Leaders in this organization are able to shasion
as a means of bringing about strategic change

(transformational leadership)

6(iii) Leaders in this organization are able to pins
employees in pursuit to bring about chamnge
(transformational leadership)

6(iv) Leaders in this organization value individual
employees in pursuit to bring about strategic

change (Strategic leadership)

6(Vv) Leaders in this organization use rewards fand
punishment in pursuit to bring about strategic

change (transactional leadership)
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SECTION D: LEADERSHIP SKILLS
7 (a) has the management build necessary structiresncourage the acquisition of
leadership skills in the management of strategange?

Yes [ ] No [ 1]
7 (b). To what extent do you agree with the follogvistatements about the effects of
leadership skills on the management of strategimgl within your organization? Use a
scale of 1-5 where: 1- Strongly disagree; 2- Disag3- Neither agree or disagree; 4-
Agree and 5- Strongly agree

No Statement 1 2 3 4 5

7b(i) | Leaders in this organization have adequate
skills to provide goal direction in the

management of strategic change

7b(ii) | Leaders in this organization influence the
existence and efficiency of employees in the
process of strategic change management

t

7b(iii) | Leaders in this organization exhib
accumulated knowledge and expertise within
their domain of operations with regard to the
management of strategic change

7b(iv) | There exists an invisible knowledge network
in this organization that influences the

management of strategic change

7b(v) | There exists a cross fertilising process whic
facilitates the knowledge and transmissjon
among relevant parts of the organizatjon
especially with regard to the management of

strategic change

7b(vi) | There exists an intellectual structure chenyg

strategic change management of this

organization
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SECTION E: LEADERSHIP ETHICS

8 (a). Does the management disclose the full inbérmhange to be implemented to the
employees? Yes [ ] No [ 1]

8 (b) If yes, to what extent? Very great extentGreat extent [ ]

Moderate extent [ ]
Little extent [ ]
Not at all [ ]

8 (c). What is your level of agreement with theldaling statements on the effect of
leadership ethics on strategic change managemsafiumnorganization? Use a scale of 1

to 5 where 1 is strongly agree and 5 is strongipgliee

No Statement 1 2 3 4 5

8c(i) | Leaders act with integrity in pursuit of g&gic

change

8c(ii) | There is an evaluation of leaders ethicaiaerns

across the organization

8c(iii) | There is a link between work ethics and

performance

8c(iv) | There is transparency of organizational chai

management

8c(v) | Leadership ethicpromotes trust in the change

management structure

8d(iv) | Leadership ethicsis reflected in thinking
attitudes, and actions in management of strategic

change
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9. To what extent does organizational leadership @mfae strategic change management
in Commercial banks of Nairobi?

Very great extent [ ]

Great extent [ ]
Moderate extent [ ]
Little extent [ ]
Not at all [ ]

10.To what extent does the leadership of your orgaoizdace the following challenges

in relation to strategic change management?

No Statement 1 2 3 4 5

They must mediate and reconcile the often-

conflicting expectations of constituents

They lack direct hierarchical and reward power

The context amplifies resource dependency |and
shifting expectations

THANK YOU FOR YOUR TIME AND PARTICIPATION
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APPENDIX Il
SAMPLING FRAME

. African Banking Corporation Ltd.

. Bank of Africa Kenya Ltd.

. Bank of Baroda (k) Ltd

. Bank of India

. Barclays Bank of Kenya Ltd.

. CFC Stanbic Bank Ltd.

. Charterhouse Bank Ltd - Under Statutory Managgme
. Citibank N.A Kenya

. City Finance Bank Ltd.

. Commercial Bank of Africa Ltd.

. Consolidated Bank of Kenya Ltd.
. Co-operative Bank of Kenya Ltd.
. Credit Bank Ltd.

. Development Bank of Kenya Ltd

. Diamond Trust Bank (K) Ltd.

. Dubai Bank Kenya Ltd.

. Ecobank Kenya Ltd

. Equatorial Commercial Bank Ltd.
. Equity Bank Ltd.

. Family Bank Ltd

. Fidelity Commercial Bank Ltd

. Fina Bank Ltd

. First community Bank Limited

. Giro Commercial Bank Ltd.

. Guardian Bank Ltd

. Gulf African Bank Limited

. Habib Bank A.G Zurich
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28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42.
43.
44,

Habib Bank Ltd.

Housing Finance Ltd

Imperial Bank Ltd

Investment & Mortgages Bank Ltd
Kenya Commercial Bank Ltd
K-Rep Bank Ltd

Middle East Bank (K) Ltd

National Bank of Kenya Ltd
Oriental Commercial Bank Ltd
Paramount Universal Bank Ltd
Prime Bank Ltd

Savings & Loan (k) Ltd

Southern Credit Banking Corporation Ltd.
Standard Chartered Bank (K) Ltd
Trans-National Bank Ltd

United Bank of Africa

Victoria Commercial Bank Ltd

Source: Central Bank of Kenya (Licensed Banks 2009)
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