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ABSTRACT 

In the year 1990, the Kenya government enacted the Export Processing Zones (EPZ) 

Act (Cap 517, Laws of Kenya) which gave birth to Kenya’s EPZ programme and the EPZ 

Authority (EPZA) as the body mandated to implement and manage the EPZ programme. 

EPZs play a vital role in stimulation of economic development in host countries.  However, 

Kenya’s EPZ performance statistics for the years 2005 – 2009 showed an underperformance 

by many of the enterprises.  In fact, during that period, the EPZ enterprises cumulatively 

purchased less than 24% of their raw materials from local suppliers, thirty enterprises closed 

down and up to eight thousand jobs were lost.  Leadership styles have a great deal of 

influence on the performance of organizations and the under performance of the EPZ 

enterprises in Kenya brought into question the effectiveness of the styles of leadership among 

them.  It is with this in mind that, the research was undertaken.  The research was carried out 

as an explanatory case study and used techniques such as desk research, questionnaires and 

personal interviews.  The target population comprised one hundred and thirty one top-level 

managers of thirty four enterprises operating at the Athi River EPZ in Kenya.  Samples were 

collected from eleven EPZ enterprises achieving a response rate of 57.1%.  The respondents 

included different nationalities and genders.  Eight of the corporate leaders were found to 

exhibit democratic leadership style, two exhibited autocratic leadership style and one 

exhibited laissez-faire leadership style.  Expert views were also collected from staff of the 

EPZA and Kenya Revenue Authority (KRA) stationed at the zone.  Notably, the majority of 

respondents indicated that their corporate leaders exhibited attributes of effectiveness. The 

study also identified environmental factors that were influencing the performance of the 

enterprises and the effectiveness of their leaders.  It is envisaged that the results and 

recommendations made would contribute not only to new knowledge on leadership styles in 

Kenya’s EPZs, but would help address pertinent issues that continue to hinder good 

performance and leadership effectiveness among the EPZ enterprises. 
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CHAPTER ONE 

INTRODUCTION AND BACKGROUND TO THE STUDY 

Introduction 

This chapter provides an overview of the background of study, the problem statement, 

the research questions, the research objectives, the significance and scope of the study.  

Definitions and key terms are also provided at the end of the chapter. 

Background 

Leadership 

Leadership has long been the subject of intense interest and debate among scholars and 

corporate captains alike.  According to Northhouse (2007), leadership is a process through 

which an individual exerts influence on a group of people for the purpose of achieving a goal.  

He argues further that the success of an organization can in part be attributed to the efforts of 

the firm’s employees alongside the leadership styles as practiced within the organization and 

strategies adopted on resources allocation.  Nieman and Bennett (2004, p. 113), on the other 

hand, define leadership as “the process of influencing employees in order to get them to 

perform in such a way that the organisational objectives can be achieved”.  Kakabadse, A., 

Bank, J. and Vinnicombe, S. (2004) on the other hand, argue that we can also isolate three 

integral features of leadership i.e. leadership involves influence; leadership involves both the 

leader and follower(s); leadership implies that the leader and follower(s) are jointly seeking to 

achieve certain goals or objectives.  This study focused on the effectiveness of the corporate 

leadership within the context of EPZ enterprises.  For the purpose of this study, therefore an 

effective leader was defined as an individual who exercises influence over a group of 

followers and in the process drives them towards achieving a common direction and purpose.   

Leadership and management 

Sadler (2003) sees leadership as requiring trust of judgement.  He further opines that 

leadership seeks to motivate performance, reassures followers at times of anxiety and in 
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practise is intertwined with other roles in which Authority is exercised.  Sadler contends that 

these aspects of leadership are what distinguish it from other positions of authority such as 

those occupied by politicians, military heads, bureaucrats, experts and corporate heads.  

Similarly, we find that managers and leaders are very different kinds of people in terms of the 

attitudes that they exhibit towards goals, their conceptualization of work, the relationships 

they develop with others, and their sense of self (Kellerman, 1999).  These aspects are 

explored further in chapter two. 

Kellerman further opines that, whereas managers have passive attachment to goals, 

leaders adopt personal approaches encompassing visions and beliefs.  In terms of work, 

managers prefer compromise while leaders seek radical approaches and creativity in their 

work.  With regard to their relations with others, managers exhibit a low level of emotional 

attachment while leaders have a high sense of intuitiveness and emotional attachment.  In 

terms of their sense of self, managers are known to adapt to circumstances while leaders strive 

to change the status quo or make sense out of it.  The distinction between the roles and 

practices of managers and leaders was important in this study especially in determining the 

intertwined roles that they play on leadership styles among the corporate captains. 

Leadership styles 

Various models were reviewed that explained the different types of leadership that 

exist.  Some contemporary approaches to categorizing leadership include, but are not limited 

to: trait theories; contingency theories; transformational theories; and behavioural theories.  

This study focused on leadership styles hence it was important to understand the behavioral 

theories and the autocratic-democratic-laissez faire continuums as they would form the basis 

of the study.  More theories and models were interrogated in chapter two of this proposal. 

Northhouse (2009) in advancing the behavioural leadership model, identifies four key 

leadership styles as being common among leaders namely: Directive leadership; Supportive 
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leadership; Achievement-oriented leadership; and Participative leadership.  He argues that 

leaders usually fell into one of these categories.  On the other hand, Nieuwenhuizen and 

Rossouw (2009) contend that the more common styles in the behavioural approach are: 

Autocratic or task oriented leaders; Democratic or employee oriented leaders; Theory-X 

leaders; and, Theory-Y leaders.  Nieuwenhuizen and Rossouw also support the path-goal 

model of leadership model developed by arguing that, given situational variables, effective 

leaders would likely select from among four leadership styles, namely supportive; directive; 

achievement; or participative. 

Earlier, however, Kurt Lewin had identified three common styles of leadership 

namely: autocratic, democratic and laissez faire (Lewin, Lippit & White, 1939).  The primary 

approach of this classification focused on the manner in which leaders handle power authority 

relationships within their organizations leadership styles.  Pioneering research later referred to 

as the University of Iowa Studies was conducted into these leadership styles resulting in their 

characterization as follows: An autocratic leader is one who makes decisions with little or no 

regard to the views of his/her subordinates; A democratic leader is one who seeks the views 

and participation of his/her subordinates in the decision making process; A laissez faire 

leadership style is one which delegates decision making to subordinates and does not interfere 

with the execution nor outcome.  The laissez-faire leader is seen as being detached from the 

actual role of leadership, but is also be perceived as one who has complete faith in the 

subordinates ability to function independently (Lewin, Lippit & White, 1939; Lippit & White, 

1943).   Later studies by Longenecker et al. (2006) confirmed the findings of the earlier 

studies as well as the contention that democratic leaders are usually more successful in 

achieving organizational objectives.  Gitman and McDaniel (2008) also agree that these three 

styles of leadership i.e. autocratic, democratic and laissez-faire, are the most common styles 

of leadership.  This study therefore dwelt on these three leadership styles as they were 
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sufficiently broad enough to encompass aspects of various leadership models while at the 

same time providing a clear insight into commonly observed styles of leadership.  

Export Processing Zones and Export Processing Zones enterprises 

The concept of Export Processing Zones (EPZs) gained currency around the world in 

the 1960s when EPZ programmes began taking root in countries such as Bangladesh, India, 

Mauritius, Mexico, South Korea, Taiwan and Togo.  Whereas, in 1975, an estimated 0.8 

million people were already working in EPZs across 25 countries, by 1997 the number of 

countries with the EPZ programmes had reached 102 and 847 EPZs had been established.  

These 847 EPZs were providing direct employment to an estimated 4.5 million people, 

(WEPZA, 1997).  

Kenya’s EPZ programme was established in 1990 as part of initiatives towards export 

development.  This followed the enactment the EPZ Act (Cap 517, Laws of Kenya) which 

also created the Export Processing Zones Authority (EPZA) as the body mandated to 

implement and manage the programme.  In Kenya an EPZ is defined as “a designated part of 

Kenya where any goods introduced are generally regarded insofar as import duties are 

concerned, as being outside the customs territory but are duly restricted by controlled access” 

(Carr & Williams, 2010, p. 43).  Further, the objectives of Kenya’s EPZ programme are “to 

promote exports; foreign exchange earnings; transfer of technology and skills; employment 

creation and enhancement of industrialization” (Carr & Williams, 2010, p. 43).  According to 

EPZA (2010) as at the end of December 2009, Kenya already had 41 zones established and 

hosting 83 operational EPZ enterprises.  The EPZ enterprises were engaged in a variety of 

export oriented activities classified under Manufacturing/Processing, Commercial, Services or 

as Zone Developer/Operator licenses.  As at the same date, the total value of investments 

within Kenya’s EPZs stood at Ksh. 21.5 billion while local direct employment was at 30,115.   

Kusago and Tzannatos (1998) argue that EPZs were established by governments to 

primarily attract export oriented investments.  In the process it was intended that EPZ 
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enterprises would create linkages with the domestic economies of the host countries.  Such 

linkages stimulate economic development through the use of local raw materials as well as 

sub-contracting production of certain components to local firms.  Harris (1994) opined that in 

organizational terms, linkages are structured relationships that occur between different 

organizations operating within value chains.  Further, Harris contended that these linkages fell 

into three categories namely: horizontal, vertical and diagonal (lateral).  Fornahl, D., Henn, S. 

& Menzel, M.P. (2010) explain that: Horizontal linkages occur between organizations at the 

same level of production within a value chain e.g. commercial banks coming together to 

finance a single project; Vertical linkages occur between organizations operating at different 

levels of production within a value chain e.g. supply arrangements between producers of 

primary goods, intermediate goods and final goods; Diagonal linkages occur between 

organizations in different value chains e.g. research agreements between universities and 

corporations.  According to Weigel, D. R. et al. (1997), an EPZ enterprise is said to be 

involved in “forward linkages” when it supplies goods or services to firms in the domestic 

economy.  On the other hand, “backward linkages” involve an EPZ enterprise sourcing goods 

or services from suppliers in the domestic economy.  Backward linkages are especially 

desirable to countries that host EPZs due to the direct benefits that they give to the local 

economy.  In Kenya, the domestic economy is the area of the country that is governed by the 

domestic tax regime and not under t he jurisdiction of the EPZ Act (EPZA, 2010).  

Problem statement 

When the government of Kenya established the EPZ programme in 1990, it sought to 

attract export oriented investments that would catalyze Kenya’s economic development.  As 

such attractive incentives were offered to investors to create a business environment within 

which such businesses would prosper (EPZA, 2005).  However, EPZ statistics indicate a 

different story.  Employment in Kenya’s EPZs fell from 38,851 in the year 2005 to 30,623 in 

the year 2009.  Thirty EPZ enterprises closed shop in the same period and local raw materials 
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usage accounted for only 16%, 20%, 17%, 21% and 24% respectively resulting in loss of 

foreign exchange to imports.  Similarly, EPZ exports declined from Ksh. 27.40 billion in 2007 

to Ksh. 23.95 billion in 2009.   

Northhouse (2009) on the other hand argues that leadership influenced the 

development and execution of both corporate policy and strategies which in turn determined 

organizational performance.  Kaplan and Norton (2001) support this view indicating further 

that firms with effective leadership were more likely to meet their objectives than those with 

ineffective leaders who also exhibited failed strategies.  It followed therefore that the 

significant number of failed EPZ enterprises, the declining performance and resultant failure 

to meet the objectives of the EPZ programme were impacting negatively on Kenya’s 

economic growth and efforts to achieve the Vision 2030 and could therefore be attributed to 

ineffective leadership styles among the EPZ enterprises.  

Notably, very few studies had been carried out on the subject of effectiveness of 

leadership styles in Kenya and none on the context of Kenya’s EPZs.  A knowledge gap 

therefore existed and this research which would help fill this gap by providing useful 

knowledge on the prevalent leadership styles in the EPZs and their effectiveness even as it 

sought to examine how this effectiveness was affected by various environmental factors and 

in the process making recommendations to foster greater effectiveness. 

Purpose of the study 

This study sought to explore and establish the predominant leadership styles among 

Kenya’s EPZ enterprises and examine their effectiveness.  It further sought to establish and 

recommend strategies to foster effectiveness of leadership styles among Kenya’s EPZ 

enterprises. 

Daystar University Repository

Library Archives Copy



 

18 

 

 

 

Objectives 

The specific objectives were: 

1. To establish new knowledge on leadership styles as practiced among Kenya’s EPZ 

enterprises; 

2. To assess the effectiveness of leadership styles among Kenya’s EPZ enterprises; 

3. To identify factors in the business environment that influenced the effectiveness of 

leadership styles among Kenya’s EPZ enterprises; 

4. To recommend strategies that can help improve on the effectiveness of leadership 

styles among Kenya’s EPZ enterprises. 

Research questions 

1. What leadership styles were being practiced in Kenya’s EPZ enterprises? 

2. How effective were the leadership styles being practiced among Kenya’s EPZ 

enterprises? 

3. What factors in the business environment influenced the effectiveness of 

leadership styles among Kenya’s EPZ enterprises? 

4. What strategies can help improve the effectiveness of leadership styles among 

Kenya’s EPZ enterprises? 

Significance of the study 

The significance of the study was that it would lead to the development of new 

knowledge in the subject matter of leadership styles among Kenya’s EPZ enterprises.  It 

would also provide an assessment of the effectiveness of leadership styles among Kenya’s 

EPZ enterprises.  The study would further assist in the identification of factors in the business 

environment that influenced the effectiveness of leadership styles among Kenya’s EPZ 

enterprises and help in developing recommendations on strategies that can help improve on 

the effectiveness of the leadership styles among Kenya’s EPZ enterprises. 
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Assumptions 

The study was based on the following assumptions: 

1. The EPZ corporate leaders had different leadership styles; 

2. The top-level managers of the EPZ enterprises were assumed to be the leaders of 

the corporate vision of their organizations; 

3. The targeted respondents would respond within the required time and provide 

honest answers to the questions asked; 

4. The study would not be negatively affected by any extraneous factors. 

Scope of study 

According to Murray (2003), the scope of a research study defines the time covered by 

the study, the contributions to be made by the study and the events on which it focuses.  For 

purposes of this study the period covered were the years 2007 – 2009.  The study focused on 

the aspect of effectiveness of leadership styles among the EPZ enterprises at Athi-River EPZ 

which had been in operation for at least three years.  The unit of analysis in this case was the 

corporate leadership of the EPZ organizations and the selected organizations were Kenya’s 

EPZ enterprises located at the Athi-River EPZ - a multi-enterprise zone that hosts a variety of 

sectors in operation.  A list of top-level managers of firms established at the Athi-River EPZ 

therefore provided a good sampling frame for carrying out the study across the different 

sectors. 

Limitations 

This study had the following limitations:  

1. The three-year period reviewed was long and it would be challenging to gather 

primary data; 

2. There was a likelihood of high employee turnover at the EPZ enterprises and some 

critical data may not have been found; 

Daystar University Repository

Library Archives Copy



 

20 

 

3. Some of the EPZ enterprises targeted for sampling may have ceased to operate 

during the period of study. 

Delimitations 

This study had the following delimitations:  

1. Existing secondary data would complement the primary data collected; 

2. Records of critical data on the EPZ enterprises were available from the EPZA and 

KRA archives; 

3. Only enterprises that had been in operation for more than three (3) years would be 

sampled as these were considered relatively mature and stable firms. 

Definition of key terms 

The following are key terms and meanings that were used in this study: 

Backward Linkages: A business relationship, transactional in nature between 

an EPZ enterprise and a local supplier (Madani, 1999). 

Domestic Custom’s Territory:  An area which is geographically past of Kenya, but not 

gazetted as an EPZ (EPZA, 2008). 

Export Processing Zone: A geographical area gazetted under the EPZ Act in 

which EPZ enterprises operate (EPZA, 1990). 

EPZ Act: The Export Processing Zones Act, Cap 517, Laws of 

Kenya (EPZA, 1990). 

Export Processing Zones Authority: A body corporate established under the EPZ Act and 

mandated to manage and implement the EPZ program 

(EPZA, 1990). 

EPZ enterprise:  A business entity licensed by the EPZ Authority to carry 

out EPZ Activities (EPZA, 1990). 
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EPZ Business Service Permit: A permit issued to non-EPZ enterprises wishing to set up 

in the EPZs to provide services to the EPZ enterprises 

and employees (EPZA, 2009). 

EPZ License: An official document issued by EPZA to an EPZ 

enterprise allowing the EPZ enterprise to undertake EPZ 

activities (EPZA, 1990). 

EPZ programme: The Export Processing Zones Program as established 

under the EPZ Act (EPZA, 1990). 

Leadership:  The corporate leaders within the EPZs. 

Local supplier: A non-EPZ business entity based in Kenya which 

supplies goods or services to an EPZ enterprise. 

Research: “A purposeful search for knowledge and understanding 

of social and physical phenomenon” (Kumar, 2008, p. 1). 

Research design: A written plan of action guiding collection of data and 

analysis during the research (Kumar, 2008). 

Research method(s): The technique(s) used by the researcher to carry out the 

study (Kumar, 2008). 

Research methodology: “A way to systematic solve research problems” (Kumar, 

2008, p. 5). 

Summary 

This chapter focused on the introduction and background to the study of effectiveness 

of leadership styles in global, regional and Kenyan EPZ enterprises and how these affect the 

performance of organizations.  The subsequent chapter will highlight the existing literature on 

effectiveness of leadership styles in the corporate world and how they inform on the situation 

in Kenya’s EPZs. 
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CHAPTER TWO 

LITERATURE REVIEW 

This chapter provides an overview of literature from various studies that have been 

carried out on the topical-matter of effectiveness of leadership styles.  The theoretical 

framework behind the study is also included at the end of the chapter. 

Overview of leadership theories 

According to Craner (1996), some of the key theories that are the subject of discourse 

among scholars on the subject of leadership include: Great man theories; Trait theories; Power 

and influence approaches; Behaviourist theories; Situational leadership; Contingency theory; 

Transactional theory; Attribution theory; and, Transformational theory.  These theories sought 

to explain the various approaches to leadership practice as exhibited by leaders in studies that 

have been conducted on the subject of leadership (Northhouse, 2007).  These theories are 

described as follows:  

Great man theories. These theories propose that leaders are born, posses exceptional 

qualities and are destined to lead.  According to Bass (1990), proponents of the great man 

theories hold that individuals hold varying degrees of intelligence, energy and moral force.  

That some individuals among the masses have superior possession of these attributes and 

hence lead the masses.  Examples of leaders who have been seen to qualify this theory include 

Jesus Christ, Martin Luther King and John F. Kennedy (Cawthon, 1996). 

Trait theories. These theories lay emphasis on the personal characteristics and 

attributes of leaders while proposing that these are responsible for their success.  According to 

Zalzenik (1992), an individual’s personality has a direct bearing on their ability to lead and 

the personality is embedded in the characteristics and attributes of the individual and thus 

leaders have superior personality to those that they lead.  Trait theorists propose traits such as 

intelligence, extroversion, achievement orientation, age and experience among others as being 

inherent in effective leaders (Kakabadse et al., 2004).  
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Power and influence approach. This approach focuses on how individuals use or react 

to the use of power and influence within an organization.  According to Victor (1992) 

traditional theorists propose that leadership power is one-dimensional and can be derived 

from one of five bases i.e. Coercive, Expert, Referent, Reward and Legitimate.  Coercive 

power rests on the leaders ability to force an employee to perform certain tasks at the threat of 

punishment; Expert power arises from the perception by subordinates that a leader possesses 

superior technical skills or knowledge; Referent power arises from subordinate respect for the 

leader and a desire to emulate them; Reward power is based on the leader’s ability to offer 

some reward to subordinates who comply with instructions; Legitimate power arises from the 

subordinates belief that the leader has the right to issue instructions to them.  According to 

Alanazi and Rodrigues (2003), however, power can be multi-dimensional i.e. can be derived 

from multiple bases such as a combination of those just stated and cultural dimensions.  

Situational leadership model. This model characterizes the leadership style adopted 

based on the specific circumstances of its application.  Tannenbaum and Schmidt (1973) 

proposed this model while arguing that leadership style was subject to the forces inherent in 

the manager, employees and situation.  They argued that, while traits and behaviour were 

important ingredients of leadership, the situation in which it happened was just as important.  

An example of this theory is the path-goal theory developed by House in 1971 (Morill, 2007). 

Contingency theory. This theory combines situational variables with the situational 

leadership model thus contending that leaders will adopt a given leadership style based on a 

unique set of circumstances.  It proposes that by identifying the unique factors that in a task 

situation, one can predict the most appropriate leadership style for that task to be 

accomplished (Stoner et al., 1995). 

Transactional theory. The theory approaches leadership on the basis of the 

deliverables in the relationship between leaders and followers.  This theory proposes that 
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transactional leaders are concerned with the managing individual or team performance as a 

means to achieving the organization’s objectives.  Transactional leaders are said to have 

abilities and skills that make them more adept at modifying or adapting their leadership styles 

to fit the required situation.  The theory proposes that maturity and sense of purpose are key to 

accomplishment of given tasks (Kakabadse et al., 2004).   

Attribution theory. This theory lays emphasis on the power and factors that influence 

followers to assign leadership to an individual.  Proponents of this theory argue that 

individuals develop certain opinions about events and observations.  That some of these 

opinions are common and relate to the behaviour of certain individuals who shape these 

events.  Consequently, the individuals attribute certain leadership qualities to these individuals 

who become their leaders (Winkler, 2009). 

Skills approach. This approach proposes that effective leaders have certain skill sets 

that set them apart from ineffective leaders and their followers.  Also referred to as a 

capability model, the skills approach argues that the leader’s problem solving skills are a 

critical asset in enhancing organizational performance.  It encompasses five (5) aspects i.e. 

“competencies, individual attributes, leadership outcomes, career experiences and 

environmental influences” (Northhouse 2009, p. 44).  

Transformational theory. This theory lays emphasis on the role of leaders in 

envisioning and transforming organizations.  According to Zalzenik (1992), transformational 

leaders are viewed as being magnetic, charming and visionary.  Transformational leaders lead 

from the front.  They advocate change of attitudes and cultures among the followers while at 

the same time focussing on the “needs, values and morals of the followers” (Northhouse 

2009, p. 187). 

Leadership orientation model. This model views leaders as differing in their 

orientation towards tasks, people and operations.  Task oriented leaders are identified as 
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people oriented and tend to work closely with employees in order to ensure that the task at 

hand is completed on schedule and as per requirements.  People oriented leaders are keen to 

motivate employees in order to bring out the desirable qualities without controlling or micro-

managing them.  Operation oriented leaders lay greater emphasis on the structures and 

processes within an organization as a way of ensuring the completion of given tasks (Stoner et 

al., 1995). 

Leader-member exchange theory. This theory holds that leaders can retain their 

leadership positions by establishing informal relationships with subordinates through which 

they can maintain control of the organization.  Such leaders develop informal agreements with 

select groups of staff who are referred to as in-groups at the expense of an out-group which 

wield little influence within the organization (Northhouse, 2009). 

Leadership levels 

Leaders provide direction and guidance to their organization and exhibit influence 

over followers.  In the opinion of Maxwell (2005), leadership can be observed to be practiced 

at different levels within the society including at the levels of Position, Permission, 

Production, People development and Personhood.  These levels indicate the basis or source 

from which leadership arise.  Leadership is practised at different levels within the society, 

hence, understanding this leadership levels will help in assessing the basis of leadership styles 

within the EPZ enterprises.   

Similarly, Charan (2005) addresses the issue of leadership levels, contending that 

leadership is an individual undertaking, one that can be mentored, but not taught.  Both 

Charan (2005) and Maxwell (2005) contend that these levels are characterized by: At position 

level, leadership results from the pecking order or title held e.g. the pope, a school prefect or 

the president of the United States of America; At permission level, leadership is based on 

relationships and is granted by the followers e.g. a father as the head of a nucleus family unit; 

At the production level, leadership arises from a group’s need for an individual to guide them 
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towards accomplish certain results e.g. a corporate chairman; In terms of people development, 

leadership is derived from one’s ability to empower followers into superior performance e.g. 

the elected chairperson of a savings and credit cooperative society; At personhood level, 

leadership is obtained from a lifetime’s leadership achievement e.g. Nelson Mandela, 

Mahatma Gandhi or Mother Teresa. 

Leadership and culture 

Leadership can also be seen in terms of the context in which it is practised.  

Considering that that leaders operate within the context of the wider society, it is important to 

analyze the relationship between culture and leadership.  Hofstede (2001) advanced five 

cultural dimensions namely: Power distance; Uncertainty avoidance; Individualism versus 

collectivism; Masculinity versus femininity; and, Long-term versus short-term orientation.  

Hall and Hall (2004) advanced four cultural dimensions namely: Context orientation; Space 

orientation; Time orientation; and, Speed of information.   

Trompenaars (2003) on the other hand proposes seven cultural dimensions namely: 

Universalism versus particularism; Individualism versus collectivism; Neutral versus 

affective; Specific versus diffuse; Achievement versus ascriptive; Sequential versus 

synchronic; and, Internal versus external control.  The leadership among Kenya’s EPZ 

enterprises are drawn from people of different cultural backgrounds.  These dimensions will 

provide important insight into the differences in cultural context of the different leaders as 

well as the leadership styles practised by the people from these cultures. 

Leadership and gender 

Eagly and Johannesen-Schmidt (2001) contend that the leadership styles of men and 

women differ significantly.  They opine that since men have held leadership roles for a much 

longer time than women, their leadership styles are well defined and largely known.  With the 

growing trend of women getting into leadership roles, it is becoming increasingly necessary to 

study their leadership styles in light of the differences in personal attributes that exist between 
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men and women.  In the context of the EPZ enterprises, understanding the aspect of 

leadership and gender will come in handy in assessing whether there are distinctive 

differences in the decisions made by the two genders on the aspect of backward linkages.  

Leadership and ethics 

Increasingly, the corporate scene has been turning its attention towards the subject of 

ethics and leadership.  Ciulla (2004) define ethics as among other positive attributes, the 

values, norms, standards and virtues of a society.  In today’s world where organizations are 

increasingly being judged according to their contribution to society, the relationship between 

ethics and leadership cannot be wished away.  Ciulla argued further that apart from the aspect 

of morality, ethical leadership can be seen to encompass the virtues of honesty, integrity and 

transparency among leaders.  The linking of ethics to leadership also brings to focus a new 

school of thought now known as the Values-Oriented Theory.  This theory posited that the 

values of the leader and the led play a major role in influencing individual and group tasks.  It 

further proposed that a values driven leader could create an environment under which 

individuals were able to discuss the values and take action to actualize those values without 

victimization (Fairholm & Fairholm, 2008). 

Lussier et al. (2009) on the other hand observe that ethical theories on the subject of 

leadership dwell on: i) the personality and character of the leader, and ii) the actions and 

behaviour (conduct) of the leader.  These ethical theories were characterised as follows: i) 

Character theories that relate to the personal attributes of the leaders and include the theories 

of virtue, care, justice and deontology which focus on the aspect of duty and obligations of a 

leader; ii) Conduct theories that include motivism, egoism, utilitarianism and teleology.  The 

aspect of ethical theories and the leadership in the EPZ enterprises would help in 

understanding whether these attributes have any impact on the decisions that the leadership 

make. 
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Team leadership 

 To be an effective team leader, one has to have the right people in the right places.  

Similarly, the team leader must therefore know when and how to intervene to solve challenges 

that could affect the achievement of the team’s objectives.  Such challenges may arise from 

the structure developed within the team as well as the different personalities of the team 

members.  Leaders may exhibit extraversion (being externally focussed and action oriented) 

or introversion (being internally focussed) and this dichotomy will influence how they deal 

with challenges within the team.  Leaders must also be able to sense cues and changes in their 

team members as well as motivate them by creating enthusiasm while at the same time setting 

clear goals and standards (Huszczo, 2004).   

Dressler (2004), on the other hand, argues that a successful team must encompass 

leadership capabilities, creativity, overriding goals, clearly defined opponents and common 

social characteristics.  Northhouse (2009) similarly argues that an effective team leader will 

either focus on tasks or on relationships when acting internally.  The team leader’s external 

actions on the other hand focus on the environment within which the team works so as to 

mitigate any factor that could hinder the team’s performance.   

Leadership and strategy 

 A strategic leader is one with the ability to “understand, define, and adopt shared 

purposes, priorities, and goals that are based on the group’s identity and vision” (Morill, 2007: 

p. 258).  Morill further posits that the concept of strategic leadership involves deliberate 

leadership acts aimed at achieving long-term goals for both the organization and employees.  

For leadership operating within a team context, strategic choice is imperative in the decision 

making process.  As such, an effective leader will make decisions on a course of action only 

after first evaluating the likely outcomes of such decisions.  Thus, a clear understanding of the 

factors that motivate performance and productivity within the firm would help an effective 
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leader to make strategic decisions.  It follows therefore that leadership and strategy are 

interlinked and one cannot succeed without i.e. a good strategy implemented by a terrible 

leader will fail and similarly a useless strategy implemented by a good leader will lead to 

nought (Northhouse, 2009). 

Organizational performance and strategy 

 Findings of studies conducted by Howel and Frost (1989), Bryman (1992) and Sun 

(2002) on leadership styles and leadership performance in schools and enterprises have also 

shown a significant positive correlation between leadership styles and organizational 

performance.  Heldman and Cram (2004) contend that there are four basic types of 

organizations i.e. Functional organizations – tasks are allocated on the basis of hierarchical 

functions e.g. segregation of administrative, finance and marketing functions among different 

functional units; Divisional organizations – groups of products combined into independent 

units; Geographical organizations – operations are segregated and structured on the basis of 

location and Matrix organizations – organized along departmental structures, but with project 

managers responsible for all resources within their project.   

Dressler (2004) on the other hand, defines organizational performance as a measure of 

processes within an organization arguing further that such organizational processes are 

determined by the infrastructure established and existing within the organization.  In his 

Organizational Effectiveness Framework, Dressler explains further that an effective 

organization i.e. a performing organization is one that has purpose, structure, processes, 

capabilities and control mechanisms that work together thus enabling it to meet its stated 

vision, goals and strategic objectives.   

Kaplan and Norton (2001), however, find that strategy involves both what an 

organization sets out to do and what it chooses not to do.  They contend that strategy is a 

critical ingredient for success in an organization and helps leaders to develop effectiveness in 
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their organizations.  It is therefore not far-fetched that strategic management is increasingly 

seen as holding the key to organizational performance.   

The strategic management process encompasses three key aspects namely: strategic 

direction setting, strategic alignment and strategic control.  Strategic direction setting involves 

envisioning the purpose, mission and values of the organizations as well as the culture, 

competencies and core values required; Strategic alignment, on the other hand, seeks to match 

the structures and systems of the organization to the strategic goals so as to achieve 

sustainable competitive advantage; and, strategic control aims at ensuring that resources are 

allocated in a manner that achieves the strategic objectives of the organization (Dressler, 

2004; Akpan & Carter, 2008). 

Leadership styles 

Various models have been developed to explain the different types of leadership that 

exist.  Some common approaches to categorizing leadership include, but are not limited to: 

trait theories; contingency theories; transformational theories; and, behavioral theories.  

Leadership behavioural leadership model also referred to as the style approach lays emphasis 

on the actions of leaders.  Behavioural or behaviourist theories are based on the study of 

actions of leaders as opposed to their qualities.  Nieuwenhuizen and Rossouw (2009) identify 

four common styles in the behavioural approach namely: Autocratic or task oriented leaders; 

Democratic or employee oriented leaders; Theory-X leaders; and, Theory-Y leaders.  Theory-

X leaders contend that people must be forced to wok otherwise they will avoid work.  Theory-

Y leaders believe that people are self-motivated and will assume responsibility and work 

without being forced to.  

 Nieuwenhuizen and Rossouw (2009) propose the path-goal model of leadership model 

under which, a leader can meet the organization’s objectives while at the same time increase 

subordinate motivation by: setting the path to be followed; eliminating obstacles faced by the 

subordinates; clarifying the path; and, increasing the rewards.  In this way, the leader can 
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meet both the organizations objectives as well as that of the individual subordinates.  The 

model also contends that given situational variables, effective leaders can select from four (4) 

leadership styles namely: supportive; directive; achievement; or, participative. 

This study however focused on the three dimensional theory of leadership also 

referred to as the stylistic approach.  This approach identified autocratic, democratic and 

laissez faire styles of leadership as the most commonly observed styles of leadership 

(Townsend, 2000; Gitman & McDaniel (2008).  Using socio-emotional dimensions and task 

focus, Gitman and McDaniel opine that autocratic leaders exhibit great task focus, but with 

very low social emotions.   

Democratic leaders are seen as having a balance of both factors while laissez faire 

leaders have low task focus, but high socio-emotional content.  Kakabadse et al. (2004) 

observed that studies have shown a high correlation between high group performance on the 

one hand and both democratic and autocratic leadership styles.  However, other theorists 

argued that laissez faire leadership style was not really a leadership style, but “an absence or 

abdication of leadership” (Resnick 2009, p. 32). 

Effective leadership 

According to Nieuwenhuizen and Rossouw (2009), the leadership trait model 

contended that effective leaders exhibited certain traits such as: emotional intelligence, 

commitment, expertise, integrity and sociability.  They further argue that these traits were 

common among successful leaders and point to a marked difference in characteristics between 

effective leaders and failed leaders.  The trait model proposed that common patterns of traits 

and characteristics could be observed in successful leaders.  On the subject of emotional 

intelligence, Jones and Jenkins (2006, p. 103) opine that “self-awareness, emotional 

resilience, interpersonal sensitivity, conscientiousness and integrity” are traits usually 

exhibited by effective leaders.   
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Goleman et al. (2002), on the other hand, propose that self-awareness, self-regulation, 

motivation, empathy and social skills sum up the key emotional competencies required of an 

effective leader.  Effective leadership was, however, not limited to only the traits or emotional 

intelligence as possessed by such leaders, effective leadership pointed to leadership 

excellence in a holistic manner.  In excellence, effective leaders would achieve and surpass 

expectations.  Consequently, the effective leader exhibited traits that included among others a 

clear vision, clear goals, strong commitment, dynamism and flexibility, good interpersonal 

relationships, ability to manage change effectively and ability to take calculated risks.  

Similarly, Hernon and Rossiter (2007) posit that the concept of effective leadership sought to 

evaluate the performance of leaders against the objectives of the firm.  Thus, in carrying out 

this study it became necessary to review some of the models and frameworks that had been 

developed and advanced to explain the concept of effective leadership.   

Measures of effective leadership 

According to Hernon and Rossiter (2007), in order to measure the effectiveness of a 

given leadership style, it was necessary to consider the theories that explained that style of 

leadership against the outcomes of that leadership.  Thus, while evaluating the effectiveness 

of a situational leader, one must take cognizance of the situation within which that leadership 

style was being practiced as well as what it led to.  Similarly, while evaluating a 

transformational leader, one would need to dig into the transformational leadership theory and 

use it to assess the outcomes of such a leader.   

Hughes et al. (2005) argue that effective leaders prioritized their follower’s and 

organization’s needs above their own.  Therefore, given that this study focused on the 

effectiveness leadership styles within the context of the EPZ enterprises, it was necessary to 

interrogate the three dimensional theory of leadership styles together with the objectives of 

the EPZ programme and those of the EPZ enterprises.  Effective leadership within the context 

of EPZ enterprises would thus consider aspects of organizational productivity (measure of 
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tasks and outcomes), performance (measure of process and outcomes) and the relationship 

between leadership effectiveness and corporate effectiveness.  Some of the models and 

frameworks advanced for measuring effectiveness of different leadership styles included: 

Fiedler’s Least Preferred Co-Worker Model. According to Fielder (1965), this model 

proposes that leader-member relations, task structure and position power were the three 

critical elements that determined an effective leadership style.  Fiedler’s model sought to 

compare two types of leaders High LPC with Low LPC (LPC means least preferred co-

worker) against eight situational variables.  The model is administered through a 

questionnaire which covers 16-18 attributes that relate to the leader’s perception of his/her 

LPC.  A high-scoring LPC shows a high degree of relationship focus while a low-scoring 

LPC indicates a high degree of task focus.   

This model has been criticized as holding too many assumptions on the factors 

contributing to the relationship preferences among colleagues in the workplace.  The model 

had also been criticized for failing to take into account the observations that leaders with high 

LPC sometimes do fail due to a tendency to overreact in extreme cases.  It also relies on one’s 

evaluation of another individual’s style as means of evaluating your style (Northouse, 2009). 

Competing Values Framework. According to Cameron (2006), this model evaluates a 

leader’s competencies vis-à-vis the organization’s culture for match.  This then enables the 

leaders to improve on their competencies.  Quinn et al. (2010) observe that the model 

proposes that effective leaders are effective because they are able to identify required 

competencies and use them to accomplish tasks within the organization.  It focuses on 

creating additional value for the organization, but also recognizes that there are competing 

values seeking attention within the organization and that an effective leader must be able to 

juggle these in order to create the most value.  Four key components of the framework are 

identified i.e. Collaborate - within the organization; Create - best-fit competitive strategies; 
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Control - organizational values and resources; Competition - matching of competition to 

reward system.  These components also referred to as levers are seen as critical to a leader’s 

effectiveness.   

Critics of this framework argued that it focuses very little on the means used to acquire 

resources from the environment.  It also concentrates on the leader’s view points while 

ignoring that of the followers.  The aspect of value as explained in the framework is geared 

towards profit making organizations and may not therefore be appropriate for non-profit 

organizations (Grunig, 1992). 

Leadership Effectiveness Analysis. According to Huszczo (2004), the Leadership 

Effectiveness Analysis (LEA) instrument first developed by the late James Mahoney in 1980 

and later refined by the Management Research Group can be used for assessment of 

leadership effectiveness.  The tool was developed after the assessment of leadership attributes 

of over thirty thousand leaders through which twenty two leadership practises across six sets 

of functional areas are assessed.  The six functional areas and component leadership practises 

are: Create - by being conservative, innovative, technical, self and strategic; Developing 

followership - by being persuasive, outgoing, showing excitement and restraint; Implementing 

the vision - through structuring, tactical, communication and delegation; Following through - 

by control and feedback; Achieving results - through management focus, being dominant and 

focussing on production; Team playing - through cooperation, consensual, respecting for 

authority and empathy.   

Critics of the method argue that it is more suited towards assessing effectiveness of 

leadership in developing the appropriate organizational culture since it focuses on attributes as 

opposed to assessing the outcomes of such leadership in terms of actual results e.g. financials 

and production outputs.  The model also works on the assumption that circumstance will 

influence the effectiveness of leadership in practice (Preziosi, 2007). 
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Leadership Effectiveness Survey. The Leadership Effectiveness Survey (LES) is a 

twenty five (25) part questionnaire that measures the effectiveness of a leader based on their 

subordinates’ perceptions of his/her leadership/organizational behavior.  This instrument 

evaluates the subordinates’ perceptions of the attributes of the leaders against the value 

created and exchanged with various stakeholders of the firm, the owners, the customers and 

the employees. It is an appropriate method for evaluating effectiveness along a broad 

spectrum of functional areas within the organization (Napier & McDaniel, 2006). 

The world view on EPZs 

Behavioral theory proposes that firms seek to pursue multiple objectives such as 

“production, inventory, market share, sales and profit” (Trivedi 2002, p. 15).  Conventional 

theory of the firm on the other hand, proposes that a firm’s main objective is to maximize 

profit.  According to Trivedi (2002), firms seek to maximize a number of things including 

profit, sales revenue, sales growth, size growth and wealth.  On the other hand, choice of 

location for a firm is critical to the success of its business more so considering that reversing 

such a decision once effected comes at a heavy cost to the firm (Spindler, 2010).   

According to United Nations (2005), foreign firms operating in EPZs create linkages 

with domestic economies through sourcing of domestic raw material or subcontracting part of 

their production to local firms.  This in effect accelerates economic growth as well as 

improving the competitiveness of local firms on the international scene.  These linkages 

create interdependence between the foreign and local companies and in the process lead to 

spillovers of economic benefit from the presence of the foreign company (OECD, 2009).   

Some early studies on the subject of EPZs across the world paint a grim picture with 

regard to their effectiveness as leaders of economic development.  Brannon et al. (1994) and 

Willmore (1996) observe that in Latin America, countries such as Mexico had EPZ 

enterprises using less than 2% in local material input.  In the Dominican Republic, EPZs are 

reported to have developed minimal backward linkages while Jamaican EPZ enterprises were 
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importing virtually all of their raw materials.  Madani (1999) corroborates these findings, 

pointing out further that the pace of development of such linkages hinge on the level of 

efficiency with which domestic suppliers operate in terms of costs, quality and speed of 

delivery.    

The African view on EPZs  

The overall objective of EPZ programmes in spurring growth in the domestic 

economies of host nations have not been successful in many African countries including 

Senegal which established its EPZs in 1976.  Where linkages have been developed between 

the EPZs and domestic economies they have in most cases remained below expectations and 

the level of success appears to depend largely on the regulatory framework, the potential of 

suppliers and how the EPZ enterprises organize their international production (Madani, 1999).  

Baissac (2003) reports that with the exception of Mauritius, Egypt and Tunisia, EPZ 

programmes in most African countries have had minimal linkages with their domestic 

economies.   

Muchlinski (1999) on the other hand observes that whereas in Egypt some linkages 

have been developed between EPZ enterprises and local suppliers, such incidences have been 

limited.  Reports from Namibia indicate a similar situation to that of Egypt.  There have been 

little linkages between Namibian EPZ enterprises and the domestic economy apart from 

supply contracts involving the supply of printing and packaging materials.  Local 

businesspersons in the Walvis Bay area are reported to have developed skepticism over the 

Namibian EPZ programme due to the lack of anticipated linkages with local suppliers 

(Endresen & Jauch, 2000).  Closer home, there are few studies that had been conducted on the 

subject of backward linkages.  Ndulu and Mutalemwa (2002) reporting on Tanzania, argue the 

case for increased linkages between EPZ enterprises and local firms.  They are of the view 

that increased linkages would lead to greater benefits for the local economy.   
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The Kenyan view on EPZs  

Kenya’s EPZ enterprises are firms that are licensed by EPZA to undertake export 

oriented activities within Kenya’s EPZs.  For these EPZ enterprises, key considerations made 

with regard to choice of location include factors such as: political stability and legal 

environment; economic policies and environment; cost of production; incentives; 

infrastructure; human resource; availability of raw materials; capacity of local firms to supply 

inputs; socio-cultural factors; ecological environment.  These factors determine both the 

potential investment risk and the competitive advantage that the firm will access by locating 

in any given area (EPZA, 2008). 

According to EPZA (2009), 41 EPZs were in existence in Kenya as at December 2009 

and were hosting 83 operational firms.  The objectives of Kenya’s EPZ programme are “to 

promote exports; foreign exchange earnings; transfer of technology and skills; employment 

creation and enhancement of industrialization” (Carr & Williams 2010, p. 43).  EPZ 

enterprises benefit from attractive incentives including: Tax incentives - 10-year Corporate 

Tax holiday, 10-year Withholding Tax, perpetual Import Duty and Value Added Tax 

exemption, Stamp Duty exemption. Procedural incentives - Single business license, rapid 

project approval within 30-days, facilitation and aftercare covering utilities, work permits, 

industrial relations and custom’s documentation. Superior infrastructure - ready to occupy 

office space, industrial buildings and land for lease. 

Evidence of the failure by Kenyan EPZ enterprises to link with domestic firms could 

however be seen in that Kenya’s EPZ firms had continued to rely extensively on imports from 

competing countries such as India, China, Bangladesh and Malaysia to drive their operations 

(Nyabiage, 2009).  Richards and Engle (1986) on the other hand defined leadership as 

pertaining to the articulation of visions, the embodiment of values, and establishing an 

environment within which objectives can be accomplished.   
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Leadership styles (including in Kenya’s EPZs) therefore had significant influence on 

organizational policy, strategy and performance and it could be argued that, in meeting the 

objective of both the EPZ programme and the EPZ enterprises, the leadership in Kenya’s 

EPZs had a critical role to play.  It would therefore that given the declining performance in 

the EPZs, the leadership was ineffective in meeting both the objectives of the EPZ programme 

and that of the EPZ enterprises themselves. 

Conceptual framework 

Conceptually the study encompassed three approaches in studying leadership styles 

among Kenya’s EPZ enterprises: The first approach assessed factors within the internal and 

external environments of the EPZ enterprises and how these influence the leadership’s 

decision making.  According to Pearson (2008), the external factors conceived as critical to 

organizational performance were Political, Economic, Social, Legal, Technological and 

Environmental (PESTLE factors).  The second approach considered the stylistic leadership 

approach together with earlier studies e.g. the Lewin, Lippit and White (1939) studies as a 

basis for identifying the leadership styles practiced among the case study organizations.  The 

third approach focused on the objectives of the EPZ programme and the EPZ enterprises with 

the aim of assessing whether the leadership styles identified as existing among them were 

effective (Hernon & Rossiter, 2007; EPZA, 2010).   

The relationships existing between the dependent variables (leadership styles) and the 

independent variables (environmental factors and objectives of the EPZ programme and EPZ 

enterprises) would thereafter be assessed and the outcomes (organizational performance and 

leadership effectiveness) explained in relation to the three dimensional theory of leadership.  

These three approaches were combined in the conceptual framework as depicted in figure 1.   
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OutcomesIndependent Variables

Corporate Objectives

EPZ Programme Objectives

Internal Business Environment

External Business Environment

Dependent Variables

Organizational Performance

Leadership Effectiveness

Leadership Style Adopted from 

Three Dimensions:

- Autocratic Leadership Style

- Democratic Leadership Style

- Laissez-faire Leadership Style

+ =

Conceptual Framework

 

Figure 1. Conceptual framework; Source: Author 

 

 The conceptual framework depicts the interaction between the independent variables 

namely corporate values, EPZ program objectives, internal and external business 

environments vis a vis the dependent variables namely three dimensional leadership styles 

(autocratic, democratic and laissez-faire) and the outcomes of this interaction in terms of 

organizational performance and leadership effectiveness. 

 

  

Daystar University Repository

Library Archives Copy



 

40 

 

CHAPTER THREE 

RESEARCH METHODOLOGY 

Research methodology provided a guideline for carrying out the study.  It provided a 

systematic solution to the research problem.  The research design provided a plan of action 

outlining what was to be done during the research and was a case study.  The techniques 

included desk research, questionnaires and personal interviews.  For assessment of the various 

variables studied in this research, factor analysis involving five constructs was adopted. 

Introduction 

Research methodology provides a guideline for carrying out the study.  According to 

Kumar (2008), research methodology is the systematic solution of a research problem.  Yin 

(2009) contends that it links the process from start through to the questions to be asked, to the 

data collected and finally to the conclusions arrived at.  It is the therefore a plan of action in 

relation to the study and aims at ensuring that the set objectives of the research are met.  

Research methodology specifies the methods and procedures for sourcing, gathering, 

collating, analyzing and reporting data.   

Research design 

Research design is a plan of action outlining what is to be done during the research.  

Since more than one entity (EPZ enterprise) was to be studied, the research design adopted 

was a comparative case study - an empirical study that focuses on contemporary context of a 

given phenomenon.  Case studies enable in-depth investigation of both the quantitative and 

qualitative aspects of the research problem.  For this study, therefore this method would 

question “why” the phenomenon is occurring and answer “how” these factors can be 

addressed.  Similarly, the research format selected was explanatory which would provide 

explanations about the phenomenon being studied and would assist in linking the population 

under study with the answers to the questions, “why” and “how” (Kumar, 2008; Yin, 2009). 
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The research techniques used included desk research, questionnaires and personal 

interviews.  According to Mugenda and Mugenda (2004), personal interviews were ideal for 

this type of research as they provided better interaction between the interviewer and 

interviewee at a personal level hence facilitating access to in-depth qualitative and 

quantitative information that would have otherwise been difficult to obtain with the other 

techniques.  Desk research focused on available secondary information relevant to the topical 

matter and documents reviewed included: publications, articles, academic works and reports. 

For assessment of the various variables studied in the research, factor analysis was 

used and involved five (5) constructs that measured research results and related them to the 

research objectives (Blessing & Chakrabarti, 2009).  These five (5) constructs were: 

Construct (i). Which measured organizational performance and involved 10 variables 

representing functional areas of profitability, financing, corporate culture, customer 

satisfaction, growth, human resources, competitiveness, achievement of corporate objectives, 

contribution to the objectives of the EPZ programme and production capacity (Hernon and 

Rossiter, 2007; EPZA, 2005; EPZA, 2010). 

Construct (ii). This construct measured leadership styles and involved a 30 variables 

survey instrument which was used to establish the leadership styles of individual corporate 

leaders based on a convergence of their self assessment and independent assessment by their 

subordinates.  The survey instrument used for this construct was the Leadership Survey 

Questionnaire (Clark, 2002). 

Construct (iii). This construct measured the effectiveness of leadership styles through 

the use of two instruments with a total of forty-six variables covering leadership attributes and 

behaviour.  The instruments were administered to the subordinates of the corporate leaders 

who in turn assessed their corporate leaders.  The instruments used were the Leadership 
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Effectiveness Analysis instrument (Huszczo, 2004) and the Leadership Effectiveness Survey 

instrument (Napier & McDaniel, 2006). 

Construct (iv). This construct involved a combination of twenty-seven variables 

relating to the external environmental factors and ten variables relating to the internal 

environmental factors.  The construct measured the influence of these factors on the 

effectiveness of the leaders of the case study organizations.  The internal strengths and 

weaknesses of the case study organizations were assessed on the basis of the functional areas 

covered by construct one.  On the other hand, Political, economic, socio-cultural, 

technological, ecological and legal factors were used as the basis of assessing the factors in 

the external environmental (Pearson, 2008). 

Construct (v). Covered 2 variables measured under construct I i.e. those relating to the 

achievement of corporate objectives and contribution to the objectives of the EPZ programme 

(Hernon & Rossiter, 2007; EPZA, 2005; EPZA, 2010). 

Population of the study 

According to Blessing and Chakrabarti (2009) the population of a study comprises the 

sum total of all individual units from whom data can be collected.  For this study therefore, 

the population of interest comprised 131 top-level managers of 34 EPZ enterprises located at 

the Athi-River EPZ in Kenya as at 31
st
 December 2009.  These top-level managers included: 

Chief Executives, Managing Directors, General Managers, Human Resources Managers, 

Personnel Managers, Production Managers, Procurement Managers, Quality Assurance 

Managers, Logistics Managers and Finance Managers (EPZA, 2009).   

However, while 34 EPZ enterprises were targeted to serve as case study organizations, 

a status report from EPZA made available at the instrument pre-testing stage prior to actual 

collection of data indicated that a number of the 34 EPZ enterprises previously listed as 

operational in 2009 had since become dormant or had ceased to operate under the EPZ 

programme.  The accessible target population therefore comprised only 14 EPZ enterprises.  
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A list of the 34 EPZ enterprises and their status as at the time of the study is attached as 

“Appendix F”.  To further assist in understanding the operations of the targeted EPZ 

enterprises, expert views were sampled from senior management staff of the EPZA together 

with Kenya Revenue Authority (KRA) - Customs officers stationed at the Athi-River EPZ 

(EPZA, 2009). 

The sample 

A sample is a representative unit of a population with characteristics similar to that of 

the population (Mugenda & Mugenda, 2004).  Mugenda and Mugenda further recommended 

that a sample size should not be less than ten percent (10%) of the total population.  30 

samples were adequate for carrying out research in a population comprising less than 500 

subjects.  This study had a population of 131 subjects (Lodic et al., 2006; Krejcie & Morgan, 

1970).   

Larossi (2006) on the other hand propose three different ways of apportioning sample 

sizes among stratified samples.  These were: i). Equal Allocation method - in which each 

stratum is allocated an equal weight; ii). Proportionate Allocation method - under which the 

sample size is weighted in proportion to the weight of the stratum; iii). Optimum Allocation 

method - under which the sample size is divided to achieve a desired precision at minimum 

cost.  The method adopted was the proportional allocation method along activity sectors at the 

Athi-River EPZ which were eleven (11) in number.  Stoop (2005) and Lepkowski (2008) 

propose increasing sample size to reduce sampling error arising from non-response.  

Consequently, sample size was increased to 42 and allocated proportionally to achieve the 

desired objectivity and representativeness of the sample (Larossi, 2006).  The following 

formula was used for the allocation: 𝑛ℎ =  𝑛𝑜 [𝑁ℎ/𝑁]  where Nh = the population size of the hth 

stratum and ∑ 𝑁ℎ  = 𝑁𝐻ℎ−1 , no = desired sample size, N = the Population, nh = stratum sample 

Daystar University Repository

Library Archives Copy



 

44 

 

size and h = stratum, with h=1, 2, 3,…h….H.  The following values were used: no = 42 and N 

= 131.  Appendix G details the allocation of the sample among the different strata. 

Expert views were collected through judgmental sampling - a deliberate sampling 

method which allows the researcher to select respondents based on his or her knowledge of 

their relevance to the study.  It is a method commonly used for qualitative research and was 

appropriate for conducting interviews in the targeted facilitating institutions (Kothari, 2008). 

Sampling procedure 

According to Kumar (2008), sampling procedure or sampling design refers to the plan 

for obtaining a sample from a population.  The sampling procedure proposed for this study 

combined both stratified sampling method and quota sampling.  Stratified sampling was 

preferred because it helps reduce sampling error (Yin, 2009).  The procedure followed was: i). 

Identification of stratums to be sampled as well as their relative representation in the target 

population.  ii). Preparation of a sampling frame detailing stratum and relative representation. 

iii). Use of random sampling to select respondents from the sampling frame according to their 

allocated stratum’s representation.  Notably, the stratification took into account the 

comparative representation of various activity sectors at the Athi-River EPZ and random 

sampling ensured that the data obtained was objective. iv). Use of quota sampling in selection 

of respondents for personal interviews with staff of EPZA and KRA (Kothari, 2008).   

Research instruments and procedures 

According to Kumar (2008), research instruments are the tools used for collection, 

analysis and reporting of data (Kumar, 2008).  For this study, data collection involved 

triangulation of desk research, personal interviews and questionnaires. Data processing was 

done through a combination of statistical software e.g. MedCalc, SPSS and Microsoft Excel 

spreadsheets.  Explanatory pattern matching, explanation-building and frequency tables were 

also used (Kumar, 2008; Yin, 2009).  Data analysis for factors, data reliability and validity 

was done using cronbach’s α and correlation analysis.  Cronbach’s α provides a good measure 
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of reliability in questionnaire analysis and a higher value of cronbach’s α that is closer to 1.00 

indicates a high degree of internal consistency and hence reliability of the data.  Correlation 

analysis was applied to determine the relationship between the leadership styles and different 

constructs with variables such as objectives and environmental factors on one hand and 

leadership styles and organizational performance/leadership effectiveness on the other hand.  

A positive value for the correlation coefficient indicates a positive association between the 

variables while a negative value indicates a negative relationship (Hine & Carson, 2007; 

Nunnaly, 1978; SAS publishing, 2010).  Reporting and presentation was done through 

graphical, narrative and tabular formats (Yin, 2009).  

Pre-testing 

 Ruane (2005) recommends pre-testing before carrying out any research.  Observing 

further that pre-testing enables researchers to obtain feedback on the strengths and 

weaknesses of the questionnaires.  For the purpose of this research, pre-testing was 

undertaken among EPZ enterprises located at the Athi-River EPZ which were thereafter 

eliminated from consideration in the data collection.  Pre-testing was carried out during the 

period March 14th – 18th, 2011.  Three questionnaires were submitted to employees of one of 

the EPZ enterprises at the Athi-River EPZ and two completed questionnaires received back by 

March 18th 2011.  The respondents provided verbal feedback on their experience with the 

questionnaires and this feedback was used to fine tune the questionnaires. 

Ethical considerations 

The ethical considerations in this research included: voluntary participation by 

respondents; accurate recording of responses; privacy of sources; confidentiality in handling 

of sensitive data; protection of respondents from deception (Kimmel, 2007). 
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Expected outcomes 

The study was expected to result in new knowledge on the subject matter of leadership 

styles and effectiveness among EPZ enterprises located at the Athi-River EPZ, and factors 

influencing their effectiveness and recommendations to improve on it. 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS, AND INTERPRETATION 

This chapter provides an overview of the data collection, analysis and presentation.  It 

also includes an interpretation of the findings of the research.  Copies of relevant reference 

documentation relating to the chapter are attached in the appendices.   

Introduction 

This study set out to establish the effectiveness of leadership styles in EPZ enterprises 

located at the Athi-River EPZ.  To determine their effectiveness, the study would have to first 

identify the existing leadership styles among these enterprises. 

Data collection 

This section provides an overview of how data for the study was collected.  Data 

collection was undertaken during the period March 22
nd

, 2011 to April 8
th

, 2011.  To obtain 

the 42 samples required, questionnaires were distributed randomly among the population.  A 

response rate of more than 50.00% would be adequate for the purpose of data analysis and 

inference.  Tables 1 and 2 show the response rates attained. 

Table 1 

Response Rate by Individual Respondents 

Item Corporate 

Leaders 

Other Top-level 

Managers 

Combined 

Total number invited 
14 28 42 

Total number of responses 10 14 24 

Percentage  71.40 50.00 57.10 

Source: Author analysis 

Table 1 shows that out of 14 questionnaires that were sent out to corporate leaders, 

71.40% (10) were received back, and out of the 28 sent out to other top-level managers, 

50.00% (14) were received back. The combined results show that a 57.10% (24) response rate 
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was achieved; this being in excess of the 50.00% required was adequate for progression into 

the data analysis stage (Larossi, 2006). 

Table 2 

Response Rate by Case Study Organizations 

Case study organizations 
Sector of activity 

(stratum) 

Numbering of 

respondents 

Ivee Aqua EPZ Ltd. Pharmaceuticals 1 

Nodor Kenya EPZ Ltd. Dart boards 2 

Protex Kenya EPZ Ltd. Garments 3 

Alltex EPZ Ltd. Garments 4 

Insta Products EPZ Ltd. Food processing 5 

Botanical Extracts EPZ Ltd. Pharmaceuticals - 

Leather Life EPZ Ltd. Agro-processing 6 

Future Garments EPZ Ltd. Garments 7 

Ricardo EPZ International Co. Ltd. Garments 8 

Avenue Fresh EPZ Ltd. Agro-processing - 

Rupa Cotton Mills EPZ Ltd. Spinning 9 

Blue Sky Films EPZ Ltd. Film production - 

Nutro Manufacturing EPZ Ltd. Food processing 10 

Celebrity Fashions K. EPZ Ltd. Garments 11 

Total number of respondent organizations 11 

Percentage of the respondents over the total number targeted 78.60 

Source: Author analysis 
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Table 2 shows that out of the 14 case study organizations targeted, 78.60% (11) responded 

and similarly out of the 7 stratums (EPZ activity sectors) targeted, responses were received 

from 85.70% (6) sectors (Larossi, 2006).   

Data analysis 

Data analysis was undertaken during the period April 15
th

 – 20
th

 2011.  In the 

preliminary analysis, the questionnaires were screened for completeness and thereafter raw 

data tabulated into frequency tables for analysis purposes.  Cross tabulation was applied to 

show relationships between the respondents and responses.  The level of responsiveness was 

calculated for the case study organizations and respondents and upon determining that the 

minimum set level of 50.00% response rate had been attained, the case study organizations 

that responded and the data collected was progressed into the analysis stage (Larossi, 2006).   

Presentation and interpretations of findings 

 This section presents an analysis and interpretation of the results of the case study as 

carried out.  The presentation is made according to the questions asked and these are in turn 

related to the objectives of the research as determined in the research proposal.  Questions 1 – 

5 in Section I of the questionnaires were similar for both the corporate leaders’ and top-level 

managers’ questionnaires.  These questions sought to assess the research subjects (case study 

organizations and individual respondents) in terms of demographics.  This would then enable 

profiling of the sample and further analysis of any relationships between these demographics 

and the results of the research (Lepkowski, 2008). 

Respondents’ level of experience 

Question 1 sought to assess the individual respondents in terms of the years of 

experience that they had attained within their respective case study organizations.  Table 3 

shows the response to this question. 
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Table 3 

Respondents by Level of Experience 

Item 

Less than 

1 year 

From 1 

year to 

less than 

2 years 

From 2 

years to 

less than 3 

years 

More than 3 

years 

Frequency 0 7 2 15 

Percentage 0 29.20 8.30 62.50 

Source: Author analysis 

Table 3 shows that 62.50% (15) of the individual respondents indicated that they had 

worked with their organizations for more than 3 years.  A further 29.20% (7) indicated a 

period of between one and two years while 8.3% (2) indicated a period of between two and 

three years.  These results indicate that all the respondents had gained at least one year of 

experience in their organizations and their responses could therefore be relied upon to make 

informed inferences on issues pertaining to leadership in their organizations.   

Respondents’ position of employment 

Question 2 sought to assess the individual respondents in terms of their nationality.  

The resultant responses would be used in the analysis and interpretation of results to 

determine how representative the views surveyed were considering that employees of the EPZ 

enterprises located at the Athi-River EPZ represent a variety of nationalities.  Table 4 shows 

the response to this question. 
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Table 4 

Respondents by Position in Employment 

 

Foreign nationals 

(expatriate employees) 

Kenyan nationals 

(local employees) 

Frequency 6 18 

Percentage score 25.00% 75.00% 

Source: Author analysis 

Table 4 shows that 75.00% (18) of respondents were local employees and 25.00% (6) 

were expatriates.  The results indicate that the views surveyed can be analyzed or interpreted 

in the context of the respondents different nationalities and hence cultural backgrounds.  The 

results could also show the significance of cultural practices and their influence on leadership 

styles and practices (Trompenaars, 2003). 

Respondents’ gender 

Question 3 sought to assess the respondents in terms of their gender.  The resultant 

responses would be used in the analysis and interpretation of results to determine how 

representative the views surveyed were in terms of gender.  Figure 1 shows the response to 

this question. 

 

 

Figure 2. Respondents by Gender; Source: Author analysis 

18 (75.00%) 
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Figure 2 shows that 75.00% (18) of respondents indicated that they were male in gender 

while 25.00% (6) indicated that they were of female gender.  These results point to females 

being significantly fewer in number at the top-level management of the corporate leadership 

among the case study organizations as compared to their male counterparts.  These results 

also indicate that the views surveyed are representative of views from both genders.  The 

views can therefore be related to the issues raised in the research proposal with regard to 

differences in leadership styles among the male and female genders (Eagly & Johannesen-

Schmidt, 2001). 

Respondents’ age 

Question 4 sought to assess the respondents in terms of their age.  The resultant 

responses would be used to profile the respondents in terms of their age.  Table 5 shows the 

response to this question. 

 

Table 5 

Respondents by Age 

Item Under 20 21 - 30 31 - 40 41 – 50 Over 50 

Frequency - 3 13 6 2 

Percentage - 12.50 54.20 25.00 8.30 

Source: Author analysis 

Table 5 shows that 54.20% (13) of the respondents fell into the age bracket of 31 – 40 

years.  Twenty-five percent (3) fell into the age bracket of 41 – 50 years.  This indicates that 

87.50% (16) of the respondents were over 31 years of age and is indicative of a preference for 

mature aged persons in corporate leadership positions among the case study organizations.  

The results can therefore be related to cultural dimensions that indicate that leadership is 

attained with advancement in age in certain cultures (Trompenaars, 2003).   

Daystar University Repository

Library Archives Copy



 

53 

 

Respondent’s level of education 

Question 5 sought to assess the respondents’ level of education.  The resultant 

responses would be used to assess any relationships between level of education and leadership 

positions among the case study organizations.  Table 6 shows the response to this question. 

Table 6 

Respondents by Level of Education 

Item 
Secondary 

and below 

Technical 

College 

University Postgraduate 

and above 

Frequency - 9 14 1 

Percentage - 37.50 58.30 4.20 

Source: Author analysis 

Table 6 shows that 58.30% (14) of the respondents had attained qualifications at 

university level followed by 37.50% (9) of respondents who had attained qualifications at the 

level of technical colleges.  Only 4.20% (1) respondent had attained qualifications at post-

graduate level and this respondent was female by gender.  These results indicate a preference 

by the case study organizations for persons with advanced education to occupy their top-level 

corporate leadership positions.  The results also indicate that ascendancy to corporate 

leadership positions among the case study organizations requires one to attain a certain level 

of education (Nieuwenhuizen & Rossouw, 2009).  

Ownership structure of case study organizations 

 Question 6 in the corporate leader’s questionnaire sought to assess the case study 

organizations in terms of their ownership structure.  The resultant responses would be used to 

profile the case study organizations in terms of ownership and hence the resultant mix of 

cultural influence influences in the leadership styles. Figure 2 shows the response to this 

question. 
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Figure 3. Ownership structure; Source: Author analysis 

Figure 3 shows that the majority 60.00% (5) of respondent organizations were foreign 

owned.  20.00% (2) were Kenyan owned firms and a similar number jointly owned by 

Kenyan nationals and foreign nationals.  This results show that 80.00% (7) of the firms 

surveyed had some foreign influence or involvement in their corporate leadership.  The views 

collected therefore represent views from corporate leaders from different cultural 

backgrounds (Hofstede, 2001; Heldman & Cram, 2004). 

Corporate leader’s ownership stake in the case study organizations 

Question 7 in corporate leader’s questionnaire sought to profile the personal stake that 

corporate leaders held in the organizations that they led.  Understanding their stake in the case 

study organizations could then be used to evaluate any relationships between the ownership 

stake of the corporate leaders and their effectiveness. Table 7 shows the response to this 

question. 

Table 7 

Ownership Stakes of Corporate Leaders 

Item Owner or part owner Employee 

Frequency 
4 6 

Percentage 40.00 60.00 

Source: Author analysis 

60.00% (5) 

20.00% (2) 

20.00% (2) 

Foreign owned

Kenyan owned

Joint Ventures

0 1 2 3 4 5 6
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Table 7 shows that 60.00% (6) of the corporate leaders participating in the study had no 

ownership stake in the organizations that they led.  Significantly, 40.00% (4) of the 

respondents indicated that they had some form of ownership stake in the case study 

organizations.  These results may indicate a preference by the case study organizations for 

hiring of independent persons to occupy corporate leadership positions (Charan, 2005). 

Influence of internal environmental factors and organizational performance 

Questions 6 and 8 in the questionnaires for corporate leaders and other top-level 

managers respectively were similar and related to objectives two and three of the research 

proposal.  Whereas, objective 2 assessed the level of effectiveness of the various leadership 

styles, objective 3 identified factors in the internal business environment that influence the 

effectiveness of these leadership styles.  This question also assessed the level of 

organizational performance using a construct measuring functional areas, identifying and 

assessing their relative strengths and weaknesses.  Table 8 shows the response to this 

question. 

In terms of organizational performance, table 8 shows that 38.40% (9.1) of the 

respondents indicated average performance of the functional areas indicated, followed by 

31.60% (7.5) of the respondents who indicating above average performance and 23.20% (5.5) 

who indicated excellent performance.  This shows that a higher percentage 54.80% (13) 

indicated either excellent or above average performance compared to 38.4% (9.1) of 

respondents who indicated average performance and 6.70% (1.6) of respondents who 

indicated poor performance.  This indicates that a majority of the respondents were of the 

opinion that their case study organizations had experienced higher than average performance.  

Steering organizational performance to such levels is indicative of leadership excellence 

which is a key characteristic of effective leadership (Huszczo, 2004). 

 

Daystar University Repository

Library Archives Copy



 

56 

 

Table 8 

Internal Environmental Factors and Organizational Performance 

Factor Excellent Above 

Average 

Average Below 

Average 

Unsatisfactory 

Profitability 1 5 11 3 3 

Financing 2 3 12 4 1 

Corporate culture 3 8 13 0 0 

Customer satisfaction 7 12 5 0 0 

Growth 5 7 11 0 1 

Human resources 5 11 8 0 0 

Competitiveness 8 7 8 1 0 

Corporate objectives 5 7 11 1 0 

Objectives of EPZs 11 8 5 0 0 

Production 8 7 7 2 0 

Averaged frequency 5.5 7.5 9.1 1.1 0.5 

Percentage 23.20 31.60 38.40 4.60 2.10 

Source: Author analysis 

In terms of strengths and weaknesses in the functional areas, table 8 shows that the 3 

key areas of strength in the case study organizations were those relating to contribution to 

achievement of EPZ objectives followed by competitiveness and finally by customer 

satisfaction with 11, 8 and 7 respondents respectively excellent performance.  On the other 

hand, the 3 key areas of weaknesses in the case study organizations were those relating to 

profitability, followed by financing and finally organizational growth with 3, 1 and 1 

respondents respectively indicating poor performance (Dressler, 2004).   
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Influence of external environmental factors 

Questions 7 and 9 in the questionnaires for corporate leaders and other top-level 

managers respectively were similar and related to objective 3 of the research proposal which 

sought to identify factors in the business environment that have influence on the effectiveness 

of these leadership styles.  The questions sought to identify factors in the external business 

environment of the case study organizations that influence the effectiveness of the leadership 

styles existing among them.  The factors in terms of threats (denoted by negative effects) and 

opportunities (denoted by positive effects) are shown in Table 9. 

Table 9 

External Environmental Factors 

Factor: 
Positive 

influence 
No effect 

Negative 

influence 

Political environment 5.50 5.50 13.00 

Economic environment 11.60 2.70 9.70 

Socio-cultural environment 9.50 6.70 7.80 

Technological environment 17.00 2.00 5.00 

Ecological environment 18.70 3.70 1.70 

Legal environment 13.00 3.80 7.30 

Averaged frequency 12.50 4.10 7.40 

Percentage 52.20 16.90 30.90 

Source: Author analysis 

Table 9 shows that 52.20% (12.50) of the respondents indicated that they were positively 

influenced by factors in their external environment, followed by 30.90% (7.40) who indicated 
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that their organizations were negatively influenced by the factors in the external environment.  

16.90% (4.10) indicated that the factors in the external environment had no effect on their 

operations. 

In terms of opportunities (denoted by positive effects), the 3 key factors indicated were 

related to the ecological environment, followed by technological environment and finally by 

the legal environment with an average of 18.70, 17.00 and 13.00 respondents respectively 

indicating these factors out of the 24.00 respondents.  On the ecological environment, 

majority of the respondents (21.00) indicated that they had been positively affected by the 

quality of environment.  On the technological environment, majority of the respondents 

(20.00) indicated that they had been positively affected by the ease of telecommunications.  

Similarly, on the legal environment, majority of the respondents (14.00) indicated that they 

had been positively affected by the laws and regulations governing business.  These are areas 

of opportunities that can be exploited by the leadership of the EPZ enterprises in seeking to 

improve on their effectiveness (Morill, 2007). 

On the other hand, in terms of threats (denoted by factors with a negative influence) the 3 

key factors indicated were those relating to the political environment, followed by economic 

environment and socio-cultural environment with an average score of 13.00, 9.71 and 7.83 

responses respectively indicating these factors out of the 24.00 respondents. On the political 

environment, majority of the respondents (19.00) indicated that they had been negatively 

affected by the changes brought about by elections.  On the economic environment, majority 

of the respondents (19.00) indicated that they had been negatively affected by production 

costs.  On the socio-cultural environment, majority of the respondents (13.00) indicated that 

they had been negatively affected by the immigration processes.  These threats need to be 

mitigated by the leadership of the EPZ enterprises in seeking to improve on their effectiveness 

(Morill, 2007). 
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Of particular interest among the 16.90% of respondents who indicated that the external 

environmental factors had no effect on their operations, 11.00 respondents out of 24.00 

respondents indicated that cultural practices had no effect on their operations in Kenya while 

10.00 indicated that cultural practices had a negative effect.  Only 3 indicated a positive 

effect.  These results point to conflicting views among the corporate leadership of the case 

study organizations with regard to the influence of cultural practices in their leadership.  The 

significantly large number of respondents indicating a negative influence also point to the 

importance of understanding cultural differences in relation to leadership styles and practices.  

Leadership styles 

Section II of the questionnaires contained a Leadership Style Survey (LSS) instrument 

with 30 statements on leadership behaviours.  The statements relate to objective 1 of the 

research which sought to identify the leadership styles existing among the EPZ enterprises at 

the Athi-River EPZ.  The LSS instrument has 3 clusters of statements namely: i). Statements 

relating to Authoritarian Leadership Style i.e. 1, 4, 7, 10, 13, 16, 19, 22, 25 and 28, ii). 

Statements relating to Democratic Leadership Style i.e. 2, 5, 8, 11, 14, 17, 20, 23, 26 and 29, 

and iii). Statements relating to Laissez-faire Leadership Style  i.e. 3, 6, 9, 12, 15, 18, 21, 24, 

27 and 30 (Clark, 2002).   

In assessing the leadership style of individuals with the instrument, the cluster scoring 

the highest number of points indicated the style of leadership practiced by that individual.  In 

the ensuing survey, the corporate leaders of the case study organization were assessed through 

a convergence of self assessments and independent assessments by their surbordinate top-

level managers (Clark, 2002).  In tables 10 – 19, the case study organizations are indicated in 

the table column headers by the numbers 1, 2, …, 14 in accordance with their sequence of 

appearance in table 14. 

 

 

Daystar University Repository

Library Archives Copy



 

60 

 

Table 10 

Authoritarian Leadership Style Scores 

Item 1 2 3 4 5 7 8 9 11 13 14 

Frequency 35 28 34 39 28 38 36 23 37 23 36 

Source: Author analysis 

 Table 10 shows that case study organization 4 (Alltex EPZ Ltd.) scored the highest for 

Authoritarian leadership style while case study organizations 9 (Ricardo EPZ International 

Co. Ltd.) and 13 (Nutro Manufacturing EPZ Ltd.) both scored the lowest for Authoritarian 

leadership styles (Clark, 2002). 

Table 11 

Democratic Leadership Style Scores 

Item 1 2 3 4 5 7 8 9 11 13 14 

Frequency 34 32 32 42 41 46 33 37 43 42 39 

Source: Author analysis 

 Table 11 shows that case study organization 7 (Leatherlife EPZ Ltd.) scored the 

highest for Democratic leadership style while case study organizations 2 (Nodor Kenya EPZ 

Ltd.) and 3 (Protex Kenya EPZ Ltd.) both scored the lowest (Clark, 2002). 

Table 12 

Laissez-faire Leadership Style Scores 

Item 1 2 3 4 5 7 8 9 11 13 14 

Frequency 40 26 29 34 32 40 18 31 38 23 30 

Source: Author analysis 
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 Table 12 shows that case study organizations 1 (Ivee Aqua EPZ Ltd.) and 7 

(Leatherlife EPZ Ltd.) scored the highest for Laissez-faire leadership styles while case study 

organization 13 (Nutro Manufacturing EPZ Ltd.) scored the lowest for Laissez-faire 

leadership styles (Clark, 2002). 

Table 13 

Total Scores on all 3 Leadership Styles 

Leadership style 1 2 3 4 5 7 8 9 11 13 14 

Authoritarian scores 35 28 34 39 28 38 36 23 37 23 36 

Democratic scores 34 32 32 42 41 46 33 37 43 42 39 

Laissez-faire scores 40 26 29 34 32 40 18 31 38 23 30 

Source: Author analysis 

 Table 13 shows the total score by each case study organizations in the 3 clusters.  The 

results are interpreted in table 14 to identify the leadership styles of each of the case study 

organizations (Clark, 2002). 
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Table 14 

Corresponding Leadership Styles  

Number Case study organization Highest score 

recorded among 

the 3 style clusters 

Corresponding 

leadership style 

1 Ivee Aqua EPZ Ltd 40 Laissez-faire 

2 Nodor Kenya EPZ Ltd 32 Democratic 

3 Protex Kenya EPZ Ltd 34 Autocratic 

4 Alltex EPZ Ltd 42 Democratic 

5 Insta Products EPZ Ltd 41 Democratic 

7 Leather Life EPZ Ltd. 46 Democratic 

8 Future Garments EPZ Ltd 36 Autocratic 

9 Ricardo EPZ International Co Ltd 37 Democratic 

11 Rupa Cotton Mills EPZ Ltd. 43 Democratic 

13 Nutro Manufacturing EPZ Ltd. 42 Democratic 

14 Celebrity Fashions K. EPZ Ltd 39 Democratic 

Source: Author analysis 

Table 14 shows the aggregated scores indicating the style of leadership in each of the case 

study organizations.   

 

 

Figure 4. Corporate Leaders by Leadership Styles; Source: Author analysis 
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Figure 4 shows the distribution of leadership styles among the corporate leaders of the 

case study organizations.  The results show that the majority 72.70% (8) out of the 11 

corporate leaders exhibited democratic style of leadership.  18.20% (2) exhibited autocratic 

style of leadership and 9.10% (1) exhibited laissez-faire style of leadership.  These results are 

in agreement with earlier studies by Lippit and White (1943) which showed that leaders could 

be categorized into any one of these three styles of leadership.  These results also support 

earlier observations that democratic leadership style is the most common style of leadership 

(Clark, 2002; Gitman & McDaniel, 2008; Townsend, 2000).   

Decision making behaviour of corporate leaders 

Question 11 relates to objective 1 of the research which sought to identify the 

leadership styles existing among the EPZ enterprises at the Athi-River EPZ.  The question 

was posed to the corporate leaders of the 14 case study organizations with the aim of 

assessing their perceptions about their own decision making behaviour.  Figure 4 shows the 

response to these questions (Spindler, 2010). 

 

Figure 5. Corporate Leaders Decision Making; Source: Author analysis 

Figure 5 shows that the majority of the respondents at 90.00% (9) indicated that they 

mostly consult colleagues before making decisions while 10.00% (1) indicated that they 

mostly made decisions without consulting colleagues.  These results indicate that the majority 

of the corporate leaders surveyed were of the opinion that they pursued a participative 
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approach to leadership which is one of the hallmarks of democratic leadership style (Spindler, 

2010; Northhouse, 2009). 

Challenges facing corporate leaders in executing their duties and responsibilities 

Question 12 relates to objective 4 of the research which sought to identify and 

recommend strategies to help improve the effectiveness of the leadership styles existing 

among Kenya’s EPZ enterprises.  The question was posed to the corporate leaders of the 14 

case study organizations to assist in identifying the critical challenges that they faced 

(Dressler, 2004).  Table 15 shows the response to the question. 

Table 15 

Key Challenges Facing Corporate Leaders  

Item Frequency Percentage 

Production 5 14 

Human Resources  21 57 

Public perception of the EPZ programme 1 3 

Security (theft) 1 3 

Financing 3 8 

Governance 3 8 

Corruption 1 3 

Transport logistics 1 3 

Market (Buyers) 1 3 

Total 37 100 

Source: Author analysis 
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 From table 15 we observe that issues related to human resources accounted for 57.00% 

(21) of the key challenges followed by production related issues at 14.00% (5) and finally 

financing and governance issues with each at 8.00%.  Human resource issues indicated 

included: Lack of skills; high level of absenteeism; Low productivity; High cost of labour; 

Worker’s culture; Decision making; Management; Communication; and, ignorance. 

Production issues indicated included: Product cost; High cost of operations; High cost of 

electricity and frequent black outs; Maintaining quality standards; and, raw material suppliers.  

Governance issues indicated included: Regulations; Responsibilities; and, time spent on 

consultation.  These views are significant in that they can be used to develop strategic 

interventions to assist in increasing the effectiveness of the leaders of the case study 

organizations. 

Leadership effectiveness 

 The questionnaires for other top-level managers included section III which contained 2 

instruments for assessing the effectiveness of leadership and results are presented here-below. 

i). Leadership Effectiveness Analysis (LEA) instrument  

This instrument contained 25 statements on leadership/organizational behaviours.  The 

statements relate to objective 2 of the research on effectiveness of leadership styles.  They 

were posed to the 28 top-level managers (excluding the corporate leaders) to assess their 

perceptions about the effectiveness of their corporate leaders (Huszczo, 2004; Preziosi, 2007).   

Table 16 

Perceptions on Statements in LEA Instrument  

Item 10 9 8 7 6 5 4 3 2 1 

Frequency 74 46.5 28.5 10.5 17.5 61.5 6 6.5 3.5 4.5 

Percentage 28.6 18.0 11.0 4.1 6.8 23.7 2.3 2.5 1.4 1.7 

Source: Author analysis 
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Table 16 shows that the other top-level managers surveyed had a majority score of 

57.6% (with a combined score of 149 aggregated from scores and percentages under ratings 8, 

9 and 10) which are indicative that their corporate leaders possessed the critical behavior of 

highly effective leaders (Huszczo, 2004; Preziosi, 2007). 

Table 17 

 

Autocratic Leaders on LEA Instrument  

Item 10 9 8 7 6 5 4 3 2 1 

Frequency 
3.5 3.5 11 5.5 9.5 11 2 3 - 1 

Percentage 7.0 7.0 22.0 11.0 19.0 22.0 4.0 6.0 - 2.0 

Source: Author analysis 

Table 17 shows that the other top-level managers surveyed gave a majority score of 

52.0% (with a combined score of 26 aggregated from scores and percentages under ratings 5, 

6 and 7) which is indicative that the attributes and behaviours possessed by the autocratic 

corporate leaders’ indicated that they were only moderately effective (Huszczo, 2004; 

Preziosi, 2007). 

Table 18 

 

Democratic Leaders on LEA Instrument  

Item 10 9 8 7 6 5 4 3 2 1 

Frequency 58 39 11 3.5 7.5 50.5 4 3.5 3.5 3.5 

Percentage  22.4 15.1 4.2 1.4 2.9 19.5 1.5 1.4 1.4 1.4 

Source: Author analysis 
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Table 18 shows that the other top-level managers surveyed gave a majority score of 

58.7% (with a combined score of 108 aggregated from scores and percentages under ratings 8, 

9 and 10) which is indicative that the attributes and behaviours possessed by the democratic 

corporate leaders’ indicated that they were highly effective (Huszczo, 2004; Preziosi, 2007).   

Table 19 

 

Laissez-faire Leaders on in LEA Instrument  

Item 10 9 8 7 6 5 4 3 2 1 

Frequency 12.5 4 6.5 1.5 0.5 - - - - - 

Percentage 5.0 16.0 26.0 6.0 2.0 - - - - - 

Source: Author analysis 

Table 19 shows that the other top-level managers surveyed gave a majority score of 

92.0% (with a combined score of 23 aggregated from scores and percentages under ratings 8, 

9 and 10) which is indicative that the attributes and behaviours possessed by the laissez-faire 

corporate leaders’ indicated that they were highly effective (Huszczo, 2004; Preziosi, 2007).   

ii). Leadership Effectiveness Survey (LES) instrument 

This instrument contained 22 statements on leadership attributes across 6 functional 

areas.  The statements relate to objective 2 of the research which sought assess the 

effectiveness of leadership styles existing among Kenya’s EPZ enterprises.  They were posed 

to the 28 top-level managers (excluding the corporate leaders) with the aim of assessing their 

perceptions about the effectiveness of their corporate leaders (Napier & McDaniel, 2006). 
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Table 20 

 

Statements contained in LES instrument  

Item 
Always 

does 

Mostly 

does 

Does just as 

many times as 

does not 

Mostly 

does 

not 

Never 

does 

Create 5.5 5.8 0.8 1.3 0.5 

Developing followership 6.5 2.8 3.0 0.5 1.0 

Implementation of the vision 8.8 2.8 1.5 0.8 0.3 

Following through 7.0 4.0 1.5 1.5 - 

Achievement of results 5.7 6.0 2.0 - 0.3 

Team playing 8.5 4.0 1.3 - 0.3 

Total frequency 42.0 24.4 10.1 4.1 2.4 

Percentage 50.0 30.2 12.0 4.9 2.9 

Source: Author analysis 

Table 20 shows that the other top-level managers had a majority score of 80.2% (with 

a combined average score frequency of 67.4 aggregated from scores and percentages under 

ratings for “always does” and “mostly does”) which are indicative that their corporate leaders 

possessed the critical attributes of highly effective leaders (Napier & McDaniel, 2006). 

Table 21 

 

Autocratic Leaders on LES Instrument  

Item 
Always 

does 

Mostly 

does 

Does just as many 

times as does not 

Mostly 

does not 

Never 

does 

Frequency 4 14 18 4 2 

Percentage 9.5 33.3 42.9 9.5 4.8 

Source: Author analysis 

Table 21 shows that the other top-level managers scored 42.9% (with a combined 

average score frequency of 18 aggregated from scores and percentages under ratings for 
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“always does” and “mostly does”) indicative that the autocratic corporate leaders’ attributes 

indicated a tie between being highly effective and moderately effective (Napier & McDaniel, 

2006). 

Table 22 

 

Democratic Leaders on LES Instrument  

Item 
Always 

does 

Mostly 

does 

Does just as many 

times as does not 

Mostly 

does not 

Never 

does 

Frequency 79 33.5 6 4.5 2.5 

Percentage 62.9 26.7 4.8 3.6 2.0 

Source: Author analysis 

Table 22 shows that the other top-level managers scored of 89.6% (with a combined 

average score frequency of 112.5 aggregated from scores and percentages under ratings for 

“always does” and “mostly does”) which are indicative that the democratic corporate leaders’ 

attributes indicated that they were highly effective (Napier & McDaniel, 2006). 

Table 23 

 

Laissez-faire Leaders on LES Instrument  

Item 
Always 

does 

Mostly 

does 

Does just as many 

times as does not 

Mostly 

does not 

Never 

does 

Frequency 14 5 - - 2 

Percentage 66.7 23.8 - - 9.5 

Source: Author analysis 

Table 23 shows that the other top-level managers scored of 90.5% (with a combined 

average score frequency of 19 aggregated from scores and percentages under ratings for 

“always does” and “mostly does”) which are indicative that the laissez-faire corporate 

leader’s attributes indicated high effectiveness (Napier & McDaniel, 2006). 
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Interviews with facilitating institutions 

 In carrying out the interviews, a total of 3 senior officers of the Export Processing 

Zones Authority were interviewed on the basis of their job positions that required frequent 

interaction with the corporate leaders and top-level management of EPZ enterprises based at 

the Athi River EPZ.  The interviewed officers were: Acting Chief Executive, Public Relations 

Officer, and Investor Support Officer.  2 senior officers of the Kenya Revenue Authority 

based at the Athi-River EPZ were also interviewed on the basis of their job positions which 

require frequent interaction with the corporate leaders and top-level management of EPZ 

enterprises based at the Athi River EPZ.  The interviewed officers were: Principal Revenue 

Officer – EPZ Custom’s Office, and Revenue Officer.  The following are a summary of the 

results of interviews: 

i). Role played by facilitating organizations in creating an enabling environment for better 

performance of Kenya’s EPZ enterprises 

Table 24 

 

Role in Creating an Enabling Environment  

Item Frequency Percentage 

Plays a role 5 100.0 

Does not play a role - - 

Total 5 100 

Source: Author analysis 

The interviewees from EPZA indicated that EPZA is mandated to manage the 

implementation of the EPZ programme.  Further that EPZA is guided by the EPZ act which 

outlines the various requirements for operations under the EPZ programme and that they 

facilitate operations of EPZ enterprises through speedy licensing, elimination of bottlenecks, 
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providing investor support for facilitation and aftercare while also acting as liaison between 

EPZ enterprises and other government agencies (EPZA, 2009). 

KRA interviewees on the other hand indicated that KRA is mandated to collect and 

protect government revenue.  Further that KRA facilitates the movement of imports and 

exports of the EPZ enterprises and also ensures that goods and services are not diverted into 

the domestic market thereby causing the government loss of revenue and that they were 

guided by the EPZ Act, Customs and Excise Act and the Value Added Tax (VAT) Act which 

provide regulations for the operations of EPZ enterprises.  They also indicated that KRA has 

officers seconded to EPZA who facilitate the operations of EPZ enterprises in terms of 

customs documentation, inspection and clearance.  

ii). Role played by the facilitating organizations in shaping the leadership styles practiced by 

Kenya’s EPZ enterprises.  

Table 25 

 

Role in Shaping Style of Leadership  

Item Frequency Percentage 

Plays a role 3 60.0 

Does not play a role 
2 40.0 

Total 5 100 

Source: Author analysis 

EPZA interviewees indicated that they have no direct role in determining the style of 

corporate leadership that EPZ enterprises have as these firms are privately owned.  However, 

they also stated that EPZA provides guidelines and regulations to EPZ investors which govern 

the behavior and decisions of corporate leadership as required under the Laws of Kenya e.g. 

labour guidelines drawn from the Employment Act 2007, Laws of Kenya.  The labour 
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guidelines cover the treatment of workers by the employers and the workers’ rights and 

EPZA’s operations department conducts regular compliance audits and holds quarterly 

investor forums through which it is able to monitor the activities of the EPZ enterprises.  

These measures and engagements they felt help shape the leadership styles within the EPZs.  

KRA interviewees on the other hand indicated that they have no direct role in determining the 

style of leadership among the EPZ enterprises. 

 

iii). Perceptions on key challenges faced by EPZ corporate leaders  

 

Table 26 

 

Perceptions on key Challenges Facing EPZ Corporate Leaders  

Item 
Frequency Percentage 

Human Resources  4 26.7 

Governance 2 13.3 

Economic performance 3 20.0 

Transport logistics 5 33.3 

Market (Buyers) 1 6.7 

Total 15 100 

Source: Author analysis 

 From table 25 we can observe that issues related to transport logistics accounted for 

33.3% (5) of the key challenges followed by human resource issues at 26.7% (4) and finally 

by economic issues at 20.0% (3).  Transport logistics issues indicated included: inefficiency at 

the ports and railways. Human resource issues included: Labour productivity; Labour 
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turnover; Efficiency; and, Labour unrest.  Economic issues indicated included: Local currency 

fluctuation; Global economic down turn or recession; and, high product cost. 

iv). Perceptions on effectiveness of EPZ corporate leaders  

Table 27 

 

Perceptions on Effectiveness of EPZ Corporate Leaders  

Item Frequency Percentage 

Effective 3 60.0 

Ineffective 2 40.0 

Total 5 100 

Source: Author analysis 

 EPZA interviewees indicated that there existed a mixture of different leadership styles. 

Differences were clear among corporate leaders from different origins such as European 

corporate leaders and Asian Corporate leaders.  However, even among corporate leaders from 

the same origin, differences still exist in their styles e.g. corporate leaders originating from 

Europe tend to focus more on the rights of the workers, while those from Asia focus more on 

productivity issues.  Some corporate leaders had a participative approach to management, 

others were dictatorial and yet some showed little involvement in the operations.  Successes 

and challenges facing EPZ enterprises under the EPZ programme may therefore be attributed 

to the existence of these different leadership styles.   

KRA interviewees indicated that the majority of the corporate leaders exhibit 

dictatorial tendency at the onset, but are more consultative once they realize that their 

attitudes do not achieve their aims. 
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Decision making by corporate leaders of EPZ enterprises 

 The officers interviewed indicated that EPZ corporate leaders often consult before 

making decisions.  Their responses are presented in table 27. 

Table 28 

 

Perceptions on EPZ Corporate Leaders’ Decision Making 

Item They mostly make 

decisions without 

consulting 

They mostly consult 

before making 

decisions 

They mostly let staff 

make decisions on 

their own 

Frequency 2 3 - 

Percentage 40.0 60.0 - 

Source: Author analysis 

 

Table 28 shows that 60% (3) of the respondents indicated that the corporate leaders 

mostly consulted colleagues before making decisions. 40% (2) indicated that they mostly 

made decisions without consulting colleagues.  These results indicate that the majority of the 

corporate leaders surveyed pursued a participative approach to leadership (Northhouse, 2009). 

Tests carried out on data 

A number of tests were carried out to ascertain the reliability and validity of the 

variables and measures in this research.  Similarly other tests were carried out to determine 

the relationships between the identified leadership styles and various constructs i.e. groupings 

of variables. 
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Table 29 

 

Tests for Correlation Coefficients (r) on constructs 

Item Sample 

size 

Correlation 

coefficient 

(r) 

Significance 

level (P) 

95% confidence 

interval for r 

      

i. Leadership effectiveness 

- r  for democratic 

8 0.6050 0.2797 -0.5947 to 0.9697 

ii. Organization performance 

- r  for democratic 

8 -0.4124 0.4902 -0.9493 to 0.7386 

iii. Environmental factors     

 a. Internal factors 

- r  for democratic 
8 -0.3165 0.6038 -0.9371 to 0.7849 

 b. External factors 

- r  for democratic 
8 -0.3165 0.6038 -0.9371 to 0.7849 

iv. 
Achievement of objectives 

- r  for democratic 8 0.06551 0.9167 -0.8669 to 0.8960 

Source: Author analysis 

Table 29 shows the correlation coefficients calculated for democratic leadership style 

and various constructs.  The correlation coefficients indicate a positive association between 

democratic leadership styles on the one hand and both leadership effectiveness and 

achievement of EPZ and corporate objectives.  However, it was not possible to undertake a 

similar analysis of correlations for the autocratic and laissez-faire corporate leaders for this 

construct due to low numbers in the sample i.e. only one laissez-faire corporate leader was 

identified in the sample hence no correlation could be calculated (Hine & Carson, 2007). 
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Figure 6. Democratic leaders and highly effective leadership; Source: Author analysis; Q2 > 

Scores for democratic behavior, Q4 > Scores for high effectiveness, 

Figure 6 shows the slope of the relationship between corporate leaders who exhibit 

democratic leadership styles and highly effective leadership.  The slope depicted is positive 

indicating that the corporate leaders who exhibit democratic leadership styles were also highly 

effective (Hine & Carson, 2007).   

 

Figure 7. Democratic leaders and positive environmental factors; Source: Author analysis; Q2 

> Scores for democratic behavior, Q7 > Scores for positive environmental factors. 

Figure 7 shows the slope of the relationship between corporate leaders who exhibit 

democratic leadership styles and positive environmental factors.  The slope depicted is 

negative indicating that the corporate leaders who exhibit democratic leadership styles also 

indicated that they were negatively influenced by environmental factors (Hine & Carson, 

2007).   
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Figure 8. Democratic leaders and achievement of objectives; Source: Author analysis; Q2 > 

Scores for democratic behavior, Q7 > Scores for achievement of EPZ and corporate 

objectives. 

Figure 8 shows the slope of the relationship between corporate leaders who exhibit 

democratic leadership styles and achievement of EPZ and corporate objectives.  The slope 

depicted is positive indicating that the corporate leaders who exhibit democratic leadership 

styles also indicated that they had contributed positively to achievement of EPZ and their 

corporate objectives (Hine & Carson, 2007).   

Table 30 

 

Tests for correlation coefficients (r) tests on Leadership Styles 

Item Sample 

size 

Correlation 

coefficient (r) 

Significance 

level (P) 

95% confidence 

interval for r 

     

Autocratic versus democratic 10 -0.1987 0.6371 -0.7924 to 0.5884 

Autocratic versus laissez-faire 3 -0.9922 0.1377 - 

Democratic versus laissez-faire 9 0.5729 0.1377 -0.2210 to 0.9101 

Source: Author analysis 

Table 30 shows the relationship between corporate leaders who exhibit democratic 

leadership styles and their autocratic behavior.  The correlation coefficient (r) is negative 
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indicating that the corporate leaders who exhibit democratic leadership styles had very little 

tendency towards autocratic behaviour.  The table also shows the relationship between 

corporate leaders who exhibit autocratic leadership styles and their laissez-faire behavior.  

The correlation coefficient (r) is also negative indicating that the corporate leaders who 

exhibit democratic leadership styles had very little tendency towards autocratic behaviour.   

Finally the table shows the relationship between corporate leaders who exhibit 

democratic leadership styles and their laissez-faire behavior.  The correlation coefficient (r) is 

positive indicating that the corporate leaders who exhibit democratic leadership styles also 

had a higher tendency towards laissez-faire behavior (Hine & Carson, 2007).  The slopes 

representing the nature of these relationships are shown in figures 8 – 10: 

 

Figure 9. Democratic leaders and autocratic behaviour; Source: Author analysis; Q1 > Scores 

for autocratic behavior, Q2 > Scores for democratic behavior. 

Figure 9 shows that slope is negative indicating that the corporate leaders who exhibit 

democratic leadership styles had very little tendency towards autocratic behavior (Hine & 

Carson, 2007).   
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Figure 10. Autocratic leaders and laissez-faire behaviour; Source: Author analysis; Q1 > 

Scores for autocratic behavior, Q3 > Scores for laissez-faire behavior. 

Figure 10 shows that the slope is negative indicating that the corporate leaders who 

exhibit democratic leadership styles had very little tendency towards autocratic behavior 

(Hine & Carson, 2007).   

 

 

Figure 11. Democratic leaders and laissez-faire behaviour; Source: Author analysis; Q2 > 

Scores for democratic behavior, Q3 > Scores for laissez-faire behavior.  

Figure 11 shows that the slope is positive indicating that the corporate leaders who 

exhibit democratic leadership styles had very higher tendency towards laissez-faire behavior 

Correlation analysis helps in determining the relationship between two sets of variables and a 
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positive value for the correlation coefficient indicates a positive association between the 

variables while a negative value indicates a negative relationship (Hine & Carson, 2007).   

Table 31 

 

Tests for Cronbach’s Alpha (α) 

Item Cases Cronbach’s 

alpha (α) 
95% lower 

confidence limit 

    

i. Leadership effectiveness 8 0.7282 0.1398 

ii. Organization performance 8 0.6863 0.1738 

iii. Environmental factors 8 0.8336 -0.0627 

iv. EPZ objectives 8 0.6595 -0.0268 

v.  Corporate objectives 8 0.5745 -0.1118 

Source: Author analysis 

The cronbach’s α values obtained in the analysis of data collected in the survey range 

from 0.5745 – 0.7282 using the raw variables.  According to Hine and Carson (2007) and 

Nunnaly (1978) positive values for cronbach’s α are indicative of higher levels of internal 

consistency and validity for sets of data used in an analysis.  Cronbach’s α provides a good 

measure of reliability in questionnaire analysis and a higher value of cronbach’s α that is 

closer to 1.00 indicates a high degree of internal consistency and hence reliability of the data. 

Summary 

 The findings of the tests show evidence of existing relationships between the 

dependent variables and independent variables in terms of correlation and how they influence 

the outcomes.  
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CHAPTER FIVE 

DISCUSSIONS, CONCLUSIONS AND RECOMMENDATIONS 

This chapter presents the conclusions reached from the results of this study and 

discusses their implications for further research and practise.  It also provides 

recommendations on strategic interventions that can assist in fostering greater effectiveness of 

the Leaders of EPZ enterprises towards achieving their corporate objectives and the EPZ 

programme’s objectives.   

Introduction 

This study set out to meet the following objectives: i). What leadership styles were 

being practiced in Kenya’s EPZ enterprises? ii). How effective were the leadership styles 

being practiced among Kenya’s EPZ enterprises? iii). What factors in the business 

environment influenced the effectiveness of leadership styles among Kenya’s EPZ 

enterprises? iv). What strategies can help improve the effectiveness of leadership styles 

among Kenya’s EPZ enterprises?  The results show that the study achieved these objectives. 

While 14 EPZ enterprises were invited to participate in the, only 11 EPZ enterprises 

responded and were subsequently analyzed in the case study.  Seventy-two percent of the case 

study organizations were foreign owned, 25% were Kenyan owned and 13% were joint 

ventures between Kenyan owners and foreign owners.  The individual respondents were 24 

out of an envisaged total of 42 samples representing a 51.7% response rate.  Out of these 

respondents, 25% were female and 75% male.  Ten were corporate leaders and 14 were top-

level managers.  Similarly, 25% of the respondents were foreign nationals and 75% were 

Kenyan nationals.  62.5% of the respondents had worked with the case study organizations for 

more than 3 years.  4.2% of the 24 respondents had postgraduate level of qualifications, 

58.3% had university level qualifications and 37.5% had technical level qualifications. 
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Gaps in the research 

The following gaps were noticed in the study.  With regard to objective “ii” which 

sought to establish the effectiveness of the leadership styles being practiced among Kenya’s 

EPZ enterprises, the measures used in the study provided an assessment based on leadership 

behaviors, attributes and self-assessment of select functional areas in terms of organizational 

performance.  The instruments used for assessment of behaviours and attributes required the 

respondents to have knowledge of different aspects of the operations of within their respective 

organizations.  As such carrying out a large scale sampling of views within the case study 

organizations would have been difficult task given the nature of their operations which is 

geared towards factory operations and do not provide much room for employees to engage in 

other activities at their places of work.   

The method adopted for assessing organizational performance depended to a large 

extent on the perceptions of the respondents the veracity of which would be difficult to verify 

without an in depth analysis of the individual case study organization’s operations.  This 

certainly would introduce an element of respondent’s bias in the results and may not therefore 

provide a holistic assessment of the effectiveness of the corporate leaders especially with 

regard to organizational performance. 

Conclusions 

The following are the conclusions arrived from the results of the research carried out 

on the effectiveness of leadership styles among EPZ enterprises at the Athi-River EPZ in 

Kenya.  The conclusions address the various constructs used as measures in the research. 

Leadership styles. The results of the analysis of the research indicate that, 72.7% of 

the corporate leaders in the case study organizations exhibited democratic leadership style, 

18.2% exhibited autocratic leadership style and 9.1% exhibited laissez-faire leadership style.  

It can therefore be concluded that the majority of the corporate leaders surveyed exhibited 

democratic leadership styles.  The identification of all three types of leadership styles among 
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the case study organizations backs the findings in the literature review under leadership styles 

with regard to the three dimensional theory of leadership which indicates that leadership 

styles can be classified into autocratic, democratic or laissez-faire styles (Lewin, Lippit and 

White, 1939; Townsend, 2000; Gitman and McDaniel, 2008).  

Leadership effectiveness. Response to questions 6 and 8 on organizational 

performance in section I of the questionnaires show that 54.8% of the respondents indicated 

that their organizations had experienced either excellent or above average performance.  

Analysis of responses made in the Leadership Effectiveness Analysis (LEA) instrument in 

section III, indicate a score of 66.9% by respondents showing that their corporate leaders 

possessed the behavior of highly effective leaders. Similar analysis of responses made in the 

Leadership Effectiveness Survey (LES) instrument in section III, 80.4% of the respondents 

indicated that their corporate leaders possessed the attributes of highly effective leaders.  It 

can therefore be concluded that the majority of the corporate leaders surveyed exhibited 

attributes of effective leaders (Huszczo, 2004).   

Significantly, democratic leaders scored 89.6% in terms of effectiveness which 

indicated that they were highly effective.  The laissez-faire leader identified scored 90.5% in 

terms of effectiveness indicating a high level of effectiveness.  However, since only one 

leader exhibited this leadership style, it was not possible to compare.  These findings resonate 

with the earlier studies conducted by Howel and Frost (1989), Bryman (1992) and Sun (2002) 

on leadership styles and leadership performance in schools and enterprises which indicated a 

significant positive correlation between certain leadership styles and organizational 

performance. 

Achievement of objectives. Fifty percent of the respondents indicated that their 

performance was above average or excellent in achievement of their corporate objectives, 

46% indicated that their performance was average in achievement of their corporate 
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objectives and none indicated that their performance was poor in achievement of their 

corporate objectives.  It can therefore be concluded that the majority of the corporate leaders 

surveyed were effective in meeting their corporate objectives (Dressler, 2004). 

Notably, 79.2% of the respondents indicated that their performance was above average 

or excellent in contribution to the achievement of the EPZ programme’s objectives, 21% 

indicated that their performance was average in their contribution to the achievement of the 

EPZ programme’s objectives and none indicated that their performance was poor in their 

contribution to the achievement of the EPZ programme’s objectives.  It can therefore be 

concluded that the majority of the corporate leaders surveyed were effective in contributing to 

the achievement of the EPZ programme’s objectives (Dressler, 2004). 

Influence of environmental factors. Fifty-two point two percent of the respondents 

indicated that their external environment had a positive influence on their operations, 16.9% 

indicated that their external environment had no influence on their operations and 30.9% 

indicated that their external environment had a negative influence on their operations.  It can 

therefore be concluded that the majority of the corporate leaders surveyed were positively 

influenced by their external environment (Heldman & Cram, 2004). 

In terms of internal factors, on average 3 of the respondents indicated that profitability 

was their weakest factor in their internal environment followed by financing and growth each 

with on average 1 respondent indicating the factor.  On the other hand on average 12 of 24 

respondents indicated customer satisfaction as their strongest factor in the internal 

environment followed by human resources at on average 11 and a tie in third place by 

competitiveness and production capacity each with on average 8 respondents indicating these 

factors (Morill, 2007). 

In terms of external factors, on average 13 of the respondents indicated that political 

factors was the main threat in their external environment followed by economic factors at on 
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average 9.7 and socio-cultural factors at on average 7.8.  On the other hand on average 18.7 of 

the respondents indicated that ecological factors presented the greatest opportunities in the 

external environment followed by technological factors at on average 17 and legal factors at 

on average 13 (Morill, 2007). 

Implications and recommendations 

The following are the implications and recommendations arising from the conclusions 

arrived at from the results of the research carried out on the effectiveness of leadership styles 

among EPZ enterprises at the Athi-River EPZ in Kenya.   

i. The findings of this research indicate a perception among the surveyed respondents that 

their leaders are effective.  Similarly majority those surveyed indicated that their 

organizations had performed exceptionally well in terms of meeting their corporate 

objectives and in contributing to the achievement of the objectives of the EPZ programme.  

However, in light of the significantly high number of EPZ enterprises that exited the 

programme in the period covered by the study, it is implied that their exit were also 

influenced by factors other than those directly attributable to the actions or inactions of the 

enterprise’s management.  Development of early warning and support systems for 

enterprises would therefore help mitigate such factors (Dressler, 2004).  

ii. The results of the leadership effectiveness survey indicated that the autocratic leaders 

were not as effective as those exhibiting the other two leadership styles.  At the level of 

chief executive officers, a participative approach in handling leadership and management 

will result in better effectiveness.  However, leaders should seek to first understand how 

applying any of the three styles of leadership impacts on their effectiveness and 

organizational performance to enable them adopt the appropriate leadership style 

depending on the nature of staffing or functions within their respective organizations 

(Morill, 2007; Northhouse, 2009). 
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iii. The study identified factors in the business environments that influenced the 

organization’s performance and leadership’s effectiveness.  It is important that leaders in 

the EPZs understand the impact of these factors so as to enable them mitigate against any 

threats and weaknesses that such factors may create.  Further research on the factors 

affecting the performance of the EPZ enterprises will help in identifying and development 

of interventions (Heldman & Cram, 2004; Morill, 2007). 

iv. Further research on the influence of cultural dimensions on the effectiveness of corporate 

leadership will help in understanding how the leaders react to different motivators. This 

will also help the facilitating organizations to develop better ways of communicating and 

implementing interventions for greater effectiveness of the EPZ programme (Hofstede, 

2001). 
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APPENDIX A  

QUESTIONNAIRE INTRODUCTORY LETTER 

 

Fanuel O. Kidenda 

P. O. Box 50563 – 00200 

NAIROBI 

 

March 8, 2011  

 

Dear Respondent, 

 

RE: RESEARCH PROJECT 

 

I am an MBA student at Daystar University, Nairobi majoring in Strategic Management.  In 

partial fulfilment of the course requirements, I am conducting a study on “EFFECTIVENESS 

OF LEADERSHIP STYLES AMONG KENYA’S EPZ ENTERPRISES: A CASE STUDY 

OF THE ATHI RIVER EPZ IN KENYA”.   

 

I would appreciate if you could spare a few minutes of your time to answer this questionnaire 

to the best of your knowledge.  The information that you will provide in this questionnaire is 

highly valued and will be treated strictly as confidential; it will be used only for the purpose 

of this study.  Any report arising out of this study will not disclose individual names or any 

other information that may identify you as an individual. 

 

Your assistance in facilitating the same will be highly appreciated. 

 

Thank you in advance. 

 

______________________ 

F.O. Kidenda 
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APPENDIX B  

QUESTIONNAIRE (CORPORATE LEADERS) 

 

This questionnaire is meant to collect information on the effectiveness of leadership 

styles among Kenya’s EPZ enterprises.  Kindly answer the questions by ticking and 

explaining where appropriate. 

 

Section I: Background Information & organizational performance 

1. How long have you held your current position with this company? (Years) 

Period Tick the box with  the 

appropriate answer 

Less than 1 year  

From 1 year to less than 2 years  

From 2 years to less than 3 years  

More than 3 years  

 

2. Which of the following phrases best describe your position in the company? 

Position Tick the box with  the 

appropriate answer 

Expatriate employee  

Local employee (Kenyan Citizen)  

 

3. Which of the following phrases best describe you? 

Gender  Tick the box with  the 

appropriate answer 

Male  

Female   

 

4. Which of the following categories describes your age? 

Years Tick the box with  the 

appropriate answer 

Under 20  

21 – 30  

31 - 40  

41 - 50  

Over 50  

 

5. Which of the following categories describes your current level of education? 

Current level of education Tick the box with  the 

appropriate answer 

Secondary and below  

Technical College  

University  

Postgraduate and above  

 

6. Which of the following phrases best describe your company’s ownership structure? 

Ownership Tick the box with  the 

appropriate answer 
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100% Foreign owned  

100% Kenyan owned   

Joint Ownership (Kenyan & 

Foreign) 

 

 

7. Which of the following phrases best describe your stake in the company? 

Stake Tick the box with  the 

appropriate answer 

Owner or part owner  

Employee   

 

8. How would you rate the following aspects of your company’s performance in Kenya? 

Performance indicator Tick the box with  the appropriate answer 

Excellent Above 

Average 

Average Below 

Average 

Unsatisfactory 

Profitability      

Financing      

Corporate culture      

Customer satisfaction      

Growth      

Human resources      

Competitiveness      

Achievement of your 

corporate objectives 

     

Contribution to the 

objectives of the EPZ 

programme  

     

Production capacity      

 

9. How would you rate the following factors influence on your company’s operations in 

Kenya? 

# Factors Tick only one box per response with  the appropriate 

answer 

Positive No effect Negative 

1 Political environment 

  Changes brought about 

by elections 

      

  Changes in public policy       

  Changes in tax policies       

  Personal security       

2 Economic environment 

  Competitiveness       

  Customer satisfaction       

  Economic performance       

  Exchange rates       

  Ease of doing business       
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  Production costs       

  Availability of business 

inputs 

      

3 Social environment 

  Standard of living       

  Cultural practises       

  Immigration processes       

  Quality and availability 

of labour 

      

  Health care facilities and 

standards 

      

  Education facilities and 

standards 

      

4 Technical environment 

  Availability of 

technology 

      

  Ease of 

telecommunications 

      

  Availability of technical 

expertise 

      

5 Environmental 

  Environmental 

regulations 

      

  Quality of environment       

  Public awareness       

6 Legal environment 

  Laws and regulations 

governing business 

      

  Industrial laws and 

regulations 

      

  Enforcement of laws and 

regulations 

      

  Laws and regulations 

governing immigration 

      

 

Section II: Assessment of Leadership styles 

This section contains statements about leadership styles. Next to each statement, tick the 

number that represents how strongly you feel about the statement by using the following 

scoring system: 

o Almost Always True — 5 

o Frequently True — 4 

o Occasionally True — 3 

o Seldom True — 2 

o Almost Never True — 1 
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Be honest about your choices as there are no right or wrong answers. 

 Statement Rating 

1. I always retain the final decision making authority 

within my department or team. 

5 4 3 2 1 

2. I always try to include one or more employees in 

determining what to do and how to do it. However, I 

maintain the final decision making authority. 

5 4 3 2 1 

3. I and my employees always vote whenever a major 

decision has to be made. 

5 4 3 2 1 

4. I do not consider suggestions made by my employees as 

I do not have the time for them. 

5 4 3 2 1 

5. I ask for employee ideas and input on upcoming plans 

and projects. 

5 4 3 2 1 

6. For a major decision to pass in my department, it must 

have the approval of each individual or the majority. 

5 4 3 2 1 

7. I tell my employees what has to be done and how to do 

it. 

5 4 3 2 1 

8. When things go wrong and I need to create a strategy to 

keep a project or process running on schedule, I call a 

meeting to get my employee's advice. 

5 4 3 2 1 

9. To get information out, I send it by email, memos, or 

voice mail; very rarely is a meeting called. My 

employees are then expected to act upon the 

information. 

5 4 3 2 1 

10. When someone makes a mistake, I tell them not to ever 

do that again and make a note of it. 

5 4 3 2 1 

11. I want to create an environment where the employees 

take ownership of the project. I allow them to participate 

in the decision making process. 

5 4 3 2 1 

12. I allow my employees to determine what needs to be 

done and how to do it. 

5 4 3 2 1 

13. New hires are not allowed to make any decisions unless 

it is approved by me first. 

5 4 3 2 1 

14. I ask employees for their vision of where they see their 

jobs going and then use their vision where appropriate. 

5 4 3 2 1 

15. My workers know more about their jobs than me, so I 

allow them to carry out the decisions to do their job. 

5 4 3 2 1 

16. When something goes wrong, I tell my employees that a 5 4 3 2 1 
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procedure is not working correctly and I establish a new 

one. 

17. I allow my employees to set priorities with my guidance. 5 4 3 2 1 

18. I delegate tasks in order to implement a new procedure 

or process. 

5 4 3 2 1 

19. I closely monitor my employees to ensure they are 

performing correctly. 

5 4 3 2 1 

20. When there are differences in role expectations, I work 

with them to resolve the differences. 

5 4 3 2 1 

21. Each individual is responsible for defining their job. 5 4 3 2 1 

22. I like the power that my leadership position holds over 

subordinates. 

5 4 3 2 1 

23. I like to use my leadership power to help subordinates 

grow. 

5 4 3 2 1 

24. I like to share my leadership power with my 

subordinates. 

5 4 3 2 1 

25. Employees must be directed or threatened with 

punishment in order to get them to achieve the 

organizational objectives. 

5 4 3 2 1 

26. Employees will exercise self-direction if they are 

committed to the objectives. 

5 4 3 2 1 

27. Employees have the right to determine their own 

organizational objectives. 

5 4 3 2 1 

28. Employees seek mainly security. 5 4 3 2 1 

29. Employees know how to use creativity and ingenuity to 

solve organizational problems. 

5 4 3 2 1 

30. My employees can lead themselves just as well as I can. 5 4 3 2 1 

 

10. How do you rate the adherence in your answer in question 6 above? 

Response Tick the box with  the 

appropriate answer 

Always  

Sometimes  

Seldom  

Not at all  

 

11. How would you describe yourself? 

Response Tick the box with  the 

appropriate answer 
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I mostly make decisions without consulting colleagues  

I mostly consult colleagues before making decisions  

I let my colleagues make decisions on their own  

 

12. List five key challenges that you face in executing your duties and responsibilities 

within your company?  

i.................................................................................................................................... 

................................................................................................................................... 

ii.................................................................................................................................... 

................................................................................................................................... 

iii.................................................................................................................................... 

................................................................................................................................... 

iv.................................................................................................................................... 

................................................................................................................................... 

v.................................................................................................................................... 

................................................................................................................................... 

 

Thank you & God bless. 
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APPENDIX C  

QUESTIONNAIRE (TOP-LEVEL MANAGEMENT) 

 

This questionnaire is meant to collect information on the effectiveness of leadership 

styles among Kenya’s EPZ enterprises.  Kindly answer the questions by ticking and 

explaining where appropriate. 

 

Section I: Background Information & organizational performance 

1. How long have you held your current position with this company? (Years) 

Period Tick the box with  the 

appropriate answer 

Less than 1 year  

From 1 year to less than 2 years  

From 2 years to less than 3 years  

More than 3 years  

 

2. Which of the following phrases best describe your position in the company? 

Response Tick the box with  the 

appropriate answer 

Expatriate employee  

Local employee (Kenyan Citizen)  

 

3. Which of the following phrases describes your gender? 

Gender Tick the box with  the 

appropriate answer 

Male  

Female   

 

4. Which of the following categories describes your age? 

Years Tick the box with  the 

appropriate answer 

Under 20  

21 – 30  

31 – 40  

41 – 50  

Over 50  

 

5. Which of the following categories describes your current level of education? 

Current level of education Tick the box with  the 

appropriate answer 

Secondary and below  

Technical College  

University  

Postgraduate and above  

 

6. How would you rate the following aspects of your company’s performance in Kenya? 

Performance indicator Tick the box with  the appropriate answer 

Excellent Above Average Below Unsatisfactory 
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Average Average 

Profitability      

Financing      

Corporate culture      

Customer satisfaction      

Growth      

Human resources      

Competitiveness      

Achievement of your 

corporate objectives 

     

Contribution to the 

objectives of the EPZ 

programme  

     

Production capacity      

 

7. How would you rate the following factors influence on your company’s operations in 

Kenya? 

# Factors Tick only one box per 

response with  the 

appropriate answer 

Positive Negative 

1. Political environment 

 Changes brought about by elections   

 Changes in public policy   

 Changes in tax policies   

 Personal security   

2. Economic environment 

 Competitiveness   

 Customer satisfaction   

 Economic performance   

 Exchange rates   

 Ease of doing business   

 Production costs   

 Availability of business inputs   

3. Social environment 

 Standard of living   

 Cultural practises   

 Immigration processes   

 Quality and availability of labour   

 Health care facilities and standards   

 Education facilities and standards   

4. Technical environment 

 Availability of technology   

 Ease of telecommunications   

 Availability of technical expertise   

5. Environmental 

 Environmental regulations   

 Quality of environment   

 Public awareness   
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6. Legal environment 

 Laws and regulations governing business   

 Industrial laws and regulations   

 Enforcement of laws and regulations   

 Laws and regulations governing immigration   

 

Section II: Assessment of Leadership styles 

This section contains statements about leadership styles. Next to each statement, tick the 

number that represents your perception of your superior’s behaviour by using the following 

scoring system: 

o Almost Always True — 5 

o Frequently True — 4 

o Occasionally True — 3 

o Seldom True — 2 

o Almost Never True — 1 

Be honest about your choices as there are no right or wrong answers. 

 Statement Rating 

1. He/she always retain the final decision making authority 

within his/her department or team. 

5 4 3 2 1 

2. He/she always try to include one or more employees in 

determining what to do and how to do it. However, 

he/she maintains the final decision making authority. 

5 4 3 2 1 

3. He/she and his/her employees always vote whenever a 

major decision has to be made. 

5 4 3 2 1 

4. He/she do not consider suggestions made by his/her 

employees as he/she does not have the time for them. 

5 4 3 2 1 

5. He/she ask for employee ideas and input on upcoming 

plans and projects. 

5 4 3 2 1 

6. For a major decision to pass in his/her department, it 

must have the approval of each individual or the 

majority. 

5 4 3 2 1 

7. He/she tells his/her employees what has to be done and 

how to do it. 

5 4 3 2 1 

8. When things go wrong and he/she needs to create a 

strategy to keep a project or process running on 

schedule, he/she calls a meeting to get his/her 

employee's advice. 

5 4 3 2 1 

9. To get information out, he/she sends it by email, memos, 

or voice mail; very rarely is a meeting called. His/her 

5 4 3 2 1 
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employees are then expected to act upon the 

information. 

10. When someone makes a mistake, he/she tells them not to 

ever do that again and makes a note of it. 

5 4 3 2 1 

11. He/she wants to create an environment where the 

employees take ownership of the project. He/she allows 

them to participate in the decision making process. 

5 4 3 2 1 

12. He/she allows his/her employees to determine what 

needs to be done and how to do it. 

5 4 3 2 1 

13. New hires are not allowed to make any decisions unless 

it is approved by him/her first. 

5 4 3 2 1 

14. He/she asks employees for their vision of where they see 

their jobs going and then use their vision where 

appropriate. 

5 4 3 2 1 

15. His/her workers know more about their jobs than 

him/her, so he/she allows them to carry out the decisions 

to do their job. 

5 4 3 2 1 

16. When something goes wrong, he/she tells his/her 

employees that a procedure is not working correctly and 

he/she establishes a new one. 

5 4 3 2 1 

17. He/she allows his/her employees to set priorities with 

his/her guidance. 

5 4 3 2 1 

18. He/she delegates tasks in order to implement a new 

procedure or process. 

5 4 3 2 1 

19. He/she closely monitors employees to ensure they are 

performing correctly. 

5 4 3 2 1 

20. When there are differences in role expectations, he/she 

works with them to resolve the differences. 

5 4 3 2 1 

21. Each individual is responsible for defining their job. 5 4 3 2 1 

22. He/she likes the power that his/her leadership position 

holds over subordinates. 

5 4 3 2 1 

23. He/she likes to use leadership power to help 

subordinates grow. 

5 4 3 2 1 

24. He/she likes to share leadership power with 

subordinates. 

5 4 3 2 1 

25. He/she often directs or threatens subordinates with 

punishment in order to get them to achieve the 

organizational objectives. 

5 4 3 2 1 
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26. He/she believes employees exercise self-direction if they 

are committed to the objectives. 

5 4 3 2 1 

27. He/she believes that employees have the right to 

determine their own organizational objectives. 

5 4 3 2 1 

28. He/she believes that employees seek mainly security. 5 4 3 2 1 

29. He/she believes that employees know how to use 

creativity and ingenuity to solve organizational 

problems. 

5 4 3 2 1 

30. He/she believes that employees can lead themselves just 

as well as he/she can. 

5 4 3 2 1 

 

31. How do you rate his/her adherence in your answer in question 6 above? 

Response Tick the box with  the 

appropriate answer 

Always  

Sometimes  

Seldom  

Not at all  

 

Section III: Assessment of leadership effectiveness 

1. For each of the following Leadership/Organizational Behaviours, please rate 

according to your experience with your superior in the organization.  Score on the line 

to the left, using a ten-point scale: A score of 10 reflects outstanding performance or a 

high level of skill; 5 represents a moderate level of effectiveness; 1 is poor 

performance.   

# Leadership/Organizational Behaviours Score 

10 9 8 7 6 5 4 3 2 1 

1 Is well organized, well prepared                     

2 Utilizes own time and that of others effectively                     

3 Leads from a set of clear goals and a future 

vision 

                    

4 Works to involve others - a true collaborator                     

5 Assesses problems effectively - a good 

diagnostician 

                    

6 Is decisive and willing to make decisions in a 

timely fashion 

                    

7 Designs meetings effectively - they are creative, 

value-added, engaging, productive 

                    

8 Communicates ideas and information in a clear 

and understandable fashion 

                    

9 Will take charge of a situation and act - is 

recognised as a problem solver 
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10 Continually seeks to improve self and others 

(seeks out best practices, new training 

opportunities) 

                    

11 Supports fun and humour as an essential part of 

the workplace 

                    

12 Shows a strong understanding of the intellectual 

and technical aspects of the job 

                    

13 Builds strong relationships among employees 

and attempts to create areal sense of a team 

                    

14 Handles conflict effectively and in a timely 

fashion 

                    

15 Is an effective listener - people feel heard                     

16 Produces work at a consistently high level of 

quality 

                    

17 Solicits and acts on feedback from others                     

18 Is willing to provide others with meaningful and 

timely feedback 

                    

19 Acts in a fair and impartial manner                     

20 Acknowledges own mistakes and is non-

defensive 

                    

21 Is consistently honest, trustworthy, and ethical in 

behaviour towards others 

                    

22 Is approachable and emotionally accessible to 

others 

                    

23 Shows appreciation for the work of others - 

makes it easy to recognize others' good works 

                    

24 Is recognized as a planner - based on data, 

establishes priorities, plans implementations, 

then monitors progress 

                    

25 Has a customer focus (either internal or external) 

and assesses needs and levels of satisfaction on a 

regular basis 

                    

 

2. For each of the following Leadership functional areas and leadership practises, please 

rate your superior according to your experience with him/her.   

# Functional areas and 

leadership attributes 
Rating 

Always 

does 

Mostly 

does 

Does just as 

many times as 

does not 

Mostly 

does not 

Never 

does 

1 Create (Value) 

 

Is conservative           

 

Is innovative           
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Has technical expertise           

 

Is strategic           

2 Developing followership (Within the company) 

 

Is persuasive           

 

Is outgoing           

 

Shows excitement towards 

work           

 

Shows restraint in making 

decisions           

3 Implementation of the vision (Corporate) 

 

Has a structured approach           

 

Is tactical in approach           

 

Communicates effectively           

 

Delegates effectively           

4 Following through (On corporate issues) 

 

Exercises good control           

 

Provides feedback to 

colleagues           

5 Achievement of results (Organizational performance) 

 

Has focussed management           

 

Is dominant           

 

Focusses on production           

6 Team playing (Staff) 

 

Cooperates           

 

Is consensual (voluntary)           

 

Respects authority           

 

Shows empathy           

Thank you & God bless. 
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APPENDIX D  

INTERVIEW SCHEDULE (FACILITATING INSTITUTIONS) 

This interview schedule is meant to collect information on the effectiveness of 

leadership styles among Kenya’s EPZ enterprises.  Kindly answer the questions asked by 

providing honest answers. 

Section 1: Back ground information 

1. What role does your organization play in creating an enabling environment for better 

performance of Kenya’s EPZ enterprises? (Explain)  

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

 

 

2. What role does your organization play in shaping the leadership styles practiced by 

Kenya’s EPZ enterprises? (Explain)  

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

 

3. List five key challenges faced by the leadership of Kenya’s EPZ enterprises in operating 

in Kenya?  

i.................................................................................................................................... 

................................................................................................................................... 

ii.................................................................................................................................... 

................................................................................................................................... 

iii.................................................................................................................................... 

................................................................................................................................... 

iv.................................................................................................................................... 
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................................................................................................................................... 

v.................................................................................................................................... 

................................................................................................................................... 

 

4. Are leadership styles evident among Kenya’s EPZ enterprises effective in meeting the 

objectives of the EPZ programme? (Explain)  

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

................................................................................................................................... 

 

5. Which of the following phrases best describe the behaviours of the leadership among the 

EPZ enterprises as observed by you? 

Response Tick the box with  the 

appropriate answer 

They mostly make decisions without consulting  

They mostly consult before making decisions  

They mostly let staff make decisions on their own  

 

Thank you and God bless. 
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APPENDIX E  

CRITERIA FOR ANALYZING QUESTION IN SECTION II AND III OF APPENDICES II 

AND III 

 

In the table below, enter the score of each item on the above questionnaire. For example, if 

you scored item one with a 3 (Occasionally), then enter a 3 next to Item One.  When you have 

entered all the scores for each question, total each of the three columns. 

 

Item Score Item Score Item Score 

1 ______ 2 ______ 3 ______ 

4 ______ 5 ______ 6 ______ 

7 ______ 8 ______ 9 ______ 

10 ______ 11 ______ 12 ______ 

13 ______ 14 ______ 15 ______ 

16 ______ 17 ______ 18 ______ 

19 ______ 20 ______ 21 ______ 

22 ______ 23 ______ 24 ______ 

25 ______ 26 ______ 27 ______ 

28 ______ 29 ______ 30 ______ 

TOTAL _______ TOTAL ________ TOTAL ________ 

  
Authoritarian  

Style 
  

Participative 

Style 
  

Delegative 

Style 

  (autocratic)   (democratic)   

(Laissez-

Faire/free 

reign) 

 

 

This questionnaire is to help you assess what leadership style you normally operate out of. 

The lowest score possible for any stage is 10 (Almost never) while the highest score possible 

for any stage is 50 (Almost always).  The highest of the three scores in the columns above 

indicate what style of leadership you normally use — Authoritarian, Participative, or 

Delegative. If your highest score is 40 or more, it is a strong indicator of your normal style.  

The lowest of the three scores is an indicator of the style you least use. If your lowest score is 

20 or less, it is a strong indicator that you normally do not operate out of this mode.  If two of 

the scores are close to the same, you might be going through a transition phase, either 

personally or at work, except if you score high in both the participative and the Delegative 

then you are probably a Delegative leader.  If there is only a small difference between the 
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three scores, then this indicates that you have no clear perception of the mode you operate out 

of, or you are a new leader and are trying to feel out the correct style for yourself.  The 

Leadership Style Section of this questionnaire was modified slightly from the original 

produced by Don Clark at http://www.nwlink.com/~donclark/leader/survstyl.html.  The 

original was created by Don Clark and updated by him on February 24, 2002. 

 

Assessment of leadership effectiveness 

For each of the Leadership/Organizational Behaviours (in the LEA instrument) rated 

according to experience with superiors in the organization, the score on the line to the left, 

using a ten-point scale are to be evaluated as follows: 8, 9 or 10 reflect outstanding 

performance or a high level of skill; 5, 6 or 7 represent a moderate level of effectiveness; 

below 5 is less than satisfactory.   

For each of the Leadership functional areas and leadership attributes (in the LES 

instrument) rated according to experience with superiors in the organization, scores indicating 

“always does” and “mostly does” indicate above-average effectiveness, scores indicating 

“does just as many times as does not” indicates moderate level of effectiveness, scores 

indicating “mostly does not” and “never does” indicate ineffectiveness .   
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APPENDIX F  

 

EPZ Enterprises Located At Athi-River EPZ as at 31st December 2009 

Number Company Sector 

1 Golden Light EPZ Ltd Electricals 

2 Ivee Aqua EPZ Ltd Pharmaceuticals 

3 Nodor Kenya EPZ Ltd Darts board 

4 Norbrook  Africa EPZ Ltd. Pharmaceuticals 

5 Protex Kenya EPZ Ltd Garments 

6 Rupa Cotton Mills EPZ Ltd spinning 

7 Mirage Fashion Wear EPZ Ltd Garments 

8 Global Apparels (K) EPZ Ltd Garments 

9 Rolex Garments EPZ Ltd Garments 

10 Transfleet EPZ Ltd Service 

11 Premium Machinery Distributor  EPZ  Ltd  garment support service 

12 Alltex EPZ Ltd Garments 

13 Blue Sky Films EPZ Ltd Service 

14 Middle East Texco EPZ Ltd Garment support service 

15 Insta Products EPZ Ltd Food processing 

16 Pontact Productions EPZ Ltd Service 

17 Capital Industrial  Park EPZ Ltd Service 

18 Earthoil Kenya Proprietary EPZ Ltd Agro 

19 Nutro Manufacturing EPZ Ltd Food processing 

20 Newland EPZ Ltd Electricals 

21 View Finders EPZ Ltd Service 

22 Botanical Extracts EPZ Ltd Chemicals 

23 Tracejack Industries EPZ Ltd Electricals 

24 Ginger Ink Films EPZ Ltd Service 

25 Leatherlife EPZ Ltd Agro 

26 Nestle Equatorial African Region EPZ Ltd Service 

27 Redington Kenya EPZ Ltd Electricals 

28 Future Garments EPZ Ltd Garments 

29 Ricardo EPZ International Co Ltd Garments 

30 Asante Gifts and souvenirs EPZ Ltd Handcrafts 

31 Avenue Fresh EPZ Ltd Agro 

32 Ken Tobacco EPZ Ltd Cigarettes 

33 Red Dot Distribution EPZ Ltd Electricals 

34 Celebrity Fashions K. EPZ Ltd Garments 

Source: (EPZA, 2009) 
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APPENDIX G:  

 

Activity Sectors at Athi-River EPZ as at 31st December 2009 

Number Stratum (activity sector) Sector Size 

(number of 

EPZ 

enterprises in 

sector) 

Stratum Sample 

Size (number of 

top-level 

management 

employees in 

sector i.e. nh) 

 

Number of sample 

units (in each 

stratum) 

1 Electricals 5 1 0 

2 Pharmaceuticals 3 20 5 

3 Dart Boards 1 8 2 

4 Spinning 1 11 3 

5 Garments 10 53 12 

6 Real Estate Development 2 0 0 

7 Film 4 11 3 

8 Food-processing 3 15 3 

9 Agro-processing 2 5 1 

10 Handicrafts 1 1 0 

11 Chemicals 2 5 1 

 Total 34 131 30 

Source: (EPZA, 2010) 

 

 

 

 

 

 

 

 

 

  

Daystar University Repository

Library Archives Copy



 

114 

 

APPENDIX H  

 

Top-Level Management Staff at Athi-River EPZ as at 31st December 2009 

Number Company name Number of 

staff in top-

level 

management  

Status 

(March 

2011) 

Year 

of 

entry 

Company 

age 

Sample/ 

omit 

1 Golden Light EPZ Ltd. 2  Inaccessible 1999 12 Omit 

2 Ivee Aqua EPZ Ltd. 6  Accessible 1995 16 Sample 

3 Nodor Kenya EPZ Ltd 8  Accessible 1999 12 Sample 

4 

Norbrook  Africa EPZ 

Ltd. 0 Exited 1996 

15 Omit 

5 Protex Kenya EPZ Ltd. 7  Accessible 2001 10 Sample 

6 

Rupa Cotton Mills EPZ 

Ltd. 11  Accessible 2001 

10 Sample 

7 

Mirage Fashion Wear 

EPZ Ltd 0 Exited 2002 

9 Omit 

8 

Global Apparels (K) 

EPZ Ltd. 3  Inaccessible 2002 

9 Omit 

9 

Rolex Garments EPZ 

Ltd. 0 Exited 2002 

9 Omit 

10 Transfleet EPZ Ltd. 0 

No 

employees 1995 

16 Omit 

11 

Premium Machinery 

Distributor  EPZ  Ltd. 1  Inaccessible 2002 

9 Omit 

12 Alltex EPZ Ltd. 6  Accessible 2002 9 Sample 

13 

Blue Sky Films EPZ 

Ltd. 5  Accessible 2002 

9 Sample 

14 

Middle East Texco 

EPZ Ltd. 2  Inaccessible 2003 

8 Omit 

15 

Insta Products EPZ 

Ltd. 8  Accessible 2004 

7 Sample 

16 

Pontact Productions 

EPZ Ltd. 2  Inaccessible 2004 

7 Omit 

17 

Capital Industrial  Park 

EPZ Ltd. 0 

No 

employees 2002 

9 Omit 

18 

Earthoil Kenya 

Proprietary EPZ Ltd. 1  Inaccessible 2004 

7 Omit 

19 

Nutro Manufacturing 

EPZ Ltd. 7  Accessible 2004 

7 Sample 

20 Newland EPZ Ltd. 0 Dormant 2004 7 Omit 

21 View Finders EPZ Ltd. 2  Inaccessible 2006 5 Omit 

22 

Botanical Extracts EPZ 

Ltd. 14  Accessible 2007 

4 Sample 

23 

Tracejack Industries 

EPZ Ltd. 0 Dormant 2007 

4 Omit 

24 

Ginger Ink Films EPZ 

Ltd. 2  Inaccessible 2007 

4 Omit 
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25 Leatherlife EPZ Ltd. 4  Accessible 2008 3 Sample 

26 

Nestle Equatorial 

African Region EPZ 

Ltd. 0 Exited 2009 

2 Omit 

27 

Redington Kenya EPZ 

Ltd. 0 Inaccessible  2009 

2 Omit 

28 

Future Garments EPZ 

Ltd. 11  Accessible 2009 

2 Sample 

29 

Ricardo EPZ 

International Co Ltd. 18  Accessible 2009 

2 Sample 

30 

Asante Gifts and 

souvenirs EPZ Ltd. 1  Inaccessible 2009 

2 Omit 

31 Avenue Fresh EPZ Ltd. 5  Accessible 2009 2 Sample 

32 Ken Tobacco EPZ Ltd. 0 Exited 2009 2 Omit 

33 

Red Dot Distribution 

EPZ Ltd. 1 Inaccessible  2009 

2 Omit 

34 

Celebrity Fashions K. 

EPZ Ltd. 5  Accessible 2009 

2 Sample 

  

Total number of top-

level management 

employees 131 

 

Total number of 

companies accessible 

for sampling 14 

Source: (EPZA, 2011) 
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