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ABSTRACT 

Leadership style has an immense impact on employee performance and organization 

leadership has a duty to adopt the right styles and deploy it for the attainment of 

competitive advantage. This study examined the leadership styles practiced and their 

effect on competitive advantage in the Amica Saving and Credit LTD. Its objectives 

were to identify leadership styles used in the running of Amica Savings and Credit, 

determine the major leadership challenges affecting the growth of Amica Savings and 

Credit, identify the sources of competitive advantage at Amica Savings and Credit, and 

examine the effect of leadership styles on competitive advantage at Amica Savings and 

Credit. The study adopted the descriptive research design and its target population 

included board of governors, departmental heads, and the branch managers and their 

assistants at the Sacco. A census approach was used to select 62 respondents and 

questionnaires were used in data collection. The Statistical Package for Social Sciences 

(SPSS), version 23 was used in data analysis. The study found that these four 

leadership styles were employed in the running of the Sacco: transformational at (30%), 

transactional at (28.4%), democratic at (24.6%), and situational at (16.9%). The 

research also revealed that the Sacco was affected by a number of challenges in 

managing competition including the challenge of innovation, management of change 

and uncertainty, meeting the demand of the various stakeholders and financial strains. 

The study concluded that the leadership styles had significant effect on competitive 

advantage of the Sacco. The study recommended that the Sacco leadership should 

explore and adopt other leadership style that might be more effective. 
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CHAPTER ONE 

INTRODUCTION AND BACKGROUND TO THE STUDY 

Introduction 

The role played by leaders in any organization for successful actualization of goals and 

objectives cannot be underrated. Northhouse (2007) saw leadership as a method by which a 

person impacts a group of persons who will collaborate to attain a shared goal. From the 

point of view of Ngambi et al. (2010) and Ngambi (2011), leadership is an affecting 

procedure to attain obligation of other people, appreciating and reaching their maximum 

potential to achieve a shared vision of added value with passion and integrity. When team 

members are working together voluntarily to accomplish the objective that they set to 

accomplish, leaders influence composition by setting goals for each individual as well as the 

group. 

The leader effectively orchestrates and aids in motivating his followers in order to 

accomplish the organization's goals. Unfortunately, a number of organizations do not 

recognize the leadership style of their leaders. With this in mind, the objective of this study is 

to examine styles of leadership and their effects based on competitive advantage of 

organizations. According to Gosling and Marturano (2008) and Jeremy et al. (2011), when it 

comes to working with their subordinates, managers' leadership style is defined as a 

combination of qualities, expertise, and actions. Ojokuku, Odetayo and Sajuyigbe (2012) 

defined leaderships as a pattern of executive conduct that aims to reconcile personal and 

organizational interests in order to achieve certain objectives. Fiedler (1969) saw leadership 

styles as a type of interaction in which an individual uses his or her own approaches and 

procedures to get people to collaborate toward a shared objective. 
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Background to the Study 

Leadership styles and competitive advantage form the two variables that this study was 

premised on. Leadership acts as the backbone of an organization in its endeavor to implement 

its objective in order to attain desired goals. Leadership styles have been found to apply 

distinct influences on competitive advantage in various organizations. Ivancevich and 

Matteson (1999) conceptualized leaderships as a method of persuasion or the ability to 

influence others in order to facilitate the achievement of the relevant goals of an organization. 

Duin and Baer (2010) underlined the importance of leadership and stated that organizations 

have to change their systems and structures, which are sometimes managed as machines in 

which superior executives decide everything, towards dynamic systems of network 

associations. This prompts executives today to move decisively from the old hierarchical to 

dynamic systems in which structure, culture, and strategy change to meet the demands of 

today's dynamic environment (Duin & Baer, 2010). The new approach would allow people to 

act in a more relational way, with common or deployed command at all levels and depending 

on social exchange and power networks (Duin & Baer, 2010). As a leader in an organization, 

therefore, the expected role is to change the organization so that it can change, adapt, and 

learn as it expands to maintain a competitive advantage.  

With leadership research progressing in varying ages, various academics given sequentially 

advanced various perspectives on the implications of leadership. Stogdill (1948) viewed 

leadership style as a kind of method and capability focused on realizing organizational goals. 

Fiedler (1969) suggested that style of leadership relates to a kind of connection where a 

person makes use of his or her privileges and process to create a large number of individuals 

work as a team for a common job. 
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Leadership 

In social science, one of the most studied and discussed subject is leadership (Bennis, 2007). 

Studies on leadership commenced with the exploration on heritable traits that distinguish 

between leaders and non-leaders and expound on the efficacy of individuals as leaders 

(Galton & Eysenck, 1869). This study formed the genesis of the trait paradigm in studies on 

leadership. Personal attributes such as skills, demographics, abilities, and personality traits 

have been found to predict leadership effectiveness in subsequent studies (Mumford, 

Campion, & Morgeson, 2007). According to Mullins (1996), a bond in which individual 

influences the actions or behavior of other persons is referred to as leadership and it is a 

dynamic process that can be adapted to suit a specific management philosophy. There are 

several methods to studying leadership that have been proposed. 

Yukl (1994) identified two major research directions in regard to the concept of leadership: 

the trait approach and the charismatic or the transformational approach to leadership. Trait 

leadership focuses on the personal characteristics of effective leaders and has primarily been 

applied in the area of psychology. The charismatic leadership theory advanced by House and 

Howell (1992) is more commonly used, and it states that a charismatic leader is well accepted 

and consequently inspires followers by displaying a great desire for dominance, as well as a 

high sense of self-assurance. Burns (1978) initiated the idea of leadership that is both 

transformative and transactional comparable to this idea of charismatic leadership after 

observing political leadership. Bass and Reggio (2010) expanded on the concept by applying 

it to an organizational setting and separating transformational and transactional leadership as 

two distinct concepts rather than putting them on a single continuum. A leader may exhibit 

characteristics of both styles. 
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Lee and Chuang (2009) asserted that a great leader not just inspires employees to enhance 

their productivity, nevertheless, satisfies their requirements in the course of attaining 

company objectives. Stogdilland (1957) defined leadership as "individual behavior that 

assists a group in achieving a common goal." Fry (2003) assumed leadership in the 

deployment of a leading strategy to provide motivating motivation and guide workers' 

progress and growth potential. Several reasons suggest that leadership style and 

organizational competitive advantage should be linked. 

Leadership Styles 

Among the most popular researched topics in industrial psychology and management science, 

as well as one of the most important outcomes in human resources, is style of leadership. This 

is most likely due to the fact that leadership is the central; however, this is not always the 

case in organizational study (Hogan, Curphy, & Hogan, 1994). Leadership increases 

organizational productivity and profitability, but the degree of success is determined by the 

leadership style and the resulting environment that is created for employees to function well. 

According to Stogdill (1948), leadership style is a type of capability and technique aimed at 

attaining organizational objectives that impact everyone’s organizational activities. 

According to Fiedler (1969), a leadership style is characterized as nothing more than a form 

of interaction in which a person utilizes his or her rights and tactics to persuade a group of 

individuals to collaborate on a shared task. In any organization, leadership style is one of the 

important factors to consider in enabling or discouraging people' interest in and dedication to 

the organization. Thus, Glantz (2002) emphasized the significance of a manager determining 

his or her style of leadership. 

The most recent theories have presented leadership styles such as charismatic leadership, 

transformational leadership, visionary leadership, transactional leadership as well as culture-
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based leadership are all examples of leadership styles. (Bass, 1990; Yukl, 1994). 

Tannenbanum and Schmidt (1958) distinguished four types of leadership styles: dictatorial, 

autocratic, and democratic as well as laissez faire. These are the most extensively 

acknowledged and used leadership styles. They revolve about the assumptions of Gregor's 

Theory 'X and Y.'  

Zoogah (2008) presents situational and functional leadership as additional dimensions, 

claiming that concentrating solely on transactional transformational and dimensions may 

possibly be insufficient because they do not capture the wide range of situations that 

executives face, nor do they allow executives to perform some critical functions that are 

essential to leadership effectiveness.  

Unpredictable and unstable environments necessitate leadership behaviors that are consistent 

with the situation's specific needs, demands, and values. This is due to the fact that an 

executive must gain understanding and mastery of a situation (Gabarro, 1987). As a result, 

this researcher sought to concentrate on four leadership styles that are the primary 

manifestations of the aforementioned leadership dimensions, namely transformational 

leadership, transactional leadership, situational leadership, and democratic leadership. 

Competitive Advantage 

Porter (1985) defined competitiveness as a firm's state in relation to competitive strategies for 

example product differentiation and or low cost, though his an explanation of 

competitiveness lacked a formal conceptual definition. Kotler (2010) defined competitive 

advantage as a capability an organization possesses allowing it to perform in various ways 

that competitors will find difficult to replicate now and in the future. Porter (2015) argued 

that Competitive advantage stems from the benefit a company can garner for its consumers 

that exceeds the company's cost of creation. There are competitive priorities that a firm 

Daystar University Repository

Library Archives Copy



 

6 
 

follows while competing in business which include time, quality, and cost along with 

flexibility.  

The sources or determinants of competitive advantage have received a lot of attention from 

various authors which include critical business attributes such as value rarity, inability to 

imitate, as well as inability to substitute (Barney, 1991). Financial, legal, human, physical,  

informational, organizational, and rational resources (Hunt and Morgan, 1995); ability to 

improve essential skills by combining resources and skills (Prahalad and Hamel, 1990); and a 

collection of dynamic abilities to own, assign, and improve different resources (Luo, 2000). 

According to Rothaermel (2013), a company's competitive advantage can be measured by 

examining its accounting profitability, market share, economic value creation, and 

shareholder value creation. This served as the study's dependent variables. 

Effect of Leadership Styles on Competitive Advantage 

Many previous researchers have explained the importance of leadership styles in gaining a 

company's competitive advantage. Russ et al. (1996) demonstrated that sales managers' 

transformative and transactional leadership styles can generate sales force satisfaction, 

loyalty, and stress relief. Hult et al. (1998) discovered an important connection between 

leadership styles and purchase process outcomes. The findings revealed that transformative 

and transactional leadership styles are increasingly being used in leadership. This 

demonstrates that management style is the single most important factor in achieving a 

company's long-term competitive advantage. 

Hult et al. (1998) discovered a link between transformational and transactional leadership 

styles and client satisfaction which influences buyer fulfillment and engagement. Leadership 

styles were reflected as superior skills that generate a superior benefit for the client, resulting 

in an improvement in the company's effectiveness or efficiency (Day & Wensley, 1988; 
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Slater & Narver, 1995). In their study, Hult et al. also discovered that transformative 

leadership behavior (attributed charisma, intellectual stimulation, and inspiring leadership) 

considered being more crucial than transactional leadership behavior, particularly in attaining 

a greater standard of consumer fulfillment. 

According to Ardichvili (2001), transformative leadership is the most accurate predictive 

factor of contentment for managerial and entrepreneurial groups when compared to 

transactional and laissez faire styles. Transactional leadership, which emphasizes contingent 

rewards, was found to have a positive correlation with business group satisfaction. The 

steering group while on the other hand has no significant relationship. In contrast, there is a 

negative relationship between laissez-fair style of leadership and group organization 

satisfaction.  Implementing the proper style would help the organization establish trust and 

loyalty. 

Savings and Credit Co-operative Societies (SACCOs) in Kenya 

Cooperative Savings and Credit Societies are referred to as SACCOs. SACCOs are 

cooperative societies whose primary business is to provide its members with prudence and 

convenient access to financial credit. Cooperatives for savings and credit play a significant 

role in the population socioeconomic development because they enable the customers to save 

on a regular basis before borrowing for economic and social objectives. SACCOS, like all 

other cooperative organizations, are regulated by the cooperative movement's global 

practices, philosophy, logic, and values (Ahimbisibwe, 2007). 

A cooperative is a self-governing a group of individuals that have voluntarily teamed together 

to meet their shared cultural and economic interests and goals by use of a collaborative 

managed and democratically regulated company. A cooperative's central concept is to pool 

limited resources, eradicate intermediaries, and realize a shared objective or concern 
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(Ministry of Cooperative Development and Marketing, 2007). Cooperatives are built on a 

well-established cooperative ideology based on seven principles posited by the International 

Cooperative Alliance, which include: voluntary and open membership, economic 

participation of members, autonomy and independence, democratic control of membership, 

education, cooperation among operatives, training, and information and finally cooperation 

between the community in question. 

Financial cooperatives and non-financial cooperatives are the two types of cooperatives. The 

collaborative philosophy was founded in the United Kingdom in 1844 by the Rochdale 

Pioneers, and its principles are now practiced all over the world (Kibera, 2003). At the 

regional level, Father John Ncnulty established the first Sacco Society in Africa in Ghana in 

1959. A Sacco should assist villagers in improving their economic conditions (Mikwamba & 

N'gombe 2004).  

In 1965, African countries established the African Savings and Credit Association of the 

Confederation of Cooperative Societies (ACCOSSCA) (Ng'ombe & Mikwamba, 2004). 

The Lumbwa Cooperative Society was established in 1908 by European farmers with the 

primary goal of supporting agricultural products and activities in order to capitalize on 

economies of scale (Union of Savings and Credit Cooperatives of Kenya KUSCCO, 2006). 

Following independence, the Kenyan government accepted cooperatives as a suitable vehicle 

with a suitable framework for pursuing their aspirations and participating in the country's 

economic development. As a result, the government implemented policies that resulted in the 

rapid growth and expansion of the SACCO social movement in the country (Gardeklint, 

2009). In fact, the government regards the SACCO movement as one of the country's 

economic pillars. Kenya had over 5,000 registered SACCOs with approximately 7 million 

members in 2010. Over Ksh 200 billion in savings had been mobilized by SACCO 

companies (Ndung'u, 2010; Republic of Kenya, 2008). 
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The Lumbwa Cooperative Society, formed in 1908 by European farmers with the purpose of 

maintaining agricultural operations and goods in order to take advantage of economies of 

scale (Union of Savings and Credit Cooperatives of Kenya), was Kenya's first cooperative 

(KUSCCO, 2006). Following independence, the Kenyan government acknowledged 

cooperatives as an appropriate vehicle with a suitable framework for pursuing their ambitions 

and partake in the country's economic advancement. As a result, the government 

implemented policies that resulted in the rapid growth and expansion of the SACCO social 

uprising in the country (Gardeklint, 2009). In fact, the government regards the SACCO 

movement as one of the country's economic cornerstone. Kenya had over 5,000 registered 

SACCOs with approximately 7 million members in 2010. Over Ksh 200 billion in savings 

had been mobilized by SACCO companies (Ndung'u, 2010; Republic of Kenya, 2008). 

Amica Savings and Credit 

In 1966, farmers in Murang'a (formerly Murang'a District) formed the Murang'a Agricultural 

Savings and Credit Cooperative Society to marshal savings and then provide loans. This was 

meant to bring Murang’a farmers together and move under one umbrella body in order to 

meet their needs. Until 1970, this corporation functioned under the Murang`a Farmers 

District Cooperative Union (MFDCU) as the Union Banking Section (UBS). In 1997, the 

Union Banking Section (UBS) was transformed into a part of legal entity from the Murang'a 

Farmers District Cooperative Union (MFDCU) and registered as Murata Farmers Savings 

and Credit Cooperative Society Limited. On November 25, 2016, Murata Sacco Ltd was 

renamed to Amica Savings and Credit. 

Amica Savings and Credit began as the banking division of the Murang'a District 

Cooperative Association. The Union's goal was to market members' agricultural products, 

manage their payments, and meet other financial needs through its Union Banking Section 
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(UBS).  In 1997, UBS became a credit union (Sacco), so the union focused on marketing and 

merchandising. Since then, Sacco has grown from a farmer-led company to one that meets 

the needs of its clients across the country and beyond by mobilizing savings and providing 

powerful financial solutions to its members. 

Of the dozen farmers who began this journey in 1966 with 4,444, SACCO now has 128,044 

members who are served by 17 branches: 15 of them in Murang`a county, one in Thika, 

Kiambu county and the other in Nairobi. The share capital has also grown from a few 

hundred shillings to KES 275 million and a loan portfolio of KES 1.7 billion, compared to a 

few thousand in the 1960s (Murata Newsletter, 2016). 

This SACCO continued to grow and in 2006, received self-reliance state to deal with all 

sectors of business and hence changed its name to Murata Savings and Credit Co-operative 

Society Limited. Towards 2011 Murata Sacco was licensed by Sacco Societies Regulatory 

Authority (SASRA). Murata Sacco has now diversified its membership and are not only 

focusing on coffee farmers but have a lot of tea and dairy farmers banking with the SACCO 

as well as businesspeople, salaried people, groups, schools and institutions. 

Amica Savings and Credit subscribes membership from all sectors which include: - Farmers, 

Business Today people, pensioners, salary earners, self-help groups, institutions and other 

Co-operative Societies within her area of operation with a network of 15 branches which are 

interlinked. Currently the SACCO has a network of 17 branches in different towns which 

includes Murang’a, Kiriaini, Thika, Maragua, Gitugi,  Kandara, Kangema, Kahuhia, Kirwara, 

Kigumo, Kahuro, Kahatia, Kagunduni, SabaSaba,  Kangari, Kenol and Nairobi (Murata 

Newsletter, 2016) 

The delegates' system vests the SACCO's supreme authority in the general meeting. Delegate 

shareholders are chosen based on a fair distribution of SACCO shareholdings from the 
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grassroots. The delegates elect 9 Board members, ensuring equitable representation based on 

shareholding in respective areas. The Sacco is governed by a supervisory committee of three 

members elected by the Annual Delegate Meeting. The Board is responsible for policy 

formulation and General Meeting resolutions. 

Senior management team headed by the Chief Executive Officer oversees the daily 

operations of the SACCO. The SACCO has three section heads: Head of Operations and 

Business Development headed by the General Manager – who is also the deputy C.E.O, Head 

of Finance and ICT, Head of Human resources and Administration. There are departmental 

heads who oversee the daily operations of their respective departments -ICT, Finance, 

Internal Audit, Credit, Marketing and Public relations, Human resource and Accounts 

departments. The branch managers are concerned with the day-to-day administration of their 

respective branches (Murata Newsletter, 2015). 

Statement of the Problem 

There is a widespread believe that leadership plays a critical role for organization to remain 

in the market amidst other competitors. The world is changing drastically, and the ultimate 

challenge is to identify and adopt the right leadership style at an appropriate time to suit the 

situation. Drucker (2000) argued that Leadership is about getting things done. Achieving 

outcomes in today's ever-changing and progressively competitive world necessitates a 

completely different type of leadership than has previously been examined. While leaders 

may have run complex organizations in the past, they have done so in a world of relative 

predictability and stability. 

Leaders face a new realism in today's globalized world, where companies face rapidly 

changing environments. Working in elastic contexts linked by electronic communication in 

real time, mobile workers have increasingly become a vital resource in their organizations 
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(Reger, 2001). What is currently needed are leaders who can be change agents and centers of 

gravity at the same time, who can maintain internal focus while allowing people and 

organizations to adapt and succeed, without ignoring customer orientation and external 

perspective (Metcalfe, 1998). Generally, there is a challenge of identifying and adopting the 

right leadership style that is able to cope with rapidly changing environment and competing 

forces. 

Among the few studies that had been carried out on leadership styles and competitive 

advantage includes a study by Khan and Anjum (2013) which sought to determine the 

influence of leadership style on gaining a competitive advantage in City University of 

Science and IT an   Institute of Management Sciences in Pakistan. Through this study the 

impact of leadership is found on the competitive advantage of an organization. 

Another study, Ghani, Mohamadand, and Anuar (2011), focused on three main goals. The 

first goal discussed the significance of leadership styles in relation to organizational learning 

culture, which is the most effective principle for managing and valuing knowledge. Second, 

the paper attempted to explain the significance of leadership styles in achieving a firm's 

competitive advantage. Finally, the paper discussed the significance of leadership in inter-

firm settings, as well as its relationship to competitive advantage.  

Very few studies have been carried on the subject of the effect of leadership styles on 

organization competitive advantage in Kenya and especially on the context of Kenya 

SACCOS. A knowledge gap therefore exists, and this research sought to fill the gap by 

providing understanding on the prevalent leadership styles in the SACCOS and their 

effectiveness. 
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Purpose of the Study 

The purpose of this study was to determine the effect of leadership styles on competitive 

advantage at Amica Savings and Credit. 

Objectives of the Study 

The study sought to achieve the following objectives: 

1. To identify leadership styles used in the running of Amica Savings and Credit. 

2. To determine the major leadership challenges affecting the growth of Amica Savings 

and Credit. 

3. To identify the sources of competitive advantage at Amica Savings and Credit. 

4. To examine the effect of leadership styles on competitive advantage at Amica Savings 

and Credit 

Research Questions 

The study sought answers to the following questions. 

1. What were the leadership styles used in the running of Amica Savings and Credit? 

2. Which were the major leadership challenges affecting the growth of Amica Savings 

and Credit? 

3. What were the major sources of competitive advantage at Amica Savings and Credit? 

4. What were the effects of leadership styles on competitive advantage at Amica Savings 

and Credit? 

Justification for the Study 

The study was necessary because Amica Savings and Loans did not conduct a comparable 

study to determine the impact of leadership on its competitive advantage. The results of this 

study will help SACCO management in the next round of strategy implementation so that it 

can achieve a high competitive advantage. Amica Savings and Credit is one of the fastest 
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growing SACCOs and has now diversified its membership, schools and institutions.  Opening 

a store in Nairobi illustrates SACCO's responsiveness to members' needs and the ever-

changing business environment. This branch offers convenience for customers with 

transactions in the city. It relieves them of the burden of carrying cash or incurring additional 

and unjustified costs in transactions with other financial institutions.  

Significance of the Study 

 The findings of the study would increase effectiveness in leadership and organization 

competitive advantage knowledge in SACCO’S as organizations. On the other hand, the 

various interest groups such as donors, government, researchers, and policy makers will also 

gain better understanding of leadership in saving and credit cooperatives organizations. 

Lastly, since the research was done in Amica Savings and Credit, the findings would be more 

relevant and therefore more suitable in enhancing her leadership practices. 

Assumptions of the Study 

The following assumptions were made by the researcher; firstly, the respondents would be 

willing to provide needed information freely without fears. Secondly, the information 

provided by the respondent would be accurate. The researcher overcame this by reading 

through the entire questionnaires for internal consistency and eliminated the responses that 

were deemed inaccurate. 

Scope of the Study 

The research was confined to the Amica Savings and Credit Union. Currently the SACCO 

has a network of 17 branches in Murang’a, Kiriaini, Thika, Maragua, Gitugi,  Kandara, 

Kangema, Kahuhia, Kirwara, Kigumo, Kahuro, Kahatia, Kagunduni, SabaSaba,  Kangari, 

Kenol and Nairobi. The respondents were found within the SACCO branches in the above 

Daystar University Repository

Library Archives Copy



 

15 
 

towns. The researcher gave questionnaires to all the 17 branch managers and their assistants 

plus all the departmental heads and the board of governors found in Murang’a head office. 

Limitations and Delimitations of the Study 

The main limitation to the study was that there was limited research done about leadership 

styles in SACCOs in Kenya. To overcome this limitation, the researcher used the internet to 

obtain the relevant literature about SACCO, s organizations. 

Some departmental heads and leaders were busy people and could not have sufficient time to 

fill the questionnaire. The researcher overcame this by booking appointment with the busy 

staff to administer the questionnaires and do follow up through telephone. 

Respondents seemed hesitant to provide information, may be worried that the information 

sought will be used to promote a poor image of Amica Savings and Credit or victimize the 

respondents. The researcher countered the limitation by producing introduction letters from 

the university to the SACCO management and respondents. Respondents were also informed 

that any data they submitted would be kept strictly confidential and utilized purely for 

academic purposes. 

Definition of Terms 

Leadership styles: Leadership styles refer to a type of connection in which someone utilizes 

his or her ways and tactics to attract a large group of individuals to collaborate on a shared 

task (Fiedler, 1969). 

Competitive advantage: Competitive advantage is a situation in which a company has a 

product or service that customers in the target market perceive as better than that of its 

competitors; H. anything that makes a company better compared to its competitors, which 

will result in a better market position for the company (Pearce and Robinson, 2007) 

Effectiveness: The amount to which an action achieves its intended goal or function  
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Organization:  Refers to a group of people who work together in a division of labor to 

achieve a shared goal. 

Strategy: a group of people who work together in a division of labor to achieve a shared goal 

(Pearce & Robinson, 2007). 

Summary 

This chapter has outlined the introduction and background to the study, the problem 

statement, the purpose, rationale, objectives, research questions, assumptions and limitation 

of the study. It also included a description of terminology used in the study. This formed the 

foundation for the development of the research area and the remaining chapters. The next 

chapter focuses on the relevant literature that lays the foundation, thus forming the conceptual 

framework. 
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CHAPTER TWO 

LITERATURE REVIEW 

Introduction 

In this chapter, the researcher reviews the relevant literature with the aim of gaining insight 

into the success factors in leadership styles that leads to sustainable competitive advantage of 

organizations. The relevant literature reviewed included the theoretical framework, general 

literature review, empirical literature and based on the reviewed literature a conceptual frame 

work for the study is derived. 

Theoretical Framework 

A theoretical framework is defined as a set of interconnected concepts that drive research by 

deciding what items to measure and what statistical correlations to investigate. The four 

theories discussed below include the Upper Echelon Theory, Path-Goal Theory of 

Leadership, Porter Generic Business Strategy, and Resource Base-View of a Firm. 

Upper Echelon Theory 

According to Upper Echelon theory, organizational results, which include both effectiveness 

and strategies, are reflections of the ideals and intellectual underpinnings of strong actors who 

are the organization's top executives (Carpenter, Geletkanycz, & Sanders, 2004). In more 

precise words, the idea says that senior managers' perceptions of their corporate environment 

affect the strategic decisions they make, which in turn affects the organization’s competitive 

advantage.  

As intimated by Nielsen (2010), the genesis of the upper echelon perspective is rooted on the 

firm's behavioral theory, which infers that choices for decision-making by managers are not 

only following sane intentions but are to a large extent affected by the national restrictions of 

managers as human beings. According to Upper – Echelon Theory, the success of an 
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organization is purely determined by the top executive team through the strategies they 

follow (Rothaermel, 2013). In simpler terms upper echelon theory states that strategic 

choices, organization outcomes, and competitive levels are partly envisaged by managerial 

background distinctiveness (Hambrick & Mason, 1984).  

 The Upper Echelons Theory conceptualizes that well-built leadership as the result of both 

inherent aptitude and knowledge. Executives are looked upon to construe situation through a 

facet of their peculiar viewpoint, exemplified by personal conditions, experiences and values. 

Their leadership dealings are filtered through their individualized interpretations of the 

situation they face reflecting characteristics of age, education, and career experiences 

(Rothaermel, 2013).  

As Child (1972) observed, prudence in shaping the future strategic curve of the firm lies with 

the top leadership group. Hambrick (2007) asserted that if we need to understand the action 

organizations is taking, or reasons as to why they compete the way they do, we must consider 

the biases and nature of their topmost powerful actors. Upper Echelons Theory is critical in 

leadership regardless of the circumstances be instrumental in predicting organization 

outcomes or help in recruiting and developing top leadership management.  

For an organization to remain securely competitive in the market, the top management team 

must take the right actions, lay down the right strategies and be decisive in taking risk that 

will eventually aids in enhancing organization competitive advantage. Failure to that the 

organization will be wiped out of the market. This study underscores the role played by 

senior leaders as it is underpinned by upper Echelon theory. When they deliberately choose to 

use the right leadership style and maximally utilize the available opportunities and resources 

the result end up to sustainable competitive advantage. 
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Path-Goal Theory 

As described by Mullins (2007), the model is based on the opinion that the impetus of the 

individual depends on the prospect that an increase in the effort to attain improved levels of 

performance will be successful, and the expectations that better performance will lead to 

positive outcome leads to rewards and avoidance of negative outcomes. Mullins further 

suggested that the Path-Goal leadership theory assumes that the subordinates' performance is 

influenced by the level to which the manager meets his prospects. The Path-Goal theory is 

based on the supposition that subordinates perceive form of leadership as a motivational 

influence, meaning that meeting their needs depends on effective performance and the 

necessary guidance, guidance, training, and support provided from appropriate way (Mullins, 

2007). 

House and Mitchell developed Path-Goal Theory, a situational leadership approach (1974). It 

is based on how leaders motivate their supporters to attain goals, thereby accelerating 

performance and satisfaction. The Path-Goal Theory Director assists followers in setting 

goals and then in developing a path to achieve those goals. This theory, in addition to 

recommending relational acts of tasks for managers, suggests four behaviors that best meet 

the needs of subordinates and is thus more likely to result in effective leadership. Depending 

on the needs of the follower, one or two of the four behaviors are used. That is, the four 

behaviors are directive, supportive, participatory, and achievement-oriented, and the leader 

must be empowered in all of them (Northouse, 2007). 

When the senior executives are able to lead from the front and are able to show their 

subordinates the right path to follow and are there to motivate them, then no obstacle will be 

able to stand in the progress of the organization in its endeavor to acquire a sustainable 

competitive advantage against its competitors. 
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Porter’s Competitive Forces and Firm Strategy 

 Michal E. Porter is credited with developing the five-force model, which has since become 

the most widely used tool for analysis to analyzing the competitive environment. Porter's 

model recognizes five crucial competitive elements that executives must think about when 

investigating the environment of an organization and developing strategies: the possibility of 

additional players, supplier bargaining power, buyer bargaining power, competition among 

rival companies and risk of alternative products and services (Dess, Lumpkin, & Eisner, 

2008). 

The Porter model is intended to assist managers in understanding not just their industrial 

environment, but then also positioning their strategic intent. The greater the five factors, the 

lower the revenue prospect of the industry, rendering it less appealing to rivals. The lesser the 

five factors, on the other hand, the larger the revenue prospect of the industry, making it more 

desirable. Managers must place their companies in an industry in such a way that they change 

the restrictions of strong forces while exploiting weak factors (Rothaermel, 2013).  

The first force according to Porter is the danger of new competitors. New rivals to a sector 

bring with them increased capacity, a desire to acquire market share, and, in many cases, 

substantial resources (Pearce & Robinson, 2007). The revenue of previously established firms 

in an industry may be reduced by new an entrant who comes as a new competitor. The 

existing obstruction to entry and the mutual reactions from established competitor will be 

determined by the extent of the threat (Dess, Lumpkin, & Eisner, 2008). 

The second force is known as bargaining power of customers. Buyer negotiating power refers 

to the amount of pressure purchasers may place on the profitability of industrial producers by 

wanting a cheaper price or greater product quality. Firm revenue is reduced when buyers are 

successfully offered price discounts. Production cost is likewise increased when buyers ask 
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for higher quality and more service. Industry profitability and consequently firm profitability 

can be reduced in the presence of strong buyers (Rothaermel, 2013).  

According to Pearce and Robinson (2007), a buyer groups are potent under four conditions: 

one, if they are focused or buy in huge quantity; two, if the industrial items they purchase are 

standard or distinctive; three, The industrial items they purchase are a part of their goods and 

account for a sizable percentage of their costs; and four, they earn low profits, which provides 

strong incentives to reduce their purchasing costs. The third force is supplier bargaining 

power. Suppliers can exert negotiating leverage on industry players by intimidating to raise 

costs or lower the quality of purchased products and services (Dess, Lumpkin, & Eisner, 

2008). As a result, powerful suppliers can limit or remove revenue from an industry to the 

point where they cannot recoup the costs of production inputs (Pearce & Robinson, 2007). 

The fourth force is the threats of alternate product and services. The danger of replacement 

refers to the suggestion that products or services originating outside of the given industry will 

come close to satisfying the demands of present clients (Rothaermel, 2013). By imposing a 

ceiling on the pricing that businesses in a sector may charge profitably, the possible proceeds 

in an industry is reduced by the substitute (Dess, Lumpkin, & Eisner, 2008). 

Antagonism amongst the existing competitors is the fifth force. Rivalry among existing rivals 

is characterized by the zeal with which firms in an industry battle for market share and 

profitability (Rothaermel, 2013). Competing firms use tactics such as product introductions, 

advertising bottles, and increased customer services or warranties to improve or enhance their 

position when they sense they may be under pressure or sense a chance to strengthen or 

enhance their position (Dess, et al., 2008). 
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Porter’s Generic Business Strategies 

Michael Porter devised three general techniques that a company may use to conquer the five 

conflicting factors and get an advantage in competition. Each of Porter's generic competitive 

strategies has the potential to propel a company ahead of its opponents in its sector (Dess, et 

al., 2008). The first, total cost leadership is to build a low-cost position. The second 

component is differentiation, which necessitates the development of products, or services that 

are both distinctive and useful (Pearce & Robinson, 2007). Finally, Firms must turn their 

efforts (or focus) to specific product lines, customer segments, or specified geographic areas 

in order to obtain a competitive advantage through uniqueness or cost leadership (Dess, et al., 

2008). 

The pursuit of being the generic low-cost provider in the industry is a under overall cost 

leadership, there is a strong competitive focus in marketplaces with numerous price-

conscious customers (Thompson, Strickland & Gamble, 2007). A cost leadership strategy 

aims to keep a company's expenses lower than those of its rivals. The cost leader focuses his 

attention and resources on lowering the costs at which he can offer a product or service while 

still profiting in the long run (Rothaermel, 2013). Low-cost leaders rely on some rather 

distinctive abilities to acquire and retain their low-cost position. Such capabilities include 

trustworthy raw material suppliers, a strong market share position, and a high degree of 

capitalization (Pearce and Robinson, 2007) 

The differentiation strategy entails creating differences in a company's offer of products or 

services by producing something that buyers across the sector regard as unique and valuable 

(Dess et al., 2008). The goal of the generic differentiation approach is to include unique 

qualities that increase the perceived value of goods and services in the eyes of clients, causing 

them to be willing to pay a higher price (Rothaermel, 2013). 
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Strategies that rely on differentiation must attract customers with a particular sensitivity to a 

certain attribute of the product. By emphasizing the quality attribute of the previous product, 

the company seeks to build customer loyalty, and this loyalty often results in a company 

being able to charge a higher price for its product (Pearce and Robinson, 2007). In a 

differentiation strategy, the focus of competition is more on the distinctive qualities of the 

product, service, and new product introduction, or more on marketing and promotion than on 

pricing (Rothaermel, 2013).  

A focus strategy, whether low-cost or differentiation-based, aims to meet the needs of a 

specific market segment. Customers who are ignored by marketing calls to easily accessible 

markets, "typical" customers, or customers who use the product frequently are likely 

segments (Pearce and Robinson, 2007). There are two versions of the focus strategy. A firm 

focuses on expenses in order to achieve a price advantage in its target part. A differentiation 

approach is used by a company to try to differentiate itself in its target market (Dess et al., 

2008). 

Both focus strategy types are focused on delivering superior service to broad-based rivals 

seeking to serve the focuser's target segment. The cost method takes advantage of variations 

in cost behavior in certain categories, whilst the distinctiveness approach takes advantage of 

consumers' specific demands in other segments (Dess et al., 2008). A targeted and low-cost 

approach seeks a competitive edge by supplying consumers in a specific market segment at a 

lower cost of the product than rivals. A focused strategy oriented toward differentiation, on 

the other hand, seeks to secure a competitive advantage through a product offering that is 

carefully oriented toward unique preferences and necessitates a small and well-defined group 

of buyers (Thompson et al., 2007). 

 

 

Daystar University Repository

Library Archives Copy



 

24 
 

 

Resource-Based View of a Firm 

The resource-based vision of a company (RBV) offers a model that systematically helps to 

identify core competencies (Rothaermel, 2013). According to Pearce and Robinson (2007), 

the RBV is a method to analyze and identify the strategic advantages of a company from the 

examination of its various combinations of assets, capabilities, skills, and intangibles as an 

organization. The essential idea of RBV is that companies differ fundamentally because each 

company has an exclusive "package" of substantial or tangible and insubstantial or intangible 

resources and managerial skills to use those resources (Pearce and Robinson, 2007). 

Tangible resources have physical properties and are visible to the naked eye. Land, Capital, 

buildings, plants, supplies and equipment are illustrations of material resources. Intangible 

resources do not have material properties and are thus indiscernible. Corporate culture, brand 

equity, reputation, knowledge, and intellectual property are examples of intangible resources 

(Rothaermel, 2013). Organizational skills, on the other hand, are the abilities and methods of 

combining assets, people, and processes that an organization employs in order to convert 

contributions into production. In short, they refer to an organization's aptitude to make use of 

tangible and intangible resources in the fullness of time, and by and large in conjunction, to 

attain the preferred goal (Pearce and Robinson, 2007). Excellent client service, innovation 

processes, product development skills, and manufacturing process flexibility are examples of 

organizational skills (Dess et al., 2008). 

Resources must have four characteristics in order to provide a company with the prospective 

for long-standing competitive advantage. To begin, the resource should be valuable in the 

view that it takes advantage of possibilities and reduces risks in the workplace. Second, it 

must be unusual among the firm's current and future competitors. Third, the appeal should be 
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difficult to duplicate by competitors. Fourth, there must not be any advantageously 

comparable substitutes for the resource (Dess et al., 2008). Senior executives are responsible 

for providing direction on how and when companies' real and intangible resources will be 

deployed throughout time and generally in transformation, and for leveraging their talents to 

achieve preferred results. 

General Literature Review 

Leadership Styles 

Previous scholars have provided different definitions of the term leadership. Schermerhor 

(2002), for example, described leadership as a manager's recurrent pattern of behavior. If 

leaders so desire, their subordinates to perform a task, they must clearly describe that job and 

what is expected of them. This reflects the behavior of someone attempting to persuade 

others (Northhouse, 1997). Leadership, according to O'Connor (1997), is the ability to 

present a vision in such a way that others want to achieve it. 

Kim (2004) argues that the nature of managers' style of leadership greatly impact the 

outcomes valued by the organization, for example, low employee turnover, customer 

satisfaction, decreased absenteeism and increased organizational effectiveness. Similarly, 

leadership style controls rewards and punishments as well as interpersonal relationships that 

shape employee behavior, attitudes, and motivation that affect business performance 

(Warrick, 1981). This can generate inspiration or disappointment in workforce, resultant in 

improved or reduced productivity (Sander, 2007). Additionally, style of leadership in the 

place of work can have a positive or negative effect on a workers’ self-image, particularly an 

employee's energy levels and health by creating a inspiring work environment or a busy work 

environment tension or anxiety (Warrick, 1981). 
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 There are many factors that influence whether or not people are interested in and committed 

to the organization where leadership style is among them, Glantz (2002) emphasized the 

importance of a manager discovering his or her management style. According to Fiedler 

(1969), leadership styles refer to a relationship type in which someone uses their own 

methods and ways to get a large group of people to collaborate on a common goal. 

Contemporary leadership theories present five leadership styles: transactional leadership, 

charismatic leadership, visionary leadership, transformative leadership and culture-based 

leadership (Bass, 1990; Yukl, 1994). According to Tannenbanum and Schmidt (1958), there 

are four extensively accepted and used leadership styles. These leadership styles, which are 

based on McGregor's "X and Y" theory assumptions, are laissez-faire, autocratic, democratic 

and dictatorial. 

Others have proposed situational and functional leadership as additional dimensions, 

emphasizing that focusing solely on transactional and transformational dimensions may be 

insufficient because they do not capture the wide range of situations that executives face or 

allow executives to perform some critical functions that are essential to leadership 

effectiveness (Zoogah, 2008). Unpredictable and unsteady environments necessitate 

leadership actions that are consistent with the specific needs of the situation, because an 

executive must gain understanding and mastery of a situation, in order to improve acceptance 

as the organization's leader, as well as establish a stable power base and credibility. A brief 

discussion of some familiar leadership styles representing the different dimensions listed 

above and their prospective influences on a group as well as their relative relevance in 

organizations is presented below. 

Transformational Leadership 

Burns (1978) in his explanatory study of political leaders, he used the term "transforming 

leadership," but it is now also used in other fields such as organizational psychology. 
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Leadership that transforms, according to Burns, is a process in which "leaders and followers 

help each other advance to a higher level of morale and motivation." A transformational 

leader is someone who motivates and inspires others to achieve astounding results (Robbins 

& Coulter, 2007).  Executives take notice of their followers' concerns and development 

needs; they alter followers' perceptions of problems by assisting them to look at old problems 

in new light; and they are able to enthuse, awaken, and motivate followers to work harder to 

realize the group's objectives. Theory of Transformative leadership is concerned with leaders 

who effect positive change in their followers by caring for the interests of others and acting in 

the best wellbeing of the entire workforce (Warrior, 2012). 

Transformative leadership is defined as the method by which an individual comes into 

contact with others and establishes a relationship that amplifies inspiration and self-esteem in 

both the leader and the heir (Northouse, 2007). This kind of leader is conscious of his or her 

followers’ desires and impetus and strives to help them reach their full potential. 

Transformational leaders inspire their subordinates to go the extra mile by shifting their 

followers' beliefs, attitudes, and values, rather than merely attaining fulfillment (Bass, 1995). 

Bass acknowledged intellectual stimulation, inspirational drive, charm, and individual 

concern as all sub-dimensions of transformative leadership. 

The first dimension or factor is charisma, also known as idealize influence. This sub-

dimension refers to leaders who serve as able examples for their followers; these leaders' 

followers identify with them and desire to try to be like them. These leaders frequently have 

exceptionally high moral and ethical standards and can generally be able to rely on their 

followers to do the right thing (Northouse, 2007).  

The other concern is inspirational motivation, which is defined as the degree to which the 

leader clearly expresses a vision that excites followers and encourages them with optimism 
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about potential purpose while also creating meaning to current errands (Warrilow, 2012). 

Intellectual stimulation is the third component. This encompasses inspiring subordinates to be 

innovative and creative, as well as examining their own values and beliefs, particularly those 

of the leader and the followers. This kind of leadership encourages subordinates to 

experiment with new methods of doing things and come up with creative solutions to 

organizational challenges (Northouse, 2007). 

This is the degree to which the leader is confronted with supposition, inspire and persuade 

followers' inventiveness by offering a structure for followers to see how they're doing while 

working together with the leader, the organization, and one another other and attain the goal 

of all obstructing the path of mission. Finally, we have the individualized perspective. This 

subject represents executives who produce a helpful environment where they cautiously pay 

attention to the individual desires of their subordinates. Leaders serve as trainers and mentors 

to their subordinates, with endeavor to help them accomplish themselves (Northouse, 2007). 

Transactional Leadership 

According to Burns (1978), Transactional leadership relies on interactions between both the 

leaders and followers in order to satisfy reciprocal personal desires. On the other hand, he 

feels that everyone's profits are examined at this institution, and the leader-follower 

relationship is profit-driven and focused on the exchange of one item with another. The 

connection that develops between a leader and a subordinate in allowing for both parties to 

fulfill their personal goals is referred to as transactional leadership. The leader rewards and 

recognizes his followers based on this contract in exchange for their dedication and loyalty 

(Robins, 2003). 

Transactional leadership contrasts with transformational leadership in that it does not cater to 

subordinates' needs or place a premium on their personal development. Transaction leaders 

Daystar University Repository

Library Archives Copy



 

29 
 

trade valuable items with their subordinates in order to advance both their personal and their 

subordinates' goals (Kuhnert, 1994). Transactional leaders are powerful because it is in their 

followers' best interests to follow the leader's orders (Kuhnert and Lewis, 1987). 

Transactional leadership focuses on the lower levels of Maslow's pecking order of needs, and 

transactional leaders work on the fundamental levels of satisfying needs. To acknowledge 

and reward outstanding effort or favorable results, transactional leaders employ an exchange 

model. People who lead in this way, on the other hand, can penalize poor performance or 

negative consequences until the problem is remedied. Task completion is one-way 

transactional leadership focuses on subordinate needs (Hargis et al., 2001). Because they 

manage each party separately, transaction leaders are effective at performing specific tasks. 

Situational Leadership 

Effective leadership, according to situational leadership theory, requires a reasonable grasp of 

the circumstance and a suitable response, rather than a charismatic leader with a huge number 

of committed supporters (Graeff, 1997; Grint, 2011). Situational leadership, in broad-

spectrum, and Situational Leadership Theory (SLT) in exacting, arose as of a continuum of 

task-oriented opposed to people-oriented leadership (Bass, 2008; Graeff, 1997). The amount 

to which the leader concentrates on the work at hand or on his or her connections with his or 

her followers is represented by the spectrum. Initially developed by Hershey and Blanchard 

(1969), SLT explained style of leadership and emphasized the call for to relate leadership 

style to the maturity of followers. 

According to Hersey, Blanchard, and Johnson (2001), situational leadership theory implies 

that individuals have the ability to modify their leadership behavior depending on the 

circumstances and the nature of the follower. Leaders, according to Hersey and Blanchard, 

can and do transform their approach depending on who they work with. Situational 

leadership, according to Dr. Hersey, is the most popular leadership model right now because 
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it is practical and applies to all aspects of life, including governance and corporate 

governance. 

Task-oriented managers describe the responsibility of their subordinates, provide precise 

directives, develop organizational blueprint, and create prescribed point of communication 

(Bass, 2008). Leaders, who value relationships, on the other hand, mind about others, 

endeavor to lessen emotional conflicts, try to find pleasant relationships, and adjust impartial 

involvement (Bass, 2008). 

Democratic Leadership 

According to Anderson (1959), the democratic leader is someone who makes decisions 

alongside the other stakeholders. He argued that in most cases, democratic leadership is 

associated with higher morals. He argued that democratic leadership is associated with bad 

performance and improved morale, whereas authoritarian leadership is associated with great 

productivity and reduced motivation. Anderson's assessment of the relationship between 

democratic establishment and productivity was shared by Hackman and Johnson (1996). 

 Supporter productivity, satisfaction, participation, and engagement have all been linked to 

Democratic leadership (Hackman & Johnson, 1996). Member contentment and nominations 

for executive positions are better under democratic establishment (Bass, 1990). Despite the 

fact that the main disadvantages of Participation are essential in boosting leadership 

efficiency since democratic leadership requires time-consuming tasks and protracted political 

discussions (Denhardt & Denhardt, 2003). 

White and Lippitt's (1960) definitions of democratic leadership emphasize the leader's 

encouragement of participation, discussion, and group decision-making. In contrast, an 

autocratic leader maintains control over group decisions and activities. The autocratic leader 

establishes all activity guidelines, techniques, and steps, as well as each member's specific 
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work tasks and coworkers. The autocratic leader is more personal in praising and criticizing 

each member's work but avoids active group participation. The democratic leader, on the 

other hand, tries to be a regular member of the group in spirit while not doing too much work 

(White & Lippitt, 1960). 

The fundamental qualities of democratic leadership are that members of the team are urged to 

discuss ideas, even while the leader has final authority in choices, and that members of the 

group feel more engaged in the creative process. Involvement is an important aspect of 

democratic leadership, and the goal of democratic leadership is one that is friendly, helpful, 

and supportive of participation (Luthar, 1996). Based on the amount of engagement 

advocated by the leader, Wilson, George, Wellins, and Byham (1994) categorized leadership 

as authoritarian, participative, or high commitment. Bass (1990) defines democratic 

leadership as a focus on group involvement. As a result, engagement is the primary attribute 

of democratic leadership. 

Government Regulations 

Political procedures and laws impact the environmental standards that companies must satisfy 

(Dess et al., 2008). State legislation can also have a big influence on company governance. In 

2002, the United States Congress approved the Sarbanes-Oxley Act, significantly increasing 

the liability of corporate accountants, executives, and attorneys. This was in response to 

widespread belief that established governance mechanisms were incapable of protecting the 

interests of employees, shareholders, and creditors (Dess et al., 2008). 

Technology 

Technology, according to Beteman and Zeitheml (1993), is the commercialization of science 

or the methodical application of scientific knowledge to the development of a new product, 

process, or service. Technical innovators, product champions, and executive champions play 

critical roles in acquiring and developing innovative technology. The technical innovator 
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creates new technology or has the essential abilities required to install and run the 

technology, while the product champion has the administrative skills required to move the 

concept forward and win organizational approval.  

The executive champion provides sponsorship because he or she has the financial resources 

to promote the product and defend the product champion. A modern technology has the 

potential to radically alter the laws of competitiveness within an industry. Leading firms that 

adapt inefficiently to new technology may collapse, while other organizations grasp 

technological possibilities to emerge as dominating corporations (Beteman & Zeitheml, 

1993). The above authors further noted that industries rarely do things change overnight. 

However, indications of technological advances impacts are apparent far in advance, giving 

companies and individuals chance to react. 

Technological advancements result in new goods and services, as well as improvements in 

their manufacturing and delivery to the end consumer. Innovations have the potential to 

establish whole new sectors as well as alter the bounds of current ones (Dess et al., 2008). 

Genetic engineering, networking technologies, computer aided design or computer aided 

manufacturing (CAD / CAM), and research on artificial and exotic substances are all 

examples of technical advances and developments (Dess et al., 2008). Another significant 

technical advancement is the marriage of information technology, and the Internet has played 

an important influence in increasing productivity (Dess et al., 2008). 

Competitive Advantage 

According to Kotler (2000), competitive advantage is defined as an organization's capacity to 

execute in at least one way that rivals will find challenging to reproduce both at the present 

and in the future. According to Michal Porter, the value provides a competitive edge that a 

company can produce for its customers that surpass the cost of the company to create it. 

Competitive advantage, according to Porter (1985), "is at the heart of a firm's performance in 
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competitive marketplaces" and goes on to say that purpose of his book on the subject is to 

show “how a firm can actually create and sustain a competitive advantage in an industry and 

how it can implement the broad generic strategies.  

Thus, competitive advantage means having low costs, differentiation advantage, or a 

successful focus strategy. In addition, Porter argued that competitive advantage grows 

fundamentally out of value a firm is able to create for its buyers that exceeds the firm’s cost 

of creating it. When two or more companies compete within the same market, competitive 

advantage is a condition that enables a company to operate in a more efficient or responsive 

manner than its competitors, and which results in higher potential to earn a persistently higher 

rate of profit (Murray, 2009).  

Barney (2002) stated that a firm experiences competitive advantages when its actions in an 

industry or market create economic value and when few competing firms are engaging in 

similar actions.” Barney linked competitive advantage to performance, arguing that a 

company performs better when it generates more value than expected from the resources it 

uses. In the latter case, the owners of the resources believe that they are worth $10 and the 

company is using them to create a value of $ 12. This positive difference between the 

expected value and the actual value is known as economic benefit or economic rent. 

Sustainable competitive advantage is no longer based on physical assets and capital, but 

rather on successful intellectual capital channeling. The term "competitive advantage" is most 

commonly used to compare an organization's success to that of its competitors. The quantity 

of income that an organization can generate can be used to evaluate its relative performance. 

According to Rothaermel (2013), a company's competitive edge may be assessed by 

assessing its economic value generation, profitability, market share, and shareholder value 

creation. As a result, these will be used as measures of competitive advantage in the current 

study. 
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Economic Value Creation 

According to Rothaermel (2013), three factors are determining factors when evaluating the 

goods or services that a company offers in the market: value, price and cost. The value is the 

amount that a consumer would give to a good and service or, in other ways, how much they 

are willing to pay for it. If the value you attribute to a good or service is higher than its 

calculated price, you are likely to buy it. The difference between a buyer's willingness to pay 

for a product or service and the company's production costs is the economic value created 

(Rothaermel, 2013). When a firm can generate more economic value than its competitors, it 

has a competitive advantage. 

If a company can generate the biggest gap between V, the consumer's willingness to pay, and 

C, the cost of delivering the goods or service, it has a competitive advantage. This is due to 

the fact that a big difference between V and C provides the firm with two pricing options: 

charge higher prices to represent the higher value of the product and therefore enhance 

profitability or offer the same price as rivals and thus win market share. The strategic goal in 

this situation is to maximize economic value (V C) (Rothaermel, 2013). 

 Barney (1986) found that a company has a competitive advantage in this market when a 

company has profitable dinner sales that are higher than the normal profitable sales of other 

companies competing in a similar market. Leadership growth would begin and end with the 

business plan and objectives in Mind (Askenas, 2002). Barney (1991) defined competitive 

advantage as a firm having a sustained competitive advantage if it executes a value 

generation strategy that other rivals do not implement. When a firm can generate more 

economic value than its competitors, it has a competitive advantage (Barney & Hesterly, 

2010). 

Profitability 
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We utilize conventional metrics generated from public accounting data, such as profit and 

loss accounts and balance sheets, to assess competitive advantage by calculating accounting 

profitability (Rothaermel, 2013). Public businesses are obliged by law to publish this 

information, which must conform with the Financial Accounting Standards Board's (FASB) 

generally accepted accounting principles (GAAP) and be audited by qualified auditors 

(Rothaermel, 2013). They enable us to conduct direct performance comparisons between 

different firms. Some of the most common profitability metrics used in strategic management  

are return on investment (ROA), return on capital (ROE), return on investment (ROIC), and 

return on sales (ROR) ( Rothaermel, 2013). 

Market Share 

Gaining a competitive edge is required for a firm to increase its market share (Porter, 1985). 

Market share is determined by a company's marketing department's internal organization, 

activity coordination, the quality of information and communication technology, the 

procurement system, the value of human capital, as well as their interconnections and effects 

on costs and differentiating factors (Ojung'a, 2007). The proportion of total revenues 

generated by a specific firm in an industry or market over a given time period is known as 

market share. Market share is derived by dividing the company's sales over a certain time 

period by the total sales of the industry over the same time period (Dorothy, Alila & Omosa, 

2007).  

Unlike marketplaces controlled by a few businesses (oligopoly) or a single company 

(monopoly), it is critical for entrepreneurs and investors to in competitive marketplaces, 

determine how effectively companies or their products compare against their competitors. 

One method to look at this relative success is through market share. The fundamental concept 

of market share is straightforward. Market share is the company's market share (Ojung'a, 

2007). 
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A company's market share (or percentage) of specific products or services sold in a given 

region. Market shares are a measurement of a company's position in a significant industry and 

can be quite large. For example, a researcher could be interested in Murata SACCO's market 

share in the country. In other situations, a share of the market may be confined to a single line 

of products or sales within a certain geographic area. 

 

Shareholder Value Creation 

Shareholders are individuals or organizations that possess one or more shares in a publicly 

traded corporation and are the firm's legal owners. The return on risk capital, or the money 

that shareholders contribute in exchange for an ownership but cannot recoup in the case of 

the company's collapse, is the most important measure of competitive advantage from the 

standpoint of shareholders (Rothaermel, 2013).  

Investors are mostly interested in a company's entire return on venture capital, which includes 

the share price as well as dividends paid over time. Unlike accounting information, net value 

to stockholders is an external measure of performance. It essentially illustrates how the share 

market interprets all available data about a company's past, current, and predicted future 

performance. The share price of a firm, according to this perspective, acts as an impartial 

performance metric (Rothaermel, 2013). 

Source of Competitive Advantage 

A competitive advantage is a distinguishing characteristic or opportunity that a company has 

that makes it more appealing than its competitors. It should be emphasized that a competitive 

advantage does not always convert into greater profitability right once; nevertheless, a firm 

might forego continuing earnings in order to invest in market share, technology, customer 
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loyalty, or executive benefits. As a result, it is critical to have a wide view on strategy 

creation and implementation (Murray, 2009). 

The capacity to respond to changes can result in a competitive advantage. The influence of 

external change on competitive advantage is determined by the company's capacity to adapt 

to the change. Every external shift opens up new possibilities for the company. The capacity 

to recognize and respond to opportunities is a fundamental entrepreneurial management talent 

(Murray, 2009). Responding to external change possibilities necessitates the use of one key 

resource (information) and one important competence (flexibility). Information is required to 

detect and forecast external changes (Murray, 2009). This necessitates scanning the 

environment. 

Innovation may be the source of a competitive advantage. The primary issue for businesses is 

to "get a competitive edge via acts of innovation" (Porter, 1990). Porter goes on to say that 

adopting new technology and doing things differently is essential for gaining a competitive 

edge. Internal and external changes can both provide a competitive advantage. Internal 

transformation is achieved through innovation. Innovation is both a source of competitive 

advantage and a basis for eroding the competitive advantage of other businesses. Typically, 

people think of innovation in terms of new products or processes that include fresh ideas and 

expertise. In a business, though, innovation refers to new ways of doing things (Murray, 

2009). 

According to the resource-based hypothesis, a company's long-term competitiveness is 

heavily reliant on the resources that separate it from its competitors and are permanent and 

difficult to copy and replace (Zaridis, 2009). Some firms have tangible assets, while others 

have strong intangibles; both have a significant impact on establishing a lasting competitive 

advantage. Financial, physical, and technical assets are valuable resources for SMEs, and 
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they are easy to locate. Organizational assets, on the other hand, are not always physical or 

intangible, but they are a valuable resource in business and in the organization of all 

resources (Zaridis, 2009) 

Customers see a constant distinction in essential qualities between the firm's products and 

those of its competitors. It is the creation of distinctive traits or attributes of a product or 

service that make it appealing to a subset of the overall market. Branding is a means of 

differentiating oneself (Murray, 2009). 

Low costs strategies become a source of sustainable competitive advantage when rivals, on 

the basis of the similar prices cannot match them with the same level of services. In the long 

run, a low-cost strategy may not give sustainability over competitors due to other factors. The 

base of success derives either a cost advantage or a value advantage, or ideally both. Cost 

leadership providing a service at a lower cost than competitors while offering a similar 

product or service (Murray, 2009). 

High service standards can be established that no other company can match - for example, via 

the hiring of very skilled employees. In recent years employees are becoming viewed as one 

of the best ways to achieve this sustainability through their knowledge and expertise. The 

quality of the service must meet an acceptable level according to customers, management and 

in contrast with competition (Murray, 2009). An organization must identify the key factors 

for success in the industry and then using these factors the organization must focus their 

analysis on particularly important environmental matters (Ohmae, 1983). The key factors for 

success (KFS) are the resources, talents, and qualities that enable a company to succeed in the 

market. 

Organizations, according to Lynch (2000), have some profit sources where some of them are 

differentiation, low cost, specialized marketing, high performance or technology, quality, 
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vertical integration, service, synergy, culture, leadership, and style. According to Kume 

(2010), competitive advantage in the next years might be built on the following sources: rapid 

reactions, constant improvement of products and services, additional service in products, 

distinctive talents, qualified and trained employees over time. 

 A true competitive advantage means that a company can satisfy the demands of its customers 

more effectively than its competitors. It is attained when the client receives genuine 

additional value. To be successful, a firm must offer value. Understanding and proximity to 

consumers, particularly their perception of value, quality awareness, a high degree of 

comprehensive service, and a rapid response to competitive possibilities and threats are 

essential aspects of added value (Thompson, 1997). 

Leadership Challenges 

Growth is not easy. Everyone and every organization want to grow. However, growth also 

brings challenges that leadership must face and overcome if it is to grow. Below are some of 

the challenges that the author of this article has identified. The first is the challenge of 

managing competition. The business organization naturally coexists with others in carrying 

out its mission in an industrial environment. Each player competes with the others to attract 

and hold the market's attention. Unless the market is not completely reached with the 

products, in order to grow, a company would almost always have to reduce the market size of 

the other competitors (Onodugo, 2000). 

The second is what Onodugo (2000) refers to as the problem of dealing with change and 

uncertainty. Humans thrive in environments that provide assurance, predictability, and 

stability. Contrary to popular belief, the business climate is far from steady. The rule is that 

things change. This unpredictability was always present, but it has recently assumed a 

tumultuous character. After planning, the basis for projection and planning changes fast. 
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Stakeholder needs and expectations (state, society, employees, market, etc.) are more 

unpredictable than before. Therefore, one of the main challenges facing leadership in 

organizations is acquiring the ability to maintain focus amid changes and directions in the 

face of chaos (Onodugo, 2000). 

The third difficulty is the challenge of innovation. Globalization and improvements in 

information technology have combined to make innovation the rule of competitiveness in a 

variety of businesses. Management faces the tough challenge of inventing and introducing 

new goods in order to exist, much alone expand. This is a must-have for organizations 

striving to market leadership. Anything else than new items and new distribution methods 

will not suffice, given growing customer expectations and a high-tech-driven culture. This 

problem necessitates large sums of money being made available for research and 

development operations (Onodugo, 2000). 

Another challenge is maintaining industrial harmony among the members of the organization. 

Growth goes hand in hand with increasing complexity. It also leads to the work environment 

welcoming more people with different backgrounds, opinions and inclinations. All of this 

creates a conflict of interest. Growth inevitably goes hand in hand with control problems. The 

tendency to form cliques and section groups with different interests is very high (Onodugo, 

2000).  

Ultimately, the challenge is meeting the needs of various stakeholder groups: as organizations 

cultivate, their actions begin to affect a larger number of individuals. The government and the 

communities in which they operate pay greater attention to growing organizations than 

smaller ones. Various individuals and groups that fund the organization have a greater stake 

in the well-being of the organization than they normally should. All these actors make 

demands on the organization in one way or another (Onodugo, 2000). 
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Empirical Literature Review 

A study by Khan and Anjum (2013) tried to determine the role of leadership style and its 

influence in obtaining a competitive advantage. The role of leadership in achieving a 

competitive advantage for a company is critical, since leadership is recognized as the 

backbone of an organization and the primary source of attaining a competitive advantage. 

The goal of this research was to see how leadership affects competitive advantage. According 

to the findings, there is a strong link between leadership style and competitive advantage. 

Ghani, Mohamad, and Anuar (2011) conducted another empirical investigation titled 

Leadership style in experience and understanding culture, the competitive advantage strategy. 

This study based on three key goals in particular.  

The first goal was to discuss the significance of leadership styles in relation to the 

organizational learning culture, which is the most effective principal for managing and 

valuing expertise. Second, the study attempted to explain the significance of leadership styles 

in achieving a firm's competitive advantage. The study also looked at the role of governance 

in inter-firm settings and how it relates to competitive edge. 

Maghviroh (2012) conducted another study titled Leadership style and competitive advantage 

in business education. The transactional and transformational leadership styles of STIE 

Perbanas Surabaya professors and administrative personnel were investigated in this study. 

Transactional leadership was measured in terms of exceptional management and contingency 

rewards, whereas transformational leadership was measured in terms of ideal, inspiring, and 

intellectual stimuli.  

The performance indicators for the lecturers were teaching, module, research, public service, 

computer science, and English, while the administrative staff had integrity, service, 

professionalism, learning, and development. The lecturers' performance indicators were 
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teaching, module, research, public service, computer science, and English, whereas the 

administrative staff's performance indicators were integrity, service, professionalism, 

learning, personalization, documentation, and English. The survey included 32 teachers and 

31 administrative employees. Questionnaires were used to collect data, which was then 

statistically analyzed using multiple regressions. The result was that transformation The 

implication was that top management can develop strategies to put the motivation of all 

members of the organization in the framework of improving their competence so that this 

helps the organization grow and maintain itself. 

From the empirical literature review, very few studies have been carried on the subject of the 

effect of leadership styles on organization competitive advantage in Kenya and especially on 

the context of Kenya SACCOS. A knowledge gap therefore exists and this research sought to 

fill that gap by providing understanding on the prevalent leadership styles in the SACCOS 

and their effectiveness. 

Conceptual Framework 

Based on the literature reviewed, the conceptual framework of this study is illustrated in 

Figure 2.1. 

Independent Variable                                           Dependent Variable 
 

 

 

 

  
     Intervening variable 

Figure 2.1: Conceptual Framework 

Competitive Advantage 

 Economic Value creation 

 Market share 

 Shareholder Value 
Creation 

 Profitability 
 

Leadership Styles 

 Transformational 
leadership 

 Transactional leadership 

 Situational leadership 

 Democratic leadership 
 

 Government Regulations 

 Technology  
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Source: Author (2021) 

Discussion 

As shown in Figure 2.1, the independent variables (leadership styles) influence the 

effectiveness of organization competitive advantage giving results such as economic value 

creation, investment profitability, market share and shareholder value creation. Consequently, 

application of technology and the influences of government regulations moderate the 

attainment of the above dependent variables. The outcome consequently provided feedback to 

the leadership styles and therefore facilitate the necessary changes or amendments to the 

leadership process. 

Within this conceptual framework, the main research goal was to determine the effect of 

leadership styles on the competitive advantage. These brought to the fore whether leadership 

style in an organization is one of the factors that play significant role in enhancing or 

retarding economic value creation, market share, profitability and the shareholders’ value 

creation in the organization. 

Summary 

The overall objective of this chapter was to review relevant literature that would 

provide the researcher with a body of knowledge and understanding of the conceptual 

framework in the area of study. The researcher reviewed literature on leadership styles and 

competitive advantage. This chapter also focused on the theoretical and empirical literature 

from various studies related to the topic of the study in relation to the research objectives. In 

addition, the link between the independent variable and the dependent variable is expressed 

by a conceptual framework. The research approach is discussed in the next chapter. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

Introduction 

This chapter outlines the procedures which are employed to carry out the study in order to 

satisfy its objectives. The chapter brings in to perspective the research design, area of study, 

the population, sampling and sampling techniques, type and source of data used, instruments 

used, reliability and validity of instruments, ethical considerations, data collection procedure 

and procedure for data analysis.  

Research Design 

 Research design can simply be termed as a structure of research. Kombo and Tromp (2006) 

regarded it as the “glue” that joins all the elements in a research project together. Kothari 

(2004) described it as “the conceptual structure within which research is done, while Kumar 

(2005) perceived it as “a plan, structure and strategy of investigation determined in order to 

get answers to research questions or problems. It not only includes the outline of what the 

researcher will do from coming up with the hypothesis but also include their operational 

implications on the final analysis of data.”  

Research design assists the researcher in conceiving an operational strategy to complete the 

different processes and tasks necessary to finish the study in order to get valid, objective, and 

correct responses to research questions (Kumah, 2005). There is a list of few well-known 

research designs namely observation, experimental, descriptive, correlation, case study and 

cross-cultural (Kombo & Tromp, 2006). 

For the purpose of this study, the study was conducted using a descriptive research approach. 

This design is a way for creating a suitable profile of comprehensive and perhaps correct 

information based on the features of an event, scenario, community, or people. It is aimed at 
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describing the distribution of a phenomenon in a population, thereby ascertaining the facts. 

This method of data collection entails interviewing or distributing a questionnaire to a group 

of people (Kombo& tromp, 2006).  

This research design involves using characteristic of an events, situation, community, or 

population thereby creating a comprehensive and accurate profile of information. It purposes 

to describe the distribution of a phenomenon in a population and eventually revealing the 

facts. The approach is carried out by interviewing or utilizing questionnaires to obtain 

information from a group of people. 

Population 

Various writers define population in different ways. According to Mugenda & Mugenda 

(2003), a population is a collection of people, things, or things from whom a sample is taken 

for measurement. Population is also described as the total collection of the elements from 

which the researcher derives the references (Cooper and Schindler, 2003). The population for 

this study is 182 persons who are the total number of employees in Murata SACCO. This is 

as shown in Table 3.1 

Table 3.1: Study Population 

Description Population 

Board of Governors                                      12 
Departmental heads 16 
Managers & Assistants Managers 34 
Subordinates staff 120 

Total 182 

 

Target Population 

The target population, as defined by Mugenda and Mugenda (2003), is the population that the 

researcher investigates and from which the findings are extrapolated to the total population. 

According to Footer (2004), target population in a research study comprises all those 

potential participants that could make up a study. According to Mugenda and Mugenda 
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(2003), the target group should have some observable characteristics to which the researcher 

hopes to generalize the study's findings. 

 For the target population, the researcher took all the 12 board of governors, all the 16 

departmental heads, and the 34 branch managers and their assistants making a total of 62 

since they are the people who are instrumental in the leadership of the SACCO. Many of the 

subordinate’s staff in the SACCO may not be endowed with requisite knowledge in 

leadership and management concepts hence they are excluded in the target population. 

Table 3.2: Target Population 

Description Population 

Board of Governors 12 
Departmental heads 16 

Managers and Assistant managers 34 

Total 62 

 

Sample Size 

A sample, according to Kombo and Tromp (2006), is a limited portion of a statistical 

population whose attributes are investigated in order to learn more about the entire sample. 

The researcher took a 100% or else the census of the target population which gave a total of 

12 boards of governors, 16 departmental heads, and 34 managers with their assistants as 

shown in Table 4.3. 

 

Table 3.3: Sampling Summary 

Description Population 

Board of Governors 12 
Departmental heads 16 

Managers and Assistant managers 34 

Total 62 

 

Type of Data 

Data might be either primary or secondary, according to Mugenda & Mugenda (2003). 

Primary data is information gathered directly from original sources such as respondents or the 
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field where information is accessible. Secondary data refers to data acquired from books, 

reports and others publications (Chandran, 2004). Primary data is most reliable because it is 

sourced directly from the respondents and therefore free from bias. The researcher therefore 

used primary data to be obtained from head of departments, board members and the diocesan 

staff of the diocese of diocese of Mt Kenya central. 

Data Collection Instruments 

The common research instruments are questionnaires, interviews, focus groups and 

observation. The researcher used questionnaires which is one of the basic methods used to 

collect data. This is a research tool that collects data from a wide sample of people and is 

more suited to delicate topics since it provides greater anonymity (Kumah, 2005). The 

researcher administered questionnaires to the board of governors, departmental heads and the 

subordinate’s staff. The researcher found it prudent to use questionnaire as they were able to 

address sensitive issues and cover more respondents within the planned data collection 

period. 

Data Collection Procedures 

Before engaging in data collection, the researcher sought to obtain a letter of authorization to 

do research from the postgraduate department in Daystar University. The researcher then 

sought to the Kenyan government's Ministry of Education for permission. The researcher 

there after collected primary data by use of questionnaires. 

The questionnaire comprised of written list of questions, the answer to which are recorded by 

the respondents after reading the questions and interpreting what was expected of them. The 

researcher ensured as envisaged by Kumar (2005) that the questions were clear and easy to 

understand, pleasant to the eye and the sequence of the questions are easy to follow. 
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Pretesting 

According to Mcgoldrick (2003), the practice of testing questionnaires on a small sample of 

respondents with the goal of enhancing the questionnaire by detecting and removing potential 

issues is known as pretesting. Mugenda and Mugenda (2003) also asserted that the major 

objective of pre-testing is to evaluate the completeness and clarity of the information 

collected through questionnaires. Nunguti (2009) also stated that pre-testing helps in 

determining the reliability of respondents by determining knowledge credibility, impartial 

and willingness to respondent.  

According to Kothari (2007), questionnaires undergo pretesting so as to test their validity and 

their reliability hence they are the heart of the study and hence require careful constructions.  

To evaluate the validity of the questionnaires, the researcher did pre-testing with six 

respondents from another SACCO called UNAITAS, which is one of the competitor to 

Amica Savings and Credit and then identifies the questions that need adjustment and fill in 

the gaps where the questions were not very clear.  

Reliability and Validity 

Reliability is a measure of how well a research instrument produces reliable result or data 

after extensive testing (Mugenda & Mugenda, 2003). The more consistency and stability 

there is in an instrument, the more reliable it is (Kumah, 2005). The reliability of a research 

tool is reliant on the phrasing of questions, the physical setting, the impression of 

respondents, and the nature of relations and regression consequence of tool (Kumah, 2005). 

Validity is the aptitude of a tool to quantify what is designed to gauge. It is the level to which 

the examiner has measured what was defined to be measured (Kumah, 2005). The validity 

test looks at a questionnaire if it can actually test what was intended for and reliability 

measures the relevance.  
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Data Analysis Plan 

In order for data to be useful, it needs to be analyzed so as to provide answers to the research 

problems. Data analysis includes examining, categorizing and tabulating evidence. This 

paves way for data to be transformed into knowledge through interpretation (Mugenda & 

Mugenda, 2008). The completed surveys were edited for completeness and consistency 

before being processed. The data was then coded to allow the grouping of the response in to a 

variety of categories. Data collected was quantitative and was analyzed by descriptive 

analysis techniques.  

After establishing the effect of each of the four leadership styles on competitive advantage, 

the study wanted to look at the effect of the combined leadership styles on completive 

advantage at Amica Savings and Credit Sacco. To achieve this, the researcher computed the 

statistical mean of all the attributes of the four leadership styles and correlated with a 

computed mean of the attributes of competitive advantage. The calculated means of 

leadership styles and competitive advantage were subjected to Pearson correlation analysis. 

The descriptive statistical tools such as statistical package for special science (SPSS) assisted 

researcher to explain the data and establish the degree used. The findings were provided by 

means of percentages tabulations, tables and charts, means and other central tendencies. 

Tables were used to abridge responses for further investigation and assist in comparisons. 

Ethical Considerations 

Ethics are behavioral norms and standards that govern moral judgments about our actions and 

interactions with others. The goal of research ethics is to ensure that no one is harmed or 

harmed by research activities (Cooper & Schindler, 2003). The researcher complied with the 

principle of voluntary consent by allowing respondents to participate in the study voluntarily. 

While conducting this study, the researcher was careful not to violate nondisclosure 
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agreements, violate the confidentiality of respondents, misrepresent the results, and mislead 

people. The investigation attempted to conform to the rules and principles expected in the 

investigation. 

Summary 

This chapter has discussed the research methodology used by the study which includes the 

research design, area of study, the population, sampling procedures, and ethical 

considerations. The next chapter discusses data analysis, research findings and 

interpretations. 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS, AND INTERPRETATION 

Introduction 

In this chapter, the researcher presents data analysis, research findings and interpretation in 

line with research objectives. Using the computer software SPSS, version 10. 0, the data was 

displayed in the form of frequency and percent tables, basic bar graphs, and pie charts. 

Analysis and Interpretation 

Response Rate 

The study employed a sample size of 62 people, with 58 of them completing and returning 

the questionnaires, providing a 93.5 percent response rate. In drawing conclusions for the 

study, this response rate was satisfactory. The response rate was representative. The 

researcher analyzed the available data based on recommendation by Mugenda and Mugenda 

(2003) that 50% of the sample is an acceptable response rate for data analysis.  

Characteristics of Respondents 

This section presents the general characteristics of respondents. It was imperative to establish 

the characteristics of the respondent because the information was necessary in informing the 

researcher of any likely implications these characteristics would have on response and 

research findings. The researcher therefore collected data on respondent age, gender, level of 

education, area of training and experience. 

Gender distribution of the respondents 

Gender was an important demographic factor that was investigated by the researcher. This 

was to ensure that the researcher was able to capture any likely implications gender had on 

the response received. Table 4.1 presents the results of the analysis. 
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Table 4.1: Gender Distribution of the Respondents 

Gender Frequency Percent 

Female 21 36.2 
Male 24 41.4 

No response 13 22.4 

Total 58 100 

 
The findings indicated that most of the respondents at 41.4% were male while 36.2% were 

female. This indicates that all the genders were represented in the study and therefore there 

was no gender bias in respondent selection, however, the majority of the respondents were 

men and therefore the likelihood that the leadership might be biased towards the interest of 

male gender. From the frequency table above, it is also noted that 22.4% of the respondents 

did not indicate their gender. The Sacco however needed to pay attention to gender imbalance 

that could impact on equitable leadership. 

Age of the respondents 

It was important to ascertain the ages of the respondents because different age groups have 

different perception and also gives an indication of the level of work experience. Table 4.2 

shows the findings on respondent age brackets. 

Table 4.2: Age of the Respondents 

Age bracket Frequency Percent 

below 30 4 6.9 
31-40 18 31.0 
41-50 21 36.2 

Above 50 15 25.9 

Total 58 100 

 

From Table 4.2, the majority of the respondents at 36.2% were between aged 41 and 50 years 

old, 31% were between 31 and 40 years old, 25.9% were above 30 years while 6.9% were 

below 30 years old. This indicates that the majority of the respondents were between 41 to 50 

years old. It was also noted that the majority of respondents were aged between 41 to 50 

years. At this age employee cannot be regarded as too young neither too old. This can be 
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useful in mentoring the young employee as well as offering requisite experience needed in 

decision making in the organization. 

Level of education 

The level of education is important to the researcher as education is considered to be 

determinant of the ability to learn and apply what is learned. It is therefore assumed that high 

levels of education make a significant contribution towards a person’s ability to apply their 

knowledge in their area of training. Table 4.3 presents the results of the analysis. 

Table 4.3: Level of Education 

Level of education Frequency Percent 

Masters level 14 24.1 
Bachelor’s degree 16 27.6 

Diploma 22 37.9 
Certificate 3 5.2 

Secondary level 2 3.4 
No response 1 1.7 

Total 58 100 

 

The level of education as per the findings indicates that majority of the respondents at 37.9% 

have diploma, 27.6% were bachelor degree graduates, 24.1% had a master’s degree, and 

5.2% were certificate holders while 3.4% were at secondary school level. One person did not 

indicate his or her level of education which amounts to 1.7%. On the level of education, the 

majority of the respondents had at least college education. This was a sign that the Sacco 

leadership was competent in their field of training to add value to leadership efforts in the 

Sacco.  

Length of time worked in the organization 

The study sought to establish the length of time different employees worked in the Sacco. 

The number of years worked is believed to be a measure of experience in leadership 

activities. This also revealed the extent to which the respondents knew the culture, systems 

and policies of the organization they work for.  The findings are presented in Table 4.4 
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Table 4.4: Number of Years Worked or Served in the Organization. 

Years worked Frequency Percent 

1-5 years 10 17.2 
6-10 years 14 24.1 
11-15 years 7 12.1 
16-20 years 12 20.7 

Over 20 years 13 22.4 
No response 2 3.4 

Total 58 100 

 
As shown in Table 4.4, the researcher also found out that majority of the respondents at 

24.1% had worked between 6 to 10 years, 22.4% over 20 years, 20.7% had worked at Amica 

Savings and Credit between 16 to 20 years while 17.2% had only worked between 1 and 5 

years. Hence from the results above, it indicates that a good number of the respondents had a 

good knowledge of the Sacco. The analysis further revealed that most of the respondents had 

worked in the Sacco between 16 to 20 years. This revealed the likelihood of low staff 

turnover that could impact on the quality of leadership in the Sacco. There was however a 

good spread of respondents in various fields of study needed in the consolidating an all-

encompassing leadership. 

The analysis of the characteristic of the respondents revealed that there was no major 

characteristic that had negative implications on the findings. The SACCO however needed to 

pay attention to gender imbalance that could impact on equitable leadership. 

Leadership Styles used in Amica Savings and Credit society 

The researcher sought to know which leadership styles were used in the running of the 

SACCO. The findings and interpretation are presented in Table 4.5. 

Table 4.5: Leadership Styles Used in Amica Savings and Credit 

Leadership styles used in 
Amica Savings and Credit 

Count Column N % Column 
Responses % 

Transactional leadership 52 89.7 28.4 
Transformational leadership 55 94.8 30.1 

Situational leadership 31 53.4 16.9 
Democratic leadership 45 77.6 24.6 

Total 58 100 100 
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The leadership styles used at Amica Savings and Credit society as per the research findings 

indicated that almost all the styles were adopted and that transformational leadership style 

was commonly used taking a high percentage of (30.1%), Transactional leadership (28.4%), 

Democratic leadership (24.6%), while the least used leadership style was situational 

leadership style which took a percentage of (16.9%). The research also found out that there 

was no any other leadership style adopted apart from the ones indicated. The column N % 

indicates the percentage number of respondents who preferred a certain leadership style.  

The findings are congruent with those of Maghviroh (2012), who discovered that 

transformational leadership had a substantial impact on both employees and administrative 

personnel, whereas transactional leadership had little impact. The implication was that senior 

management may devise ways to align all members of the company's motivation with their 

ability to improve their skills, allowing the organization to expand and retain itself. 

Leadership Preference 

The researcher sought the opinion of the respondent on the preference of the various 

leadership styles. Table 4.6 shows the findings   
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Table 4.6: Leadership Preference 

SACCO Officers Count Column N % 

Your leader involves you 
in decision making process 

Strongly agree 33 56.9 
Agree 22 37.9 

Neutral(not sure) 3 5.2 
Disagree 0 0 

Strongly disagree 0 0 

Your leader prefers when 
decisions are made 

through group consensus 

Strongly agree 23 39.7 
Agree 21 36.2 

Neutral(not sure) 10 17.2 
Disagree 2 3.4 

Strongly disagree 1 1.7 
No response 1 1.7 

You are accountable to the 
leader 

Strongly agree 36 62.1 
Agree 20 34.5 

Neutral(not sure) 1 1.7 
Disagree 0 0 

Strongly disagree 0 0 
No response 1 1.7 

Your leader is keen to 
accomplish key projects 

within the Sacco 

Strongly agree 38 65.5 
Agree 19 32.8 

Neutral(not sure) 1 1.7 
Disagree 0 0 

Strongly disagree 0 0 

Your leader takes time to 
couch the teams on their 

roles and expected 
performance 

Strongly agree 18 31.0 
Agree 32 55.2 

Neutral(not sure) 6 10.3 
Disagree 1 1.7 

Strongly disagree 0 0 
No response 1 1.7 

The Sacco has a strategic 
plan 

Strongly agree 55 94.8 
Agree 1 1.7 

Neutral(not sure) 1 1.7 
Disagree 0 0 

Strongly disagree 0 0 
No response 1 1 

I know the vision and 
mission of Amica Savings 

and Credit 

Strongly agree 50 86 
Agree 7 12 

Neutral(not sure) 0 0 
Disagree 0 0 

Strongly disagree 0 0 
No response 1 1.7 

The Sacco has a budget 
and I was involved in the 
budget making process 

Strongly agree 44 75.9 
Agree 12 20.7 

Neutral(not sure) 1 1.7 
Disagree 0 0 

Strongly disagree 0 0 
No response 1 1.7 
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A good number of the respondents, that is 56.9%, strongly agreed that their leader involves 

them in decision making while those who agree constitutes 37.9%. From the research also, 

39.7% of the respondents believe their leaders prefer when decisions are made through group 

consensus, 62.1% believe that they are accountable to their leaders. Generally, most of the 

respondents believe their leaders or Sacco Officers were doing a good job.  

Leadership Challenges in Amica Savings and Credit Society 

Organizational growth comes with its own set of problems that leadership must confront and 

overcome if the organization is to continue to expand. Below are some of the challenges that 

have been identified in this research. This includes challenge of managing competition, 

innovation, change and uncertainty as well as the challenge of meeting the demand of the 

various stakeholders, controversial and highly emotional issues to be navigated, money 

management or financial strains, facilities maintenance and use, changing demographics and 

expectations are higher and competition as shown in Table 4.7. 
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Table 4.7: Leadership Challenges 

Leadership challenges Count Column N % 

Challenge of managing 
competition 

Very great extent 21 36.2 
Great extent 23 39.7 

Moderate extent 9 15.5 
Little extent 4 6.9 
No extent 1 1.7 

The challenge of innovation Very great extent 21 36.2 
Great extent 27 46.6 

Moderate extent 4 6.9 
Little extent 4 6.9 
No extent 2 3.4 

The challenge of management of 
change and uncertainty 

Very great extent 7 12.1 
Great extent 26 44.8 

Moderate extent 19 32.8 
Little extent 5 8.6 
No extent 1 1.7 

The challenge of meeting the 
demand of the various 

stakeholders 

Very great extent 22 37.9 
Great extent 18 31.0 

Moderate extent 11 19.0 
Little extent 6 10.3 
No extent 1 1.7 

Controversial and highly 
emotional issues to be navigated 

Very great extent 2 3.4 
Great extent 17 29.3 

Moderate extent 26 44.8 
Little extent 11 19.0 
No extent 1 1.7 

No response 1 1.7 
Money management. Financial 

strains 
Very great extent 5 8.6 

Great extent 25 43.1 
Moderate extent 19 32.8 

Little extent 5 8.6 
No extent 4 6.9 

Facilities maintenance and use Very great extent 4 6.9 
Great extent 19 32.8 

Moderate extent 23 39.7 
Little extent 7 12.1 
No extent 5 8.6 

Changing demographics Very great extent 1 1.7 
Great extent 19 32.8 

Moderate extent 24 41.4 
Little extent 12 20.7 
No extent 0 0 

No response 2 3.4 
Expectations are higher and 

competition 
Very great extent 26 44.8 

Great extent 15 25.9 
Moderate extent 12 20.7 

Little extent 5 8.6 

 

Most of the respondents agreed that there are leadership challenges at Amica Savings and 

Credit.  At least above 40% of the respondents agreed to a great extent that the challenges 

stated do exist in the Sacco. Table 4.7 reveals the main challenge affecting the Sacco to a 
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great extent as; managing competition (39.7%), innovation (46.6%), management of change 

and uncertainty(44.8%),  meeting the demand of the various stakeholders(37.9%), 

controversial and highly emotional issues to be navigated(44.8%), money management or 

financial strains(43.1%), facilities maintenance and use(39.7%), changing 

demographics(41.4%), and expectations are higher and competition( 44.8%) 

Sources of Competitive Advantage 

The source of competitive advantage identified in this study involved seven components 

which includes competitive advantage emerging as a result of responsiveness to change, 

Competitive advantage driven by innovation, Competitive advantage as a result of the 

resources a Firm possess that differentiate it from its competitors, differentiation, low-cost 

strategies, high service levels and adding customers value. 
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Table 4.8: Sources of Competitive Advantage 

Source of competitive advantage  Count Column N % 

Competitive advantage emerging 
because of responsiveness to 

change. 

Very great extent 28 48.3 
Great extent 20 34.5 

Moderate extent 9 15.5 
Little extent 1 1.7 
No extent 0 0.0 

Competitive advantage driven by 
innovation 

Very great extent 23 39.7 
Great extent 21 36.2 

Moderate extent 13 22.4 
Little extent 1 1.7 
No extent 0 0.0 

Competitive advantage as a result 
of the resources a Firm possess that 
differentiate it from its competitors 

Very great extent 14 24.1 
Great extent 31 53.4 

Moderate extent 12 20.7 
Little extent 1 1.7 
No extent 0 0.0 

Differentiation. entails customers 
perceive a consistent difference in 
important attributes between the 

firms offering and the competitors 
offerings 

Very great extent 10 17.2 
Great extent 30 51.7 

Moderate extent 16 27.6 
Little extent 2 3.4 
No extent 0 0 

Low cost strategies Very great extent 7 12.1 
Great extent 29 50 

Moderate extent 19 32.8 
Little extent 3 5.2 
No extent 0 0.0 

High service levels Very great extent 13 22.4 
Great extent 22 37.9 

Moderate extent 20 34.5 
Little extent 2 3.4 
No extent 1 1.7 

Adding customers value Very great extent 22 37.9 
Great extent 22 37.9 

Moderate extent 12 20.7 
Little extent 1 1.7 
No extent 1 1.7 

 
 Most of the respondents agreed to a great extent that the sources stated contributed to 

competitive advantage. Table 4.8shows the findings on how different sources of competitive 

advantage contributed in the Sacco which are as follows: Responsiveness to change (34.5%), 

Innovation (39.7%), Resources a Firm possess that differentiate it from its competitors 

53.4%), Differentiation (51.7%), Low cost strategies (50.0%), High service levels (37.9%) 

and Adding customers value (37.9%). 
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Effects of Leadership Styles on Competitive Advantage 

The study sought to determine the effects of leadership styles on competitive advantage. 

Different leadership styles that were studied include transactional leadership, 

transformational leadership, situational leadership, democratic leadership. The study started 

on determining the effect of each leadership style separately on competitive advantage before 

taking the combined leadership style effects on competitive advantage. 

The descriptive analysis that was further conducted comprised frequencies and percentages. 

This type of analysis generally described the attributes of the measured leadership styles by 

showing the extent to which the respondents agreed or disagreed that they affected 

competitive advantage at Amica Savings and Credit. This type of analysis only described the 

findings without making any comparisons on how the variables were related to each other as 

shown in the proceeding analysis of the four-leadership style. 

Effects of Transactional Leadership on Competitive Advantage 

The study sought to establish the extent to which transactional leadership had been employed 

at Amica Savings and Credit. Therefore, respondents were asked to rate the level extent the 

attributes of transactional leadership have been adopted at Amica Savings and Credit. Table 

4.9 shows the findings. 
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Table 4.9: Transactional Leadership Styles at Amica Savings and Credit 

 

 

 

 

 

 

 

 

 

 

 

 

The findings in Table 4.9 shows that 41.4% of the respondents believed that there was 

exchange of rewards for efforts contracted and for achieving goals promised.  The attribute of 

standards specified by leaders, to a great extent had a high score of 36.2% while to a very 

great extent had 29.3% which tied with a moderate extent. These findings indicate that 

transactional leadership had been employed at Amica Savings and Credit to great extent. 

Secondly, the researcher sought to establish the extent to which transactional leadership has 

affected competitive advantage at Amica Savings and Credit. Thus, respondents were asked 

to indicate the extent to which they agreed or disagreed to the attributes, which aimed at 

showing how transactional leadership had affected competitive advantage at Amica Savings 

and Credit. Table 4.8 shows the findings. 

Attributes of transactional leadership Count Percent 

Exchange of rewards 
for efforts contracted 

and for achieving goals 
promised 

Very great 
extent 

24 41.4 

Great extent 23 39.7 
Moderate extent 10 17.2 

Little extent 0 0 
No extent 0 0 

No response 1 1.7 

Standards specified by 
leaders and deviations 

from rules and 
standards looked out 

for and corrective 
action taken 

Very great 
extent 

17 29.3 

Great extent 21 36.2 
Moderate extent 17 29.3 

Little extent 1 1.7 
No extent 1 1.7 

No response 1 1.7 

Leaders await 
emergence of problems 

before acting 

Very great 
extent 

5 8.6 

Great extent 21 36.2 
Moderate extent 15 25.9 

Little extent 8 13.8 
No extent 8 13.8 

No response 1 1.7 
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Table 4.10: Effect of Transactional Leadership on Competitive Advantage 

Statements Count Column N % 

Followers are rewarded for 
achieving agreed upon 

objective 

Strongly agree 33 56.9 
Agree 22 37.9 

Neutral (not sure) 2 3.4 
Disagree 0 0.0 

Strongly disagree 0 0.0 
No response 1 1.7 

Leaders engage in 
management by exception 

Strongly agree 19 32.8 
Agree 18 31.0 

Neutral (not sure) 8 13.8 
Disagree 11 19.0 

Strongly disagree 1 1.7 
No response 1 1.7 

The leaders and the followers 
are considered to be personally 

at fault 

Strongly agree 7 12.1 
Agree 22 37.9 

Neutral (not sure) 17 29.3 
Disagree 9 15.5 

Strongly disagree 1 1.7 
No response 2 3.4 

The leaders overemphasize 
detailed and short term goals 

and standard rules and 
procedures 

Strongly agree 12 20.7 
Agree 29 50.0 

Neutral (not sure) 8 13.8 
Disagree 7 12.1 

Strongly disagree 1 1.7 
No response 1 1.7 

The leaders do not make an 
effort to enhance creativity and 

generation of new ideas 

Strongly agree 2 3.4 
Agree 6 10.3 

Neutral (not sure) 4 6.9 
Disagree 18 31.0 

Strongly disagree 27 46.6 
No response 1 1.7 

The leaders are quite effective 
in guiding efficiency decisions 

which are aimed at cutting 
costs and improving 

productivity 

Strongly agree 31 53.4 
Agree 23 39.7 

Neutral (not sure) 3 5.2 
Disagree 0 0 

Strongly disagree 0 0 
No response 1 1.7 

 

From Table 4.10, most of the respondents when asked about the effects of transactional 

leadership on competitive advantage at Amica Savings and Credit society strongly agreed on 

the statements apart from when the statement of “the leaders overemphasize detailed and 

short term goals and standard rules and procedures” where 50% of them agreed. The findings 
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show that transactional leadership had effect on completive advantage of Amica Savings and 

Credit. 

This finding supports previous research studies by Chowdhury (2014) which showed that 

transactional leadership styles have a favorable influence on employee commitment, which 

has an impact on an organization's competitive advantage direction. Thus, these findings 

corroborate the cross-cultural relevance of Bass's augmentation theory of leadership, which 

proposes that effective leaders are both transformative and transactional. 

Effects of Transformational Leadership Style on Competitive Advantage 

A transformative leader motivates and inspires his or her people to accomplish remarkable 

results (Robbins & Coulter, 2007). The study sought to establish extent to which the leaders 

of the Sacco were transformational. Figure 4.1 shows the findings. 

 
Figure 4.1: Transformational Leadership Effect on Competitive Advantage 
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As per the findings in Figure 4.1, most of the leaders at Amica Savings and Credit Sacco 

were transformational to a very great extent. This finding demonstrates that transformational 

leadership was practiced at Amica Savings and Credit Sacco. 

Further, the research sought to establish the extent to which transformational leadership had 

influenced competitive advantage at Amica Savings and Credit Society. Therefore, indicators 

of the general effect of transformational leadership on competitive advantage were 

highlighted and respondents were asked to indicate their level of agreement or disagreement 

to the indicators. Findings were as indicated in Table 4.11. 

Table 4.11: Effect of Transformational Leadership on Competitive Advantage 

Transformational leadership  Count Column N % 

The leaders are helpful in creating 
and supporting organizational 

changes 

Strongly agree 38 65.5 
Agree 19 32.8 

Neutral 1 1.7 
Disagree 0 0.0 
Strongly 
disagree 

0 0.0 

The leaders stimulate followers to 
look beyond their own interest to 

what best benefit the Sacco 

Strongly agree 36 62.1 
Agree 20 34.5 

Neutral 1 1.7 
Disagree 1 1.7 
Strongly 
disagree 

0 0.0 

The leaders create organizational 
conditions in which followers can 

develop their own leadership 
capabilities 

Strongly agree 25 43.1 
Agree 26 44.8 

Neutral 7 12.1 
Disagree 0 0 
Strongly 
disagree 

0 0 

Leaders are concerned on how to 
use their power to help followers 
accomplish what they think are 

important 

Strongly agree 21 36.2 
Agree 30 51.7 

Neutral 7 12.1 
Disagree 0 0 
Strongly 
disagree 

0 0 

Transformational leadership is 
pivotal force for acting self-

management in Sacco 

Strongly agree 33 56.9 
Agree 17 29.3 

Neutral 8 13.8 
Disagree 0 0 
Strongly 
disagree 

0 0 

Leaders empower followers 
through skills development and 

Strongly agree 28 48.3 
Agree 25 43.1 

Daystar University Repository

Library Archives Copy



 

67 
 

delegation of authority Neutral 4 6.9 
Disagree 0 0 
Strongly 
disagree 

0 0 

No response 1 1.7 

 
From the findings in Table 4.11, a majority of the respondents (at least 85%)‘agreed’ and 

‘strongly agreed’ that the leaders of Amica Savings and Credit Sacco were Helpful in 

creating and supporting organizational changes and they stimulated followers to look beyond 

their own interest to what best benefit the Sacco. Further, the leaders created organizational 

conditions in which followers could develop their own leadership capabilities, they were 

concerned on how to use their power to help followers accomplish what they think are 

important, and they empowered followers through skills development and delegation of 

authority.  

Last but not least, the majority of respondents at (86.2%) ‘agreed’ and ‘strongly agreed’ that 

transformational leadership is pivotal force for acting self-management in Sacco. These 

findings indicate that transformational leadership had influence on competitive advantage of 

Amica and Savings Credit Sacco. 

The findings are consistent with earlier study by Maghviroh (2012), who looked at 

transactional and transformational leadership styles in relation to StiePerbanasSurabaya 

professors and administrative personnel. As a result, both the academics and the 

administrative staff were strongly impacted by transformational leadership. 

Effects of Democratic Leadership on competitive Advantage 

First, the researcher sought to know the extent to which democratic leadership was practiced 

at Amica Savings and Credit Sacco. The findings were as presented in Figure 4.2.  
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Figure 4.2: Democratic Leadership Effects on Competitive Advantage 

From the findings in Figure 4.2, 39.66% of the respondents indicated that democratic 

leadership has been practiced at Amica Savings and Credit Sacco to a great extent, 6.9% said 

to very great extent, while 39.66% indicated to a moderate extent. These findings generally 

show that democratic leadership was being practiced at Amica Savings and Credit Sacco. 

The respondents were further asked to indicate their level of agreement with the 

attributes/statements designed to show extent to which democratic leadership influence 

competitive advantage at Amica Savings and Credit society. Table 4.12 shows the findings.   
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Table 4.12: Effects of Democratic Leadership on Competitive Advantage 

Democratic leadership Count Column N % 

Followers are highly 
motivated by their 

involvement in the setting of 
goals 

Strongly agree 19 32.8 
Agree 32 55.2 

Neutral( not sure) 1 1.7 
Disagree 1 1.7 

Strongly disagree 1 1.7 
No response 4 6.9 

Good-leader follower 
relationship and followers see 
themselves as part of the org. 

Strongly agree 19 32.8 
Agree 32 55.2 

Neutral( not sure) 3 5.2 
Disagree 0 0.0 

Strongly disagree 1 1.7 
No response 3 5.2 

Leaders create a situation 
where everybody participates 
in the activities of the Sacco 

Strongly agree 16 27.6 
Agree 28 48.3 

Neutral( not sure) 11 19.0 
Disagree 0 0 

Strongly disagree 0 0 
No response 3 5.2 

Everybody strives to make 
the Sacco a better place to be 

in 

Strongly agree 17 29.3 
Agree 26 44.8 

Neutral( not sure) 10 17.2 
Disagree 1 1.7 

Strongly disagree 1 1.7 
No response 3 5.2 

Followers are well involved 
in decision making 

Strongly agree 6 10.3 
Agree 36 62.1 

Neutral( not sure) 8 13.8 
Disagree 3 5.2 

Strongly disagree 1 1.7 
No response 4 6.9 

Informal groupings exist 
which work to the 

achievement of the org goals 

Strongly agree 7 12.1 
Agree 25 43.1 

Neutral( not sure) 17 29.3 
Disagree 5 8.6 

Strongly disagree 1 1.7 
No response 3 5.2 

Leaders use democratic 
leadership to build trust, 
respect and commitment 

Strongly agree 13 22.4 
Agree 33 56.9 

Neutral( not sure) 9 15.5 
Disagree 0 0 

Strongly disagree 0 0 
No response 3 5.2 

 
From the research findings, majority (at least 70%) of the respondents ‘agreed’ and ‘strongly 

agreed’ to all the attributes, which showed that democratic leadership affected competitive 

advantage as clearly seen in Table 4.12. To be precise, the respondents generally agreed that; 
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followers are highly motivated by their involvement in the setting of goals; good-leader 

follower relationship and followers see themselves as part of the organization, and leaders 

created a situation where everybody participates in the activities of the Sacco. Similarly, 

respondents generally agreed that; everybody strives to make the Sacco a better place to be 

in, and that followers are well involved in decision making, informal groupings exist which 

work to the achievement of the org goals, and that leaders use democratic leadership to build 

trust, respect and commitment. These findings demonstrate that democratic leadership 

influenced competitive advantage at Amica Saving and Credit Sacco. 

The findings is supported by a study by Dyczkowska and Dyczkowski (2018) which 

concluded that democratic leadership may be observed in reference to the highest employees 

sense of fulfillment scores when they were either involved in formulation of or at least fully 

informed on organizational strategy in their organization. Similarly, a study of Thai firms 

found those employees who see their managers as more democratic are typically happier with 

their levels of participation in decision-making as well as their working conditions, which 

increases their chances of gaining a competitive edge (Yukongdi, 2010). 

Effect of Situational Leadership on Competitive Advantage 

The researcher sought to know the extent to which the leadership of the Amica Savings and 

Credit Sacco was based on current situations. Figure 4.3 shows the responses. 
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Figure 4.3:  Effect of Situational Leadership on Competitive Advantage 

From the findings in Figure 4.3, most of the respondents indicated that situational leadership 

was adapted at Amica Savings and Credit Sacco to a moderate extent, followed by 

respondents who indicated it has been adapted to a great extent, and then some who said to a 

very great extent. Only a few respondents indicated that situational leadership has been 

adopted too little extent or not adopted at all. This finding implies that situation leadership 

was experienced at Amica Savings and Credit Sacco.  

Further, the respondents were asked to indicate their level of agreement with various 

statements regarding the extent to which situational leadership influenced competitive 

advantage at the Sacco. The findings were as indicated in Table 4.13. 
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Table 4.13: Effect of Situational Leadership on Competitive Advantage. 

Situational leadership Count Column N % 

Leaders in the Sacco Make 
clear behavior contingent upon 

situational forces 

Strongly agree 1 1.7 
Agree 39 67.2 

Neutral(Not sure) 9 15.5 
Disagree 3 5.2 

Strongly disagree 3 5.2 
No response 3 5.2 

Leadership is dictated by 
environmental changes within 

and outside the Sacco 

Strongly agree 0 0 
Agree 33 56.9 

Neutral(Not sure) 10 17.2 
Disagree 8 13.8 

Strongly disagree 5 8.6 
No response 1 1.7 

The followers maybe too 
militant to the extent leaders in 
the Sacco use strict measures 

so as to improve their 
cohesiveness 

Strongly agree 2 3.4 
Agree 6 10.3 

Neutral(Not sure) 30 51.7 
Disagree 16 27.6 

Strongly disagree 2 3.4 
No response 2 3.4 

The followers are so 
committed and focused 

Strongly agree 2 3.4 
Agree 19 32.8 

Neutral(Not sure) 25 43.1 
Disagree 7 12.1 

Strongly disagree 3 5.2 
No response 2 3.4 

Relationship between the 
Sacco competitive advantage 

and leadership styles is 
moderated by situational 

factors 

Strongly agree 2 3.4 
Agree 40 69 

Neutral(Not sure) 6 10.3 
Disagree 7 12.1 

Strongly disagree 1 1.7 
No response 2 3.4 

Leaders tells his or her 
followers what to do and how 

to do it 

Strongly agree 6 10.3 
Agree 37 63.8 

Neutral(Not sure) 7 12.1 
Disagree 4 6.9 

Strongly disagree 2 3.4 
No response 2 3.4 

 
When it comes to situational leadership, the findings in Table 4.13 show that 62.7% of the 

respondents agreed that leaders in the Sacco make clear behavior contingent upon situational 

forces and 56.9% believed that leadership is dictated by environmental changes within and 

outside the Sacco. Additionally, 69% believed that the relationship between the Sacco 

competitive advantage and leadership is moderated by situational factors.  
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The finding was consistent with a previous study by Ebere and Fragouli (2015) who observed 

that workers felt high satisfaction with their managers when their manager's dealings satisfied 

their needs. This result backs with the core concept of Situational Leadership theory, which 

states that leaders must understand their followers' requirements in order to meet them.  

Effect of Combined Leadership Styles on Completive Advantage 

After establishing the effect of each of the four leadership styles on competitive advantage, 

the study further sought to examine the effect of the combined leadership styles on 

completive advantage at Amica Savings and Credit LTD. To achieve this, the researcher 

computed the statistical mean of all the attributes of the four leadership styles and correlated 

with a computed mean of the attributes of competitive advantage. The Pearson correlation 

analysis results of the computed means of leadership styles and competitive advantage were 

done. Table 4.14 present the result of analysis. 

Table 4.14: Correlation between Leadership Styles and Competitive Advantage  

Correlations 

 Leadership 
styles 

Competitive 
advantage 

Leadership styles Pearson Correlation 1 .791 
Sig. (2-tailed)  .000 

N 58 75 
Competitive 
advantage 

Pearson Correlation .791 1 
Sig. (2-tailed) .000  

N 58 58 

 

For inferential statistics, the relationship between the attributes of Amica Savings and Credit's 

leadership styles and the company's competitive edge was demonstrated using a Pearson 

Correlation study. As a rule of the thumb, a Pearson correlation coefficient (r) = 0-0.2 implies 

that there is no relationship between the leadership style employed and competitive 

advantage; r = 0.3-0.4 implies that that there is positive but weak relationship, r = 0.5-0.6 

implies that there is a positive but moderate relationship, r = 0.6-0.7 implies that there is a 

positive and strong relationship, while r=0.8-0.9 implies that there is a positive and very 
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strong relationship between the two variables being measured. Any correlation between two 

variables is considered statistically significant if the statistical significance coefficient (p) is 

less or equal to 0.05, i.e. p ≤ 0.05 at 95% confidence level. 

The Pearson’s correlation results shown in Table 4.14 indicate that the Pearson Correlation 

coefficient (r) between leadership styles and competitive at Amica Savings and Credit Sacco 

is 0.791. Further, the results show that the statistical significance coefficient of the correlation 

at 95% confidence level is 0.000. These results imply that there is positive and strong 

significant relationship between the four combined leadership styles (transformational, 

transactional, democratic and situational leadership styles) and competitive advantage at 

Amica Savings and Credit Sacco (r=0.791; p≤0.05). Therefore, when the four leadership 

styles are combined together, their effect on competitive advantage is positive, strong, and 

statistically significant.  

This finding was in line with previous research by Ghani, Mohamad, and Anuar (2011), who 

found that an effective leadership style will inspire and empower employees to constantly 

learn, use and leverage shared knowledge for solving problems, and share knowledge with 

others. Firms will be able to maintain and improve their competitive edge through sharing 

knowledge, mutual support, and cooperation.  

Summary of the Key Findings 

1. The main leadership styles employed in the running of the Sacco were transformational 

leadership at (30%), transactional leadership at (28.4%), democratic leadership at (24.6) 

and situational leadership at (16.9%). The findings revealed that the organization is run 

by a combination of different leadership styles, but transformation leadership and 

transactional leadership is employed to a greater extent. 
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2. The  major challenges affecting the Sacco were: Challenge of managing competition at 

(39.7%), Challenge of innovation at (46.6%), Management of change and uncertainty at 

(44.8%), Meeting the demand of the various stakeholders at (37.9%), Controversial and 

highly emotional issues to be navigated at ( 44.8%), Money management or financial 

strains at (43.1%), Facilities maintenance and use at (39.7%), Changing demographics at 

(41.4%), and Expectations are higher and competition at (44.8%). 

3. The main source of competitive advantage identified includes competitive advantage 

emerging as a result of responsiveness to change at (34.5%), Competitive advantage 

driven by innovation at (39.7%), Competitive advantage as a result of the resources a 

Firm possess that differentiate it from its competitors at (53.4%), differentiation at 

(51.7%), low-cost strategies at (50.0%), high service levels at (37.9%), and adding 

customers value at (37.9%). 

4. The Correlation coefficient (r) between leadership styles and competitive at Amica 

Savings and Credit Sacco is 0.791. Further, the results show that the statistical 

significance coefficient of the correlation at 95% confidence level is 0.000. These results 

imply that there is positive and strong significant relationship between the four combined 

leadership styles (transformational, transactional, democratic, and situational leadership 

styles) and competitive advantage at Amica Savings and Credit Sacco (r=0.791; p≤0.05). 

Therefore, when the four leadership styles are combined together, their effect on 

competitive advantage is positive, strong, and statistically significant.  

Summary 

The analysis and presentation of data from the Amica Savings and Credit has been the focus 

of this chapter. The chapter also interprets the findings in light of the study's aims. The 

summary of the study's major findings was also provided in 
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CHAPTER FIVE 

DISCUSSIONS, CONCLUSIONS, AND RECOMMENDATIONS 

Introduction 

This chapter presents the discussion of the key findings in the light of the objectives of the 

study and results of data analysis. It then proposes recommendations, based findings as well 

as suggestion for further research.  

Discussions of Key Findings 

The key findings of this study are discussed in the light of the objectives and the purpose of 

the study. 

Leadership Styles Used in the Running of the SACCO 

The study was guided by the first objective which was to determine the leadership styles used 

at the Sacco. Majority of the respondents agreed that leaders in the Sacco offer 

transformational leadership. The others are transactional leadership, democratic leadership, 

and situational leadership. The growth or retardation of the SACCO will vehemently depend 

on the deployment of these four leadership styles. These findings backed up Hersey and 

Blanchard's perspective, which states that leadership styles are not necessarily mutually 

incompatible. A leader may be relationship-focused while still being task-focused (Espy, 

2012). 

The application of any the leadership style or a combination of some of them is the 

prerogatives of the managers in order to influence the employees for desired productivity. 

Brindusa (2012) noted that for the employees to achieve the overall objectives of the 

organization there is need to have a good leadership style adopted in the organization. The 

leadership style can motivate employees to perform their duties as well as create an 

innovative and creative culture within the organization. 
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The majority of employees (30.1 percent) rated their department heads as transformers, as per 

the findings of the research. They conduct trust-building in order to develop a strong sense of 

collective goal. They inspire such enthusiasm, energy, and passion in their followers that they 

are prepared to make noteworthy individual sacrifices and go above far above the norm of 

obligation for the sake of the objective (Lussier & Achua, 2008). 

Transformational leadership offers followers a challenge for fresh thoughts and motivates 

individuals to break out from old mental habits. The leader promotes intellect, rationality, 

logical thinking, and thorough problem solving. Attributes include finding different 

perspectives on problem solving, suggesting new ways to assess task completion, and 

encouraging reconsideration of ideas that have not been questioned in the past (Bass & 

Avolio, 2004). Previous studies have consistently shown that in transformative leadership, 

followers find it more effective, productive, inventive, and rewarding, since both parties work 

for the well-being of the organization, which is fueled by shared values and visions, as well 

as trust and confidence mutual respect (Avolio and Bass, 1991; Fairholm, 1991). 

Transactional leadership followed by (28.4%) where respondent agreed. This leadership style 

has its own benefits when fully employed as past research had observed. Senior (2006) stated 

that transactional leadership is more inclined to implementing structures and this leadership 

style helps leaders towards employees.  According to Bass (2009), transactional leaders 

usually consider how to slightly enhance and sustain performance, how to shift from one 

objective to another, how to decrease opposition to certain activities, and how to implement 

choices. This kind of leadership focuses on clarifying goals, work principles, standards, and 

tasks, as well as equipment. 

Transactional leadership tries to sustain organizational stability via frequent Leaders and 

followers engage in economically and socially relationships to achieve certain goals. 
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According to Burns, transactional leaders inspire followers through trade transactions in 

which benefits like as salary, promotions, or prestige are transferred for effort. According to 

Bass, transactional leadership centers upon the leader-follower exchange, during which the 

leader compensates the follower for particular behaviors and performance that fulfill the 

leader's expectations and punishes or criticizes conduct or performance that does not. 

The respondent rated democratic leadership at 24.6 and is also known as participatory 

leadership. It is a type of leadership style in which group members assume a more 

participatory role in the decision-making process (Kouzes & Posner, 2002) and recognition 

improves and makes them feel more responsible. Researchers have found that this leadership 

style is typically one of the most effective, resulting in higher productivity, better 

contribution from group members, and higher group morale. Democratic leadership styles 

value the contributions of team members and colleagues (Bhatti et al., 2012) and are more 

people-centered, creating greater interactions within the group (Bass and Stogdill, 1990). 

Situational leadership style was rated the least by the respondents at 16.9%. There are 

circumstances that compel a leader to change his leadership style depending on the situations 

in the organization. Situational leadership theory according to Herseyet al. (2001), 

Individuals can alter their leadership style (behavior) based on the situation and the follower's 

preparedness. Hersey et al. believed that leaders may and do modify their ways based 

depending on who they are collaborating with. 

Leadership Challenges in the Sacco 

The study findings revealed that the Sacco encountered a number of leadership challenges 

that needed to be surmounted.  managing competition affect the Sacco to a great extent at 

(39.7%), the challenge of innovation affect the Sacco to great extent at (46.6%), the challenge 

of management of change and uncertainty also affect the Sacco to a great extent at (44.8%), 
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the challenge of meeting the demand of the various stakeholders affect the Sacco to a very 

great extent at (37.9%), controversial and highly emotional issues to be navigated affect the 

Sacco to a moderate extent at (44.8%), money management or financial strains affect the 

Sacco at (43.1%), facilities maintenance and use affect the Sacco to a moderate extent at 

(39.7%), changing demographics affect the Sacco to moderate extent at (41.4%) and 

expectations are higher and competition affect the Sacco to a very great extent at (44.8%). 

Source of Competitive Advantage 

The study findings revealed that there were key source of competitive advantage in the Sacco 

that would be harnessed by the leadership in the organization in order to succeed. As 

According to Thompson (1997), true competitive advantage indicates that a company is able 

to meet consumer demands more effectively than its competitors, and it is accomplished if 

and when genuine value is provided for customers.  

The source of competitive advantage adopted for this study involve seven components which 

includes competitive advantage emerging as a result of responsiveness to change, 

Competitive advantage driven by innovation, Competitive advantage as a result of the 

resources a firm possess that differentiate it from its competitors, differentiation, low-cost 

strategies, high service levels and adding customers value.  According to research conducted 

in the last couple of decades, competitive advantages built on a company's inner skills might 

be a more secure foundation for creating competitive advantages than external possibilities. 

One of these competitive advantages is leadership style (Yazdani, 2009). 

The study has important implications for the leadership of Sacco sector in various 

organizations. It encourages identification and investment in different source of competitive 

advantage to enhance competitiveness and productivity. If an organization is endowed with 
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effective leaders who are strategic and proactive then they will be able to identify the 

available source of competitive advantage and exploits it to the maximum. 

Effects of Leadership Style on Competitive Advantage 

The goal of the study was to determine the impact of leadership styles on competitive 

advantage. The findings show that the Sacco's leadership styles, such as transformational 

leadership, transactional leadership, democratic leadership, and situational leadership, have a 

favorable and substantial impact on competitive advantage. It is therefore imperative as 

organization leaders to consider applying the right and the most effective leadership style 

which will results to beneficial results. Organization should encourage and train their leaders 

to be more transformational which received most of the support from the respondents. This 

implies that as the leadership styles improve during the organization operation processes; 

there is a significant positive change in the SACCO competitive advantage. 

This study discovered statistical evidence of a positive and substantial relationship between 

the styles of leadership used and the Sacco's competitive advantage. This indicates that 

selecting a leadership style is critical since it impacts how Sacco's succeeds in its endeavors 

to acquire competitiveness. These findings are consistent with previous leadership scholars' 

findings and conclusions, such as Kim (2004), who believed that the type of leadership style 

exhibited by leaders has a large influence on organizational valued outcomes such as low 

employee turnover, decreased absenteeism, client satisfaction, and organization performance. 

Similarly, Leadership style controls interpersonal relationships, reward, and punishment that 

shape employee behavior, motivation, and attitudes that affect company performance 

(Warrick, 1981). 

Leadership skills are tacit and dynamic, making it difficult for other organizations to acquire 

or imitate them. It follows that Sacco's leadership in Kenya must improve, promote and vary 
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its organizational skills in terms of leadership skills to meet the ever-changing demands of 

society. Therefore, the results of this study support reinforce and validate the proponents of 

the resource-based business vision model, which proposes organizational skills that relate to 

the ability of an organization to use tangible and intangible resources over time and generally 

in combination and to use these skills to achieve the desired goal (Pearce & Robinson, 2007). 

Leadership theories, according to Taylor (2009), allow a person to utilize the right abilities in 

each circumstance through a process of understanding, critical thinking, and assessment. 

Conclusion 

The main leadership styles used in the running of the Sacco includes transformational 

leadership, transactional leadership, democratic leadership, and situational leadership. 

Leaders in Organizations can utilize different leadership styles deployed in different extents 

for a better running of the Sacco. However, there is a prevalence of transformational and 

transactional leadership characteristics among the majority of function heads. 

The main leadership challenges in the Sacco include the challenge of managing competition, 

the challenge of innovation, the challenge of management of change, and uncertainty, the 

challenge of meeting the demand of the various stakeholders, controversial, and highly 

emotional issues to be navigated, money management or financial strains, facilities 

maintenance and use, changing demographics and expectations are higher and competition. 

The SACCO had a strong base of source of competitive advantage emerging as a result of 

responsiveness to change, competitive advantage driven by innovation, competitive 

advantage as a result of the resources a firm possess that differentiate it from its competitors, 

differentiation, low-cost strategies, high service levels and adding customers value. 

Leadership styles employed in the running of the Sacco were found to have positive and 

significant effects to a great extent on competitive advantage. The study also found out that 
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leadership is an important and significant variable influencing the direction of competitive 

advantage in the SACCO industry. The respondents generally agreed that Leadership styles 

have a vital role in enhancing the Competitive Advantage that an organization can derive. 

Recommendations 

The findings revealed that the Sacco was run through good leadership styles and had better 

sources of competitive advantage. However, the researcher identified areas in the 

organization that require improvement. Some of the recommendations are as follows: 

1. In spite of using the four leadership styles in the running of the Sacco, the 

organization leadership needs to explore and adopt other leadership style that might 

be more effective like strategic leadership. The literature review highlighted the need 

for effective strategic leadership skills in the new competitive landscape expected in 

the 21st century. Strategic leadership skills focus on the development of human 

capital and social capital, where human capital and social capital are not completely 

independent of each other. 

2. There is need to craft better strategies in order to overcome the numerous leadership 

challenges that have been observed to be bedeviling the growth of the Sacco. Leaders 

of the Sacco need to foster, learn, and develop better skills in leadership as one of the 

key capabilities significantly needed to overcome organizational challenges. 

3. Managers in the Sacco need to identify and exploit maximally the available source of 

competitive advantage for the organization to outshine its competitors. The Sacco 

should put in place measures to ensure that all the factors that lead to better utilization 

of the available source of competitive advantage are implemented. 

4. The Sacco need to come up with training programs on the capabilities of various 

leadership styles and   skills especially for managers who have a big span of control. 

This should be aligned in the Sacco systems and structures for realization of more 
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competitive advantage. The organizational culture should be such that employees are 

encouraged to get involved in decision making, strategic thinking and futuristic 

planning. 

Recommendations for Further Research 

After carrying out the research, the author recommends a study to be done on different 

leadership behaviors and their impact on the Saccos. This is because leadership styles are 

highly influenced by leaders’ traits and behaviors in service industry. The researcher also 

recommends a comparative study to be conducted on the type of leadership styles that is most 

suitable to boost organization competitive advantage in different sectors. The researcher 

further recommends for the replication of a similar researcher in another SACCO of almost 

the same class as the Amica Saving and Credit LTD. 
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APPENDICES 

Appendix A: Questionnaire 

INTRODUCTION 
My name is Ephantus Irungu a Master of Business Administration student at Daystar 

University. I am currently working on my master’s thesis:  Effects of Leadership Styles on 

Organization Competitive Advantage. I take this opportunity to request for your assistance in 

filling in the following questionnaires. Your response will be treated with confidentiality and 

will be purely used for academic purpose. Your cooperation will be highly appreciated.  

Section A: Personal Details 
In the question 1 to 5 below please tick the box that applies to you. 
1. Age: Below 30   [ ]    31-40   [ ]        41-50   [ ]           above 50   [ ] 
2. Gender:            Male   [ ]                 Female   [ ] 
3. Level of Education: Master degree   [   ]     Bachelor degree [ ]                Diploma [ ]            
Certificate [ ]       secondary level   [     ] 
4. Area of training: Business [ ]               Education [ ]             Finance [ ]        Sciences [ ]           
Arts [ ]           Marketing [ ]              Management [ ]                Development [ ] 
5. Number of years worked/ served in the organization: 
 1-5 year [ ]      6-10 years [ ]         11-15 years [ ]      16-20 years [ ]       over 20 years [ ] 

 
Section B: leadership Styles 
 
6. What is the leadership styles used in the running of Amica Savings and Credit? (You can 
tick more than one.) 
Transactional leadership            [        ] 
Transformational leadership      [        ] 
Situational leadership                [        ] 
Democratic leadership               [        ] 
Others (specify) …………. 
 
7. How effective are the various leadership styles used in Amica Savings and Credit? 

 Leadership styles Very 
effective 

effective Moderately 
effective 

Least 
effective 

ineffective 

a Transactional leadership      

b Transformational leadership      

c  Situational leadership      

d Democratic leadership      

 
8. Kindly indicates on the scale of 1 to 5, below in the order that best highlight your 
leadership preference by ticking where appropriate. Use scale of 1- 5 where  

 1   = strongly agree        
2   = agree 
3   = neutral (Not sure)  
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4   =disagree 
5   =strongly disagree 
 

 SACCO Officers Strongly  
Agree 

Agree Neutral 
(Not 
sure) 

Disagree Strongly 
Disagree 

a Your leader involves you in 
decision making process. 

     

b Your leader prefers when decisions 
are made through groups consensus. 

     

c You are accountable to the leader.      

d Your leader is keen to accomplish 
key projects within the SACCO. 

     

e Your leader takes time to couch the 
teams on their roles and expected 
performance. 

     

f The Sacco has a strategic plan.      

g I know the vision and mission of 
Amica Savings and Credit? 

     

h The Sacco has a budget and I was 
involved in the budget making 
process. 

     

 
 
 
 
 
 
 
Section C: Effect of Leadership Styles on organization Competitive Advantage 

9. To what extent do the following attributes of transactional leadership affects the 
organization competitive advantage of Amica Savings and Credit?  Use the scale of 1 to 5 

where  
   1 = very great extent 

   2 = great extent 
   3 = moderate extent 

   4= little extent 
   5= no extent 

 Attributes  of transactional  

leadership 

Very 

great 

extent 

great 

extent 

Moderate 

extent 

little 

extent 

no 

extent 

1  Exchange of rewards for effort 

contracted and for achieving goals 

promised. 

     

2  Standards specified by leaders and 

deviations from rules and standards 
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looked out for and corrective action 

taken quietly if necessary. 

3  Leaders await emergence of problems 

before acting. 

     

 
10. What is your level of agreement with the following statements on the effects of 
transactional leadership on competitive advantage of Amica Savings and Credit?  Use a scale 
of 1-5 where 
1   = strongly agree 
2   =agree 
3   =neutral (Not sure) 
4   =disagree 
5   = strongly disagree 
 
 
 
 
 
 

Statements Strongly  
Agree 

Agree Neutral 
(Not 
sure) 

Disagree Strongly 
Disagree 

 Followers are rewarded for achieving agreed-
upon objective. 

     

 Leaders engage in management by exception.      

The leaders and the followers are considered 
to be personally at fault. 

     

The leaders overemphasize detailed and short 
term goals and standard rules and procedures. 

     

The leaders do not make an effort to enhance 
creativity and generation of new ideas. 

     

The leaders are quite effective in guiding 
efficiency decisions which are aimed at 
cutting costs and improving productivity. 

     

 
11. Are the Sacco leaders transformational? 
Yes          [     ]               No              [      ] 

(a) If yes, to what extent does transformational leadership affect competitive advantage at 
Murata Sacco? 
To a very great extent            [   ] 
To a great extent                   [    ] 
To a moderate extent             [    ] 
To a little extent                    [    ] 
To no extent                          [    ] 
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12. To what extent do the following attributes of transformational leadership affect 
competitive advantage at Murata Sacco? Use the scale of 1 to 5 where  

   1 = very great extent 
   2 = great extent 

   3 = moderate extent 
   4= little extent 
   5= no extent 

Attributes  of transformational leadership  Very 

great 

extent 

Great 

extent 

Moderate 

extent 

Little 

extent 

No 

extent 

 Idealized influence/ charisma. Inspires or 

elevates the interest of followers; helps followers 

to tackle problems together more effectively. 

     

 Inspirational motivation (empowering followers, 

creation of learning communities) 

     

Intellectual stimulation (leaders are creative and 

visionary; emphasis on follower professionalism 

and empowerment. 

     

Individualized consideration (followers are 

exposed to responsibilities that releases their 

potential; collaborative shared decision making. 
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13. What is the level of agreement with the following statement on the effect of 
transformational leadership influence on competitive advantage at Amica Savings and 
Credit? 
Use a scale of 1-5 where 
1   = strongly agree 
2   =agree 
3   =neutral (Not sure) 
4   =disagree 
5   = strongly disagree 

 Transformational Leadership Strongly  
Agree 

Agree Neutral 
(Not 
sure) 

Disagree Strongly 
Disagree 

1 The leaders are helpful in creating and 
supporting organizational changes.  

     

2 The leaders stimulate followers to look 
beyond their own interest to what best 
benefit the Sacco, and encourages follower 
to accept the organization mission as their 
own.  

     

3 The leaders create organizational 
conditions in which followers can develop 
their own leadership capabilities. 

     

4 The leaders are concerned on how to use 
their power to help followers to accomplish 
what they think are important, becomes 
successful and experience a greater sense 
of efficiency. 

     

5 Transformational leadership is a pivotal 
force for activating self management in 
Sacco. 

     

6 Leadership empowers followers through 
skills development and delegation of 
authority and clear understanding of 
change and how to inspire others to work 
towards it. 

     

 
 
14. To what extent does democratic leadership affects competitive advantage in Amica 
Savings and Credit? 

To a very great extent           [       ] 
To a great extent                  [       ] 
To a moderate extent            [       ] 
To a little extent                   [       ] 
To no extent                         [       ] 

15. What is your level of agreement with the following statements on the effects of 
democratic leadership on competitive advantage of Amica Savings and Credit?   Use a scale 
of 1-5 where 
1   = strongly agree 
2   =agree 
3   =neutral (Not sure) 
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4   =disagree 
5   = strongly disagree 

 Democratic Leadership Strongly  
Agree 

Agree Neutral 
(Not sure) 

Disagree Strongly 
Disagree 

1  The followers are highly motivated by their 
involvement in the setting of goals, improving 
methods and appraising progress towards goals. 

     

2 There is good leader-follower relationship and 
the follower sees themselves as part of the 
organization by exhibiting a high degree of 
responsibility and commitment enhancing 
competitive advantage. 

     

3 The leaders create a situation where everybody 
participates fully in the activities of the Sacco. 

     

4 Everybody strives to make the Sacco a better 
place to be in. 

     

5 Followers are well involved in decision making.      

6 Informal groupings exist which work to the 
achievement of the organizational goals. 

     

7 Leaders in the Sacco uses democratic leadership 
style to build trust, respect and commitment 
because the style allows people to have a say in 
the decision that affect their goals and how they 
do their work. 

     

 
16. Is the leadership in your Sacco based on current situations? 
Yes             [       ]                 No            [       ] 

(b) If yes, to what extent does situational leadership affect competitive advantage at 
Murata Sacco? 
To a very great extent           [       ] 
To a great extent                  [       ] 
To a moderate extent            [       ] 
To a little extent                   [       ] 
To no extent                         [       ] 
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17. What is your level of agreement with the following statements on the effects of situational 
leadership on competitive advantage of Amica Savings and Credit?  Use a scale of 1-5 where 
1   = strongly agree 
2   =agree 
3   =neutral (Not sure) 
4   =disagree 
5   = strongly disagree 

 Situational Leadership Strongly  
Agree 

Agree Neutral 
(Not 
sure) 

Disagree Strongly 
Disagree 

1  Leaders in the Sacco make clear 
behavior contingent upon situational 
forces including group member 
characteristics and the nature of the 
task. 

     

2 Leadership is dictated by 
environmental changes within and 
outside the Sacco. 

     

3 At one time the followers may be too 
unruly and militant that it requires the 
leaders in the Sacco to use strict 
measures so as to improve their 
cohesiveness and therefore the 
competitive advantage of the Sacco. 

     

4 The followers are so committed and 
focused that it may require being 
liberal minded to allow participative 
leadership to prevail. 

     

5 Relationship between the Sacco 
competitive advantage and leadership 
styles is moderated by the situational 
factors. 

     

6 The leaders of the Sacco tell his or her 
followers what to do and how to do it 
or share his or her leadership 
responsibilities with follower by 
involving them in the planning and 
execution of tasks. 

     

 
Section D: Source of Competitive Advantage 

18. To what extent do the following source of competitive advantage contributed to 
competitiveness at Amica Savings and Credit?  Use the scale of 1 to 5 where  

   1 = very great extent 

Daystar University Repository

Library Archives Copy



 

101 
 

   2 = great extent 
   3 = moderate extent 

   4= little extent 
   5= no extent 

Source of Competitive Advantage Very great 

extent 

great 

extent 

Moderate 

extent 

little 

extent 

no 

extent 

      

Competitive advantage emerging as a result of 

responsiveness to change. Responsiveness to 

the opportunities provided by external change 

requires one key resource (information) and one 

key capability (flexibility). 

     

Competitive advantage driven by innovation.  

Innovation is typically thought of in its 

technical sense: the new products or 

processesthat embody new ideas and new 

knowledge.  

     

Competitive advantage s a result of the 

resources a firm possesses that differentiate it 

from its competitors and are durable and 

difficult to imitate and substitute.  

     

Differentiation. Entails customers perceiving a 

consistent difference in important attributes 

between the firm’s offerings and its 

competitor’s offerings.  

 

     

Low costs strategies. Become a source of 

sustainable competitive advantage when rivals, 

on the basis of the similar prices cannot match 

them with the same level of services. 

     

High service levels. May be developed that 

simply cannot be matched by other companies - 

for example, through the recruitment of 

especially talented individuals.  
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Adding customer’s value. The important 

elements in adding value are: understanding and 

being close to customers, in particular 

understanding their perception of value, a 

commitment to quality, a high level of all-round 

service, speedy reaction to competitive 

opportunities and threats. 

     

Section E: Leadership challenges 
19. To what extent do you experience the following leadership challenges in Amica Savings 
and Credit?  Use a scale of 1-5 where 

   1 = very great extent 
   2 = great extent 

   3 = moderate extent 
   4= little extent 
   5= no extent 

  Leadership Challenges Very great 
extent 

great 
extent 

Moderate 
extent 

little 
extent 

No  extent 

a Challenge of Managing Competition: 
Business organization naturally co-exists 
with others as they pursue their mission 
in an industrial setting.  

     

b The Challenge of Innovation: The twin 
forces of globalization and advancement 
in Information Technology have made 
innovation the rule of competition across 
various industries.  

     

c The Challenge of Management of 
Change and Uncertainty: Human beings 
by nature operate better in an 
atmosphere of certainty, predictability 
and stability.  

     

d The Challenge of Meeting the Demand 
of the various stakeholders: As 
organizations grow, their activities start 
impacting on a wider spectrum of 
people.  

     

e Controversial and highly emotional 
issues to be navigated. 

     

f Money management. Financial strains.      

g Facilities maintenance and use.      

h Changing demographics.      

I Expectations are higher and competition      

Section F:  The effect of government regulation and technology application in the 
relationship between leadership styles and organization competitive advantage 
 Effect of government regulation in the relationship between leadership styles and 
organization competitive advantage 
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20. Political processes and legislation influence the environmental regulations with which 
industries must comply. To what extent has government regulation influenced the 
relationship between leadership styles and organization competitive advantage in Amica 
Savings and Credit?  Use a scale of 1-5 where 

1. = no extent       
2. = little extent 
3. = moderate extent  
4. =great extent 

5. =to a very great extent 
 

  Leadership Styles No 
extent 

Little 
extent 

Moderate 
extent 

Great 
extent 

To a very 
greater 
extent 

a Transactional Leadership. Is a kind of 
leadership based on transacts between leader 
and follower in a way that mutual personal 
tendencies are met. 

     

b  Transformational Leadership. Is a process in 
which "leaders and followers help each other 
to advance to a higher level of morale and 
motivation". A transformational leader is a 
person who stimulates and inspires 
(transform) followers to achieve extraordinary 
outcomes. 

     

c Democratic Leadership. Leadership where 
leader shares decision making with the other 
members. 

     

d Situational Leadership.  Proposes that 
individuals can change their leadership style 
(behavior) depending on the situation and the 
readiness of the follower. 

     

       

 Organization competitive advantage indicators      

a Economic value creation.   The difference 
between a buyer’s willingness to pay for a 
product or service and the firm’s cost to 
produce it is the economic value created. 
 

     

b Market share.  Market share is the proportion 
(or percentage) of specified products or 
services sold by a business within a given 
region (which may be a single community or 
the entire world). 

     

c Investment Surplus.  Change goals typically 
have an economic angle—such as increased 
performance, increased profit, and reduced 
cost. 
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d Shareholder value creation. Investors are 
primarily interested in a company’s total 
return to shareholders, which is the return on 
risk capital, including stock price appreciation 
plus dividends received over a specific period. 

     

 
The effect of technology application in the relationship between leadership Styles and 
organization competitive advantage 
21. A new technology can completely change the rules of competition within an industry. 
Leading companies that respond inefficiently to the new technology can falter while new 
companies seize on technological opportunities to emerge as the dominant firms. To what 
extent has application of technology influenced the relationship between leadership styles and 
organization competitive advantage in Amica Savings and Credit?  Use a scale of 1-5 where 

1. = no extent       
2. = little extent 
3. = moderate extent  
4. =great extent 

5. =to a very great extent 
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 Leadership Styles No 
extent 

Little 
extent 

Moderate 
extent 

Great 
extent 

To a very 
greater 
extent 

a Transactional Leadership. Is a kind of 
leadership based on transacts between leader 
and follower in a way that mutual personal 
tendencies are met. 

     

b  Transformational Leadership. Is a process in 
which "leaders and followers help each other 
to advance to a higher level of morale and 
motivation". A transformational leader is a 
person who stimulates and inspires 
(transform) followers to achieve 
extraordinary outcomes. 

     

c Democratic leadership. Leadership where 
leader shares decision making with the other 
members. 

     

d Situational leadership. Proposes that 
individuals can change their leadership style 
(behavior) depending on the situation and the 
readiness of the follower. 

     

       

 Organization competitive advantage 
indicators 

     

a Economic value creation.    The difference 
between a buyer’s willingness to pay for a 
product or service and the firm’s cost to 
produce it is the economic value created. 
 

     

b Market share.  Market share is the proportion 
(or percentage) of specified products or 
services sold by a business within a given 
region (which may be a single community or 
the entire world). 

     

c Investment Surplus.   change goals typically 
have an economic angle—such as increased 
performance, increased profits, and reduced 
costs 

     

d Shareholder value creation. Investors are 

primarily interested in a company’s total 

return to shareholders, which is the return on 

risk capital, including stock price 
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appreciation plus dividends received over a 

specific period. 
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