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Abstract

Globally, leadership styles are endorsed as factors that determine the performance of enterprises.
Certain approaches to leadership continue to be implemented despite facing widespread
disapproval. A systematic literature review was conducted to guide a study aimed at evaluating the
performance of agricultural enterprises in Kenya. The influence of leadership styles and capacity
development on the performance of enterprises has been set out. An assessment that considers
financial and non-financial parameters has been proposed. Literature review identified The Path
Goal Theory, The Transformational Leadership Theory, and the Systems Theory as the three
theories that guided the Study. Four Leadership Styles Transformational, Transactional, Democratic
and Autocratic have been singled out as independent variables, capacity development as a
moderating variable while agricultural enterprise performance as the dependent variable.
Explanatory sequential mixed methods approach was identified as an appropriate research approach
using cross-sectional survey design to collect quantitative and qualitative data. Quantitative data
were gathered using closed-ended questionnaires, while qualitative data were gathered using
interview guides and focused group discussion guides. Stratified random sampling and purposive
sampling were identified as techniques for quantitative and qualitative data collection. Results from
the Study will guide donors, governments, and capacity building organizations to enhance
engagement with enterprises to fight poverty and hunger.
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1. Introduction

Agricultural companies exist to make money for their owners, just like any other type of
business. Agricultural businesses offer a variety of products and services that farmers can select
from. Among the services offered are post-harvest, aggregation, access to farm supplies, and things
for crop and animal protection. The Central Bank of Kenya (2023) reports that many agricultural
operations are microenterprises, meaning they employ fewer than ten people and bring in less than
five million Kenyan Shillings annually. The success of these businesses will depend on how well
they accomplish their goals. As such, the company's business divisions are managed by several
people. Many factors have been found to influence a business's capacity to meet its organisational
goals. Research has shown that the leadership philosophies employed by agricultural enterprises
have an impact on employee performance, which in turn has an impact on the organization's ability
to achieve its objectives (Northouse, 2019).

Owing to the diverse backgrounds of agricultural business owners, an assessment was
required to determine the extent to which they comprehended the types of leadership philosophies
that may most effectively facilitate the expansion of their enterprises. Operators of agricultural
enterprises in Kenya are not required by law to register their companies and run them in compliance
with any regulations. This is the reason why many of the agricultural businesses of today lack well-
defined organisational structures that incentivize staff to provide services on a regular basis. This
has led to the growth of numerous businesses that prosper for a short while before stalling or even
collapsing because of a lack of leadership. Consequently, companies that work with these
organisations ought to try putting corporate leadership development into practice. Studies on the
impact of different leadership philosophies on corporate success have been conducted (Northouse,
2019). Based on scholarly investigations, leaders ought to employ many leadership philosophies to
tackle diverse organisational difficulties. According to Veliu et al. (2017), leaders must use the best
leadership style for the circumstances within the organisation to achieve the best possible
organisational results. Numerous academicians have contended that proficient leaders need to
modify their approach to suit the requirements of their group and the circumstances. Adopted
leadership philosophies have been shown to have a direct impact on the company's ability to attain
sustainable organisational performance, either by improving or decreasing worker performance.

Africa and Asia have extremely different business contexts than those found in Europe and
America, where most of the leadership study has been conducted. Research revealed that informal
organisational frameworks were prevalent in Asia and Africa (Kurtulmus, 2017). Thus, scholars
from many countries ought to investigate backgrounds that could influence leaders' inclination to
participate in unethical and dishonest behaviour that goes against the real interests of companies and
workers. Research has shown that some leadership ideologies place constraints, rules, and
requirements on employees and enterprises that reduce productivity (Arendt, et al., 2021). Research
from these backgrounds has praised leadership philosophies such as transformational and
democratic leadership as the solution to high-performing organisations and people, even though
these philosophies are rarely applied by African backgrounds. Most agricultural businesses in
Kenya are informal since the procedures in place do not oblige owners to abide by rules (Kenya
National Bureau of Statistics, 2023).

Highly performing Agricultural Enterprises generate sufficient financial resources to
facilitate employment creation for skilled and unskilled workers. Kenya National Bureau of
Statistics (2020) postulates that the Agriculture Sector remains a key employer accounting for
34.5% of Kenya’s Gross Domestic Product (GDP), employing over 10 million people. Increased

42



International Journal of Education and Research Vol. 12 No. 6 June 2024

profitability of agricultural enterprises leads to low staff turnover from the enterprise, high levels of
commitment by all workers. This leads to high levels of product production resulting to owner
satisfaction to invest more in the enterprise. A highly performing agricultural enterprise therefore
pay government taxes and levies on time, provide market outlets for inputs, products, or services to
her clients which in return leads to sustained business growth. Performing agricultural enterprises
influence investor confidence which leads to high levels of capitalisation to expand the business
lines that generate highly demanded products and services. Development partners such as donor
agencies, non-governmental organizations and faith-based organizations invest in performing
Agricultural Enterprises to fight poverty through investing in capacity enhancement programs that
address the needs of smallholder farmers who are key to the development of a vibrant agricultural
sector. Central Bank of Kenya (2021) indicates a rising number of loans taken by the Micro, Small
and Medium-Sized Enterprises (MSME) sector in Kenya to expand their businesses. In 2020, there
were 915,115 active loans taken by the MSME sector in Kenya. Despite the significance of the
agriculture sector in Kenya, it only received an allocation of 3.7 percent while trade, real estate and
transport sector took a lion share of 66.4 percent. Adoption of appropriate leadership styles that
motivate and empower employees influence them to perform their tasks at their best which leads to
sustained enterprise performance on increased sales volumes, higher profitability, expanded market
outlets, satisfied investors, governments and donors and low staff turnover.

Even though they are important to many nations, agricultural enterprises have a history of
collapsing or stagnating, which makes it challenging for owners to keep offering their services to
customers (Jackson, 2021). a deficiency in leadership that could offer strategic guidance on how to
manage staff so they may effectively complete their jobs and improve corporate performance.
According to KNBS (2023), there are 7.4 million micro and small businesses in Kenya that support
the country's economy by producing goods and services, creating jobs, and selling goods to
Kenyans (International Development Association (IDA), 2023). It is challenging for a business to
predict its demands for working capital and human resources when there is a lack of leadership
ability, and this can result in business stagnation or even collapse (World Bank, 2016). Many these
businesses lack the ability to take the lead and drive business expansion. Research has revealed a
pattern whereby three out of every five businesses fail due to subpar leadership at all levels of the
organisation. According to Muthimi and Kilika (2018), an enterprise fails when there is a deficiency
of leadership at the top. Numerous research studies examining the impact of leadership styles on
organisation success have embraced quantitative methodologies, neglecting qualitative approaches
that could potentially shed light on the reasons behind underperforming enterprises. It is challenging
to translate the research findings from the primarily European and American contexts to the Kenyan
setting. Investors become discouraged when unsuitable leadership styles are adopted since they
result in low capitalization, low profitability, and low product sales. The failure of an enterprise is
the result of poor business performance caused by poor leadership, which results in the loss of key
personnel, revenue, and ultimately closure. Inappropriate leadership styles also contribute to high
staff turnover and the inability of the enterprise to meet its financial obligations, including timely
staff salary payments and late or non-payment of government taxes and levies. Finding the
mechanism and explanation for the impact of leadership styles on the success of Kenyan
agricultural businesses was the aim of this study. The purpose of the study was to ascertain the
moderating influence of the relationship between Kenyan agricultural firms' performance and their
leadership styles. As a result, a model that will act as a roadmap for enhancing leadership qualities
to attain superior organisation performance.
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2. Leadership Styles Capacity Development and Performance of Agricultural Enterprises

2.1 Capacity Development and Enterprise Performance

Capacity development served as the study's moderator. The goal of the study was to
determine how much capacity development improves business performance. Within this
framework, capacity building examined the different approaches taken to develop an organization's
members' ability to lead. They consist of coaching, mentoring, and training. The methods used to
educate leaders and their staff about current leadership styles are referred to as leadership
development. It explains the application of the leadership principle and the reasons why the use of
leadership philosophies affects business performance. Using Conger's methodology, Goldman et al.
(2021) describe the evolution of leadership capacity. Employees and leaders get the chance to
acquire leadership principles through Conger's methodology, which they can then apply to enhance
team member engagement. One of the most important things that helps members of an organisation
develop their personal abilities is feedback from leaders and employees (Sawe et al., 2021).

The owners or proprietors of agricultural enterprises face a myriad of challenges while
managing their enterprises considering many of them do not have formal training to enhance their
leadership capacity. Registration of agricultural enterprises does not require them to be proficient in
people management for enhanced achievement of enterprise objectives. This has led to poor firm
performance of many firms. Some highly performing enterprises have been found to develop a
network that helps enterprise owners and managers form a peer group that help them share their
experiences and expertise of running their businesses (Smith et al., 2019). This strategy has helped a
series of businesses develop systems that make them identify gaps in their leadership which helps
them to seek practical help whenever it is required.

A study conducted by Suriyani et al. (2023) in Indonesia among Weaver Groups revealed
capacity improvement to greatly influence the performance of the firms. The study utilised a
qualitative descriptive methodology and used in-depth interviews and document analysis to acquire
data for analysis. According to the study's findings, public institutions ought to put aside funds to
support the private sector. They recommend that top leaders in companies embrace coaching and
mentoring to improve the long-term use of employees' creative ideas. Similar findings were made
by Akolgo-Azupogo et al. (2021) in their research conducted in Africa, where they discovered that
capacity building positively increases employee skills, enabling them to better perform their
responsibilities and improve organisational performance. Among the several industries they studied,
agriculture was one of the primary ones. They concluded that if businesses desire to perform better,
capacity development ought to be required.

A study on the influence of Capacity Building and Women-owned Small and Medium
Enterprises'(SMEs) from Southwest, Nigeria found capacity building components to be a good
predictor of the performance of Women owned SMEs enterprise (Sajuyigbe et al.,2021). The study
adopted a quantitative approach using questionnaires to collect data. An assessment on the influence
of training programmes on the performance of youth agricultural enterprises in Nigeria, found a
strong correlation between training and performance (Adeyanju et al., 2021). Adopting quantitative
survey, using a well-structured questionnaire on Kobo Collect, administered to 977 respondents 455
of whom were program participants and 522 non program participants. Data were analysed using
the Endogenous Treatment Effect Regression (ETER) Model. These studies suggest there is a
positive correlation between capacity development and enterprise performance from the African
Context.

To pinpoint SME capacity shortfalls and forge strategic alliances with other like-minded
organisations, Kenya established the Micro and Small Enterprises Authority (MSEA) with the goal
of strengthening MSMEs' leadership capabilities. This tactic has made it easier for recently founded
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businesses to find the leadership development programmes and other types of training that
managers and owners require to grow their businesses. To assist in locating the gaps, businesses
have created instruments for organisational capacity assessments. For example, SCOPEinsight is a
company that has created capacity assessment tools that businesses can use to find any gaps and
utilise those gaps to create a training programme. Following the identification of capacity shortages,
an organization's managers can enhance their leadership abilities through the implementation of
three strategies. The application of training, coaching, and mentoring has been recognised as a
crucial approach to enhance the leadership abilities of company executives.

Training refers to specific initiatives put in place by organizations to educate their staff on
specific aspects (Armstrong & Taylor, 2020). In most cases, training is planned after specific gaps
have been identified, normally through surveys and administration of capacity assessment tools.
Trainings are planned to provide general principles that will help employees improve how they lead
and are led by their supervisors.

Zuberblhler et al. (2023) assert that coaching can enhance worker performance,
development, and wellbeing. Leadership that incorporates coaching is becoming more popular in
organisations. The usage of coaching-based leadership (CBL) evaluation techniques, which include
coaching into leadership, is becoming more and more respectable. In their second study, a sample of
252 employees' links between CBL and workplace-related outcomes was investigated. The results
of structural equation modelling shown that CBL, through the mediation of psychological capital, is
positively connected with work engagement and both in- and extra-role performance. The findings
help to address important questions about the possible advantages of CBL as a workplace resource
that can improve workers' productivity and well-being.

Coaching is a one-to-one method to help workers to grow their skills and knowledge which
leads to improved enterprise performance (Jones et al., 2016). Formal or informal performance
appraisals are typically the source of the requirement for coaching (Theeboom et al., 2014).
Everyday interactions between supervisors and their staff present coaching opportunities. In
coaching, controlled delegation is the process of making sure that people understand what is
expected of them and what they need to know to perform their tasks to a satisfactory standard.
Workplace coaching is a one-on-one learning and development technique that focuses on
professional results through a thoughtful, goal-focused, cooperative partnership. Coaching is viewed
as an executive development activity in modern organisations. Following a performance evaluation,
the coachee's line manager determines which areas require assistance to help them perform better.
The coachee is not limited to managers and executives; they might be line managers or other
officers.

The method of using well-chosen and trained personnel to offer direction, practical counsel,
and ongoing assistance to assist an individual or individuals assigned to them in learning and
development is known as mentoring (Armstrong & Taylor, 2020). According to Jones et al. (2016),
mentoring is a long-term relationship between an experienced mentor and a mentee who lacks
experience. Employees that have mentors in place are better equipped to perform in the future and
are groomed for higher and greater things in terms of professional growth. According to Brimah et
al. (2020), mentoring can be a significant component in developing leadership potential. To help
recently hired or promoted managers become effective managers, senior managers interact closely
with them (Susanto & Sawitri, 2023). The mentee can ask questions at any time during the
comprehensive mentoring process. The mentee is given the chance to attempt the practice, make
mistakes, and gain experience to become effective. The mentor, who is typically a line manager,
makes sure the mentee knows how the processes work. Schools that involved principals and
leadership groups in action research projects as a leadership role appeared to be more successful in
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realising their potential as a collective leadership team for enacting educational reform, according to
Aas and Vennebo (2023).

Agricultural entrepreneurs who have been in business long enough are trained to mentor
newly recruited entrepreneurs. By attaching newly recruited entrepreneurs to seasoned ones, the
new entrepreneurs learn quickly and become experts in their business. This has been seen to
increase sales and therefore, motivates new entrepreneurs to quickly take up sales with ease. This
study therefore sought to establish the extent to which capacity development influences each of the
selected leadership styles on the performance of agricultural enterprises in Kenya.

2.2 Leadership Styles and Enterprise Performance

Research has indicated that empowering leadership can contribute to a rise in sales in global
marketplaces (Colovic, 2022). It was found that directive and empowering leadership increase sales
in foreign markets in a study on the role of business model innovation and leadership in late
internationalising SMEs in the Japanese environment (Colovic, 2022). A leader's style is
characterised by a blend of different traits, behaviours, and attributes that they utilise to interact
with their support personnel (Al Khajeh, 2018). According to other academics, a leader's style is
how they inspire and direct their team members as they carry out business strategies (Okorji &
Epetuku, 2019). Likewise, Kariuki and Wachira (2017) define leadership styles as the strategies and
tactics that managers adopt to direct staff members as they carry out organisational goals.
Employees are influenced in different ways by different leadership philosophies. Miloloza (2018)
discovered a significant correlation between the financial performance of businesses and democratic
leadership in their investigation into the impact of leadership style on business financial
performance in Croatia. According to the report, managing businesses at a stagnation stage requires
the adoption of a variety of leadership philosophies. Thus, to determine which leadership style
would have the greatest impact on financial success, comparable research in agricultural firms is
required. Miloloza (2018), for example, claims that a leader's style has a significant impact on how
well small businesses operate. According to Berraies and Bchini (2019), employees' capacity for
innovation is influenced by their leadership style. Both transactional and transformational
leadership philosophies are linked to higher levels of follower innovation and better organisational
outcomes. It has been discovered that employees that wish to embrace exploratory innovation are
not greatly impacted by transactional leadership. The kinds of strategies that businesses implement
to direct their operations and meet their goals are determined by their leadership styles.

Some academics divide leadership styles into two main groups based on whether the
attention is on the leader or the subordinates (Gandolfi & Stone, 2017). Autocratic, charming, and
transactional are examples of leader-centered styles. The inclusivity of the democratic leader is
emphasised by all follower-centered leadership philosophies, such as servant, transformational, and
participative leadership. However, according to Northouse (2019), there are three main groups of
leadership styles that researchers have identified: participative, authoritarian, and laissez-faire. This
aligns with the classification made by early leadership academics into three main categories:
laissez-faire, democratic (sometimes called participative), autocratic, or authoritarian, and
democratic. Leadership studies are based on their classification. Autocratic leaders assume
accountability and establish explicit guidelines for what, how, why, and when tasks should be
completed. Autocratic CEOs do not take their staff members' opinions into account and are solely
accountable for all choices made within the company. However, because they encourage employee
participation in decision-making processes in both large and small organisations, democratic leaders
are thought to be the most successful. Under democratic leadership, staff members' contributions to
the achievement of goals and projects are valued.
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In contrast to authoritarian leaders, who only communicate in one direction,
democratic leaders use a two-way interactive process between their staff and themselves (Gandolfi
& Stone, 2017). Whatever the leadership style, there are benefits and drawbacks, making it
challenging to determine which would best enable an organisation to achieve its objectives.
According to Veliu et al. (2017), organisations are designed to accomplish goals that call for
employee intervention to be met. Organisational members are influenced by leaders to voluntarily
participate to the achievement of definite aims and objectives. As a result, when support employees
carry out their duties to meet goals, the leader has the biggest impact on them.

2.3 Empirical Studies on Leadership Styles and Enterprise Performance

2.3.1 Transformational Leadership Style and Enterprise Performance

According to research, transformational leaders around the world have an impact on their
staff members by inspiring people to follow new ideas and practices while carrying out their duties
(Kalsoom et al., 2018). Transformational leadership is a way to change the way that leadership is
currently practiced. It entails showing the staff the shortcomings of the current structure and
creating a compelling mental image of the future organisation. It is associated with performance
enhancement and transformation instigation (Daud, et al., 2022). Transformational leadership has
been connected to improvements in support staff (Ding et al., 2017). Employees are inspired,
motivated, and stimulated by the leader to believe in their own strengths and contribute to a group
vision, which causes them to perform above their inherent capacity (Ouko, 2022). Akkaya (2020)
defines transformational leaders as those who possess the four mutually reinforcing and symbiotic
traits. Four essential qualities that a leader possesses are charisma, expressive influences that elicit
admiration, confidence, enthusiasm, and dedication from staff members, and the ability to create
and exhibit an enticing capacity for forward-thinking (Bass, 1990; Munyiva & Kihara, 2018).
Visionary leaders provide clarity on how specific objectives will be met and serve as role models
for others to follow (Katsaros et al., 2020).

According to research conducted by scholars globally, corporate performance and
transformative leadership are positively correlated (Widodo et al., 2017). Weller et al. (2020) found
that in their German study, transformational leadership had a favourable effect on high performance
work systems and customer satisfaction. Transformative leadership and company performance are
closely intertwined, as proved by Al Khajeh's (2018) investigation into the effects of several
leadership philosophies on the operations of UAE businesses. A strong positive correlation has been
regularly observed between employee competency, transformational leadership, and the overall
performance of the organisation, according to research conducted in Malaysia on the effects of this
type of leadership on employee and organisational performance (Atan & Mahmood, 2019). It has
been discovered that transformational leaders consistently enhance employees' capacity to carry out
their jobs more effectively, helping businesses accomplish their objectives. According to research,
transformational leadership significantly affects business success in the United Arab Emirates
(Alkhazraji, 2022). Leaders who practice transformational leadership inspire their staff to apply
their creative and technology ideas to advance any economic sector.

Other African studies found that some components of transformative leadership affected
business performance more than others. In a study on Tunisian SMEs, for example, Boukamcha
(2019) discovered that employees are positively impacted by intellectual stimulation and
inspirational motivation. Employee innovativeness, their propensity to explore new business
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opportunities, and their level of proactive behaviour inside the company have all been observed to
increase in leaders that embrace the elements of transformational leadership.

Employee job satisfaction in the Kakamega County government of Kenya has been proven
to be impacted by transformational leadership (Barasa & Kariuki, 2020). These findings align with
those of other researchers who have demonstrated that transformative leadership affects
organisational outcomes. Furthermore, dynamic leaders establish elevated benchmarks for
accomplishment, guaranteeing that staff members are committed to imitating their elevated levels of
self-assurance. The ability of a leader to instil happiness in their team members is known as
inspirational motivation. This approach encourages workers to perform above and beyond their own
interests and contributes to the success of the organisation by showing them that obstacles can be
overcome, and extraordinary results can be achieved (Munyiva & Kihara, 2018). The ability of a
leader to challenge the status quo in a particular context is referred to as intellectual stimulation.
Employees that possess this skill can approach problems in novel ways, which makes it easier for
them to come up with creative solutions. The capacity of a leader to help staff members grow by
recognising their strengths and shortcomings and proactively assisting them in enhancing their job
performance is known as individualised consideration (Ogola, 2017).

Employees under the direction of transformational leaders are encouraged to be innovative
and actively participate in organisational decision-making. Big businesses, with their structures
designed to draw in top talent, compete with smaller businesses for highly skilled people. Only an
organization's favourable working environment will inspire highly skilled employees to stay on
staff. Working conditions in a company are directly impacted by the decisions made by its
executives. Workers like working for companies that provide them the freedom to do their jobs as
they see fit. According to Kamau (2020), the success of Kenya's commercial banks is directly
correlated with the adoption of the four components of a transformational leadership style. The
research verified that transformational leadership facilitates inclusive support plans, a common
vision, and a strong bond with multiple stakeholders for bank executives. To determine whether the
results hold true, comparable studies in the agricultural sector must be carried out.

2.3.2 Transactional leadership Style and Enterprise Performance

According to Al Khajeh (2018), transactional leadership is a form of leadership where the
support staff and the leader trade goals and rewards. In return for their workers' labour, transactional
leaders provide them with something. These managers encourage their support personnel to
dedicate themselves to the accomplishment of company objectives by offering them incentives such
as salary increases, promotions, performance-based prizes, and additional duties Frangieh and Rusu
(2021). The idea that transactional leaders use rewards and recognition as well as punishment to
encourage their staff to adopt fresh perspectives and methods for effectively carrying out their
duties has been validated by Kalsoom et al. (2018).

By providing incentives for consistent target attainment, transactional leaders establish and
maintain an organisational environment that fosters employee retention. A direct benefit of reaching
their goals is that support staff members earn both material and immaterial rewards. Despite
receiving rewards for meeting organisational objectives, support staff members find it difficult to
fully utilise their talents and, as a result, do not meet the organization's expectations. This is because
their originality and invention are not highly valued. According to Akkaya (2020), there are three
kinds of transactions under which transactional leadership might occur. The initial kind of incentive
is conditional, describing the agreements and discussions that are made between the boss and staff
members and outlining mutual expectations. The goals in this situation can only be reached if
certain requirements are fulfilled in the leader-follower relationship. The leader concentrates on
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maintaining performance and fixing errors in the second exchange, which is known as management
by exception. Resolving errors is the leader's exclusive duty. The leader only steps in to address
issues once they are determined to be significant, a practice known as active management by
exception in the third exchange. From this vantage point, the leader is a watchdog.

Research conducted in Asia on the production of fast food has proven beyond dispute that
transactional leadership has an impact on workers' performance (Kalsoom et al., 2018).
Transactional leaders incentivize staff members by offering rewards that encourage them to
complete duties and contribute to the successful accomplishment of organisational goals. Ebrahimi
et al. (2017) discovered that transactional leadership improves employee creativity in the education
sector based on similar studies conducted in Iran. Transactional leadership has been shown in other
Nepalese studies to have a detrimental effect on organisational performance (Thapa & Parimoo,
2022).

Transactional leadership and organisational performance have been found to be inversely
correlated in an African study on the effects of leadership styles on enterprise performance.
According to Al Khajeh (2018), employees lack the opportunity or autonomy to apply their
intelligence to improve task performance. This runs counter to the findings of other international
investigations.

Research on the effect of transactional leadership on private university academic
achievement in Kenya has found a strong and positive link (Kubai et al., 2022). Chege and Gakobu
(2017) found a positive link in similar research that looked at the effect of leadership styles on
Safaricom enterprise performance. Kabiru and Bula (2020) discovered a positive association
between the performance of employees and the transactional leadership style. According to the
studies mentioned above, transactional leadership can improve employee performance, which in
turn benefits businesses. When they anticipate awards from their superiors, workers appear to be
driven to increase their productivity and effectiveness as a team. This runs counter to other research
that has shown transactional leadership to have no effect on business performance or to have a
negligible or negative link with it.

2.3.3 Democratic Leadership Style and Enterprise Performance
Research conducted worldwide indicates that firm performance and democratic leadership are
positively correlated. Dyczkowska and Dyczkowski (2018) discovered a favourable correlation
between democratic leadership and SME performance in Poland. Democratic leaders get their
employees' approval before making choices. In addition to providing advice by enabling their staff
to apply their skills and abilities, Democratic leaders place a high value on the social aspects of the
workgroup. Rather of criticising their employees, Democratic leaders collaborate with support staff
to discover solutions to issues and reward them for their commitment. Employees are therefore held
to a very high standard for achieving their goals. Democratic leaders who involve their staff in
discussions about company projections and anticipated setbacks inspire employees to be more
devoted to their work by encouraging their innovation and fostering a culture of excellent delivery
of goods and services to clients. According to Al Khajeh (2018), democratic leadership improves
organisational performance by providing opportunities for support personnel to express and
implement their creative ideas. Research conducted in Malaysia by a private company on the effect
of leadership styles on worker performance revealed a high positive correlation (Basit et al., 2017).
Convenient sampling was used, and closed-ended questionnaires were used to focus on three
different leadership styles.

A study conducted in the United Arab Emirates on the relationship between leadership styles
and firm performance found an unbreakable link between democratic leadership and business
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performance (Cherian et al., 2020). Democratic leadership gives support staff members a voice and
encourages them to share their ideas and opinions with their leaders. This encourages them to take
ownership of the processes and use their best efforts to produce better results. Giving staff members
a say in the company's decision-making process makes them feel valued, which encourages them to
share their creative ideas.

The claim that democratic leadership has an unguestionably favourable impact on support
staff performance is supported by comparable research conducted in Ghana's non-governmental
sector in Africa (Akparep et al., 2019). Employee engagement in decision-making increases their
commitment to their work, which improves firm performance. Support staff members are more
engaged and committed to organisational projects when they are given the chance to voice their
opinions and ideas, according to their assessment of how leadership styles affect the performance of
businesses at TumaKavi Development Association in Tamale, Northern Region of Ghana.
Depending on the circumstances, leadership philosophies can have a favourable or detrimental
impact on the functioning of an organisation. In certain circumstances, they claim, adopting
autocratic and laissez-faire leadership styles can aid in achieving goals. In a similar vein, Akonkwa
et al.'s (2022) investigation on the influence of democratic leadership on the success of family-
owned businesses in the Democratic Republic of the Congo revealed a robust positive correlation
between participative leadership and business performance. Similar research on the effect of
leadership philosophies on Eritrean school performance found that democratic leadership had a
significant favourable impact on academic achievement (Tedla & Redda, 2021). Similar research
conducted in Eritrea to examine the relationship between school principals' leadership philosophies
and academic achievement discovered that democratic leadership has a favourable effect on
academic achievement (Weller et al., 2020).

In Kenya, similar studies found contrary results. For instance, Kariuki and Wachira (2017)
found the application of democratic leadership style to be inappropriate in financial institutions
where quick decisions must be made. Democratic leadership requires time to consult before
decisions are made which would lead to loss of revenue if it were to be applied in situations where
time is a limiting factor. On the other hand, (Bwonya et al., 2020) found democratic leadership to
exert a positive influence on the performance of enterprises in Kenya. These contradictory findings
call for studies to establish which of the findings hold in other settings.

Comparable investigations in Kenya produced different findings. For example, Kariuki and
Wachira (2017) concluded that financial organisations, where decisions need to be made quickly,
are not the right places to apply democratic leadership styles. Should the democratic leadership's
requirement for time to consult precede decision-making be implemented in circumstances where
time is of the essence, money would be lost. However, Bwonya et al. (2020) discovered that
democratic leadership had a favourable impact on Kenyan businesses' performance. Studies are
necessary to determine which of these contradicting findings holds true in different contexts.

2.3.4 Autocratic Leadership Style and Enterprise Performance

According to Al Khajeh (2018), autocratic leaders don't have a lot of faith in their staff.
Autocratic managers set the tasks, procedures, and methods that support employees must follow and
then insist that they carry them out exactly as prescribed (Katsaros et al., 2020). These managers
simply encourage one-way communication and seldom support creativity, which has a detrimental
effect on their staff members' happiness and excitement. The performance of the company is
adversely affected by autocratic leaders' escalation of organisational conflicts. They impede
workplace exchanges and communication, which are crucial building blocks for business success.
Autocratic managers are successful in the short term and can thereby improve company
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performance. The implementation of short-term initiatives by corporations that have deadlines for
completion makes the autocratic leadership style effective. When certain measures could mean the
difference between winning and losing a commercial deal, or when emergency response calls for
quick action, autocratic leadership can be helpful (Katsaros et al., 2020). It should only be used
sparingly though, as it leads to complaints from members of the organisation.

Research conducted in Asia on the impact of authoritarian leadership on private sector
employees' performance has shown a negative correlation (Basit et al., 2017). Decisions are made
by autocratic leaders without consulting their staff members (Dyczkowska & Dyczkowski, 2018).
They impose strict guidelines, manage procedures, and opt for formal, business-like interactions
with staff members. Because they don't have time for staff consultations, autocratic leaders miss out
on the contributions that their followers can make to the company, which puts it at risk from rivals.
An autocratic boss prevents staff members from developing and applying their skills to enhance the
company's client services.

Studies conducted in Africa produced different findings. To determine the impact of
leadership styles on employee performance in a family-owned manufacturing company in Ghana,
Amegayibor (2021) conducted a study in West Africa and found a positive correlation between
autocratic leadership and the performance of enterprises. Amoah-Mensah and Darkwa (2020)
conducted a study on the effect of autocratic leadership on employee performance in Ghana and
found a positive association between the two. Under the direction of an autocrat, workers are
directed to perform their duties in a particular way, and their primary concern is ensuring that their
task is completed according to the specifications. It was discovered that family-owned businesses in
the Democratic Republic of the Congo did not perform any better when its CEOs adopted an
autocratic approach (Akonkwa et al., 2022). Autocratic leadership is positively correlated with
organisational success, according to an African investigation of the impact of several leadership
philosophies on business performance (Al Khajeh, 2018).

Research on how authoritarian leadership affects performance in Kenya has produced
inconsistent findings. One study, for example, examined the relationship between autocratic
leadership style and the effectiveness of Primary Teachers Training Colleges (PTTCs) and
discovered a negative one (Lumumba et al., 2021). Conversely, authoritarian leadership and student
achievement in schools in Awendo, Sub-County, Migori County, Kenya, were found to be
positively correlated by Oyugi and Gogo (2019) in their study on the impact of principals'
leadership styles on students' performance in high schools.

Scholars have discovered that in smaller businesses, authoritarian leadership typically wins
out. Democratic leadership is used less frequently in small businesses. The small business owner
works directly with employees, inspiring them to be creative in the process of putting their creative
ideas into action (Mihai et al., 2017). As they provide their business solutions, SMEs are better able
to adapt to the always changing business environment because they typically lack the formal
structures and processes that huge organisations demonstrate. Collaborating in small groups,
wherein team members closely supervise one another, facilitates communication and collaboration.
Because of their strong working relationship, all the firm's employees are more motivated to
complete their jobs and feel that their contribution to the business is being felt and recognised.

Although authoritarian leaders are generally associated with negativity, research has shown
that they can give detailed instructions to their staff on what is expected of them in particular
circumstances, including what the leader wants the staff to do. When it's thought to be crucial,
autocratic leaders' clear instructions enable staff members to do jobs efficiently, address issues as
they arise, and reach goals on schedule. In the short term, autocratic executives have been found to
quickly improve business performance due to their clear instructions. It is believed that autocratic
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leaders exhibit bad behaviours, which leads to undesirable outcomes (Harms et al., 2018).
Autocratic leaders have been shown to be highly appreciated by their staff members in their
communities and to have delivered positive results in several cases. Contrary to popular belief,
authoritarian bosses are not aggressive or unfriendly towards their staff. Directive leadership, often
known as dictatorial leadership, has been found to function extremely well in certain situations.

3.Conclusion

Extensive literature review established a series of gaps from a contextual, empirical, and
theoretical standpoint. It is evident that capacity development at the enterprise level significantly
enhances the performance of enterprises globally, regionally, and locally. Much as there exists
extensive research in large corporates, there is scanty literature on micro and small enterprises
where agricultural enterprises in Kenya belong. Most studies have adopted quantitative approaches
and left out qualitative approaches that would better explain the results. Since the agriculture is a
key industry in Kenya, there is a need to conduct studies using mixed methods approach to better
guide the leadership of the enterprises. Results from the study would guide enterprise development
initiatives to fight poverty and hunger among Kenya’s population.

4.References

References

(KNBS). (2020). Kenya Economic Survey. Nairobi: Kenya National Bureau of Statistics.

Aas, M., & Vennebo, K. F. (2023). Building leadership capacity in school leadership groups: an
action  research  project.  Educational  Action  Research, 31(2), 348-365
https://doi.org/10.1080/09650792.2021.1934710.

Akkaya, B. (2020). Review of leadership styles in perspective of dynamic capabilities: An empirical
research on managers in manufacturing firms. Yonetim Bilimleri Dergisi, 18(36), 389-407
DOI: https://doi.org/10.35408/comuybd.681427.

Akolgo-Azupogo, H., Rubens, A., & Bardy, R. (2021). Soft skills in developing economies: An
African view on the hidden linkage between indigenous knowledge and business
perspectives . Journal of African Studies and Development, 13(3), 47-58
https://doi.org/10.5897/JASD2021.0625.

Akonkwa, D. B., Lunanga, E., Mukulu, J. B., Bugandwa, T. C., & Mwaza, E. F. (2022). Leadership
Styles and Small Enterprises’ Performance: Is Gender an Issue? Empirical Study from
Democratic Republic of Congo. Journal of Entrepreneurship and Innovation in Emerging
Economies, 8(1), 60-82 10.1177/23939575211044318.

Akparep, J. Y., Jengre, E., & Mogre, A. A. (2019). The Influence of Leadership Style on
Organizational Performance at TumaKavi Development Association, Tamale, Northern
Region of Ghana. Open Journal of Leadership, 8, 1-22.
https://doi.org/10.4236/0j1.2019.81001.

Al Khajeh, E. H. (2018). Impact of leadership styles on organizational performance. Journal of
Human Resources Management Research, (2018), 1-10 DOI: 10.5171/2018.687849.
Alkhazraji, D. H. (2022). The Impact of transformation leadership on the performance of small and
medium enterprises in United Arab Emirates. Proceedings of the International Conference
on Industrial Engineering and Operations Management (pp. 3569-3578). Istanbul: IEOM

Society International.

52



International Journal of Education and Research Vol. 12 No. 6 June 2024

Amegayibor, G. K. (2021). Leadership styles and employees' performance: A case of family-owned
manufacturing company, Cape Coast. International Journal of Financial, Accounting, and
Management, 3(2), 149-164 https://doi.org/10.35912/ijfam.v3i2.624.

Arendt, J. F., Aycan, Z., Aydin, E. M., Bettac, E. L., Boddy, C. R., Burns Jr, W. A., & Gammel, J.
H. (2021). Destructive Leadership and Management Hypocrisy. Bingley: Emerald
Publishing Limited.

Armstrong, M., & Taylor, S. (2020). Armstrong's Handbook of Human Resource Management
Practice. London: Kogan Page Publishers .

Atan, J. B.,, & Mahmood, N. (2019). The role of transformational leadership style in enhancing
employees’ competency for organization performance. Management Science Letters, 9(13),
2191-2200 http://dx.doi.org/10.5267/j.msl.2019.7.033.

Barasa, B. L., & Kariuki, A. (2020). Transformation leadership style and employee job satisfaction
in county government of Kakamega, Kenya. International Journal of Research in Business
and Social Science, (2147-4478), 9(5), 100-108 https://doi.org/10.20525/ijrbs.v9i5.821.

Basit, A., Sebastian, V., & Hasan, Z. (2017). Impact of Leadership Style on Employees
Performance. A Case Study on a Private Organization in Malaysia. International Journal of
Accounting and Business Management, 5, 112-130
https://doi.org/10.13106/jafeb.2021.vol8.n012.0141.

Bass, B. M. (1990). From transactional to transformational leadership: Learning to share the vision.
Organizational Dynamics, 18(3), 19-31.

Berraies, S., & Bchini, B. (2019). Effect of leadership styles on financial performance: mediating
roles of exploitative and exploratory innovations case of knowledge-intensive firms.
International Journal of Innovation Management, 23(03), 1950020.

Boukamcha, F. (2019). The effect of transformational leadership on corporate entrepreneurship in
Tunisian SMEs. Leadership & Organization Development Journal, 40(3), 286-304.

Brimah, B. A., Rabiu, R., Bamidele, A., & Sheu, M. (2020). Fostering Entrepreneurial Mentoring
Culture for Sustainable Leadership Performance in Nigeria: Evidence from Selected SMEs
in  llorin  Metropolis.  Business  Ethics and  Leadership, 4(3), 73-80
https://doi.org/10.21272/bel.4(3).73-80.2020.

Bwonya, J. E., Ogutu, M., & Okeyo, W. O. (2020). Leadership Style, Organizational Culture and
Performance: A Critical Literature Review. Journal of Human Resource & Leadership, 4(2),
48-609.

Central Bank of Kenya. (2023). 2022 Survey Report on MSME Access to Bank Credit. Nairobi:
Central Bank of Kenya.

Chege, M. E., & Gakobu, J. (2017). Influence of leadership styles on performance of
telecommunication industry in Kenya. International Academic Journal of Human Resource
and Business Administration, 2(4), 256-281
http://www.iajournals.org/articles/iajhrba_v2_i4 256 281.pdf.

Cherian, J., Gaikar, V., & Raj P, P. (2020). Do leadership styles impact organizational performance
in the UAE context? A study. International Journal of Mechanical Engineering and
Technology (IJMET), 11,23-32 https://ssrn.com/abstract=3894174.

Colovic, A. (2022). Leadership and business model innovation in late internationalizing SMEs.
Long Range Planning, 55(1), 102083 https://doi.org/10.1016/j.1rp.2021.102083.

Daud, Y. M., Ouma, C. A., & Ong’era, A. (2022). Transformational leadership and performance of
Mandera county government in Kenya : The moderating role of government policies.
International Journal of Economics, Commerce and Management, United Kingdom, 10 (4),
39-67 https://www.researchgate.net/publication/360540785.

53



ISSN: 2411-5681 WwWw.ijern.com

Ding, X. L., Zhang, H., Sheng, Z., & Wang, Z. (2017). Linking transformational leadership and
work outcomes in temporary organizations: A social identity approach. International Journal
of Project Management, 35(4), 543-556.

Dyczkowska, J., & Dyczkowski, T. (2018). Democratic or autocratic leadership style? Participative
management and its links to rewarding strategies and job satisfaction in SMEs. Athens
Journal of Business & Economics, 4(2), 193-218.

Ebrahimi, P., Rezvani Chamanzamin, M., Roohbakhsh, N., & Shaygan, J. (2017). Transformational
and transactional leadership: Which one is more effective in the education of employees’
creativity? Considering the moderating role of learning orientation and orientation and
leader gender. International Journal of Organizational Leadership, 6, 137-156
https://ssrn.com/abstract=3333082.

Fiaz, M., Su, Q., & Sagib, A. (2017). Leadership styles and employees' motivation: Perspective
from an emerging economy. The Journal of Developing Areas, 51(4), 143-156
https://www.jstor.org/stable/26416967.

Frangieh, M., & Rusu, D. (2021). The effect of the carrot and stick transactional leadership style in
motivating employees in SMEs. Revista de Management Comparat International, 22(2),
242-252 DOI: 10.24818/RMCI.2021.2.242.

Gandolfi, F., & Stone, S. (2017). The emergence of leadership styles: A clarified categorization.
Revista De Management Comparat International, 18(1), 18.

Goldman, E., Manikoth, N., Fox, K., Jurjus, R., & Lucas, R. (2021). Faculty leadership
development: A case study of a synergistic approach. Medical Teacher, 43(8), 889-893
https://doi.org/10.1080/0142159X.2021.1931079.

Harms, P. D., Wood, D., Landay, K., Lester, P. B., & Lester, G. V. (2018). Autocratic leaders and
authoritarian followers revisited: A review and agenda for the future. The Leadership
Quarterly, 29(1), 105-122.

International Development Association (IDA). (2023, May 18). worldbank.org. Retrieved from
https://blogs.worldbank.org/voices/once-again-ida-steps-flexibility-and-resources-amid-
crises: https://ida.worldbank.org/

Jackson, G. R. (2021). Overcoming Small to Medium Business Failure through Leadership
Strategies. Open  Journal of Business and Management, 9, 353-384.
https://doi.org/10.4236/0jbm.2021.91019.

Jones, R. J., Woods, S. A., & Guillaume, Y. R. (2016). The effectiveness of workplace coaching: A
meta-analysis of learning and performance outcomes from coaching. Journal of
Occupational and Organizational Psychology, 89(2), 249-277
https://doi.org/10.1111/joop.12119.

Kabiru, G. K., & Bula, H. (2020). Influence of Transactional Leadership Style on Employee
Performance at Selected Commercial Banks in Nairobi City County, Kenya. International
Journal of Research and Innovation in Social Science (1JRISS) , 6 (9), 520-524.

Kalsoom, Z., Khan, M. A., & Zubair, S. S. (2018). Impact of transactional leadership and
transformational leadership on employee performance: A case of FMCG industry of
Pakistan. Industrial Engineering Letters, 8(3), 23-30.

Kamau, A. (2020). Transformational leadership and performance of commercial banks in Kenya.
Doctoral dissertation, University of Nairobi, 35-37.

Kariuki, M., & Wachira, M. (2017). Effect of Leadership Styles on the Performance of
Microfinance Institutions in Nairobi, Kenya. European Journal of Business and
Management, 9(6).

54



International Journal of Education and Research Vol. 12 No. 6 June 2024

Katsaros, K. K., Tsirikas, A. N., & Kosta, G. C. (2020). The impact of leadership on firm financial
performance: the mediating role of employees' readiness to change. Leadership &
Organization Development Journal, 41( 3) 2020, 333-347.

Kenya National Bureau of Statistics . (2023). Economic Survey 2023. Nairobi: Kenya National
Bureau of Statistics.

Kenya National Bureau of Statistics. (2020). Micro, Small and Medium Establishments, Basic
Report. Nairobi: Kenya National Bureau of Statistics.

Kubal, P. K., Gachunga, H., & Odhiambo, R. (2022). Transactional Leadership and Organizational
Performance: A study of Private Universities in Kenya. Machakos University Journal of
Science and Technology, (3), 1-17 http://ir.mksu.ac.ke/handle/123456780/12588.

Kurtulmus, B. E. (2017). The dark side of leadership: The role of informal institutional framework
on the negative moral and ethical behaviors of leaders in organizations. In The Palgrave
handbook of leadership in transforming Asia (pp. 109-123). . London : Palgrave Macmillan.

Mihali, L., Schiopoiu Burlea, A., & Mihai, M. (2017). Comparison of the leadership styles practiced
by Romanian and Dutch SME owners. International Journal of Organizational Leadership,
6, 4-16.

Miloloza, 1. (2018). Impact of leadership style to financial performance of enterprises. Business
Systems Research: International journal of the Society for Advancing Innovation and
Research in Economy, 9(1), 93-106.https://doi.org/10.2478/bsrj-2018-0008.

Munyiva, R. M., & Kihara, A. (2018). Influence Of Transformational Leadership Style On
Performance Of Firms In The Telecommunication Industry In Kenya. International Journal
of Strategic Management, 7 (5) ,41 — 59.

Muthimi, J. K., & Kilika, J. M. (2018). Leadership Strategy, Behavioural Focus and Firm
Performance: A Review of Literature. International Business Research, 11(11), 143-163.

Northouse, P. (2019). Leadership: Theory and practice. Thousand Oaks, CA: Sage Publications.

Ogola, M. (2017). The Influence of Individualized Consideration Leadership Behavior on
Employee Performance in Small and Medium Enterprises in Kenya. International Journal of
Business and Social Science, 8(2), 163-173.

Okorji, P. N., & Epetuku, F. (2019). Relationship Between Principals Adversity Quotient and
Leadership Styles in Secondary Schools in Delta State, Nigeria. International Journal of
Scientific and Research Publications (IJSRP), 9(7), 938-945.

Ouko, J. A. (2022). Effects of transformational leadership on employee performance in the Kenyan
banking industry: a case of ABSA bank Nairobi, Kenya . Doctoral dissertation, Africa
Nazarene University, 72-73.

Oyugi, M., & Gogo, J. O. (2019). Influence of Principals' Leadership Styles on Students' Academic
Performance in Secondary Schools in Awendo Sub-County, Kenya. African Educational
Research Journal, 7(1), 22-28 https://doi.org/10.30918/AERJ.71.18.096.

Sajuyigbe, A. S., Eniola, A. A., Ayeni, A., & Oladejo, D. A. (2021). Capacity Building And
Women-owned Small And Medium Enterprises'(Smes) Performance: Empirical Evidence
From Southwest, Nigeria. . Journal of Business and Entrepreneurship, 9(1), 12-26.

Sawe, C., Nziku, D., & Struthers, J. (. (2021). "Effects of Gender Enterprise on Women
Empowerment in Eldoret — Kenya". Bingley: Enterprise and Economic Development in
Africa, Emerald Publishing Limited https://doi.org/10.1108/978-1-80071-322-220211007.

Smith, S., Kempster, S., & Wenger-Trayner, E. (2019). Developing a program community of
practice for leadership development. Journal of Management Education, 43(1), 62-88
https://doi.org/10.1177%2F1052562918812143.

55



ISSN: 2411-5681 WwWw.ijern.com

Suriyani, A., Saleh, S., & Akhmad, A. (2023). Capacity Building Empowerment of Weaver Groups
Through Weaving Business Innovation at the Ikat Jata Kapa Weaving Center in Sikka
Regency, East Nusa Tenggara Province, Indonesia, Indonesia. European Journal of
Development Studies, 3(2), 59-68. https://doi.org/10.24018/ejdevelop.2023.3.2.239.

Susanto, P. C., & Sawitri, N. N. (2023). Coaching , Mentoring , Leadership Transformation and
Employee Engagement : A Review of the Literature. Dinasti International Journal Of
Education Management And Social Science, 4(2), 297-308
https://doi.org/10.31933/dijemss.v4i2.1591.

Tedla, B. A., & Redda, E. H. (2021). Leadership styles and school performance: A study within an
Eritrean context of eastern Africa. International Journal of Management (1JM), 12(4), 56-73
10.34218/1JM.12.3.2021.100.

Thapa, A., & Parimoo, D. (2022). Transactional Leadership Style and Organizational Performance:
The moderating role of emotional intelligence. Parikalpana KIIT Journal of Management,
18(1), 53-70 http://dx.doi.org/10.23862/kiit-parikalpana/2022/v18/i1/212345.

Theeboom, T., Beersma, B., & van Vianen, A. E. (2014). Does coaching work? A meta-analysis on
the effects of coaching on individual level outcomes in an organizational context. The
Journal of Positive Psychology, 9(1), 1-18.

Veliu, L., Manxhari, M., Demiri, V., & Jahaj, L. (2017). The Influence of Leadership Styles on
employee's performance. Management, 31(2).

Weller, 1., SUR, J., Evanschitzky, H., & von Wangenheim, F. (2020). Transformational leadership,
high-performance work system consensus, and customer satisfaction. Journal of
Management, 46(8), 1469-1497 https://doi.org/10.1177/0149206318817605.

Widodo, D. S., Silitonga, P. E., & Ali, H. (2017). Organizational performance : Analysis of
transformational leadership style and organizational learning. Saudi Journal of Humanities
and Social Sciences, 2(3) 260-271.

World Bank. (2016). “World Bank, Informal Enterprises in Kenya. Washington, DC.: World Bank.
https://openknowledge.worldbank.org/handle/10986/24973 License: CC BY 3.0 IGO.”.

Zuberbuhler, M. J., Calcagni, C., Martinez, I. M., & Salanova, M. (2023). Development and
validation of the coaching-based leadership scale and its relationship with psychological
capital, work engagement, and performance. Current psychology, 42(1), 648-669
https://doi.org/10.1007/s12144-021-01460-w.

56



