Journal of Education

Ll NN ,,
ISSN Online: 2616- 8383 “L
LV ) T

(i) Stratford j§

«- rviewed Journals & books e—"

Relationship between Charismatic Leadership and Implementation of
Change Management strategies in Private Secondary schools in Nairobi
County

Erick Huma, Dr. Elizabeth N. Nduku & Dr. Shem Mwalw’a

ISSN: 2616-8383


https://doi.org/10.53819/81018102t6050

Stratford Peer Reviewed Journals and Book Publishing &

B Stratford

Journal of Education
Volume 6||Issue 1||Page 39-56||March]||2023| 2 _ .
Email: info@stratfordjournals.org 1SSN: 2616-8383 Peer Reviewed Journal & book Publishing

Relationship between Charismatic Leadership and
Implementation of Change Management strategies in
Private Secondary schools in Nairobi County

LErick Huma, 2 Dr. Elizabeth N. Nduku & ®Dr. Shem Mwalw’a
Doctorate Student, Catholic University of Eastern Africa
2 Lecturer, Catholic University of Eastern Africa
3 Lecturer, Catholic University of Eastern Africa
Corresponding Author Email: ehuma2011@gmail.com

How to cite this article: Huma E., Nduku E. N, & Mwalw’a S (2022). Relationship
between Charismatic Leadership and Implementation of Change Management
strategies in Private Secondary Schools in Nairobi County Journal of Education, 6(1), 39
—56. https://doi.org/10.538 19/81018102t6050

Abstract

Charisma is characterized by vision and a sense of mission, instilling pride and gaining
respect and trust in a group. The purpose of this study is to examine and explore the
relationship between charismatic leadership and the implementation of change management
strategies in private secondary schools in Nairobi County. This study attempts to explicate
and test the key role of charismatic leadership in bringing and implementing change in
organizations. A test of the hypotheses was done using bivariate correlation analysis and
multiple regression analysis. The study targeted the principals, teachers and school
administrators from 28 private secondary schools. The study used both probability and non-
probability sampling procedures. The sample size of this study were five hundred and thirteen
(n=513) respondents. The study collected data from teachers and school administrators using
questionnaires, and from principals using interview guides. Questionnaires were distributed
both physically and through emails. The research instruments were tested by two experts for
content, trustworthiness and face validity, and another test was done for data reliability. Data
were analyzed using both quantitative and qualitative data analysis approaches following the
research questions. For quantitative data, descriptive and inferential statistics was used for
analysis; Statistical Package for the Social Sciences (SPSS) Version 26 was used to code data
and conduct analysis. From the analysis, the study concluded that charismatic leadership has
an effect on the implementation of change management strategies in the private secondary
schools. The study recommended that top management need to encourage employees to share
their opinion and be part of every creative process in the private secondary schools.

Key Words: Charismatic Leadership, Implementation of change management strategies,
private secondary schools
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1.0 Background to the Study

Traditionally leadership was not seen as a critical influence on creativity and innovation,
rather managers needed to stand back and let the really creative people do the work (Gates,
2016, Tonkin, 2016). However, thirty years of evidence cited by these authors, indicates that
leaders exert a strong influence on innovative cultures. Transformation that is significant,
systematic and sustained change aimed at the success of all learners, poses new and exciting
challenges for school leaders (Caldwell, 2014). Clearly old solutions to old problems will no
longer suffice. New ways of thinking, new mindsets and new forms of expertise are required
(Kaiser & Halbert, 2009; Caldwell, 2014).

Armstrong (2006) defines strategic change management as the activities adopted and
implemented during the change process. These activities include leadership, communication,
stakeholder involvement and employee participation among others. Strategic change can be
affected by the internal state of an organization and its external environment. The fit between
an organization and its external environment determines the performance of an organization
and hence it is important to watch for current opportunities and threats in the external
environment to quickly adapt.

Organizations change their strategy in response to the environmental change. An
organization’s environment can affect the change of strategy, but some organizations opt to
keep their structure and strategy (Ichangi, 2016). The key objective of strategic change
therefore, is to enhance the competitiveness of the organization and continuous adaption of
the organization to various environmental turbulence levels. Individuals resist the transition
that has to be undergone to incorporate change rather than the actual change. This is
situational whereas transition is a process (Chemengich, 2013). One way of ensuring the
survival of an organisation is through innovation. There is need to encourage innovation by
loosening very tight controls and rigid structures. Survival can also be sought by widening
the search for new ideas, maintaining a link between innovators and mainstream operators
and finally improving co-operation and communication (Karmarck, 2013).

Charismatic Leadership is crucial in the management of change with stress on creating
direction, aligning, motivating and inspiring others (Kotter, 1996). Even though leadership
has always been associated with executive managers, there is a need for all managers to
develop leadership skills. There is need to change programs and projects to best manage
change in an organization (Cummings & Worley, 2013). Change is only possible when it is
contextualized against the backdrop of a company’s particular past and presents (Harigopal,
2014).

The place of innovation in creating schools for 21st century learners is central to Avenell’s
(2015) extensive work on developing ‘future focused schools’: Enterprises which thrive in
the information-rich economy tend to image their personnel in new ways. The enterprise and
its members are flexible, they can make quick and strategic decisions, they encourage
innovation and entrepreneurship; they value creativity rather than conformity, they give
members the power to take local decisions and to exercise initiative, and they regard the
people in the organisation as partners rather than property.

Gates (2016) focused on the needs of the child and future society when they implore
educators and families to foster creativity in young people so that they may live fulfilling
lives and enable the planet to survive into the next century. They argue that schools are
destroying creativity and must change. Zhao (2013) weighs into the creativity debate, urging
educators to explore and create new world class education systems and schools through

https://doi.org/10.53819/81018102t6050
40



https://doi.org/10.53819/81018102t6050

Stratford Peer Reviewed Journals and Book Publishing r—
Journal of Education "' ﬁ M) S .F d
Volume 6||Issue 1||Page 39-56||March]||2023| ) - . tra t O r .

Email: info@stratfordjournals.org ISSN: 2616-8383 Peer Reviewed Journal & book Publishing

different ways of thinking and teaching. He believes that the future needs innovators, creators
and entrepreneurs; and that the reform efforts to date have been improving an out of date
paradigm. Stoll (2011) summarises the challenge for educators and schools: To bring about
the changes embodied in 21st century skills and create the kinds of learning environments
that will enable learners to be more self-directed requires major shifts in many teachers’
current practices. Teachers need to be creative, to experiment and try out new approaches of
teaching and learning, and curriculum designing. The schools must also be places where
teachers can develop an intellectual confidence to explore ideas and to make mistakes from
which they can learn.

2.0 Statement of the Problem

Previous studies on charismatic leadership and implementation of change management
strategies have targeted companies in developed countries (Abbasiyannejad et al. 2015). Such
results may not be generalized for the third world countries because of cultural, economic,
social, political and religious differences. This study is a source of subsequent studies on the
role of charismatic leadership style in overcoming “employee resistance” in the management
of organizational change process in the context of a developing country’s institutional
environment and more specifically private secondary schools in Nairobi County. This study
determines whether charismatic leadership is an effective factor in overcoming resistance to
implementation of strategic change in the private secondary schools in Nairobi County.

Research Question

What is the relationship between charismatic leadership and the implementation of change
management strategies in private secondary schools in Nairobi County?

Research Hypothesis

There is no statistically significant relationship between charismatic leadership and the
implementation of change management strategies in private secondary schools in Nairobi
County.

2.0 Review of Literature

The term charismatic is derived from the word charisma. The word originates from Greek
where its interpretation is “divine gift”. There are various definitions of charisma within the
field of organizational management. Max Weber points out that charisma relates to the
personal virtue of an individual that differentiate them from the rest, as the society perceives
the individual to exhibit exceptional qualities that are rare in others. Bernard Bass, on the
other hand, argues that charismatic individuals have the favor of grace from the divine.
Kouzes and Posner (2011) believe that a charismatic person is a person with a magnet like
influence on the people. Charismatic leadership, on the other hand, refers to the application of
charisma to encourage the desired behavior in others. The tenets of charisma in leadership
include Confidence, Creativity, Vision, determination and Communication. (Conger &
Kanungo, 2010).

Leaders with this skill employ seductive communication, persuasion, emotional appeal, and
personal charm to accomplish their aim. Charismatic leaders need to understand the needs or
interest of the employees so as to appeal to their desires. In addition, the leader needs to have
the power to spark interest in the employee so as to portray the desired behavior. Here,
motivation plays a huge role as the leader must manipulate the employee into thinking that
accomplishing a certain task will benefit both the organization and the employee. Charismatic
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leadership will function if only the employee feels a part of something great. This is normally
the case in charismatic leadership where the leader is mostly influencing the subjects.

McGrath (2014) noted that the reverse also holds true. According to him, in a charismatic
leadership setting, both the leader and the followers have a mutual relationship where power
and influence go both ways. The history of charismatic leadership dates back to the late
1950’s where the leadership style was documented by Max Weber in a publication titled
“Types of Legitimate Rule”. In this article, Weber introduces three leadership styles
charismatic being one of the styles. Although the style has a long history, it was not until the
1990’s that scholars seriously devoted their expertise in studying the effects of this type of
leadership style when applied to a work setting.

The role of a leader is to foster adaptability (Keiu, 2010). Adaptability has to do with the
employees being able to adapt to the tasks delegated to them. This involves the employee
feeling safe and comfortable in his working environment so as to be able to deliver the
company’s expectation. Apart from employee adaptability, the company needs to adapt to
changes in internal and external events. This means that the leadership should be in a position
to foresee possible changes that may affect the organization and put in place measures to
cope with these events. According to Asencio (2016) an organizations main objectives does
not end with its existence rather organizations should continually enhance their performance
in order to cope with changes taking place in the market.

Employees tend to easily follow charismatic leaders as they believe that these individuals
have solutions to the challenges that they are facing. The employees gain confidence as they
base their trust in the leadership. This has an advantage as it motivates them to work to their
full potential. This style has benefits as the management concentrates on developing
strategies rather than wasting time micromanaging employees. Employees are given the space
to perform their task as the management has belief in them that they will utilize their time
effectively. The self-interest of the individual and those of the organization are the same if the
individual feels connected, this further strengthens the bond between the employee and the
company.

Taghipour and Dejban (2013) conducted a study that showed the organizational leadership
style and its effects on performance. It showed that charismatic leadership has a positive
correlation with increased organizational performance. Despite the benefits associated with
charismatic leadership, there is also a dark side to it. It is important to keep in mind that
charismatic leaders are people with their own traits. These individuals may have bad traits
that may affect the organization negatively. A charismatic leader with poor decision-making
qualities may blind the organizational vision and easily get away with it as the followers are
loyal to their leader. A charismatic leader may use his influence to manipulate both the
management and the employees to accomplish his selfish ambitions. The mistakes of a
charismatic leader may be overlooked as the followers may fear to offend their leader.

Thomson (2015) conducted a study that explored behaviors which teachers perceive would be
effective when leaders are undertaking organizational change. A sample of one hundred
teachers drawn from all levels of the education system in Jamaica was used. The study had
two research questions -What are teachers’ perspectives concerning the approaches/strategies
that are most effective in stimulating passion for and commitment to supporting change
efforts? and What leadership behaviors do teachers regard as being supportive of their efforts
to facilitate organizational changes being undertaken? A quantitative research design was
used. Convenience sampling technique was used and data were collected using a Likert-type
instrument that was designed by the researcher and was tested for reliability using
Cronbach’s Alpha. The study found two categories of leadership conduct, and ten specific
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strategies which teachers considered to be effective tools in effecting organizational change
efforts. This study also found that the forces for change are largely internal and deeply
personal. The findings of the study suggest that change at the organizational level requires,
and depends upon, change at the level of the individual employee and the quality of the
engagements and interactions at the interpersonal level. If organizations are to be successful
in effecting organizational change they must first succeed at effecting behavior change at the
individual level. The study has major planning implications. Planning for improvements in
the performance of schools is a change management undertaking, especially for schools
which are underperforming. This study also provides clues for leaders concerning the kinds
of leadership approaches and behaviors which motivate and sustain support for change. The
study however does not capture the innovative aspect for the implementation of change
management in secondary schools. The study is also delimited in scope as it captures only the
views of teachers and fails to check on the school principals and other stakeholders.

In Nigeria, Osabiya (2015) conducted a study on the effect of employees’ motivation on
organizational performance. He established that, among the top ten critical factors affecting
motivation and productivity are teamwork, work based on contract, supervision based on
leadership by example and provision of equipment. He also identifies communication, love
and belongingness, opportunity to undertake challenging task, identification with goal and
overtime among the critical factors. He built up those variables, for example, arrangement of
gear, provisional labor, cooperation and supervision that is because of charismatic leadership
affects employee’s inspiration and efficiency. Other basic elements incorporate additional
time, objective ID, correspondence, opportunity gave to attempt testing undertakings and a
feeling of being cherished and having a place.

Al-Mawali (2013) argues that such leaders with idealized influence are capable of developing
and articulating a vision, helping the followers to focus on the future and mapping to the
followers how they are to achieve the intended goals and the manner in which those goals
will contribute to the organization and to themselves. To realize that his or her followers are
effectively influenced, the leader establishes high standards of performance to his or her
followers and portrays the value of confidence in the face of uncertainty and also of
determination towards the attainment of the desired goal (Schieltz 2018). Similarly, Muogbo
(2013) saw that there exists a connection between the inspiration of workers and firm’s
execution. He further saw that inherent inspiration given to their representative’s builds their
presentation. Ovidiulliuta (2013) likewise discovered that there exists a positive connection
between the inspiration of representatives and the adequacy of associations.

A strong attachment to a charismatic leader has an effect on the employee as they may
overwork themselves with the aim of pleasing their leader. This is clear and history is full of
examples of charismatic leaders who used the affection of the people to accomplish their
selfish ambition, for example, Hitler’s Nazi movement. Spector (2010) termed this as an awe-
inducing effect, where followers suppress their emotional feeling to accommodate the
leaders. This awe inducing effect is serious such that an investigative study carried out by the
Havard Business Review found out that a majority of charismatic CEO’s tend to earn higher
income despite the fact that the work they do is average. The study also discovered that a
majority of these charismatic leaders do not advocate for change in the interest of the
organization or employees at heart rather they do so for their own self-interest. In addition,
the appointment of a charismatic leader is not based on their experience or expertise. It is
normally the case that appointment of these leaders arises from personal feelings towards
them. Therefore, in a majority of cases, they fail to make objective decisions that steer the
organization. Charisma being in itself an irrational feeling is hard to characterize as both the
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leader and the follower have to agree to perform a certain task. If the charismatic leader
pushes the employee too far, the fall out would be great as the employee may feel betrayed.

Shaban, Al-Zubi, Ali and Algotaish (2017) conducted a study on the effect of Low Morale
and Motivation on Employees’ Productivity & Competitiveness in Jordanian Industrial
Companies. The study had two objectives; to determine the causes of low morale and
motivation, and to point out the effect of low morale and motivation on employee's
productivity and competitiveness. Data was collected through a survey and questionnaires
were distributed randomly to a total of 64 firms. Cronbach’s Alpha was used to test the
internal reliability of the measurement instrument. It was concluded that the influence of Low
Morale and Low Motivation on Productivity and Competitiveness is significant. It was
therefore recommended that Management should ensure a positive work environment which
encourages confidence, discipline, and willingness to perform the job in the best possible
manner. Management should also work on strong and sustained compensation policies that
bridge the gap between the payrolls of the employees. Management should work on
increasing productivity by increasing employees’ satisfaction through re-engineering systems
and processes, providing education and training. Encouraging practices that focus on learning
of personal development competitive attitudes. This study however did not recommend how
the management would implement the changes to motivate the employees. This study fills the
gap on the influence of charismatic leadership in the implementation of change management
strategies in private secondary schools in Nairobi county, Kenya.

Ndururu, (2019) conducted a study on the influence of charismatic leadership on employee
performance where it was concluded that in order for the employees to meet their objectives,
leaders need to practice charisma leadership and to rouse inspiration and to achieve
maximum employee performance. The research objectives included: To examine the effect of
charismatic leadership on employee performance within Cooperative bank of Kenya, To
examine the impact of rousing inspiration on employee performance within Cooperative bank
of Kenya, To examine the impact of individualized thought on employee performance within
Cooperative bank of Kenya. The research adopted a descriptive research design on a target
population of 350 employees. The purposive sampling technique was used for this study and
data was collected through questionnaires. The research demonstrated that leaders in the
organization give employees a motivating mission and vision, and they urge employees to be
part of the general hierarchical culture. The research demonstrated that a Charismatic
authority conduct, is a praiseworthy model for his adherents as it empowers and is able to
conquer the requirements for authoritative change. The research however did not focus on the
implementation strategies and it leaves a gap on the same.

This study therefore seeks to fill the gaps on the influence of charismatic leadership in the
implementation of change management strategies in private secondary schools in Nairobi
County, Kenya. This research will provide more precise and adequate recommendations for
the implementation strategies to be implemented successfully and contribute to the
improvements in in the management of education in Kenya.

3.0 Research Design and Methodology

This study applied a Mixed Methods Research; Convergence parallel design (Creswell, Plano
& Clark, 2007). In order to corroborate and validate data, the researcher triangulated the
methods by directly comparing the quantitative statistical results and qualitative findings. It is
a single phase design in which the researcher implements both qualitative and quantitative
methods during the same time frame and with equal weight.
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Barton (2001) observes that any scientific research targets a given population through which
data instruments are administered. This study had a target population of 1458; 957 teachers,
108 principals, 393 school administrators from 28 private secondary schools within Nairobi
County. This population was expected to provide an adequate sample size and valuable
information relating to the study.

Both primary and secondary data was collected for triangulation purposes (Sekaran 2003;
Stiles & Taylor, 2001). The secondary data was largely quantitative and was used to measure
the dependent variable. Primary data was both qualitative and quantitative and was concerned
about the operationalized variables under the study. The researcher did a pilot testing of
research instruments to ensure its trustworthiness. The pilot study allowed for pre-testing of
the research instrument. The pilot study enabled the researcher to be familiar with research
and its administration procedure as well as identify items that require modification

Descriptive and inferential statistics was used to analyze the data collected from the private
Secondary schools in Nairobi County. Descriptive statistics involved determination and
calculation of the average score, standard deviation percentages and contingency tables as
well as frequency distribution tables that was used to show demographic features of the
participants and that of the organization. Normality of the collected data was tested using the
measures of dispersion, and factor analysis was used to reduce the items of study. This study
established the relationship between charismatic leadership characteristics and the
implementation of change management strategies.

In testing the relationship that exist between the predictor variables and the dependent
variable, inferential statistics was employed. In order to determine the magnitude and nature
of the relationship that exists between the independent variables, moderating and mediating
variables, Pearson Product Moment Correlation Coefficient technique, which was correlation
analysis, was used. This was used to facilitate selection of measures used to represent the
variables. Multiple regression analysis was applied to show the effect of each of the predictor
variable (Charismatic Leadership) on the dependent (Implementation of change management
strategies)

4.0 Presentation, Discussions, Interpretation of the Study Findings

The study sought to determine the respondents’ opinion on various statements relating to the
charismatic influence in the implementation of change management strategies. Table 1 below
shows the findings from the respondents.
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Table 1: Charismatic Influence in the implementation of change management strategies
SD D N A SA Mean Std. Deviation

Growth mind-set amongst

the employees of our 0.0% 0.7% 10.8% 40.7% 47.5% 4.2024 .62683
school has affected the

effective implementation

of change management in

our school

The negative attitude of

our teachers has led to 0.0% 0.7% 9.6% 60.0% 29.4% 4.2090 .76781
poor implementation of

change management in our

school

Teacher’s interpretation

and a good perception 0.2% 0.7% 39.8% 39.8% 41.4% 4.0827 .82626
have effectively affected

the implementation of

change in our school.

The top managers instill in

me a sense of Vision and 0.0% 0.9% 18.1% 45.9% 34.6% 4.1918 .78240
Mission

My school leaders talk

about important values and 0.2% 2.1% 17.2% 39.3% 40.7% 4.1196 .82529
beliefs

My school leaders instil

pride, faith and respect and 0.2% 2.1% 20.0% 44.7% 32.9% 4.2053 79223
considers moral & ethical

consequences of decisions

My school leader displays

confidence and is a role 0.2% 1.6% 20.2% 40.5% 36.0% 4.0938 .81750
model

My school leaders increase

team efficacy as they 0.5% 2.1% 21.9% 32.2% 41.9% 4.1875 .82048

inspire a belief in the

team’s vision

My school leaders inspire

confidence in team 0.2% 0.9% 21.9% 40.9% 35.8% 4.1571 79321
members’ abilities

My school leaders actively

engage the employees 0.2% 0.9% 18.8% 45.6% 33.9% 4.1899 17615
value systems

My school leaders

energize followers to 0.2% 1.2% 18.4% 44.2% 34.1% 41114 .79153
perform toward achieving

higher goals and objectives

Charismatic behaviors and

intellectual stimulation are 0.0% 0.9% 17.2% 48.5% 32.5% 4.2138 74763
strong predictors to

implementation of change

| feel that my endeavors in

the school are perceived 0.0% 0.9% 18.4% 43.3% 36.5% 4.1325 .77039
Pioneers in the school
makes you feel persuaded 0.2% 0.5% 16.0% 48.2% 35.1% 4.1466 .78025

and propelled
Valid N (listwise)
0.0% 0.7% 10.8% 40.7% 47.5%

Source: Researcher (2023)

The study obtained data on whether growth mind-set amongst the employees of the school
has affected the effective implementation of change management in our school; out of the
425 respondents who participated in the study, 47.5% strongly agreed, 40.7% agreed, 10.8%
were not sure, 0.7% disagreed and 0.0% strongly disagreed. This was backed by a mean of
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4.20 and standard deviation of 0.63. This is greater than the composite mean and standard
deviation which implies that majority of the respondents conceded that growth mind-set
amongst the employees of our school has affected the effective implementation of change
management in our school.

On whether the negative attitude of the teachers has led to poor implementation of change
management in our school; out of 425 respondents who participated in the study, 29.4%
strongly agreed, 60.0% agreed, 9.6% were not sure, 0.7% disagreed and 0.0% strongly
disagreed. This was backed by a mean of 4.21 and standard deviation of 0.77. This is greater
than the composite mean and standard deviation which implies that the negative attitude of
the teachers has led to poor implementation of change management in our school.

On whether the teacher’s interpretation and a good perception have effectively affected the
implementation of change in our school; out of 425 respondents who participated in the
study, 41.4% strongly agreed, 39.8% agreed, 16.4% were not sure, 0.7% disagreed and 0.2%
strongly disagreed. This was backed by a mean of 4.23 and standard deviation of 0.76. This is
higher than the composite mean and standard deviation and implies that the teacher’s
interpretation and good perception have affected the implementation of change in our school.

On whether the top managers instill a sense of Vision and Mission; out of 425 respondents
who participated in the study, 34.6% strongly agreed, 45.9% agreed, 18.1% were not sure,
0.9% disagreed and 0.0% strongly disagreed. This was backed by a mean of 4.19 and
standard deviation of 0.78. This is higher than the composite mean and standard deviation
which implies that the top managers instill a sense of Vision and Mission.

On whether the school leaders talk about important values and beliefs; out of 425 respondents
who participated in the study, 40.7% strongly agreed, 39.3% agreed, 17.2% were not sure,
2.1% disagreed and 0.2% strongly disagreed. This was backed by a mean of 4.12 and
standard deviation of 0.83. This is higher than the composite mean and standard deviation
which implies that most respondents conceded that the school leaders talk about important
values and beliefs.

On whether the school leaders instils pride, faith and respect and considers moral & ethical
consequences of decisions; out of 425 respondents who participated in the study, 32.9%
strongly agreed, 44.7% agreed, 20.0% were not sure, 2.1% disagreed and 0.2% strongly
disagreed. This was backed by a mean of 4.08 and standard deviation of 0.79. This is higher
than the composite mean and standard deviation which implies that there was a general
assertion the school leaders instils pride, faith and respect and considers moral & ethical
consequences of decisions.

On whether the respondents feel that their endeavors in the school are perceived, out of 425
respondents who participated in the study, 36.5% strongly agreed, 43.3% agreed, 18.4% were
not sure, 0.9% disagreed and 0.0% strongly disagreed. This was backed by a mean of 4.13
and standard deviation of 0.77. This is greater than the composite mean and standard
deviation which implies that they feel that their endeavors in the school are perceived.

From the interview schedules, it was clear that transformative factors have a significant
influence on the implementation of change management strategies. For instance, one of the
key informants suggested
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“The behavior of certain leaders may arouse the followers to a certain level of thinking and
by appealing to the ideals and values, the leaders enhance commitment and vision”

The study findings were in line with Henman (2012) who asserted transformative leaders
who manifest idealized influence are capable of enhancing their followers’ awareness of the
significance and relevance of their tasks and as such, are capable of making them perform
well. They also pay attention to the particularistic and personality needs of the subordinates
and empathize with them and offer extra effort and guidance (Hughes, 2014). This has the
potential of enhancing trust among the employees and also create better rapport with the
management. Performance.

One of the key informants also suggested that

“ldealized influence is among the key attributes of transformative leaders that
positively influences change management. Through idealized influence, leaders are able
to encourage employees that are experiencing change to align their personal interests
and values with those of the group and in so doing to strive at realizing the common
purpose and goal”

The study findings are also in line with Deschamp, (2016) who found out that
transformational leaders are capable not only of espousing the desired vision of the
organization during change but are also capable of creating an environment that is enabling
for the followers to aspire to contributing to the realization of that vision. Transformational
leaders establish standards of justice that enhance followers’ perception of justice, fairness,
and trust in decision-making during change (Rinfret and Ngo-Manguelle, 2007).

Bivariate Linear Correlation Analysis

Further to check on the relationship between charismatic factor and implementation of
change management strategies, a simple linear regression is done on the data for the two
variables and the results are as follows.

Model Summary

The findings in Table 2 shows that 10.1% (R Square = 0.101) variation in implementation of
change management strategies in private secondary schools is explained by the charismatic
factor.

Table 2: Model Summary for Charismatic Factor

Model R R Square Adjusted R Square Std. Error of the Estimate

1 .3182 101 .099 42553

a. Predictors: (Constant), Charismatic Influence
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ANOVA results for the relationship between Charismatic Influence and the
implementation of change management strategies in private secondary schools in

Nairobi County

Table 3: Analysis of Variance on Charismatic Influence

Model Sum of Squares df Mean Square F Sig.

1 Regression 8.019 1 8.019 44.284 .000P
Residual 71.526 395 181
Total 79.545 396

a. Dependent Variable: Implementation of Change Management Strategy

According to the ANOVA results in Table 3, the F (1, 395) = 44.284, p = 0.000 < 0.05. Since
the obtained p values on the relationship between charismatic factor and the implementation
of change management strategies are less than the level of significance, the null hypothesis
was rejected and concluded that there is a significant relationship between the charismatic
influence and the implementation of change management strategies in the private secondary
schools. This shows that the charismatic factor was significant in predicting implementation
of change management strategies in the private secondary schools. This finding coincides
with that of Ndururu, (2019) on the influence of charismatic leadership on employee
performance. This study concluded that leaders need to have charisma in order to rouse
inspiration for the achievement of maximum employee performance.

Regression Coefficients

According to the regression coefficients in Table 4, 1 = 0.269, p = 0.000 < 0.05. This shows
that a unit change in charismatic Influence results to a significant 0.269 change in
implementation of change management strategies

Table 4: Regression Coefficients on Charismatic Influence

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 3.077 .169 18.197 .000
Charismatic Influence .269 .040 .318 6.655 .000

a. Dependent Variable: Implementation of Change Management Strategy

5.0 Conclusions

The study findings concluded that their school leaders are more creative and innovative
supporting the effective implementation of change management. The study also found out
that through the aid of team work, the leaders have inspired us ensuring effective
implementation of change management in the school. The study also established that majority
https://doi.org/10.53819/81018102t6050
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of the respondents conceded that the leaders ability to make good decisions has affected
effective implementation of change in the school. It was evident from the findings that
majority of the respondents strongly agreed that the commitment and dedication illustrated by
the school leaders has promoted the effective implementation of change in the school. The
bivariate correlation analysis showed that the moderate and positive correlation between
charismatic factors and implementation of change management strategies. The study also
established that holding other factors constant, a unit increase in charismatic factor would
lead to a positive-unit increase in implementation of change management strategies.

6.0 Recommendations

From the findings, summary and conclusion the following recommendation was drawn: That
institutions’ leaders should arouse their employees’ curiosity about work to enhance their
performance through intellectual stimulation. Managers in the private secondary schools
intending to boost their organizations performance through charismatic leadership should be
focused and enthusiastic so as to encourage passion in the employees on the implementation
of change management strategies.
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