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OPERATIONAL DEFINITION OF TERMS

Corporate Governance: Refers to the systems and processes by which a company is directed
and controlled. Corporate Governance in this study comprised of the following constructs:

corporate leadership, organizational structure and culture, and strategic management process.

Corporate Leadership: Refers to the actions and decisions of the executives in a company.

The board of directors comprises the top leadership of a company.

The exchange facilitates trading in securities.

Organizational Culture: Refers to the shared values a ms that bind the
management and the employees of an organization toget { y influenced by the tone

set by the top management as well as the experi@mc ployees go through in an
organization. In this study, organizational culture \ components, teamwork, code of
conduct, adaptability and core values. Q

| fa are attributes or characteristics of an

ture and processes. In this study, organizational

Organizational Factors: Organiz
organization that influence its e&)r,

factors consisted of the age f a company.

Organizational Per a measure of how well an organization attains established

goals and objectixes w ipulated timeframe. In this study, organizational performance
encompass eero it, customer satisfaction, customer loyalty, employee satisfaction,

employees’ don and technology adoption.

Organizational Structure: Refers to the established reporting and accountability set up within
an organization. In this study, organizational structure denoted reporting relationships,

communication channels, formalization and centralization.

Strategic Management Process: It entails the formulation, implementation and evaluation of
long term plans of an organization and it is usually conducted at the top management level of an

organization. In this study, the key indicators of the strategic management process included

xii
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environmental analysis, strategy formulation, strategy implementation and strategy evaluation

and control.

ABBREVIATIONS AND ACRONYMS

AGM Annual General Meeting

BoD Board of Directors

BPM Business Performance Measurement
BSC Balanced Scorecard

CBK Central Bank of Kenya «&
CEO Chief Executive Officer %\

CG Corporate Governance %

: NG

Confidence Interval

CL Corporate Leadership ®

CMA Capital Markets Authority
DCT Dynamic Capabilitie&%
GDP Gross Domesti uct
GOK Governm e

ICGK Insti ate Governance of Kenya

ICPAK 'tutg) ertified Accountants of Kenya
IPO %a ublic Offer

ICS Institute of Certified Secretaries

KPI Key Performance Indicator

Ksh Kenya shilling

LAMPE Leadership, Authority, Administration, Power and Environment
MV Moderator Variable

NACOSTI  National Commission for Science, Technology and Innovation

Xiil



St. Paul’s
NSE

ocC

OECD

OF

OKRs

op

oS

PLC

PM

RBV

ROA

ROE

SMEs

SMP

SPSS

T™MT

UET

University
Nairobi Securities Exchange

Organizational Culture

Organization for Economic Co-operation and Development
Organizational Factors

Objectives and Key Results

Organizational Performance

Organizational Structure
Public Limited Company &
Profit Margin \«
Resource Based View %%

Return on Assets %
Return on Equity E\\

Small and Medium Enterprise
Strategic Managemen cess

Statistical Packag®, for the ial Sciences

Top Managemnt

Uppe eory

of America

3.

Inflation Factor

Xiv

Repository



St. Paul’s University Repository
ABSTRACT

A company is fundamentally oriented towards sustainable profit and growth primarily for the
benefit of its shareholders. However, there is a broader responsibility towards other
stakeholders. Corporate failures have been witnessed both locally and around the globe. The
ramifications of corporate failures have been widely felt particularly for companies which are
listed on securities exchanges, and include, decline in shareholders’ wealth, reduction of job
opportunities and negative effects on economies of countries, among others. Some of the
failures have been linked to poor corporate governance. A securities exchange is one of the
most important vehicles used in mobilising resources from the public for investments in many
parts of the world. The performance of companies listed at a securities exchange therefore is of
great interest to investors. In Kenya, there has been concern over the perfgrmance of listed
companies at the Nairobi Securities Exchange. Consequently, this study to evaluate the
effect of corporate governance on organizational performance of t ies listed at
Nairobi Securities Exchange. The study dealt with four dete r cOthponents of
corporate governance; corporate leadership, organizational st rat@gic management
process and organizational culture, and their effect on organizati ance of the listed
companies at the securities exchange, while controlling thegd rganizational factors.
The study was anchored on a number of theories; th , dynamic capabilities
theory, upper echelons theory, institutional theory, theory and the balanced
scorecard model. Pragmatism that supports the
methods, was the philosophical foundation u
methods research design was used to deploy.

used census approach on a study popula

ty listed companies at the securities
exchange as at 30" June, 2022. The_stu ed primary data using semi-structured
questionnaires which were tested fo i

and¥€liability. Nvivo software was used to extract
insights from qualitative data w ilex jve data was analysed using SPSS version 29 for
descriptive and inferential sta ively. Tables and figures were used to present
findings for ease of under e study found that corporate leadership (p<0.05),
organizational structure trategic management process (p<0.05) had significant
effect on organizatio while organizational culture (p>0.05) had an insignificant
effect. It was also fou izational factors (p>0.05) did not have a moderating effect in
the relationship d@gween ate governance and organizational performance. These findings

d open-ended questions. The study

pro

were expou qg?t tive findings: leadership qualities and practices, shape company
success or icantly; geographical challenges, rigidity, agility, communication,

delegation a ily influence affect companies; and strong leadership, clear communication,
alignment, adapt@bility, and systematic strategic management drive success. The study
recommends further investigation of leadership competencies and styles across different
organizational contexts with a focus on cross-cultural dimensions, exploring the global
applicability of organizational structure and performance while considering industry-specific
dynamics and cultural influences. It also recommends the examination of the relationship
between strategic management process and organizational performance through longitudinal
studies, analyzing the connection between organizational culture and performance across
diverse contexts, and exploring why certain organizational factors have differing effects in
various contexts, emphasizing the importance of industry-specific variables and diverse
business environments.

XV
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CHAPTER ONE

INTRODUCTION
1.1 Background of the Study

A company is legally owned by shareholders and is fundamentally oriented towards profit and
growth (Friedman, 1970). However, there is a broader responsibility towards other
stakeholders. Shareholder benefits, whether in the form of dividends or capital appreciation, are
acknowledged as essential. However, the narrative extends beyond this point to emphasize that

companies should also consider the well-being of employees, customers, €editors, and the

society at large. This aligns with contemporary corporate social resp rinciples, as

=

overall shareholders'

highlighted by Freeman (2015). There are far-reaching conseq ompany failures,

particularly when companies are listed on securities exchan ercussions extend
beyond mere financial losses for shareholders, encompassa
wealth, and include a decrease in employment opportyun tive effects on the broader
economies of countries. This recognition unders erconnectedness of the corporate
world with the larger economic landscape. | \'npany to thrive in the long term, it is
crucial for it to meet the expectations of a s (Freeman, 1984).

In the dynamic milieu of global markets, the efficacy of corporate governance
t of organizational performance, dictating the

es worldwide (Shleifer & Vishny, 1997). Within the

mechanisms stands as a piv
trajectory of listed compani
context of the Nairobj hange (NSE), a burgeoning financial hub amidst Africa's
economic evolutjon, te interplay between corporate governance frameworks and
organizationa anc warrants meticulous evaluation. This study embarks upon a
rigorous € eking to bridge the gap in scholarly discourse by scrutinizing the
granular dimenS#@#s of corporate governance and its ramifications on the performance metrics

of listed entities within the NSE.

Corporate governance, the cornerstone of sustainable business practices, epitomizes the
amalgamation of principles, mechanisms, and structures delineating the strategic direction and
operational oversight of companies (Committee on the Financial Aspects of Corporate
Governance, 1992). Against the backdrop of burgeoning globalization and increasing market
complexities, the efficacy of corporate governance practices emerges as a critical facet

determining organizational viability and resilience in contemporary business landscapes.
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Despite its undeniable significance, the nexus between corporate governance paradigms and

organizational performance remains inadequately expounded, particularly within the realm of
the NSE. The imperative for this study stems from the discernible inadequacy in scholarly
literature, wherein comprehensive investigations elucidating the precise impact of corporate
governance on the performance dynamics of NSE-listed companies are conspicuously limited.
While extant studies offer insights into broader corporate governance frameworks, the unique
contextual details inherent to the NSE warrant a specialized inquiry, necessitating a focused
examination of corporate governance mechanisms in the light of organizational performance

metrics within this locale.

The current study underscores the necessity of mitigating factors th er sustained

1d
profitability and resilience by a company. This is particularly em \
on securities exchanges where adherence to robust corporat %
Sustained profitability is depicted as not only as a financg %

the overall well-being of stakeholders. Inadequate
identified as contributing factors to some instan \

overarching objective of the current stu

ompanies listed
comes paramount.
SO as a means to ensure
rnance practices have been

ny failures. This aligns with the

o evaluate the effect of corporate
governance on organizational performance anies listed at the NSE. By addressing

corporate governance practices, th imed to contribute to the mitigation of risks that

could lead to business failuy, he s set the stage for understanding the intricate

relationship between corpo ce and organizational performance and the broader
impact of company faa olders and the economy. The study, within this context,
sought to evalugte h orgprate governance practices influence the performance of the

companies th

Corporate fa
2003) and Worldcom in 2002 (Sidak, 2002) in the US, Parmalat in 2003 in Italy (Rinkus, 2016)

nd scandals of global blue chip companies, including Enron in 2001 (Lang,

and Satyam Computers in 2009 in India (Bhasin, 2016) underscore the importance of good
corporate governance. In addition, fraudulent and corrupt behaviour by corporate managers and
the presence of rubber stamp board of directors have significantly attracted attention on the
issue of corporate governance. Enron and WorldCom, two US corporate giants filed for
Chapter 11 bankruptcy in 2001 and 2002 respectively. Enron’s and WorldCom values of assets
at bankruptcy were US $63.4 billion and US$107 billion respectively, the latter being higher
than the Kenya’s GDP of US$98.84 in 2020 (Kenya National Bureau of Statistics, 2021). The
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failure of the two companies was attributed to malpractices by their senior executives.

Parmalat, an Italian conglomerate, at the height of its crisis in 2003, had 214 subsidiaries in 48
different countries. The company’s fraud lasted for over a period of 13 years, from 1990 to
2003, during which period, its executives used a wide range of unethical techniques to extend
fraud. Satyam, an Indian corporate giant, was grounded by its founders in 2009 as a result of
manipulating the company’s financial statements. The founders manipulated account books by
creating fake invoices hence inflating revenue, falsifying cash and bank balances, showing non-

existent interest on fixed deposits and showing ghost employees, among other malpractices.
The fraud is said to have shattered dreams of investors, shocked the Indiafgovernment and
regulators and led to the questioning of the role of external auditors a& € governance

norms in India. \
%% ttributed to weak

There is evidence that the 2007-8 global financial crisi
corporate governance (Nier & Merrouche, 2010). The ncial crisis prompted a

significant debate on corporate governance (Alray enter (2015) attributed the

ve \" which negatively affected its
pany was overstated by US § 1.2
camsn the corporate world have amplified the

anizations. Jan and Sangmi (2016) support this

Toshiba accounting scandal of 2015 to go
performance. In this case, the operating pr
billion. Arora (2012) opines that scandals a

need for strong corporate governa

view by noting that the series t co e failures resulted from poor governance.

The focus on organizatio ¢ has made corporate governance to be a major topic in

strategic manageme & Aduda, 2016). Corporate governance is the system by

which a compangais dirc@ed afid controlled (Committee on the Financial Aspects of Corporate

Governanc I@eﬁnes the relationship between a company and interest groups and
determines anly’s strategic direction and performance (Todorovic, 2013). Tricker
(2015) viewed corporate governance as the way power is exercised over corporate entities.
Madhani (2009) avers that good corporate governance is a key driver to sustainable corporate

growth and long-term competitive advantage.

As a consequence of weaknesses in corporate governance, there are examples of companies in
Kenya that either had to shut down or accumulated enormous debts as a result of poor corporate
governance. For example, Kenya Airways PLC, a company listed under commercial and
services segment, Uchumi Supermarkets PLC, also listed under commercial and services

segment, and Mumias Sugar Company PLC, listed under manufacturing and allied segment,
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lost Kshs.53 billion, Kshs.7 billion and Kshs.51 billion in the financial years 2013 to 2017

respectively (NSE Handbook: 2013-2017). The three companies have continued to make
substantial losses subsequent to 2017. The Kenyan Government, after mulling over
nationalisation of Kenya Airways PLC, planned a major bail out (Business Daily, December
24 2021). Consequently, the airline was allocated Kshs. 26.5 billion for bailout in the 2021/22
Kenyan Government Supplementary Budget. In addition, the Kenyan taxpayers had to pay
Kshs. 38.86 billion in the financial year starting 1* July, 2022 to keep the cash-strapped airline

in the skies and clear its due interest payments on state-guaranteed loans (Ambani, 2022). In

Mumias Sugar Company PLC has tried unsuccessfully, around strategies. At

peak performance, the three companies were the marke

The interaction between the independent, depend rating variables in the context of

corporate governance and organizational p in the NSE encompasses a complex
interplay of multifaceted dimensions. At the 8@ke @k tMs intricate relationship lies the dependent

variable of organizational perfo

efficacy of corporate governa echan
a myriad of factors, incltg T

management proces

ing as the ultimate metric for evaluating the
. Organizational performance is contingent upon
ate leadership, organizational structure, strategic

nizational culture, which collectively constitute the

independent varigbles. clrent study set out to establish if corporate leadership, delineates
the strategic on gd ecision-making ethos of companies, and whether it exerts a direct
influence o 1onal performance outcomes, with adept leadership fostering agility,

innovation, an aptive capabilities within organizations. Likewise, the study set out to
establish if organizational structure, embodying the formal arrangement of roles,
responsibilities, and reporting lines shaped the performance trajectories of NSE listed

companies.

This study also set out to establish if strategic management processes of NSE listed companies
play a pivotal role in aligning organizational objectives with market imperatives, thereby
influencing performance outcomes. Concurrently, the study set out to determine if

organizational culture, encapsulating the shared values, norms, and beliefs permeating
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organizational ethos, influences employee behaviours, decision-making processes, and

organizational resilience, shaped performance outcomes. This study hypothesized that the
relationship between these independent variables and organizational performance is contingent
upon organizational factors acting as moderating variables. The intricate interplay between
independent variables, dependent variable, and moderating variables delineated a complex
ecosystem wherein corporate governance dynamics exert a multifaceted influence on

organizational performance within the NSE landscape.

Drawing upon established theoretical foundations in corporate governance and organizational

performance, agency theory, dynamic capabilities theory, upper echelon ry, institutional
theory, Edgar Schein theory and the balanced scorecard model, tu, nstructed a
comprehensive conceptual framework to underpin its investigati cig, the conceptual

framework delineated corporate governance as the focal poi

rate governance mechanisms.

g the independent
constructs of corporate leadership, organizational struc anagement processes,
and organizational culture. The dependent variable, performance, served as the
ultimate yardstick for evaluating the effica
Additionally, the moderating variable of or

, hi

tors elucidated the contingent nature

of organizational performance outcomes in® the contextual intricacies inherent to the

NSE-listed companies. Employin methods research approach, the current study
amalgamated qualitative and titativeemethodologies to glean holistic insights into the
intricate interrelationships rporate governance dynamics and organizational

performance within t

In contempora e,corporate governance can be a source of competitive advantage
and an esse -t@n success factor for a company. Sustainable governance postulates that
the board tors considers economic, social and environmental expectations in a

coordinated way. This mitigates the traditional difference between insider and outsider systems
of corporate governance (Salvioni et al., 2016). Good corporate governance is of great
importance for capital markets which are established as vehicles for companies to raise capital
for their investments. Businesses of all sizes are employing the concept of corporate
governance to develop strategic plans for their operations. There are theoretical reasons to
assume that improved corporate governance leads to better corporate performance which could
take the form of reduction in cost of capital in a company and increased cash inflows accruing

to investors (Reddy et al.,, 2010). The impact of corporate governance on corporate
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performance is significant. Cash flows mediate the relationship between corporate governance

and corporate performance (Faruqi et al., 2019). Studies done in this area have reported mixed
findings (Afonina, 2015; Nurhaslia, 2016). Finkelstein et al. (2009) are of the opinion that
mixed findings are a result of too many intervening individuals and processes within an
organization. The quality of corporate governance and its standards in a system determines the
development and progression of both individual companies and an economy as a whole (Faruqi

etal., 2019).

In the 21* century, corporate governance has become a matter of public attention and concern as

more and more corporations experience operational challenges (Minja, 6). In Japanese

business schools, for example, governance is a top agenda (Financi es m@gort, January

x
good corporate governance is of essence to companies (Mi 1
%@ ce to economic benefits

n, 2014).

ance and that

a, 2011). There is

3,2020). It has been noted that well governed companies post s

also evidence from many researches that link good corp

for companies (Todorovic, 2013). Good corpor: is considered crucial in

regulating companies and enhancing their perfo

At the global level, Singapore is well kno tional system of corporate governance

(Young et al., 2008). In countries h a United States and Sri Lanka, corporate

a & Mokoteli, 2015). In Canada, Romania, South

governance practice is highly regula
Africa and the United Kingd ogate governance practice is less regulated (Agrawal &

Cooper, 2016). A numbe i ¢ been carried out on the effect of corporate governance

on organizational p n a study done in Malaysia, Chatterjee and Nag (2015)
assessed how t of the board influences company performance. The study
focused on 'ew'l India and China. The study found that, for Indian companies, the

separation b tile CEO and the Chairperson had a positive impact on the companies’
Return on Equity (ROE). As for Chinese companies, the proportion of independent directors on
the board had significant influence on the ROE of the companies. However, the auditors’
quality and board size were not found to have any impact on the ROE of the companies of either
country. Cuomo et al. (2016) in their study sought to explain the relationship between

corporate ethical practices and corporate financial performance in the banking sector in Italy.

They found a reverse causality between the applications of corporate ethical practices.

In Spain, De Haes et al. (2017) explored how different codes of corporate governance

influence company success and performance. The study established that effectiveness and
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performance of boards were largely influenced by corporate governance mechanisms. In Sri

Lanka, Delima and Ragel (2017) found that business ethics formed one of the determinants of
corporate governance with positive influence. Sultan (2018), in a study of listed companies in
Pakistan, noted that the presence of non-executive directors and the number of meetings
conducted by the board members had an influence on performance of a company. Using data
from listed companies in Indonesia, Hutomo and Pudjiarti (2018) found a significant
relationship between corporate governance and company performance. Singh et al. (2018), in a
study conducted in Pakistan, found that the size of the board, the number of board committees

as well as ownership concentration had a direct and significant influence @n organizational

xria, found that

In the African region, Ozuomba et al. (2016), in a study carri i
communication between the management and subordina ement of staff in
meetings of the board influenced performance. In South y on small and medium

sized companies, Hove-Sibanda et al. (2017) fi

performance.

plementation of corporate
governance mechanisms resulted in improved noegn Kenya, Wanjugu et al. (2015),
in the study of the influence of ownershi corporate governance reforms on
profitability and market value of former nt owned and subsequently privatized

companies in Kenya, found that ‘ t ownership and board composition positively

affected returns on assets (RQ, ile n directors had a negative effect on ROA. Amoll

(2015) investigated the oard of directors’ composition on performance of
companies listed on dy, it was found that board composition was vital to
performance of the co Luyima (2015) studied the influence of corporate governance

and performa compatiies in the insurance sector in Kenya. In the study, it was found out

that corpo ance structures, pillars and principles all influenced company

performance.

In a study on corporate governance and its influence on performance in respect of state
corporations in Kenya, Wanjala (2016) noted that the diversity of the board, the attributes of the
CEOQ, together with the activities conducted by an audit committee, all had significant influence
on performance of the state corporations. In a study on the composition of the board of
directors of listed companies at the NSE and its effect on organizational performance,
Ngulumbu and Aduda (2016) found out that the size of the board, the gender balance and the

existence of board committees were factors that significantly influenced organizational
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performance. In a study of corporate governance and its effect on performance with respect to

the dairy co-operatives in Kenya, Wathanga (2017) found that corporate governance had effect

on organizational performance.

A study by Mandala et al. (2017) investigated the effect of board structure on the performance
of financial institutions in Kenya and sought to find out what the intervening and mediating
influence of the tenure of the CEO and the companies’ characteristics on this relationship might
be. It was found that the board structure had an independent and significant influence on the

performance of financial institutions. It was also found that CEO tenure did not have a

significant intervening effect on the relationship. However, the characterisgcS@f the companies
had a significant moderating effect. not clear In addition, it was fou t that@le joint effect

of board structure, the CEO tenure and the companies’ characteri sigmificant. Grace et

al. (2018), in a study of the banking sector in Kenya, found the board and the
airange (2019) on the

committees had an influence on company performance.
%ﬂ ajor private companies in

Kenya, it was found that the collapse of the i s due to corporate governance
failures in the day to day running of the res ies.
nr.

In conclusion, this study endeavoure Intricate tapestry of corporate governance

link between corporate governance failures and th

dynamics and organizational perf(& ithin the NSE. By bridging the existing gap in
scholarly literature and offeri irical insights into the contextual details shaping corporate
governance practices andghe 10ns on organizational performance metrics, this study
sought to engender 1scourse and catalyse pragmatic interventions aimed at

fostering corpogate go arlCe excellence and organizational resilience within the NSE

NG

1.1.1 Corpora vernance

landscape.

Corporate governance stands as a pivotal subject of theoretical and empirical inquiry within the
realm of corporate management, persistently exploring its ramifications on organizational
performance. Effectively implemented corporate governance methodologies are indispensable
for optimizing business efficacy. The primary objective of corporate governance is to
ameliorate organizational performance through structured initiatives that foster operational and
market efficiency while concurrently fostering sustained business expansion by curtailing

resource misappropriation (Guluma, 2021). The crux of corporate governance lies in
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facilitating a proficient and effectual management framework conducive to ensuring the

enduring prosperity of a company.

Shahwan (2015) observes the multifarious interpretations of corporate governance across
different contexts, revealing its lack of universally standardized meaning. Mollah and Zaman
(2015) contend that corporate governance functions as a safeguard mechanism shielding
external shareholders from the undue appropriation by insiders within a company. McCaheryet
al. (2016) perceive corporate governance as mechanisms delineating the dissociation of

ownership from control, albeit this separation engenders intrinsic challenges within the agency

relationship. In an ideal scenario, management is presumed to earnestly it its expertise

and competencies to optimize shareholder wealth, yet this ideali ark[¥@gontrasts the

%

board of directors pivotal in maximizing corporate valu nce.

e manifold definitions, which
\n t and oversight of companies to

rporate governance definitions hinge

realities of heightened conflicts of interest prevailing between d shareholders.

Jensen (2017) underscores corporate governance as the nexu areholders and the

The conceptual breadth of corporate governance
converge upon establishing frameworks for t
achieve profitability and efficiency (Garzg
upon various explanatory models, i ing ancial governance model, contract-based
governance model, cognitive go odel, decision-making framework, and best
practices. Generally, these be iceg encompass the equitable remuneration and protection
of investors, fair compe oyees' contributions, provision of quality products and
services to custome ent to suppliers, assurance to creditors, and adherence to
societal obligatigls suc taX compliance. Additionally, definitions of corporate governance
diverge are @ether they are externally mandated or internally embraced. External
governance regulations imposed by legal frameworks and institutional networks,

while internal governance refers to voluntarily adopted practices within each company.

Allen (2017) posits corporate governance as a regulatory framework aimed at mitigating
conflicts of interest between management and shareholders, delineating the roles and
relationships among management, board of directors, and shareholders. It encompasses the
allocation of power, organizational structure, and delineation of responsibilities and rights
among stakeholders, including management, board members, and shareholders. Corporate
governance delineates the mechanisms and protocols essential for steering the interactions

between shareholders, management and board members. Each of these entities holds a pivotal
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role in shaping organizational performance (Hussain et al., 2018), with shareholders providing

capital for investment projects, management overseeing day-to-day operations, and the board
of directors exercising oversight to ensure actions align with shareholder wealth maximization
goals (Zagorchev & Gao, 2015). Hussain et al. (2018) further elucidate corporate governance as
the supervisory process aimed at enhancing organizational performance, grounded in principles
of equity, stakeholder responsibility, operational transparency, and decision-making autonomy.
In the context of this study, corporate governance is construed as the institutional frameworks

and procedural mechanisms governing the direction and oversight of a company.

There are many determinants of corporate governance. The term determi enotes a pivotal
factor or variable that exercises a substantial influence upon the outco anoWger variable. In
the realm of corporate governance, a multifaceted interplay nts shapes the
operational landscape of organizations. These determinants composition of the
board of directors, corporate leadership dynamics, organi ural configurations, the
strategic management process, and the prevailing orgagi %@t ture, among other factors (
Clacher et al., 2008). A body of scholarly researc ely explored the ramifications of
the board of directors' structure on organi ance with focal areas of inquiry
spanning board size, the presence of ex ctors, directors' equity holdings, their
backgrounds and experiences, CE‘ al duality, board power dynamics, and various
009).

uthors posit that the heterogeneous outcomes are

board attributes (Finkelstein e wever, the findings stemming from these studies

have yielded diverse oujc
attributable to myria, ariables and processes interposed between boards and
performance mefrics, etRpra of contingent factors that may modulate the relationship
between boar d %fo mance outcomes, as well as a confluence of diverse influences
impinging ny performance, precluding the emergence of a singularly robust direct

association.

Existing research evidence underscores the pivotal role played by the structural dimensions of
the board of directors, corporate leadership dynamics, organizational structural configurations,
the strategic management process, and the prevailing organizational culture in shaping the
landscape of corporate governance. Numerous empirical investigations have been undertaken
in these domains illuminating their significance in the organizational environment. For
instance, a study conducted by Chai et al. (2017) in Malaysia examined the impact of various

determinants of corporate governance on organizational performance. The findings

10
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underscored the influence of audit quality, board independence, and CEO duality on

organizational performance. Notably, the presence of a diverse cadre of independent non-
executive directors on the board was found to engender decision-making diversity, thereby

enhancing organizational performance.

The current study examined the nexus between corporate governance and organizational
performance within the context of companies listed on the NSE. Core components or
determinants of corporate governance under examination were corporate leadership dynamics,

organizational structural configurations, the strategic management process, and the prevailing

organizational culture. In addition, the interplay between corpor vernance and
organizational performance was subjected to moderation by organd@@ionalgactors of the
company’s size and age, deemed crucial yet relatively under-e th arranting their

inclusion in the study.

1.1.1.1 Corporate Leadership
Corporate leadership epitomizes the orchestration gh human capital to realize

organizational objectives. The realization of 1 atcgic goals, as articulated during the
strategic management process, hinges sggn pon effective leadership within an
organization (Davis et al., 2018). ers rves as the conduit for articulating and

&1 mission statements amongst its workforce,

ce outcomes. Within this context, various leadership

disseminating the organization's

constituting a direct conduit t
styles may be deployed
al., 2017). Effective

situational exigencies to optimize outcomes (Visser et
eavors to galvanize the workforce towards the attainment of
organizational nversely, ineffective leadership poses formidable barriers
hindering '0@ goal achievement. The mantle of corporate leadership primarily
resides with ard of directors, tasked with steering major policy decisions such as the
appointment and termination of the CEO and other senior executives (Finkelstein et al., 2009).
Consequently, the board assumes a pivotal role in preserving the organizational focus on
operational imperatives. Within the ambit of this study, corporate leadership encompasses
facets such as effective communication, shared vision articulation, directional coherence, as

well as coaching and mentorship initiatives.

1.1.1.2 Organizational Structure
The organizational structure of a company refers to the framework that outlines how activities

are directed in order to achieve the goals of the organization. It determines the flow of

11
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information, roles, responsibilities, and authority within company (Robbins et al., 2017). Italso

delineates the allocation of power and responsibilities within an organization's hierarchical
framework, constituting a network of roles and relationships (Clauf3, 2017). Organizational

structures can influence how companies operate and their ability to achieve objectives.

Organizational structures play a pivotal role in elucidating employee roles, responsibilities, and
hierarchical positions, thereby facilitating organizational coherence. Moreover, organizational
structures influence the flow of information across different organizational levels and
functional domains. Typologies of organizational structures encompass hierarchical, matrix,

6). Within the

horizontal/flat, divisional, and hybrid organizational structures (Kong

context of corporate governance, organizational structures d te roles and
0

%Sa
study, organizational structure encompasses dimensi eporting relationships,
communication channels, formalization and centraligati

1.1.2.3 Strategic Management Process %\

responsibilities of the management team, shareholders, and th yectors, thereby

serving as a cornerstone of governance frameworks (Narang 1., 2016). In this

Strategic management encapsulates the long-term organizational blueprints,

typically orchestrated at the upper ec SO izational hierarchy (Wheelen et al., 2017).
A cogent strategy constitutes a &: for organizational success, underpinning the
operational efficacy of an org#Qizalion Jl'he strategic management process unfolds across four
cardinal stages, nam ental analysis, strategy formulation, strategy
implementation, and ation and control. Environmental analysis encompasses the
investigation oth \@kterhal and internal environmental factors, discerning viable

opportuniti

& Brocke, 2

Qhreats, alongside identifying organizational competencies (Rosemann
trategy formulation stages involve the delineation of organizational vision
and mission statements, coupled with a SWOT analysis to discern organizational strengths,
weaknesses, opportunities, and threats. Subsequent stages entail the execution of formulated
strategies to achieve organizational goals and objectives (Ansoff et al., 2019). Evaluation and
control mechanisms serve to validate whether strategy performance aligns with preconceived
plans (Thompson et al., 2015). In this study, the strategic management process encompasses

environmental analysis, strategy formulation, strategy implementation, and strategy evaluation.

12
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1.1.2.4 Organizational Culture

Organizational culture epitomizes a tapestry of shared values and belief systems that coalesce
organizational members into a cohesive unit (Robbins & Judge, 2011). Organization culture
exerts a profound influence on employee behavior and, by extension, organizational
performance. It manifests as a system of shared meanings, beliefs, ideologies, values, symbols,
language, rituals, assumptions, and myths that evolve over time, steering and coordinating

member behavior (Bhuiyan et al., 2020).

A robust organizational culture fosters a collective sense of identity amongst employees,

galvanizing concerted efforts towards the attainment of organizational tives. Notably,

organizational culture shapes inter-employee interactions and exte gagd@aents thereby
significantly impacting organizational performance (Jiang et ithin this study,
organizational culture encompasses dimensions such as tea erence to a code of

conduct, adaptability, and the embodiment of core valu

1.1.2 Organizational Performance
Silitonga and Widodo (2017) aver that organt ance is the degree to which an

organization's activities are carried out in§@r t an organization's objectives, goals,

purpose and vision. It is the work by iduals or groups of individuals inside an

organization in line with their au hc&r ty in order to achieve the relevant organization's
objectives legitimately, witho the law, and in accordance with established morals
and ethics. It depicts the efforts to achieve objectives which are impacted by the
organization's resou ors assert that performance is a criterion that may be used to

evaluate the tive f groups and individuals. Appearance, demonstration, or

accomplis @mon translations of the term performance. The term performance
comes from ases, work performance or real performance, both of which relate to the
actual performance or achievement that must be attained. A set of actions connected to an
organization's or organizational unit's goals is referred to as performance. According to
Silitonga and Widodo (2017), to better comprehend the elements that might impact an
organization's performance, the resources could be physical, such as human resources, or non-
physical, such as legislation, information, and policies. The concept of organizational
performance also shows that every organization provides services and/or goods to the public
and that performance can be measured by looking at existing performance indicators to see if

the organization is doing a good job and whether or not the established goals have been met.

13
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The concept of organizational performance has garnered substantial attention within the

domain of strategic management research, primarily serving as a dependent variable in
evaluating the aggregate impact of various strategic endeavors undertaken by organizations
(Taouab & Issor, 2019). McCahery et al. (2016) expounds upon organizational performance as
a metric delineating how an organization's management effectively deploys available resources
over a specified temporal span to generate value for shareholders. Hussain et al. (2018)
characterize organizational performance as the culminating outcome of all operational
activities and procedural workflows within an organization. Taouab and Issor (2019) articulate

organizational performance as the latent capacity and adeptness of aforganization in

judiciously harnessing existing resources to accomplish predetermin es consonant

with the organizational agenda, mindful of their relevance to stak

The trajectory of organizational evolution and progression to ment of predefined

objectives is invariably contingent upon performance ereby underscoring its
pivotal significance in organizational endeavors, al quest for efficacy and
efficiency (Buallay et al., 2017). Nonetheless, th onsensus regarding performance
metrics, dimensional constructs, and pre al demarcations has engendered
scholarly discourse, instigating deliberation nstituents of organizational performance
and optimal methodologies for its owever, Arora and Sharma (2016) contend
that organizational performa sess can be methodically structured around seven
cardinal domains: financja novation, efficiency, customer satisfaction, quality,

productivity, and effe

An organizatiopgas def@agat®d by Stevenson and Waite (2011), embodies a collection of

individuals e Vhared purpose, often directed towards commercial pursuits. Setting
forth predefi IS"and objectives for delineated temporal intervals serves as a navigational
compass guiding day-to-day operations towards the realization of envisioned future states,
whether on a monthly, quarterly, or annual basis. Subsequently, at the culmination of the
stipulated period, organizations gauge actual performance in relation to the envisaged
benchmarks through the prism of business performance metrics. Business Performance
Measurement (BPM) denotes the managerial and analytical apparatus deployed by

organizational management to assess performance in relation to the predetermined benchmarks

(Team, 2016).
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Corporate performance measurement, encapsulating the confluence of information gathering,

analysis, and reporting pertinent to organizational performance, assumes multifaceted forms,
often manifesting as Key Performance Indicators (KPIs). KPIs, quantifiable indices, serve as
barometers elucidating the organization's efficacy in realizing critical business objectives.
Selection of KPIs is contingent upon organizational objectives and may encompass diverse
metrics encompassing revenue, gross profit margin, net profit, return on assets, return on
equity, market share, stock prices, and the Balanced Scorecard (BSC) paradigm. The BSC,
conceived by Kaplan and Norton (1992), epitomizes a management framework delineating and

aligning organizational vision and strategy across four essential dimensions: @nancial, learning

and growth, customer, and internal processes. Integral to its efficacy aéhe lgamation of
financial and non-financial metrics to instantiate a results-orie ment paradigm,
underpinned by causal linkages and strategic mappings inter-component
interdependencies. Widely embraced across diverse ypologies, the BSC
emerges as a potent enabler fostering strategic alignipe gendering organizational

and human performance augmentation (Cano et

Central to the BSC paradigm is its role in o amless alignment of organizational

resources: human, informational and or al capital with overarching strategic
imperatives (Chen et al., 2011). Ga‘ 1. (2020) expound upon the BSC as an integrated
met

framework harnessing perfor o delineate and support organizational strategy

throughout the hierarchical 1t within the BSC framework is the imperative for top

management to trans peratives into discernible performance metrics amenable
to employee comprehe influence for enhanced performance outcomes.

The nexus b cqorpofate governance and organizational performance finds resonance
within the good governance principles, encapsulating compliance with legal
obligations, saf@@¥arding shareholder interests against malfeasance, and fortifying internal
control frameworks to forestall business exigencies (Ahmed & Shafiq, 2014). Conversely,
deficient governance structures proffer fertile grounds for managerial self-aggrandizement,
thereby precipitating conflicts of interest deleterious to organizational performance (Agrawal
& Cooper, 2016). The literature on corporate governance's impact on organizational
performance presents a dichotomous panorama, with some studies positing a positive
correlation (Delima & Ragel, 2017; Todorovic, 2013), while others elucidate a negative
relationship (Okoth & Litunya, 2019). The divergence underscores the cardinal interplay

between governance mechanisms and organizational performance, wherein effective
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governance fosters transparency and accountability, thereby bolstering investor confidence and

organizational resilience.

1.1.3 Organizational Factors.

Organizational factors are attributes or characteristics of an organization that influence its
behavior, structure, and processes. Age and size are key attributes that shape the way a
company operates and adapts to its environment. The age of a company often affects its culture,
structure, and strategy (Cameron & Quinn, 2006). Older organizations might have more
established routines, a stronger culture, and potentially more rigid structures. Younger

organizations might be more flexible, innovative, and less bureaucratic.

e of a company
can influence how it responds to change and how it manages intern ess ervan et al.
(2017) argued that age has an inverse relationship with financial &

The size of a company affects its complexity, decision-m, 0 s, and the degree of
formalization in its operation (Daft, 2015). Larger c S have more formalized
structures and processes while smaller companies gile and less formal. The size
of an organization influences its resources, cl¥ and overall strategic approach.

According to Hung et al. (2021), the size o s an effect on performance. The larger

the company in terms of branch netw nd ee base, the greater is its ability to perform
in financial terms. This view is cm& ith Doucoure’ and Diagne ( 2020) who observed
that size and age are key organ 1 factors that inform financial performance of a company.
Wachinga (2016) note 0 zational factors have a positive relationship with

performance of a co )

From the fore discuS§ion, it is evident that organizational factors are multi-dimensional in

nature and in &e on performance of companies provides contradictory results. This
study used fir e and age as moderating factors in the relationship between corporate
governance and organizational performance as they were considered to be critical influencing
factors. In addition, in listing of companies at NSE, their size and age are major considerations.
A company may want to grow in order to boost performance and compete in the market and
firm size is a significant element in determining a company’s profitability. On the other hand,
older companies have a stable capital structure as well as more resources and social experiences
and are therefore able to devote more resources to research and development activities thereby

improving their competitiveness and value (Liu, 2020).
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1.1.4 Legal and Regulatory Framework

Legal and regulatory framework plays a crucial role in the study of corporate governance and
organizational performance in various ways. The framework establishes rules that companies
must adhere to in terms of governance practices. These rules often include requirements for
accountability, transparency and the protection of stakeholders' interests. Studying corporate
governance involves understanding how companies comply with these rules, and the
implications of non-compliance. A legal framework defines the roles, responsibilities, and
rights of various stakeholders within a company, including shareholders, board members,

executives, employees, and other relevant parties. Understanding a le framework is

therefore essential for analyzing how power and decision-making r1 e distributed

N

creates bodies which enforce compliance with governa

investigations, and penalties for violations. The e these enforcement
mechanisms influences corporate behavior and, cogs ganizational performance.
Legal and regulatory framework therefore re 0 corporate governance and

rrent study. In addition, Nairobi

within organizations, which directly impacts their performanc tory framework

ough monitoring,

organizational performance, the variables

Securities Exchange, which is the context 0 is created and regulated by a legal and a

regulatory framework and therefore\ s néeessary to delve into the same.

In essence, a legal and regula mewO™ can shape corporate behavior by incentivizing or
mandating certain goverpa s. For example, laws requiring independent board
oversight or disclosur formation can influence how companies operate and make
decisions. In a r@Pust legal and regulatory framework can enhance investor
confidence b iding asSurances of fairness, transparency, and protection of their interests.
Investor co crucial for attracting investment and maintaining a stable financial
environment, ultimately contributes to organizational performance. As a consequence, a
background of the legal and regulatory framework becomes integral to the study of corporate
governance and organizational performance as it establishes the rules, expectations, and
enforcement mechanisms that govern corporate behavior and influence outcomes. In this study,
it was imperative that the interplay between a limited liability company, its shareholders, the
board of directors, the other stakeholders, and the need for good corporate governance practices

was highlighted.
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At a global level, legal and regulatory changes have been made in an effort to safeguard

companies from failures arising from poor corporate governance practices. A significant
legislation in the US in this respect, is the Sarbanes-Oxley Act of 2002 (Sarbanes-Oxley Act,
2002). The need to tighten legislation in the US was partly due to the failure of Enron and
Worldcom, two US corporate giants. The Act led to amendments of the Securities Act of 1933,
Securities Exchange Act of 1934, Investment Advisors Act of 1940 and Retirement Income
Security Act of 1974, among others. The US Congress passed the Sarbanes-Oxley Act to
address the loss of confidence in financial reporting and corporate ethics (Ferrell, et al., 2015).

The purpose of the Act was to review legislative audit requirements and to
)
2000). A limited liability company is a legal entity w pp 1s separated from the
management team (ClauB3, 2017). The shareholdersq ifrcsources in a company and
etings. On the other hand, the

exercise their voting rights during the annual
management team is responsible for daily g ompany to ensure that the wealth of
shareholders (the funds and resources inves ed in the most efficient and optimal way

so as to generate value. The mana

tect investors by

improving the accuracy and reliability of corporate disclosures.

The legal and regulatory framework for companies in Kenya is ainly under the

Companies Act (Companies Act, 2015) and The Capital Mar apital Markets Act,

s on behalf of shareholders which introduces the
principal agency relationship 7). Without an efficient system to monitor the
affairs and operations of the , the team may be motivated to satisfy their personal
goals at the expense the shareholders. This results into a conflict of interest
which is best deglt wi ing a board of directors (Kono, 2016). The board of directors
helps in regul nd mofiitoring the activities, decisions and operations of the management

team to ens la¥ger strive to maximize the wealth of shareholders.

There are two broad types of directors, executive and non-executive directors. The underlying
difference is, unlike the executive directors, non-executive directors are not involved in the
daily operations and activities of a company. In order to effectively carry out their duties, the
boards of directors of many companies appoint board committees with proper constitution of
members. The directors of a company carry out several duties including institution of
succession plans with regard to senior and key personnel including the CEO of a company
(Molnar, 2017). In Kenya, the directors are appointed at an annual general meeting (AGM) of a

company in accordance with the Companies Act, 2015. An external auditor and a nominating
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committee may also be appointed during the same meeting. An external auditor is the

shareholders’ watchdog appointed under the Act. A nominating committee evaluates the board
members, and examines the skills and characteristics needed in board candidates. The external
auditor and the nominating committee are appointed so as to enhance the corporate governance
of a company. In order to safeguard the interests of the company, the scope of the directors’
responsibilities is expanded to include the directors’ responsibilities statement which forms
part of the respective financial statements under Section 636(1) of the Companies Act 2015.

The statement accompanies the audited financial statements of the respective company for an

accounting period.

A director of a company, in order to promote the success of a com in as@grdance with

Section 143(1) of the Companies Act 2015, should have regar foN@ying: long term
S

consequences of any decision of the directors; the interests of the company;

the need to foster the company’s business relationships customers and others;
the influence of the operations of the company on y and the environment; the
desirability of the company to maintain a reputati 1 andards of business conduct; and
the need to act fairly among the director; ers of the company. The board of
directors is ultimately responsible for the ac ecisions of a company. However, senior

management performs an importan vernance by providing the day-to-day leadership.

The Capital Markets Authorit ) guidelines on corporate governance practices by public

listed companies (Capit ority, 2002) have generally taken a non-prescriptive

approach in dealing governance. In paragraph 2.1 of the guidelines, the board of

audit and a ting committee. In paragraph 3.1.3(i1) of the guidelines, the recommended

best practice in the appointment and qualifications of directors requires the nominating
committee to “consider only persons of calibre, credibility and who have the necessary skills
and expertise on issues that are necessary to promote the company’s objectives and
performance in its area of business”. On the question of adequacy of numbers of non-executive
directors on the board, the recommendation given in paragraph 3.1.2(ii) of the guidelines is
that, “The independent and non-executive directors should form at least one third of the

membership of the board”. An independent director has more restrictions on the involvement

in the administrative or managerial operations of the company than an ordinary non-executive
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director. The independent and non-executive directors should oversee the senior management

who include the CEO and the other executive directors. Consequently, the board plays an
important role in the affairs of a company. The guidelines are supported by the Sixth Chapter of
the Constitution of Kenya 2010, on leadership and integrity for state officers. The Chapter deals
with the responsibilities of leadership and the conduct of state officers. It advances ethical
leadership which is crucial for the success of the Kenyan government structures as it entails
leading by example and setting high standards of honesty and integrity ( John, 2022). The same

could be said of company structures.

The history of concern over corporate governance practices in Kenya dat k to 1999 when
the principles of corporate governance were first authored by the e r Corporate
Governance Trust (Private Sector Initiative for Corporate Gove . Subsequent to
Committee of the

this, the Public Service Commission and the State Corporaj
Kenyan government issued a code for governance f ations (Public Service
€

Commission & State Corporations Advisory Commi % e code was issued in order
ara ole of good governance, is also
rnance practices for public listed

i ). The guidelines were followed by the

e practices for issuers of securities to the public

to entrench good corporate governance in p

recognized in the CMA guidelines to

companies in Kenya (Capital Markets Auth
issuance of the code of corporate ‘

(Capital Markets Authority code sets out the principles and specific

recommendations on the st processes which companies should adopt in making

good corporate gove ral part of their business dealings and culture. .Jacoby

the CMA was in 'gsu g a code to guide NSE listed companies on corporate governance

practices.

There is anecdofal evidence that over time, companies have increasingly become important
vehicles for pooling resources for investment. Consequently, the relationship between
companies and investors has become a major centre of economic interest. A company is an
entity made up of persons, natural or legal, or a mixture of both, formed for carrying on
commercial activities. The owners, the shareholders, who form a new company or buy into an
existing company have a common purpose. They unite in order to focus their various talents and
organize their collectively available skills or resources to achieve specific corporate objectives.

Companies are created under law as separate legal entities from the shareholders. In Kenya,
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under the Companies Act 2015, companies may trade as private or public limited companies. A

private limited company limits the number of members or shareholders to fifty. A public
limited company has normally a large number of shareholders and may offer shares to the
general public, for example on a securities exchange. Companies provide a critical medium for
investment in the world. This is exceptionally important where companies are listed on a

securities exchange.

The CMA expects good corporate governance practices by the companies that are listed at the

NSE. However, the key concern facing some of the listed companies at the NSE is the financial

distress witnessed in the past that could be attributed to weak c

ncia
C

Athi River Mining

te governance
mechanisms. Examples of listed companies at NSE currently facin allenges, in
addition to Mumias Sugar Company PLC, Kenya Airways PL 1 Supermarkets
PLC, are East African Portland Cement Company PLC (Ngo
Company PLC (Mwaniki, 2022). Yermack (2017) attri nizational performance

to weak corporate governance mechanisms and stru anies. Mandala et al. (2017)

L ¥
th fraud related cases that have led
en attributed to the members of the

at has raised the question on the ability

nagement of those companies. Strong corporate

are of the same opinion as they hold the view
to the failure of major world and local co
boards of directors and senior management,
of members of the boards to moni
governance practices in the li ompa at the NSE should increase investor confidence
and spur trading at the segu ge. Poor corporate governance practices may lead to
under- performing co nsequence of which is to undermine investor confidence

and the ultimate reduc tivities at the securities exchange.

1.1.5 Liste v at Nairobi Securities Exchange

The history of trading in shares in Kenya dates back to 1920s when the country was still a
British colony (NSE, 2020). The first stock exchange was floated in 1922 at the Exchange Bar
within Stanley Hotel in Nairobi. However, at the time, the stock market had not been formalized
as no rules and regulations had been put in place. In 1949, Francis Drummond & Co Ltd was
set up as the first stock brokerage company in East Africa. The efforts of the company
culminated into formation of Nairobi Stock Exchange Ltd in July 1953. However, it was in
1954 that the exchange became functional as a voluntary association of registered stockbrokers

under the Societies Act. In July 2011, the stock exchange changed its name to become the

Nairobi Securities Exchange PLC.

21



St. Paul’s University Repository
NSE is a market where securities are transacted and has grown and expanded across other

countries in East Africa through cross-listing of securities. NSE facilitates listing of local and
other regional companies so that they are able to access sources of funds including equities and
bonds. By facilitating the transaction in securities, NSE helps companies to raise finances used
to fund their projects. NSE is recognized as one of the enablers under the Economic Pillar of the
Kenya Vision 2030 Blueprint. Consequently, the government of Kenya has undertaken to
enhance the role of NSE in the country’s growth of capital markets (State Department for
Planning, 2007). As at 30" June, 2022, there were 62 companies listed on NSE, including two

cross-listed from Uganda and Rwanda.

The listed companies and the stockbrokers at the NSE are guided by the regulations of the
Capital Markets Authority (CMA). The CMA is responsible for regulation including licensing
of the capital market intermediaries and safeguarding the interests of shareholders. On the
other hand, the NSE monitors the securities market to ensure that it works efficiently, fairly and
transparently (Katambani, 2014). Over the years, NSE has raised reporting requirements for
companies listed at the securities exchange; for example, the publication of periodic financial
reports. In November 2021, NSE issued a guidance manual on Environmental, Social and
Governance (ESG) reporting by listed companies (NSE, 2021). The guidance assists listed
companies to address the shift in the assessment of corporate performance to a more holistic
view on both financial and non-financial performance. This helps companies to be more
accountable for their impacts while increasing their competitiveness in the global marketplace.
Embedding ESG into organizational strategy, operations and performance management is
expected to generate significance value to stakeholders and build organizational resilience.
Thus, NSE exercises some control on the management of listed companies to ensure that
incidences of malpractices are minimized and to strengthen their corporate governance

practices.

NSE is a major player in the economy of Kenya. Its market capitalization as at 19" October,
2021 was Kshs.2.7 trillion (Market Snapshot - Nairobi Securities Exchange, NSE, 19" October,
2021) which was 31% of country’s 2020 GDP estimated at Kshs.8.7 trillion (CBK, 2020) and
75% of the 2021/22 of the annual government budget estimated at Kshs.3.6 trillion
(Parliamentary Budget Office, Kenya, 2021). The activities at the NSE are mainly dependent
on the performance of the individual companies that are listed at the securities exchange.

Current and potential investors at the exchange and other stakeholders have therefore an
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interest on how the companies are governed. Companies that are listed on securities exchanges

play an important role in the growth of an economy by facilitating investment. The companies
that are listed at NSE cut across major sectors of the economy including financial,
telecommunication, manufacturing, energy and petroleum that largely support employment in
Kenya (NSE, 2020). A securities exchange is critical for an economy as it marshals capital for

investments from a wide range of investors.

The performance of companies listed at a securities exchange is of great concern to investors.
As per the CMA, pursuant to the Fifth Schedule to the Capital Markets (Securities) (Public
Offers, Listing and Disclosures) Regulations, 2002, listed companies at the NSE must issue a
profit warning beforehand, if they expect that their full year earnings after tax are projected to
drop by at least twenty-five (25) percent. The profit warning is meant to give existing and
prospective shareholders a guide to a company’s performance. An article in the Business Daily
of 1st April, 2019 reported that fifteen companies listed at the NSE issued profit alerts in the
nine month period July 2018 to March 2019 (Business Daily, 2019). During the same time, the
profits of the companies dropped by Kshs.14 billion. The article attributed the reduction in
profitability to a tough economic environment and corporate governance malpractices. The
consequence of the reduction in the profits by the companies had an effect on the value of the
respective shares. At the same time, issuance of profit warnings can lead to instability at the
NSE, the consequence of which is erosion of investor confidence. Perhaps that may partly
explain why there were very few Initial Public Offers (IPOs) at NSE in the five year period to
2019 (“Kenya Needs Privatization to Spark Wave of IPOs,” 2019).

Mwaniki (2022)gtated n;rly 97 per cent of the equities accounts used for trading at NSE

were dorm @ period of two years to February 2022. Mwaniki (2022) opined that

this may ha e to apathy among retail investors who entered the market during the
2000 IPO’s boom. PricewaterhouseCoopers, a business advisory firm, reported that, of the
African countries, Kenya recorded the worst performance in IPOs in the six year period to the
beginning of 2022 (Mwenda, 2022), the last Kenya’s PO having taken place in 2015 (Amboko,
2022). NSE had the second lowest returns to investors among its African peers during the half
year to 30™ June, 2022 (Mwaniki, 2022¢). In addition, Morgan Stanley Capital International
(MSCI) Index ranked the exchange as the worst performing bourse in Africa in dollar returns

during the first nine months of 2023 (Mwaniki, 2023). The decline of activities at the NSE is

partly a reflection of poor performance of the listed companies at the securities exchange.
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1.2 Statement of the Problem

Corporate governance has garnered significant attention in contemporary discourse due to its
critical role in shaping organizational outcomes. In light of escalating concerns surrounding
global and local corporate failures, the NSE serves as a crucial context for examining the
intricate interplay between corporate governance frameworks and organizational performance.
While extant literature offers insights into broader corporate governance paradigms, a
noticeable deficiency exists in scholarly investigations, specifically addressing the impact of

corporate governance on the performance dynamics of NSE-listed companies. This deficiency
underscored the necessity for a meticulous evaluation into the precise 4 t of corporate
governance mechanisms on organizational performance metrics, th infOMing strategic
interventions to mitigate risks associated with inadequate gove@

In response to the escalating concerns surrounding glob rporate failures, the
significance of corporate governance has reached evels. At global level,
failures of Enron, Worldcom, Parmalat and Sat , blue chip companies, got
international attention. At the local level the vency of local entities, notably,
Kenya Airways PLC, Uchumi Supermark: mias Sugar Company PLC, alongside
financial institutions such as Imperia k ase Bank, underscores the urgent need for
enhanced corporate governance & The collapse of Imperial Bank, put under
receivership by the Central enya (CBK), was attributed to unfavorable business
conditions, while Chas similar consequences due to questionable banking
practices, including ecured loans to directors, elucidated by Wawerti (2021), as
indicative of pogagoverf@ance’practices. Furthermore, the distressing financial predicament of
Nakumatt I'@ited, a major Kenyan retailer, highlights the detrimental impact of
inadequate 1 agement on corporate stability (Cytonn Investments, 2016). In 2016, a
noteworthy 13% of companies listed on the NSE encountered severe corporate governance
issues, leading to adverse consequences such as financial losses for investors, unemployment,

failure to meet financial obligations, and a deleterious effect on Kenya's GDP.

Corporate governance, as evident in the 2021 Capital Markets Authority (CMA) report,
underscores the pivotal role of robust corporate governance practices in enhancing operational
efficiency and strategic accomplishment for listed companies at the NSE (Capital Markets
Authority, 2021). Nevertheless, the weighted average score reported by the 49 assessed

companies was deemed 'good', with a caveat that certain companies were excluded from the
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assessment prompting the CMA to contemplate disciplinary measures against recurrent

violators of reporting requirements. The repercussions of underperformance by listed
companies extend beyond immediate financial losses to encompass broader societal and
economic ramifications. The imperative to rectify corporate governance deficiencies becomes
evident as financially distressed companies grapple with meeting their obligations, constrained

by limited cash flows and creditor pressures.

The nexus between corporate governance and organizational performance has been a

contentious subject in academic discourse (Allen, 2017; Finkelstein et al., 2009; Lang, 2003;

Ngulumbu & Aduda, 2016). Disparities persist in reconciling divergent ectives on this
relationship, thereby necessitating a more granular examination, olarlY@ainquiries by
Quttainah et al. (2017), Manduku (2017), Apollo et al. (2018), N . (2018), Njiru
and Nyamute (2018), Lung’atso and Otuya (2019), and %}d% e addressed facets

governance within varied contexts, contributin v body of knowledge. However, a

of corporate governance, albeit with distinct focus and ontexts, contributing to

the overall body of knowledge. Scholarly inquisg ressed facets of corporate
definitive examination of the impact of co nce on the performance metrics of

NSE-listed companies remains scarce.

Notable research gaps exist in co e research specifically evaluating the impact of

corporate governance on the ance of companies listed at the NSE. Despite extensive

research on the NSE fo d composition and financial performance, there is a
notable lack of studi ¢ Balanced Scorecard (BSC) for performance evaluation.

y adopting the BSC framework, which integrates financial and

non-financi ovo provide a more comprehensive view of organizational performance.

Addressing eftified research gap was imperative not only for enhancing the
understanding of corporate governance dynamics but also for formulating effective strategies to
reverse the declining performance trend observed among some of the NSE-listed companies.
This study sought to fill this research gap by establishing definitive links between corporate
governance practices and the performance metrics of NSE-listed companies. Recognizing the
multifaceted nature of organizational issues, this research took cognizance of the moderating
influence of company size and age on the relationship between corporate governance and

organizational performance, aligning with recent scholarly insights that advocate for a detailed

understanding of these complexities (Liu, 2020).
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1.3 Research Objectives

The study was guided by the general as well as specific objectives.

1.3.1 General Objective

The general objective of the study was to evaluate the effect of corporate governance on
organizational performance of listed companies at Nairobi Securities Exchange, Kenya.

1.3.2 Specific Objectives

The specific objectives of the study were:

i.  To assess the effect of corporate leadership on organizational perfgrmance of listed

companies at Nairobi Securities Exchange in Kenya.
ii.  To evaluate the effect of organizational structure on orgags al pS#formance of

listed companies at Nairobi Securities Exchange in Keny

%&Zaﬁonal performance

tional performance of listed

iii.  To evaluate the effect of strategic management pro
of listed companies at Nairobi Securities Exch
iv.  To assess the effect of organizational cult
companies at Nairobi Securities Exch
v.  To evaluate the moderating effect al factors on the relationship between

corporate governance and orgamazati rformance of listed companies at Nairobi

Securities Exchange in Keny
1.4 Study Hypotheses %\
The study tested the wotheses:-

Hy:: Corpor. er&ip as no significant effect on organizational performance of listed
com

t Nirobi Securities Exchange in Kenya.

Hy.: Organizational structure has no significant effect on organizational performance of listed

companies at Nairobi Securities Exchange in Kenya.

Hiy;: Strategic management process has no significant effect on organizational performance of

listed companies at Nairobi Securities Exchange in Kenya.

Hos: Organizational culture has no significant effect on organizational performance of listed

companies at Nairobi Securities Exchange in Kenya.
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Hys: Organizational factors have no significant moderating effect on the relationship between

corporate governance and organizational performance of listed companies at Nairobi

Securities Exchange in Kenya.

1.5 Scope of the Study

The study investigated four key determinants or components of corporate governance and their
effect on organizational performance of companies that are listed at NSE. It specifically
focused on the effect of corporate leadership, organizational structure, strategic management

process and organizational culture on organizational performance of the cgmpanies that are

listed at the NSE. It also assessed the moderating effect of organizat4 factors on the

relationship between corporate governance and organizational per study was

done on the 60 companies listed on the NSE as at 30" June, 202 nies are spread

over the following sectors: agricultural, automobiles and acc S,

services, construction and allied, energy and petro i e, Investment services,

investments, manufacturing and allied, and t i€ion and technology. The

respondents were the chairpersons of the co“ boaPds of directors. The study used
a

primary data that was collected using questionnaires which had both closed and open-ended

questions. In addition, secondary dg“}mm the repositories of the respective

ing, commercial and

companies was used. \

1.6 Significance of the Stu \

The primary focus of't the performance of the companies that were listed at the
NSE as at 30" June, study is important to the stakeholders of the listed companies at

the securities ange sie it gives findings on the considerations that should be made in

order for t % to improve on corporate performance. The stakeholders include
current and pot 1 shareholders of the companies, boards of directors, employees, customers,
creditors and the general public. The study should also have significant importance to
regulatory bodies including the Nairobi Securities Exchange (NSE), the Capital Markets
Authority (CMA) and the Registrar of Companies’ Office since the institutions are charged
with the responsibility of formulating the law, rules and regulations that govern the operations

and functioning of the companies listed at the NSE.

The other stakeholders who would be interested with the study include the Institute of
Corporate Governance of Kenya (ICGK), the Institute of Certified Secretaries (ICS) and the
Institute of Certified Public Accountants of Kenya (ICPAK). ICGK was established to
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propagate, promote, deepen and entrench corporate governance principles and practices of

accountability, transparency, integrity, responsibility and excellence in both public and private
organizations. The objective of the institute is to enhance board effectiveness and promote
excellence in sustainability-driven governance by strengthening directors’ professionalism
(Trustees (Perpetual Succession) Act, 1981). ICS is dedicated to the promotion, growth,
development and regulation of governance in Kenya (Certified Public Secretaries Act, 1988)
while ICPAK develops and promotes internationally recognised accountancy that upholds
public interest through effective regulation, research and innovation (Accountants Act No.15

0f 2008, 2008).

The members of Parliament of Kenya should also have an interest i cu study. The
Parliamentarians have the responsibility of formulating and cp@siNg le3@b and regulatory
framework of companies in Kenya. For the academia, this s to the growth of

literature on corporate governance and company perfo mpanies that are listed

at NSE have registered poor corporate governance 1 W%@
This study therefore plays a key role in informi r course on appropriate corporate
governance practices for better company p

1.7 Justification of the Study

rganizational performance.

A number of the companies that gare [1Ste e NSE have faced challenges over the years with
regard to their performanc nies include the National Bank of Kenya Limited
(delisted from NSE in N 1), Uchumi Supermarkets PLC and Kenya Airways PLC
(Business Daily, Ap It is worth noting that listed companies at the NSE are drawn

from differen tors e economy and persistent financial losses have far reaching
implicatio %&ll growth of the Kenyan economy. Most importantly, some of these
listed com&mh as Athi River Mining Limited (Mwaniki, 2022) and East African
Portland Cement Company PLC (Ngotho, 2022), also had issues with their performance
despite hopes that they would support the realization of President Uhuru Kenyatta’s Big-Four
Agenda (Housing, Health, Agriculture and Manufacturing). Housing, in the Big-4 Agenda is,
to a large extent, pegged on performance of the cement manufacturing companies that had
issues with their performance. Thus, policy attention should focus on salvaging the

performance of the listed companies for realization of the aforementioned Agenda and

consequently contributing positively towards the growth of the Kenyan economy as a whole.
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Extant literature suggests that strong corporate governance mechanism would translate to better

performance of a company (Delima & Ragel, 2017; Todorovic, 2013). This means that better
performance of listed companies at NSE require careful consideration of their corporate
governance mechanisms. Comprehensive analysis on the link between corporate governance
and the success of NSE-listed companies has not been undertaken effectively resulting in a
research gap. This research is critical in generating evidence for establishing linkages between
corporate governance and performance of the companies listed at the NSE. This knowledge

base is pertinent in resolving issues that contribute to the declining performance of a number of

A

oriance. Corporate

the companies listed at NSE.

1.8 Limitations of the Study

This study was on corporate governance and its effect on corp
governance is a wide topic and the researcher is cogniza hat there are several
determinants or components of corporate governance. , dy limited itself to four

key corporate governance determinants; corpo, , organizational structure,
¥ The selected determinants are

% be the least researched at NSE. The

1
t NSE as at 30" June, 2022. The limitation

strategic management process and organiz

apparent to the researcher, from the extangl
study also limited itself to the 60 listedmomp
was mitigated by including all the l&

participants. \

In terms of limited acces tion, this study sought information from the chairpersons

anies in the study hence ensuring a wide range of

of the boards of dir listed companies. The researcher anticipated difficulties in

gaining access e chaifggrsons. The targeted respondents were not always willing to provide

requested 1§ a 'earing that they could be exposing their companies’ governance
practices whic 1d be misused to the detriment of the respective companies. Some of the
respondents cited victimization by their companies if they took part in the study. To overcome
this, the researcher, facilitated by the management of NSE, sent an introduction letter to each of
the respondents confirming that the information requested was to be used purely for academic

purposes.

This study employed questionnaires as a form of self-report approach, consisting of a collection
of carefully organized questions. The questionnaires included both open and close-ended
questions and participants recorded their own responses. The researcher was aware that there

was a chance that the participants could not answer all of the questions accurately. Another
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concern was that the respondents could have misinterpreted the questions. To offset this, all the

respondents received a comprehensive introduction letter outlining the study's goals. A
preliminary overview of each section assisted the respondent in comprehending each

study component.

The outbreak of COVID-19 pandemic made it difficult for physical administration of research
instruments. Additionally, the available time limited optimal data collection. This hindered the
process of data collection. To overcome this challenge, the researcher adopted mixed methods

of instrument administration as preferred by the respondents ranging from telephone

administration and emails. Some respondents were reluctant to take part i udy citing busy
schedule at work. To accommodate this, the researcher allowed resp ts ad@guate time to

fill in the questionnaire at their own free time and revert. This en t espondents had

% ules.

inffoduction of the study, covering

ample time to participate in the study without jeopardizing t
1.9 Organization of the Study
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measurement ri&ud ethical considerations. Chapter four presents research findings

& five presents the study summary, conclusions, recommendations for

summary of the literature and research gaps in a
odology, covering: overview, research design, target
procedure, validity ty of instruments, data analysis, operationalization and

and discus

consideration, ibutions of the study to knowledge and areas for further research.



CHAPTER TWO

LITERATURE REVIEW

2.1 Overview

This chapter reviews the theories that form the basis of the study. The theories are presented
under the theoretical review. The chapter also reviews empirical studies on the effects corporate
governance has on organizational performance. It critiques the existing thoughts, and analyses
research gaps on the effects that corporate governance has on organizational performance of
companies listed at the Nairobi Securities Exchange. It also presents the developed conceptual

framework.

2.2 Theoretical Literature Review

Drawing upon established theoretical foundations in corporatgsgovérnanceyand organizational
performance, agency theory, dynamic capabilities theory dipper eechelons theory, institutional
theory, Edgar Schein theory, and the balanced scoreeard model, this study constructed a
comprehensive conceptual framework. The framework delineated corporate governance as the
focal point, encapsulating independent constructs; mamelyy corporate leadership, organizational
structure, strategic management processes andjorganizational culture. Organizational
performance served as the dependent.variable, while organizational factors were the

moderating variables, elucidating,the contextual intricacies inherent to NSE-listed companies.

2.2.1 Agency Theory

The Agency Theory, fommulated by Jensen and Meckling (1976), is a prominent framework
within economics andimanagement that investigates the relationship between principals
(typically ownersjor sharecholders) and agents (typically directors, managers or employees)
within an organization. The theory espouses a granular expose of the dynamics of delegation
and control mechanisms employed by principals to mitigate the inherent conflicts of interest
arising from the divergent objectives of principals and agents. These conflicts emerge due to the
agency relationship, wherein agents, acting on behalf of principals, may pursue their own self-
interests rather than maximizing the principals' utility. Central to Agency Theory is the concept
of asymmetric information, where agents possess more information about their actions and
decisions than principals. This information asymmetry creates opportunities for agents to
engage in opportunistic behaviors, such as shirking responsibilities, pursuing personal gains, or

making suboptimal decisions, which may not align with the principals' interests.
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In the context of the current study, Agency Theory was used in providing a framework for
understanding how the alignment of interests between principals (shareholders) and agents
(management) affects organizational outcomes. Agency Theory suggests that effective
corporate leadership can mitigate agency conflicts and enhance organizational performance
(Jensen & Meckling, 1976). The implication of this theory for the current study was the framing
of the hypothetical assumption that, corporate leadership has no significant effect on
organizational performance of listed companies at Nairobi Securities Exchange in Kenya. In
addition, Agency Theory suggests that the design of organizational structures influences the
extent of agency problems (Fama & Jensen, 1983; Hillman & Dalziel, 2003).This implies that
companies with clear hierarchies, separation of ownership and costrol,“and appropriate
incentive structures are likely to perform better due to reduced agency-eosts.Lhe implication of
this theory for the current study was the framing of theghypothetical assumption that
organizational structure has no significant effect on organizational performance of listed

companies at Nairobi Securities Exchange in Kenya.

The Agency Theory further postulates that effective strat€gic. management processes can align
management actions with shareholder interests. leading to improved organizational
performance (Eisenhardt, 1989; Jensen & Meekling,"1976). This implies that companies with
robust strategic planning, implementatiofijjand evaluation processes are expected to perform
better. The implication of this theory for the'current study was the framing of the hypothetical
assumption that strategic mamageément process has no significant effect on organizational
performance of listed gempanies at Nairobi Securities Exchange in Kenya. Agency Theory also
emphasizes the role of ofganizational culture in shaping behavior and decision-making (Jensen
& Meckling, 1976). This implies that a strong ethical culture that prioritizes shareholder value
and accountability. is likely to lead to better organizational performance. The implication of this
theory for the current study was the framing of the hypothetical assumption that organizational
culture has no significant effect on organizational performance of listed companies at Nairobi

Securities Exchange in Kenya.

Agency Theory suggests that the impact of corporate governance mechanisms on
organizational performance may vary with company size. Larger companies may face more
complex agency problems, but they also have greater resources to implement effective
governance mechanisms. Therefore, company size may moderate the relationship between

corporate governance and organizational performance. Similarly, company age can moderate
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the relationship between corporate governance and organizational performance. Newly listed
companies may face different governance challenges compared to established ones (Hillman &
Dalziel, 2003; Jensen & Meckling, 1976). The implication of this theory for the current study
was the framing of the hypothetical assumption that organizational factors have no significant
moderating effect on the relationship between corporate governance and organizational

performance.

The application of Agency Theory in studying the effect of corporate governance on
organizational performance provides a robust framework for understanding the dynamics
between principals (shareholders) and agents (management teams) within an otganization. This
theory, delineates the inherent conflicts of interest that may arise whengagents, a¢ting on behalf
of principals, pursue actions divergent from the principal's interestspln'the context of corporate
governance, where shareholders entrust their resources to madagement teams, Agency Theory
illuminates the potential of conflicts of interest to arise d@ie to the separation of ownership and

management control.

Arora and Sharma (2016) expounded on the “prineipal-agent relationship in corporate
governance, highlighting shareholders asgpringipals“and the management teams as agents.
Despite the expectation that agents aetyin thelinterest of principals to maximize shareholder
wealth, conflicts of interest can leadyagentsito pursue actions for personal gain, as noted by
Hussain et al. (2018). The centfal role of the board of directors, as underscored by Abdallah and
Ismail (2017), is pivotalgin mitigating these conflicts. Eisenhardt (1989) emphasizes that
Agency Theory elucidates, the necessity for robust monitoring and control mechanisms, which
the board provides, to safeguard shareholders from management's conflicting interests. Kiel
and Nicholsen (2003)gcorroborate this stance, emphasizing the importance of establishing
adequate cheeks“and balances within corporate governance structures. The application of
Agency Theory 1n studying corporate governance underscores the importance of aligning
management actions with shareholder interests, necessitating effective monitoring and control
mechanisms. By addressing conflicts of interest and incentivizing directors appropriately,
organizations can enhance their governance structures to foster sustainable performance and

value creation.

It is crucial to acknowledge criticisms of Agency Theory. Rowe (1982) critiques its assumption
of inherent incompatibility between freedom and responsibility, suggesting limitations in its

application. Nonetheless, Agency Theory remains pertinent in understanding and addressing
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conflicts of interest within corporate governance frameworks. From a practical standpoint,
understanding the theory enables organizations to refine their corporate governance strategies
to align with shareholder interests. By recognizing the potential for conflicts of interest,
companies can implement mechanisms to monitor and incentivize directors effectively, as
suggested by the theory. This aligns with the argument put forth that directors require
appropriate incentives to ensure actions consistent with shareholder interests. Moreover, by
leveraging Agency Theory, companies can refine their internal policies to address predictors of
poor performance, thus enhancing overall organizational effectiveness. This underscores the
theory's utility in guiding governance practices to optimize organizational{performance and

shareholder value.

Agency Theory significantly shaped the research objectives of theseurrent study by providing a
robust theoretical framework to explore the relationships outlined in the ‘Specific objectives.
Regarding the first objective on corporate leadershipg the, Ageney Theory suggests that
effective corporate leadership is crucial for mitigating ‘ageney eonflicts between principals
(shareholders) and agents (management). This théory posits that strong leadership can align the
interests of management with those of the) shareholders, thus improving organizational
performance. By integrating Agency Theory, the current study was able to examine how
different leadership styles influenced thé%extent to which agency problems were minimized,
leading to enhanced performancejRegarding the second objective on organizational structure,
the Agency Theory posits thattheidesign of organizational structures can either exacerbate or
reduce agency problems. ‘Clear hierarchies, separation of ownership and control, and well-
defined roles can lead tojbettetimonitoring and control, reducing the likelihood of opportunistic
behavior by agents. This theory guided the researcher’s analysis of how various organizational

structures impaehorganizational performance.

Regarding the third objective on strategic management processes, the Agency Theory asserts
that effective strategic management processes help align management’s actions with the
interests of shareholders thereby enhancing organizational performance. The theory helped the
researcher to explore whether companies with robust strategic planning, implementation, and
evaluation processes perform better. Regarding the fourth objective on organizational culture,
the Agency Theory highlights the role of organizational culture in influencing behavior and
decision-making. A strong, ethical organizational culture that emphasizes accountability and

prioritizes shareholder value can mitigate agency conflicts. This perspective helped to shape the
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current study’s analysis of how different cultural attributes within listed companies at NSE
influence their performance. Regarding the fifth objective on the moderating effect of
organizational factors, the Agency Theory suggests that organizational factors such as
company size and age can moderate the relationship between corporate governance and
organizational performance. Larger or older companies might have more complex agency
issues but also possess more resources to implement effective governance mechanisms. This
theory provided a framework of the current study’s investigation into how these organizational
factors influence the effectiveness of governance practices and their subsequent impact on

performance.

2.2.2 Dynamic Capabilities Theory

The application of Dynamic Capabilities Theory (DCT) in the stu@dy ofithe effect of corporate
governance on organizational performance is paramount in gnderstanding how organizations
navigate complex and turbulent business environments. Déveloped by eece et al. (1997), DCT
elucidates how organizations cultivate, deploy, and safeguardthéir diverse resources in the face
of continual environmental changes. Wang and Ahmed (2007) define dynamic capabilities as
the adeptness to integrate, reconfigure, renewyand recreate capabilities and resources, thereby
gaining a competitive advantage amidst the dynamic business landscape. One pertinent aspect
of DCT is its emphasis on the contihualfadaptation of organizational capabilities to match the
evolving external and internal@environments. As highlighted by Teece et al. (1997), dynamic
capabilities encompass the acquisition and accumulation of novel capabilities and skills aimed
at orchestrating and deploying, resources efficiently. This underscores the significance of
corporate governance mechanisms in facilitating the development and deployment of dynamic

capabilities withimorganizations.

DCT posits that the value of dynamic capabilities is contingent upon their alignment with both
external and internal contextual factors (Asija & Ringov, 2021). Corporate governance, serving
as a critical internal factor, plays a pivotal role in shaping organizational strategies and
decision-making processes. By fostering transparency, accountability, and effective risk
management, corporate governance frameworks can enhance an organization's capacity to
identify and capitalize on emerging opportunities while mitigating potential threats. Further,
the evolution of DCT from the Resource-Based View (RBV) underscores its relevance in
contemporary organizational studies. While RBV provided valuable insights into the strategic

management of resources, it often overlooked the dynamic nature of the business environment
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(Priem & Butler, 2001; Teece, 2014). In contrast, DCT acknowledges the perpetual flux within
the business landscape and advocates for the continual renewal and reconfiguration of
organizational capabilities to maintain competitiveness. In essence, the application of DCT to
the study of corporate governance and organizational performance offers a holistic framework
for understanding how governance practices influence the development, deployment, and

protection of dynamic capabilities within organizations.

DCT has significantly advanced the understanding of how companies achieve competitive
advantage in dynamic environments. However, due to its complexity, measurement challenges,
context dependency, overemphasis on change, and insufficient focus on managerial decision-
making, it has received substantial criticism (Adner & Helfat, 2003;Ambrosmi,& Bowman,
2009; Eisenhardt & Martin, 2000; Wang & Ahmed, 2007; Winter, 2003).“Addressing these
issues could enhance the theory's applicability and robustnessdn guidingstrategic management
practices. By aligning governance mechanisms with strategic management processes and
organizational culture, firms can effectively navigate, tutbulent environments, enhance their
adaptive capacity, and ultimately improve performance, in‘the long run. Thus, integrating DCT
into corporate governance research provides Valuable insights into the mechanisms underlying

organizational success and resilience amidst'dynamic market conditions (Teece, 2007).

2.2.3 Upper Echelons Theory
The Upper Echelons Theory"(UET), dnitially proposed by Hambrick and Mason (1984),
provides a framework fom understanding how the backgrounds, experiences, and personal
attributes of top leadershipyinfluence strategic decision-making within organizations. This
theory suggests that the perspectives and decisions of top executives are shaped by their unique
set of experiences, valdes, personalities, and other human characteristics. As Hambrick (2018)
emphasizes, “understanding the strategists themselves is essential for comprehending
organizational strategy. Pfeffer and Davis-Blake (1986) further elaborate on the UET by
emphasizing the role of individual attributes in shaping strategic decisions and ultimately
influencing organizational performance. Key individual attributes such as values, education,
experience, tenure, age, functional background, and international exposure play pivotal roles in
shaping strategic decisions at the top leadership level. Consequently, research into corporate
governance and organizational performance often employs UET as a theoretical lens to
investigate how these personal attributes impact decision-making processes and subsequent

organizational outcomes.
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Neely et al. (2020) highlight the significance of UET in stimulating research on how executive
personalities and experiences influence perceptions, decisions, and behaviors, ultimately
affecting various corporate outcomes. This underscores the relevance of UET in exploring the
nexus between corporate leadership and organizational performance. Dhaouadi (2018)
contributes to the understanding of UET by demonstrating how demographic characteristics of
Top Management Teams (TMT), such as age and tenure, impact company performance.
Specifically, Dhaouadi's findings suggest that longer tenure among senior TMT members
correlates with greater authority and entrenched positions, influencing decision-making
processes within organizations. This insight allows researchers to apply analytical approaches
that consider demographic characteristics when examining the effects of eorpozate leadership

on organizational performance.

According to Hambrick and Mason (1984), the UET suggests that the\characteristics of top
executives, such as their demographics, experiences, values, and ‘cognitive styles, influence
decision-making and organizational outcomes. This@ssettiomsérved as a guiding principle in
framing the characteristics of top executives withim, NSE)listed companies; for example,
directors’ demographic profiles including ténure, edueation and age. Furthermore, the UET
suggests that the relationship between tophexeeutives' characteristics and organizational
outcomes may be moderated by contexti@hfactors such as company size and age. The theory
postulates that, the impact of CE@ characteristics on organizational performance may differ
between small and large companies,or between young and mature companies (Hambrick, 2007)
. This assertion gave directiomto the current study in examining how company size and age
moderate the relationships between corporate leadership, organizational structure, strategic

management process, organizational culture, and organizational performance.

UET provides“valuable insights into the influence of top executives on organizational
outcomes. However, its critiques highlight the need for a more holistic approach. The theory is
said to assume simplistic assumptions, places overemphasis on individual characteristics, and
lacks learning adaptability, and generalizability (Carpenter et al., 2004; Finkelstein et al., 2009;
Hambrick & Mason, 1984). An integrated approach is suggested as offering a more
comprehensive understanding of how executive characteristics interact with the broader
environmental and organizational elements to shape organizational performance. In the context
of studying the effect of corporate governance on organizational performance, UET offers a

valuable framework for investigating how the personal attributes, experiences, and
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backgrounds of top leadership influence strategic decisions and, consequently, organizational
outcomes. By considering the personalized interpretations of strategic circumstances by top
executives, researchers can gain deeper insights into the mechanisms through which corporate

governance practices, shape organizational performance.

2.2.4 Institutional Theory

In applying Institutional Theory to the study of the effect of corporate governance on
organizational performance, it is imperative to recognize the fundamental tenets of this
theoretical framework as elucidated by contributions by Scott (1987), Meyer and Rowan (1991)
, and Powell and DiMaggio (1991). Institutional Theory posits that organizations do not exist in
isolation but are embedded within broader social contexts that shape managerial decision-
making processes. Central to this perspective is the notion that of@anizational behavior is not
solely driven by economic imperatives but is heavily influen€ediby social norms, values, and

institutional pressures.

A key principle of Institutional Theory is the understanding that organizational actions and
structures are guided by prevailing institutionaldegi€s, Which represent collectively held beliefs
and activity patterns within a given social gentext (Greve & Argote, 2015). These institutional
logics serve as normative frameworks thats inform managerial decision-making and
organizational practices. Therefore, in the ¢ontext of studying corporate governance and its
impact on organizational perfoxmance, Institutional Theory provides a lens through which
governance mechanismsgare shaped by broader institutional forces and how they, in turn,
influence organizatiefial‘outeomes. Moreover, Institutional Theory highlights the importance
of recognizing the role“of environmental contingencies in shaping organizational behavior
(Crubellate g2007)3 Inhthe context of corporate governance, this implies that governance
structures and'practices are not adopted in a vacuum but are influenced by external institutional
pressures, regulatory frameworks, industry norms, and stakeholder expectations. By
considering these external influences, researchers can gain insights into how variations in

corporate governance practices impact organizational performance outcomes.

The concept of institutional logics offers a framework for understanding the normative
underpinnings of corporate governance practices within organizations. Corporate governance
can be viewed as a manifestation of institutional logics governing managerial decision-making
norms at the organizational level. By analyzing the alignment between institutional logics and

corporate governance mechanisms, researchers can assess how well governance practices
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reflect prevailing societal expectations and norms, and how this alignment affects

organizational performance.

Institutional Theory's applicability across different contexts has been questioned. Much of the
theory's development has been based on studies in specific cultural and organizational settings,
primarily in Western contexts. This raises concerns about its generalizability and relevance in
different cultural and institutional environments (Kostova & Roth, 2002). However, despite the
criticism, the theory has widespread acceptance and use in organizational studies. The
application of Institutional Theory to the study of corporate governance and organizational
performance provides a comprehensive framework for understanding the, complex interplay
between social, normative, and economic factors that shape governanee practices and their
impact on organizational outcomes. By adopting this theoreticalgperspectivey researchers can
gain valuable insights into the mechanisms through which gorporate governance influences
organizational behavior and performance, therebycontributiig to both theoretical

advancements and practical implications for organizational management and policy-making.

2.2.5 Edgar Schein Theory

Edgar Schein's Theory provides a comprehensiveframework for understanding the intricate
relationship between leadership, culturepand organizational performance. This theory is highly
relevant in the context of examining the effect of corporate governance on organizational
performance as it sheds light ‘@n how the prevailing culture within a company influences its
overall effectiveness. Byhapplying\Schein's Theory to the study of corporate governance,
researchers and practitioners can gain valuable insights into the underlying mechanisms
through which g@vernaneg,practices interact with organizational culture to impact performance
outcomes. Sehein (1980) emphasizes that organizational culture is not something that can be
adopted or changed overnight; rather, it is a complex and evolving entity that is deeply rooted in
the collective experiences, beliefs, and values of its members. This stance underscores the
importance of recognizing the historical context and dynamics within an organization when

analyzing its culture and its relationship with corporate governance mechanisms.

Schein (2010) delineates three basic levels or forms through which organizational culture
manifests: artifacts, values, and assumed values as shown in figure one (1) herein below.
Artifacts represent the visible manifestations of culture, such as mission statements, dress
codes, and behavioral norms, which provide tangible clues about the underlying cultural norms

and values. Values encompass the shared beliefs, attitudes, and thought processes of
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employees, which shape their behaviors and decision-making processes within an organization.
Assumed values, though more subtle and implicit, are deeply ingrained assumptions and beliefs

that guide organizational behavior and interactions.

In the context of studying the effect of corporate governance on organizational performance,
Schein's framework offers a structured approach to examining how governance practices
influence each level of organizational culture. For instance, effective governance mechanisms,
such as clear communication channels and transparent decision-making processes, can help
establish and reinforce organizational artifacts by promoting a culture of openness and
accountability. Similarly, governance structures that prioritize ethical behavior and integrity
can shape the underlying values of employees, thereby fostering a cultéire of trustand integrity
within an organization. Additionally, governance practices that alignywith theleore assumptions
and beliefs of employees can help reinforce cultural norms dndypromeote ‘Coherence between

organizational values and governance principles.

Figure 1

Elements of Edgar Schein Theory

Artifacts

[ Espoused Values ]

[ Underlying assumptions ]

Source: Schein (2010)

By leveraging Edgar Schein's Theory, researchers can conduct in-depth analyses of the
interplay between corporate governance practices and organizational culture, ultimately

providing valuable insights into how governance mechanisms can be optimized to enhance
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organizational performance. Furthermore, practitioners can use this theoretical framework to
diagnose cultural issues within their organizations, identify areas for improvement in
governance practices, and implement targeted interventions to foster a positive and

performance-enhancing culture.

Edgar Schein’s theory provides a foundational framework for understanding the intricacies of
culture within a company. However, it faces criticism related to its complexity, stability bias
and leadership focus, among others (Alvesson, 2002; Martin, 2002; Ogbonna & Harris, 2000).

These criticisms suggest that while Schein’s model is valuable, it should be applied with an
awareness of its limitations and complemented with other perspectives togain a more holistic
understanding of organizational culture. The theory provides a robust theoteticalfoundation for
studying the effect of corporate governance on organizational performance by elucidating the
intricate relationship between leadership, culture, and performance outcomes. By incorporating
Schein's framework into empirical research and organizational mterventions, scholars and
practitioners can deepen their understanding of how gevetnaneefpractices shape organizational

culture and drive performance excellence.

2.2.6 Balanced Scorecard Model

The balanced scorecard (BSC) was (developediby Kaplan and Norton (1992). It combines
financial and non-financial viewpoints ge/provide answers to critical questions regarding
corporate performance from,a ‘helistic'perspective that encompasses the customer, internal
business processes, innovationjand learning, and financial perspectives. The concept of
merging non-financial, and" financial measurements may be traced back to the French
management te0l”"tableauyde board," which was first used in the 1960s. Aside from the
increased Knowledge, gained from a range of indicators, the technique stood out for its
simplicity in presenting critical data on a scorecard, which makes decision-making easier
(Eisenberg, 2018). The BSC is useful in analyzing the effectiveness of boards of directors of

companies.

The BSC, as a tool, is designed to improve managers’ decision making by guiding their
attention to a broader vision of a company’s operations (Asosheh et al., 2010). The tool
prepares managers to relate past performance beyond the summary of the financials and link it
to the projected future performance with respect to customer growth, human resource
development requirements, and enhancement of internal capabilities and procedures. Jensen

(2002) and Chen et al. (2011) however argue that since most of the measurements are non-
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parametric, the system qualifies more as a dashboard or instrument panel than a card showing
scores. Chen et al. (2011) posit that financial performance is considered as the ultimate
measure of a business performance. The authors identified financial performance as the
dependent variable because all the aspects of an organization are normally summarized into
financial figures for the sake of budgeting and forecasting. The learning and growth which
comprise of the organization’s intellectual property serves as the foundation on which internal
processes of an organization are built to deliver the promise to the customer who pays for the

organization’s products and services.

The original balanced scorecard theory was founded on the idea that customer satisfaction,
process optimization, and new product and service development (thedhree viewpoints) are at
the center of any corporate organization, regardless of strategymAsole eoncentration on
financial facts may lead to poor managerial judgments. To afialyze and\lead a company on a
well-informed and complete basis, financial measurements, .the foursth perspective, must be
reinforced by the other three views. Companies campselect thefmetrics of perspectives most
suited to their own objectives and strategies‘pAsha result, identifying the proper key
performance indicators is one of the most infpertantresponsibilities in establishing a balanced
scorecard. As a result, two prerequisites mustibe met'in order for the balanced scorecard to be
useful: First and foremost, the busines§iplan must be appropriate in light of the current
economic, financial, politicaly ahd envirenmental restrictions. Second, a cause-and-effect
relationship must exist between the strategy and the key performance metrics, as well as
between the indicatorspand, their‘outcomes (Eisenberg, 2018). This framework is critical in
examining the cause-and-effeet relationship between corporate governance and organization

performance.

Academic literature has extensively examined the debate over corporate governance. One
viewpoint is that the issues encountered by company directors, who represent shareholders,
cannot be addressed by governance structure or legislation. Instead, the focus should be on
improving corporate governance effectiveness by adopting a balanced scorecard that boards of
directors may utilize when managing and regulating a company. Structure, rules, and efficacy
are the three main methods. The balanced scorecard, if used by a real-life company, might
theoretically improve board effectiveness and corporate governance (Eisenberg, 2018).
Financial performance has been used for a long time as the parametric measure of an

organization’s success, but, stakeholder theory, as argued by Jensen (2000), has brought to the

42



fore the importance of other non-parametric parameters like customer satisfaction, business
processes and organizational learning (Chen et al, 2011). Chen ef al. (2011) assert that three
non-financial indicators, customer satisfaction, business processes, and organizational
learning, are the antecedents of the organizations financial performance as illustrated by figure

2 below and are the real measures of an organization’s future long-term value.

Figure 2

Strategy Map for the Balanced Scorecard Approach
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Source: Chen et al. (2011)

Azeez (2015) holds the view that a BSC can be applicable to all companies irrespective of their
sizes to link the measures of performance with overall strategies in an organization. Abdallah
and Ismail (2017) posit that measures of organizational performance need to be
multidimensional so as to cover financial as well as nonfinancial aspects of a company.
According to Garrison et al. (2020) a BSC can be utilized to improve performance by ensuring

that performance measures are consistent with, and follow from, the company strategy.
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Performance measures should be understandable to a significant extent by those being
evaluated; the scorecard does not have too many performance measures as this can lead to a
lack of focus and confusion; requiring that each responsible individual has own personal
scorecard and ensuring that both the financial and nonfinancial measures are included in an
organization’s BSC. In addition, organizations should lay emphasis on continued

improvement.

The BSC is a strategic planning and management system that is used extensively in business
and industry, government and nonprofit organizations. It seeks to improve internal and external
communications and monitor organization performance against strategic \goals. The BSC
emerged after criticisms on the other methods of measuring OP wered€onsidered,as being too
narrow. In the BSC framework, the ability of an organization togeffer products that are of
quality standards, effectiveness of delivery channels and the @veralllevel of satisfaction of the
customers are captured. The BSC combines financial and'mon-finangial viewpoints to provide

answers to critical questions regarding corporate perfermanceyfifom a holistic perspective.

In this study, the key measurement indicators of.organizational performance include, revenue,
profit, customer satisfaction, customer leyalty, “employee satisfaction and retention, and
technology adoption. The BSC contmibutes ‘to,Otganizational performance by providing a
structured framework for aligning, measuring, and communicating strategic objectives. It helps
organizations focus on both financial and non-financial aspects, fostering a holistic approach to
performance managementand strategic execution. There are other researchers who have used
the BSC as a measurefoforganizational performance. For example, Saad and Daraghma (2016)
used the BSC tog@valuate performance of listed companies at the Palestine Exchange. Qarashay
and Alzu’big(2018), opine that the four perspectives of the BSC are effective in measuring
performance“in“an, organization. Their conclusion was drawn from a study on the effect of
strategic management on organizational performance using the BSC approach to measure
performance in a case study of the Nursing Department at Al-Khalidi Hospital and Medical
Center in Jordan. Through the use of regression analysis they found internal process
perspective to be the most affected in strategic management and that strategic management had
a positive effect on performance at Al-Khalidi Hospital and Medical Center. Maina (2021) used
the BSC in the study on the strategy implementation imperatives and performance of county

governments in Central Region, Kenya.
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The BSC has also been criticized as a measure of OP because of its complexity and
implementation challenges (Kaplan & Norton, 1992; Niven, 2006). It also fails to capture all
stakeholders, for example, the general public and suppliers. Shortcomings notwithstanding, the
BSC is used a measure of organizational performance globally. This study combines financial
and non-financial viewpoints in analyzing the effect of corporate governance on organizational
performance of listed companies at Nairobi Securities Exchange in Kenya. The study focusses
on investigating the effect of corporate governance (characterized by corporate leadership,
organizational structure, strategic management process, and organizational culture) on
organizational performance moderated by organizational factors, company§ize and age. The
BSC is a measure that is in line with global trends in assessment of corporateperformance to a
more holistic view on both financial and non-financial performance (NSE, 2021b). To
facilitate this assessment, organizations are required to diselosefboth financial and non-

financial performance metrics to an increasingly diverse seébof stakeholders.

2.3 Empirical Literature Review

In this section, a review of empirical literature based'on the objectives of the study is carried
out. The empirical literature review encompasses a comprehensive analysis of existing research
conducted at global, regional, and local Ievel.|The scope of the empirical literature was
strategically designed to ensure a hdlisti€ understanding of corporate governance practices and
their impact on organizationalyperformance across diverse contexts. This approach not only
offered a comparative perspective but also situated the findings within the specific realities of
the Kenyan market, pfoyiding,a nuanced understanding of how corporate governance and
organizational dynamics interact with organizational factors to influence performance within

the unique environment of the NSE.

2.3.1 Corporate Governance and Organizational Performance

Corporate governance, a pivotal aspect of contemporary business frameworks, delves into the
systems and processes through which corporations are directed and controlled. As a
multifaceted domain, it encompasses the distribution of rights and responsibilities among
various stakeholders, including shareholders, management, employees, and other stakeholders.
The efficacy of corporate governance mechanisms is intricately linked to organizational
performance, reflecting the extent to which companies achieve their strategic objectives,

maximize shareholder value, and maintain sustainable growth trajectories. Empirical literature
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in this realm scrutinizes the interplay between governance practices and key performance

indicators.

Within the realm of corporate governance, scholars and practitioners alike seek to unravel the
nuanced relationships between governance structures and organizational outcomes. By
employing empirical methodologies encompassing quantitative and qualitative analyses, case
studies and longitudinal assessments, researchers aim to disentangle the complex array of
factors influencing corporate performance. This body of literature not only illuminates the
impact of governance mechanisms on organizational performance but also delves into their
implications for broader societal concerns, including ethical conduct), environmental
stewardship and social responsibility. Through rigorous examifhation of, governance
frameworks across diverse industries and geographical contextsgempitical'studies contribute
invaluable insights to inform policy interventions, shape managerial practices and foster a
deeper understanding of the intricate dynamics undefpinning, eopporate governance and

organizational performance.

2.3.2 Corporate Leadership and Organizational Pexformance

A number of studies have been carriedgouthonycorporate leadership and organizational
performance. Igbackemen and Odivweiy(20 I'S)yinvestigated how leadership styles influence
organizational performance. The study was eonducted in Nigeria and it adopted desk review
methodology. It was found“thatyleadership had a significant effect on organizational
performance of an orgamization. The“study restricted itself in the area of study; leadership
styles, and in methodology; deskyreview methodology. The current study used mixed methods

design utilizing primary ‘and secondary data. Primary data was collected using questionnaires.

Nurhaslia (2016) conducted a study to determine the effects of leadership on organizational
effectiveness ofithe Health Department in Wakatobi District, South East Sulawesi, Indonesia. A
survey method was used and the study respondents included 56 employees drawn from the
sampled organizations. Data was gathered with the aid of questionnaires and multiple
regression analysis was used. The analysed findings indicated that leadership affected
organizational effectiveness significantly. The study concentrated on the Indonesia context.
The current study focussed on the Kenyan context by examining the linkage between corporate
governance and organizational performance among listed companies at Nairobi Securities

Exchange in Kenya. In addition, the study by Nurshalia restricted itself to leadership as the
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independent variable while the current study broadly had corporate governance as the

independent variable.

Rohana and Abdulla (2017) carried out a study to determine the influence of leadership
competencies on organizational performance. The study relied on primary data collected with
the use of questionnaires. The analysis of the findings indicated that leadership competencies
had significant effect on organizational performance. The study was done in Malaysia. As in
the study by Nurhaslia (2016) these findings may not be replicated globally. The study
restricted itself to leadership competencies as the independent variable. The study focussed on
the Malaysia context. In addition, the study had leadership competencies,as the independent
variable. In the current study, corporate governance was used as an indépendentiariable in the

Kenyan context.

Nandasinghe (2020) carried out an empirical review to investigate ghe relationship between
leadership and performance outcomes. The study identified leéadetship as a skill which enables
an individual to motivate other persons to behave inga certain way so as to accomplish specified
objectives. Leadership crafts vision, mission and core values which chart the direction that an
organization follows. The study used secendaty data‘collected from journals, websites, case
studies and other published materialssgThe study was based on the Leadership, Authority,
Administration, Power and Environment (LAMPE) school of thought. The findings indicated
that leadership plays a criticalizole,in the success of any organization. The study identified
several ways of developing leadership'in an organization including: recognition, rewards and
reoriented training. Al desktop reyiew was the core approach adapted by the study while the
current study adepted mixed methods design involving the collection of primary data from the
companies Jisted “at, the NSE. Questionnaires were used to gather data. The current study

investigated the'relationship between corporate governance and organizational performance.

Tsirikas et al. (2020) examined the impact that corporate leadership has on performance
outcomes measured by financial ratios by observing the mediatory role of resistance to change
among employees. The focus was on how the relationship between leadership and performance
was influenced by the readiness of employees to accept change. The study examined employees
in shipping companies in Greece where it was established that different leadership styles had
different and varied effect on employee readiness to implement changes in an organization. 213
employees of shipping companies completed questionnaires. Structural Equation Modelling

was used in the analysis. Resistance to change was found to mediate on the way leadership
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influenced performance. The study used mediation role and not the direct effect that corporate
governance has on organizational performance as is the case in the current study. The study
further focused on employees within shipping companies whereas the current study examines
the perspectives of companies listed at the NSE. Whereas the study by Triskas et al. (2020)
focused on financial performance as the dependent variable, the current study focused on the

balanced scorecard as a measure for organizational performance.

Mishra et al. (2021) used a panel dataset for Indian non-financial firms listed on the National
Stock Exchange (NSE) from 2010 to 2018 to explore the relationship between corporate
governance characteristics and firm performance. The current study uséd,a\cross sectional
approach to examine the linkage between corporate governaniee jand opganizational

performance among listed companies at Nairobi Securities Exchdnge iniKenya.

Neralla (2022) investigated the impact of corporate governancestructiite on the performance of
Indian-listed companies. The research analyzed financial‘ddta from the financial year 2014—
2015, to 2019-2020 for companies listed on the Bombay. Stock Exchange. The study focused
on the following metrics: board size, board indepéndenee, board meetings and CEO duality.
The current study focused on the Kenyan éontext bypexamining the linkage between corporate
governance and organizational perfofmiance ‘among listed companies at Nairobi Securities
Exchange in Kenya. The metrics, forthe cunrent study included, communication skills, shared
vision, sense of direction and staff hentorship.

Zhu and Huang (2023)yinvestigated the impact of transformational leadership on
Environmental, Social, ‘and¥Governance (ESG) performance in China. It was found that
organizational afihovationypartially mediates this relationship. The study underscored the
importancefofrleadership in overall performance. The current study examined the linkage
between corpotate) governance and organizational performance by limiting itself to listed
companies at Nairobi Securities Exchange in Kenya.

The successful leader will be one that promotes leadership

development and encourages workers to assume their leadership role.Taqi Addin (2020)
carried out an empirical review on the relationship between leadership and performance in
organizations. The study acknowledged the changes brought about by globalization and
competition arising from internationalization of companies. It was founded on the Full Range
Model of Leadership by Tepret and Tuna ( 2015) which argues that effective leadership is
one that has the capability of undergoing transformation with the aim of motivating junior
staff, positively influencing their behavior and attitudes for improvement in performance

results. The results indicated that distinguished performance is crystallized through organized
complementarity between outstanding leadership and the successful management. However,
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this is reflected in the human element in an organization besides the surrounding
environment and prevailing technology. An empirical review was adopted while the current
study will adopt a causal research design involving the collection of primary data from the
companies listed at the NSE.

2.3.3 Organizational Structure and Organizational Performance

An organizational structure establishes the reporting and accountability structures of an
establishment. A number of studies have been carried out on organizational structures and their
influence on organizational performance. Ogbo et al. (2015) sought to establish the impact of
structure on organizational performance of selected technical and service companies in Nigeria.
The study adopted a survey design. Data was collected with the help of questionnaires. In total,
80 respondents were sampled out and issued with questionnaires of which®78 of them were
filled and returned. The study variables included decentralization,f¢pan‘of control and task
routine. The study established that all these variables had an‘influenée on organizational
performance. The study restricted itself to technical and sepvice,companies in Nigeria whereas
the current study was on listed companies at NairobiySecuritiespExchange in Kenya with
corporate governance and organizational perform@ancelas thetstudy variables moderated by

organizational factors.

Chigozie et al. (2015) examined the effeet, that, structure had on performance within the
manufacturing sector in South-East WNigetia. [ndependent variables included staff training,
product quality, flexibility, andyemploy@e’ adaption on sales turnover. Through responses
collected from employees, itiwasfound out that staff training promoted higher quality product
service offering and that both,adaption among staff and flexibility positively increased sales
turnover. In summary,itWwas concluded that organization structure influenced competences of
staff which infturn affected the product/service quality. Training was found to be a key
parameter in _enmhancing performance. Unlike the current study that focuses on all sectors
available at thégNSE, Chigozie et al. (2015) focused on a sub-sector, manufacturing. In
addition, the current study variables are corporate governance and organizational performance

moderated by organizational factors.

Muturi (2015) sought to determine the effect of organizational structure on customer
perspective of large manufacturing companies in Kenya. A total of 102 companies were
targeted and issued with questionnaires, where 94 of them responded. A cross sectional survey
was used. The study found out that organizational structure did explain variation in customer

perspective of manufacturing companies in Kenya. The study was restricted to a sub-sector;
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manufacturing, while the current study adopted a multi-sectoral approach on listed companies
at Nairobi Securities Exchange in Kenya. In addition, the current study variables are corporate

governance and organizational performance moderated by organizational factors.

Razia (2015) conducted a comparative analysis of organizational structure and its influence on
effectiveness. The study was conducted in institutions of higher learning in Kenya. The study
employed a cross sectional survey design with testing of hypotheses. A total of 365 respondents
were sampled and issued with questionnaires. These respondents were drawn from Moi
University (300) and Baraton University (65). The study found out that there were significant
differences between public and private universities in Kenya. The study gonfined itself to the
higher education sub-sector while the current study adopts a multi-seetoral appteach on listed
companies at Nairobi Securities Exchange in Kenya. In additiongithe eurrent study variables

are corporate governance and organizational performance moderated by erganizational factors.

Sammoudi (2016) investigated the effect of organizational stelicture on institutional efficiency.
A random sample of 50 employees was selected from‘@study population of the 400 employees
of the Ministry of Education and Higher Educationiin Palestine. A descriptive design was used
and data was collected with the use of questionnaires."The findings indicated that there was
inadequate cooperation in organizing aetivitiesya institutions and that organizational structure
had an influence on organizational ‘performance. This study restricted itself to the education
sector in Palestine, whereas the ‘current study took a multi-sectoral approach on the listed
companies at Nairobi Segurities Exchange in Kenya. In addition, the current study variables
were corporate govetnance,and, organizational performance moderated by organizational

factors.

Estalaki (2017) studied'the effect of organizational structure on organizational efficiency. The
study used a descriptive design and data was gathered with the help of questionnaires. In total,
384 respondents were sampled and included in data collection process. The data was analysed
using correlation coefficient and linear regression. The findings indicated that organizational
structure had significant effect on organizational efficiency. The study restricted itself to one
independent variable; organizational structure and one indicator; organizational efficiency. The
study was done in Iran while the current study was in Kenya. In addition, Estalaki (2017)
restricted the study to one independent variable; organizational structure and one indicator;

organizational efficiency. By contrast, the current study investigated the linkage between
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multiple variables, defining corporate governance and multiple indicators, defining

organizational performance, among listed companies at Nairobi Securities Exchange in Kenya.

Njiru and Nyamute (2018) sought to investigate the effect of organizational structure on
financial performance of commercial state corporations in Kenya. The specific study variables
included organizational size, structure formalization and structure centralization. A survey
research design was used where a total of 34 companies were covered. Data was collected using
questionnaires. Correlation and multiple linear regression was used in data analysis. The study
found that organization size, structural formations, structure complexity, and structure
centralization affected financial performance of commercial state corporations in Kenya. The
study restricted itself to commercial state corporations, while the cursént studyjexamined the
listed companies at Nairobi Securities Exchange, Kenya, from a malti-séctorabperspective. The
researchers, Njiru and Nyambute (2018) used formations, complexity and concentration in the
measurement of organizational structure. In the cufrent “studyy the measurement of
organizational structure comprises of reporting selatienshipsy communication channels,

formalisation and centralization.

Onono (2018) sought to establish the gelationship“between organizational structure and
performance. The study involved a gase study: of General Electric (GE) Africa and used
structured questionnaires to collect data“Thestudy employed a descriptive research design and
a total of 290 respondents werétargeted. The study used a case of one company based in Lagos,
Nigeria. The study foundsa streng and positive relationship between organizational structure
and performance. The study restricted itself to a case study of one organization - GE Africa,
Nigeria operations. In contrast, the current study investigated the listed companies in Nairobi

Securities Exchange, Kenya, comprising of multiple sectors.

In their study on organizational structure in the context of change management and
performance of companies listed in the Nairobi Securities Exchange in Kenya, Ng’ong’a et al.
(2019) sought to determine the extent to which organizational structure in the context of change
management affects performance of companies listed in Nairobi Securities Exchange. The
study operationalized organizational structure as a construct of specialization of managers,
formalization of change process, centralization of decision, making process and configuration
of change process. The current study operationalized organizational structure as a construct of

reporting relationships, communication channels, formalization, and centralization.
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2.3.4 Strategic Management Process and Organizational Performance

A number of studies have been carried out in the area of strategy and its effects on
organizational performance. Afonina (2015) sought to investigate the level of strategic
management tools and techniques utilization, as well as explore and identify the impact of
management tools on organizational performance of companies in the Czech Republic. A total
of 91 companies were covered and data was collected with the help of questionnaires. The study
found that there was a positive and significant relationship between management tools and
techniques utilization and organizational performance. The study focused on strategic
management tools and techniques utilization in the Czech Republic. By contrast, the current
study investigated the effect of corporate governance on organizational performance in listed

companies at Nairobi Securities Exchange in Kenya.

Mohamud et al. (2015) sought to investigate the relationship between, strategic management
and organizational performance in Mogadishu, Somdlia., The “tesearchers selected 100
organizations through purposive sampling. The study)employed descriptive as well as
correlational design. Data was gathered with the“helphof questionnaires and the analysis was
done descriptively as well as inferentially. The'studyyfound that strategic management had
positive and significant influence on organizational performance. The study focused on small
and medium enterprises in Somali@heficéplimiting replicability of its findings. The current
study focused on Kenyan companies listed on the Nairobi Securities Exchange in a multi-
sectoral setting. In addition;jthe“study investigated the effect of corporate governance on

organizational perforpiance:

Maroa and Mutdsi (2019), studied the influence of strategic management practices on the
performancegof floticulture companies in Kenya. The study used a descriptive research design
and a total of 21 companies were targeted. From these companies, 10 of them were sampled and
included in the study. The selection of these 10 companies was done purposively and data was
gathered with the help of questionnaires. The findings indicated that most of the companies had
strategic plans, the plans were implemented as required and evaluation as well as control of the
strategies was conducted. The variables included strategy formulation, implementation,
evaluation and control. It was found that the variables had significant influence in how the
companies performed. The study was restricted to a small sample of floriculture companies and
was focused on strategic management practices in the context of floriculture companies, while

the current study focused on all NSE listed companies, represented from multiple sectors. In
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addition, the current study variables were corporate governance and organizational

performance moderated by organizational factors.

Wambugu and Waiganjo (2015) carried out a study on the effect of strategic management
practices on organizational performance. The study concentrated on companies in the
construction industry operating in Nairobi. The study variables included organizational
performance, strategic customer relationship management, strategic technical skills, strategic
planning as well as financial management. The study used a cross sectional research design to
attain the set objectives. A total of 67 companies were covered in the study and 5 managers
were sampled from each of these companies. Data was gathered with the use of questionnaires.
It was found that strategic management had positive and significant €ffect on“@rganizational
performance. The study by Wambugu and Waiganjo (2015)@wasden companies in the
construction industry operating in Nairobi City County. The curtent study“was on all the NSE
listed companies spanning several sectors. In addition, the “currént study variables were

corporate governance and organizational performaneg,moderatedby organizational factors.

Kasera (2017) conducted a study on the effeets of strategic management on organizational
performance. The focus of the study was, onphealth institutions operating in Nairobi City
County. The specific study variables imeluded strategic thinking, planning as well as strategy
implementation. The study used a descriptive cross sectional survey design. The population of
interest in the study included the,management team of the health facilities. The study sampling
frame comprised of the healthiearexfacilities list. It was found that strategic management had
significant effects oml organizatienal performance of the health institutions in Nairobi City
County. The study was restricted in its scope as it covered only the heath institutions in Nairobi
County. Thegpcurrent ¢study involved all the companies listed on the Nairobi Securities
Exchange, which' eover several sectors. In addition, the current study variables were corporate

governance and organizational performance, moderated by organizational factors.

Agwu (2018) explored the extent to which adoption of strategic management practices among
SMEs in Nigeria affected business performance in the respective organizations. Data for the
study was collected using questionnaires from a total of 120 Small and Medium Enterprises
(SMEs) owners. It was analysed using descriptive statistics and multiple linear regression. The
findings indicated that the business strategies of the SMEs were deemed to positively contribute
towards business performance. The study focus was on SMEs where business owners were

mostly involved in management and leadership, while the current study focused on the listed
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companies at the NSE, which have separate management teams from the owners of the
businesses. In addition, the current study variables were corporate governance and

organizational performance, moderated by organizational factors.

Qarashay and Alzu'bi (2018) studied the impact of strategic management on organizational
performance at Al Khalidi Hospital and Medical Centre, Jordan. The study used the balanced
scorecard (BSC) approach in measuring performance with multiple linear regression analysing
the data. It was found that strategic management had positive and significant effect on
organizational performance and that of the four perspectives of the BSC, internal processes
were the most affected in strategic management. This study adopted aase study with the
findings based on one organization as compared to the current study which looked at multiple
companies in different segments at the NSE. In addition, the eumsent, study, variables were

corporate governance and organizational performance, moderatéd by organizational factors.

Drago et al. (2022) presented a systematic literature rexiew€xamining the interplay between
dynamic capabilities, strategic behaviour, and organizational‘performance, demonstrating the
crucial role of understanding these elementsamidstieontemporary business challenges for
sustaining competitiveness. Through a comprehensive analysis of 118 articles spanning from
2006 to 2021, the review elucidatedgthe theoretical, methodological, and empirical nexus
among these constructs, emphasizingithepivetal association between dynamic capabilities and
competitive intensity, therebyy underscoring the potential for organizations to enhance
performance, through theydevelopment and deployment of dynamic capabilities in shaping
strategic behaviour. The'main findings of the research show that organizations can expand or
modify institutional factors, shaping strategic behaviour to advance better performance. This
assertion was, criticalgin providing insights to the current study in conceptualizing the
interaction between organizational factors, strategic management process and organizational

performance.

2.3.5 Organizational Culture and Organizational Performance

A number of studies have been carried out on the effect of organizational culture on
organizational performance. Mousavi et al. (2015) studied organizational culture and its
influence on company performance using Iranian experience in the state bank branches. The
study adopted a descriptive design and data was collected with the use of questionnaires. The
study adopted the Denison Organizational Culture Model and the components used were

involvement, consistency, adaptation and mission. It was found that these components of
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organizational culture had an influence on company performance. The study was restricted to
state bank branches in Iran focusing on the banking industry. The current study examined all
sectors of companies listed on the NSE namely, agricultural, automobiles and accessories,
banking, commercial and services, construction and allied, energy and petroleum, insurance,
investment services, investments, manufacturing and allied, and telecommunication and
technology. In addition, the study variables were corporate governance and organizational

performance, moderated by organizational factors.

Oduol (2015) sought to determine the effect of organizational culture on organizational
performance of selected regional banks headquartered in Kenya. Thegstudy employed a
descriptive cross-sectional survey design. Data was gathered with the lielp of queéstionnaires. It
was established that the banks engaged in organizational gultures injorder to boost
organizational performance. The study was restricted to sele€ted regional commercial banks
headquartered in Nairobi, Kenya. By contrast, the cureént study loeked at the relationship
between a number of constructs in corporate govesnamnce andrvarious indicators defining
organizational performance among listed compariies abNaitobi Securities Exchange in a multi-

sector setting.

Tedla (2016) carried out a study in Ethiepia and‘€xplored strategies that one corporate group
used to establish an effective cultureitoimpteve performance in their organization. This was
an exploratory case study whete,2Osenior managers were purposively selected and used in the
study. Data was collectedythrough the use of face-to-face interviews. The study adopted the
Denison Organizatiogal' Culturemodel. The findings were that there was a defined mission that
resulted into shared understanding of the managers and employees of a company. The study
was exploratery, ‘testricted in scope and used a small sample hence limiting its global
replicability. The'eurrent study focused on the Kenyan context by investigating the relationship
between corporate governance and organizational performance among listed companies at
Nairobi Securities Exchange. In addition, the study had a large sample and adopted a mixed

methods research design.

Yu-Hua (2016) analysed the link between organizational culture and organizational
effectiveness. The study adopted a cross sectional design focusing on health institutions in
Taiwan. The dependent variable was organizational effectiveness. In total, 900 questionnaires
were sent out, of which 473 were returned validly filled. The findings were that organizational

culture had a significant effect on organizational effectiveness. The current study used a mixed
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methods research design. In addition, the current study was on the Kenyan context and
investigated the effect of corporate governance on organizational performance among listed

companies at Nairobi Securities Exchange in a multi-sectoral setting.

Maina (2016) sought to establish the relationship between organizational culture and
organizational performance of Kenya commercial banks. The study employed a descriptive
design and 42 banks were targeted. Stratified random sampling techniques were used in
selecting 120 respondents. Data was gathered with the use of questionnaires. It was found that
banks in Kenya had an organizational culture which shaped and determined how activities
should be conducted. It was also found that staff shared similar values and belief systems and
that there was a sense of identity among staff, and the overall strategiefplan guided employees
in an organization. The overall finding was that there was a significant positive relationship
between organizational culture and organizational performane€in,commercial banks in Kenya.
This study focused on the banking sector. In contrast, the gtrrentstudypinvestigated the effect of
a range of constructs defining corporate governange, and ‘ayaimber of indicators defining
organizational performance, among companies listed at the Nairobi Securities Exchange in a

multi-sector setting.

Kamaamia (2017) investigated thegeffect“ef organizational culture on organizational
performance. The study was conductedusing a case of the Kenya school of Monetary Studies.
The study employed a descriptiveisuryey research design. A total of 110 respondents were
targeted from which 80 gespondents were sampled through stratified sampling method. Data
was collected with thé use of questionnaires. The findings indicated that organizational culture
had an influencgyon organizational performance. The study also pointed out the need for
managementsto increase investment in cultures and systems in order to enhance organizational
performance:“Fheistudy was restricted in scope to case study in one institution and therefore
limiting its replicability. The current study investigated the linkage between the broader aspects
of corporate governance and organizational performance among listed companies at Nairobi

Securities Exchange in a multi-sector setting.

Nikpour (2017) investigated the mediating role of employees’ organizational commitment on
the relationship between organizational culture and organizational performance. The study
used both descriptive as well as correlational design and data was gathered with the use of
questionnaires. The population constituted the employees in the education office of Kerman

Province, Iran. A sample of 190 respondents was selected using Cochran’s formula. The study
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collected data with the use of questionnaires. Descriptive and inferential statistics were used to
analyse the data. It was found out that organizational culture enhanced organizational
performance. The independent variable in the study by Nipour was organizational culture. The
current study encompassed dimensions of corporate governance as the independent variable. In
addition, the main objective of the study was to investigate the effect of corporate governance
on organizational performance of the listed companies on the Nairobi Securities Exchange in a

multi-sector setting in Kenya.

Bashayreh (2019) studied the role of organizational culture and its effect on organizational
performance among the employees of insurance companies in Jordan. Thestudy found out that
organizational culture had significant effect on organizational performanee. Thestudy adopted
a descriptive design and data was gathered with the help of questionnaires. “Fhe current study
used mixed methods research design. It investigated the effe¢t of a number of constructs that
define corporate governance on organizational perfomhance; among listed companies at

Nairobi Securities Exchange in a multi-sector settinggin Kenya.

In Chapter 5 of Culture in Organizations: Congributions, to Management Science, Sackmann
(2021) investigated the correlation between organizational culture and performance, initially
exploring various measurement metheds, for both and present research findings on the direct
and indirect connections between culture and performance indicators, proposing interaction
effects and non-linear relationiships, ultimately questioning the assertion that strong cultures
inherently enhance organizational performance. This finding was critical for the current study
in providing the framewerk tontest the efficacy of organizational culture in predicting the

performance of gempanies, listed on the NSE.

Silwal (2022)”examined the association between organizational culture and organizational
performance inyNepal. Organizational culture was operationalized as a construct of power
distance, clan culture, uncertainty avoidance, firm innovation, and market culture. The current
study operationalized organizational culture as a construct of teamwork, code of conduct,

adaptability, and core values.

2.3.6 Organizational Factors, Corporate Governance and Organizational Performance

A number of studies have been carried on the relationship between organizational factors and
organizational performance. Ali et al. (2016) investigated company size and its effect in
relationship between management participation and organizational performance. A survey

research design was used where a survey of 176 manufacturing companies in Nairobi were
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covered. The study failed to demonstrate whether company size moderated the relationship
between management participation and organizational performance. The current study sought
to test whether company size moderates the relationship between corporate governance and
organizational performance for companies listed at Nairobi Securities Exchange in a multi-

sector setting.

Ali (2017) did a study on company size and its effect on the dimensions of strategic planning
and performance of manufacturing entities in Kenya. In the study, entity size was explored as a
moderator variable. A total of 191 entities were included in the study. The study did not find
size to be a significant moderator variable. The present study soughtgtotdetermine if the
interaction between corporate governance and organizational perform@nce wasimoderated by

age and size of companies listed at Nairobi Securities Exchange inva, multi-seetoral setting.

Pervan et al. (2017) used a case of the food industry in Croatia to link the age of an organization
and organizational performance. The methodology adopted #vas‘dynamic panel data where a
total of 956 companies were included in the analysis. “The study considered the period 2005 to
2014. The analysis found out that company ageshadian‘inverse relationship with organizational
performance. The current study was on the gelationshipbetween several components that define
corporate governance and a number @fyindicatess that comprise organizational performance,
moderated by organizational factorsi(size and age) of listed companies at Nairobi Securities

Exchange in a multi-sectoral s€tting,in Kenya.

Omenyo and Muturi (2019)used,a case of manufacturing Nairobi Securities Exchange-listed
companies to exploreithe entity size and performance relationship. Information was obtained
from secondaryfsources covering the period 2012 to 2018. Panel descriptive statistics were
adopted forf analysis, ofthe data collected. The study found that the size of an entity had
significant influenee on organizational performance. The current study adopted a multi-sectoral
approach on listed companies at the Nairobi Securities Exchange. In addition, it used a cross

sectional survey to obtain primary data.

Reed (2020) sought to find out the effect of company age and company size on strategic agility
and performance. The study was carried out in Florida, US and used the Dun & Bradstreet data
base to identify survey participants. In the methodology, multiple aspects were addressed due to
the nature of the study and included descriptive and quantitative analysis as well as multiple
regression analysis. Leveraging survey data from the CEOs, the study found significant

relationships between company age and strategic agility, and between strategic agility and
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company performance. The current study investigated the linkage between corporate
governance and organizational performance, moderated by organizational factors (age and
size), among listed companies at Nairobi Securities Exchange, in a multi-sectoral setting in

Kenya. In addition, the study adopted a cross sectional survey to obtain primary data.

Doucoure’ and Diagne (2020) analysed the size and age effect on performance of small
companies dealing with food in Senegal. This was a survey where 250 managers from the
companies were included. The study found out that company size and age significantly affected
company performance. The current study investigated the link between corporate governance
and organizational performance, moderated by organizational factors (age‘and size) among

listed companies at the Nairobi Securities Exchange in a multi-sectoral setting imKenya.

Hung et al. (2021) used a case of private companies in Vietnam to provideithe link between size
and performance. The study was informed by data from the Annual Enterprise Survey that
covered the period 2009 to 2018. Ordinary least squares,(OLS) was adopted in analysing data.
It was found that total assets were the greatest prexyjefia company that greatly impacts on
organizational performance, followed by ovepall labour and growth rate. The current study
investigated the link between corporate govemnance and organizational performance,
moderated by organizational factors(age andysize) of the listed companies at the Nairobi
Securities Exchange, in a multi-se¢toral setting in Kenya. In addition, primary data was

obtained by adopting a cross s€etional survey.
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2.4 Summary of Literature Review and Research Gaps

Table 1

Research Gaps

Author(s) Purpose of the Study Methodology Key Findings
Sammoudi To measure the effect A random sample There is in
(2016) of organizational size of 50
structure on employees was
institutional efficiency selected from a
in the education sector population of 400. ational
of Palestine. o as effect
A de§cr1ptlve on institutional
analytical ap ficiency.
was ad in data
analysis. N
Maina (2016) Studied org V banks were Found a significant
culture i . positive relationship
influence n ) between
performance of Stratlf.ied random organizational
commercial banks in sampling was used culture and

How this study
fills the research

gaps

study
onducted in Palestine.

was

It focussed on the effect
of organizational
structure on institutional
efficiency.

A descriptive research
design was used.

The study covered
Kenyan commercial
banks.

The present study
was conducted in
Kenya.

The study focuses
on the effect of

corporate
governance on
organizational
performance.
Mixed  methods

design is used in
the study.

The present study
covers all the listed
companies at the
NSE in a multi-
sectoral  setting,
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Yu-Hua (2016)

Kasera (2017)

Kenya.

To analyse the link
between
organizational culture
and organizational
effectiveness focusing
on health institutions
in Taiwan.

Studied the effects of

strategic management

on organizational
performance
on health i ion

operating in
City County.

&ci 1ties.

in selecting 120

respondents.

Data was gathered
using
questionnaires.

900 questionnaires
sent out of which
473 were validly
filled and returned.

A cross-sectional
design adopted.

\
\¢

t team
health

Descriptive
sectional survey
design adopted.

Cross-

organizational

performance in

commercial banks ployed a
i research
in Kenya.

Organizational e dy looked at

zational
ctiveness  as
dependent variable.

culture
significant e
organi

the

The study analysed the

link between
organizational  culture
and company
effectiveness.
Strategic The focus of the study
management  has was on health
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2.5 Accountability Principle and Organizational Performance

The principles of corporate governance include accountability, fairness, transparency,
independence and compliance. These principles are interrelated and collectively contribute to a
strong corporate governance framework that supports sustainable business growth and the
protection of stakeholder interests. The linkage between the principle of accountability in
corporate governance and organizational performance is supported by several theories,
primarily agency theory, which is used in the current study. The agency theory focuses on the
relationship between principals (shareholders) and agents (managers). It posits that conflicts of
interest can arise because agents may pursue their own goals rather than these ef the principals.
Accountability mechanisms, such as transparent reporting and oversight, “age critical in
reducing agency costs by aligning the interests of managers withhese ef sharcholders. When
managers are held accountable, they are more likely tof make™ decisions that enhance

organizational performance as their actions are subject to scrutiny and evaluation by the

shareholders (Jensen & Meckling, 1976).

There are other sources that support the link between the accountability principle in corporate
governance and organizational performange. The OECD outlines core principles of corporate
governance, emphasizing accountabilitysas a k€y.aspect of effective governance. The principles
discuss how accountability contributes to'theintegrity of organizational structure and its impact
on organizational performan¢e (OECD, 2015). The UK Corporate Governance Code
emphasizes accountabilitgpandiits rolen ensuring that corporate leadership is aligned with the
interests of shareholdersy This alignment is critical for maintaining investor confidence and
supporting longsterm organizational performance (The Financial Reporting Council, 2018).
Claessens and,Y urteglu(2013) discuss the impact of corporate governance practices, including
accountability,“on) firm performance in emerging markets. The authors provide empirical
evidence on how strong governance frameworks contribute to better organizational outcomes.
Bebchuk and Weisbach (2010) provide a comprehensive review of corporate governance
research, highlighting the role of accountability in governance practices and its effect on firm

performance.

The principle of accountability in corporate governance is crucial as it ensures that the actions
of corporate leaders are aligned with the organization's goals and objectives thereby enhancing
trust and confidence among investors and other stakeholders. In the context of the current

study, the principle of accountability was particularly relevant to the specific objective of
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assessing the effect of corporate leadership on organizational performance. Effective corporate
leadership that embodies accountability ensures that decisions are made transparently and that
leaders are held responsible for their actions and their impact on company performance. This
alignment can lead to better strategic decisions, efficient use of resources, and ultimately,
improved organizational performance. By integrating the principle of accountability into the
analysis of corporate leadership, the current study explored the linkages between leadership and

the performance outcomes of listed companies at the NSE. This linkage provided a clear
connection between corporate governance practices and organizational performance,
highlighting the importance of accountability as a key driver of succe§s in a company

environment.
2.6 Conceptual Framework

A conceptual framework is used to illustrate what one expectsitogfind through someone’s
research, including how the variables the researcher is considéring, might relate to each other
(Bas, 2015). It explains the path of a research and grounds, in‘theoretical constructs (Adom et
al., 2018). There are, in most cases, the presumed assumptions that can either be proven as right
or wrong. This study is conceptualizedy aroundy corporate governance and performance
outcomes registered by companies that,are listed at the NSE. Global statistics highlight a
number of companies facing resour¢e mismanagement, leading to closures because of poor
corporate governance practicéss Loecally, the situation is not any different which begs the
question: how has copporate, governance affected company performance in Kenya?
Specifically, the study sought te, evaluate the effect of corporate leadership, organizational
structure, strategic mamnagement process and organizational culture on organizational
performanceggbesides@exploring the moderating effect of organizational factors in the
relationship “between the corporate governance and organizational performance, of the

companies listed at the NSE.

The study is developed based on the premise that the directors that are entrusted with the
management of the operations of companies listed at the NSE make prudent decisions aimed at
optimizing the benefits and protecting the interests of all stakeholders. This is due to the fact
that directors possess more knowledge about a company. The construct on corporate leadership
addresses the conduct of persons entrusted with directing, organizing and management of
organizational resources to ensure that all other resources work harmoniously to the

achievement of espoused organizational objectives. It evaluates the aspects of influence that
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individuals entrusted with providing direction through decision making in an organization have
on their followers and its outcome on company performance. A board of directors of a company
formulates strategies, communicates them to the teams in the form of shared vision, mission
statement and objectives. These can be cultivated through core values and shared beliefs.
Corporate leadership is supposed to offer a sense of direction through coaching, mentorship and

other programs.

The second independent construct in the study is organizational structure which addresses the
chain of command and how it influences decision making and performance outcomes.
Organizational structure captures formal reporting relationship in an organization. It influences
teamwork and cohesion among staff for optimal performance. It als@ evaluates, the form of
communication that takes place both vertically and horizontally. [tiassesses the effectiveness of
the channels and communication effectiveness. Latifi andfShooshtarian (2014) aver that
organizational structure outlines the reporting and( accountability structures of an
establishment. It defines which position is charged, with’ »what responsibility in an
establishment. It checks and has influence on thejlevel of formalization and decentralization

which are key parameters for timeliness and ‘quality’deeision making.

The third independent construct saddresses,/the processes followed in formulating,
implementing, monitoring and evaluating strategic plans to ensure that company goals are set
and monitored closely to ensdte that the espoused future state is achieved. Thompson et al.
(2015) state that strategicamanagementprocess deals with formulation of long-term plans of an
organization. It looks atithe entire process of strategic management starting from situation
analysis which berrows‘ftom"the strengths, weaknesses, opportunities and threats (SWOT)
analysis so that approptiate strategies can be put in place to align organizational operations for
achievement of set objectives and organizational goals. It looks at environmental analysis,

strategy formulation, implementation, evaluation and control.

The fourth independent construct is organizational culture, which is a study of shared beliefs,
values, behaviours and practices that define a group of people or society. Robbins and Judge
(2011) noted that most large organizations have a dominant culture and numerous subcultures.
This is particularly so in multinationals. Organizational culture covers written and unwritten
rules that govern the way things are accomplished. It assesses the level of cohesion and ability
to work together as teams and strategic business units to realise organizational objectives.

Organizational culture determines the level of commitment and the work of employees in their
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day-to-day operations. It concerns aspects of teamwork, code of conduct, adaptability and core

values.

The dependent variable is organizational performance which could be measured in financial or
non-financial terms. This study adopts the indicators of performance as outlined by Kaplan and
Norton (1992). The specific indicators include: revenue, profitability, customer satisfaction,

employee satisfaction and adoption of technology.

The conceptual framework has a moderating variable which is organizational factors. These are

elements within an organization that affect the outcomes obtained. Danso et.al. (2020) argued

that distinguishing organizational factors influence an organization’s aff T investments,

which in turn impacts risk-taking prospects and performance. constructs
considered in this study under this variable are company’s age an iven'that age and size
were absolute numbers, the different data sets were reconci ified five-point scale
consistent with the Likert Scale, as for the rest of t les. The current study
employed the variable normalization statistical pro SS to harmonize the diverse

metrics of the age and size variables into the

The conceptual framework for this study i gure 3 below.
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Figure 3

Conceptual Framework
Independent Variable — Corporate Dependent Variable- Organizational
Governance Performance
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CHAPTER THREE

RESEARCH METHODOLOGY
3.1 Overview
This chapter outlines how the objectives of the study were attained. The chapter covers research
philosophy, research design adopted, population, data collection and analysis, and ethical

considerations. These are discussed in detail below.

3.2 Research Philosophy

Research philosophy is a belief about the way in which data about a‘phenomenen should be
gathered, analysed and used (Hammersley, 1993). It is a set of views‘andassumptions regarding
the generation of knowledge. It is what an investigator doesfwhile starting a research project
and gaining new knowledge (Saunders et al., 2019)¢ There are>four types of research
philosophies; pragmatism, positivism, realism an@pinterprefivism. Pragmatism is action
oriented. Positivism is driven by science. Realismfocusses‘on the independence of reality from
the human mind. Interpretivism focuses“en< social  constructions such as language,

consciousness, shared meanings, and instruments (Bryman, 2016).

Pragmatism is the philosophical foundation used by the researcher in this study. It is a research
philosophy that emphasizes ‘the “practical consequences and utility of research findings
(Menary, 2016). Pragmatismacknowledges that multiple perspectives and methods can
contribute to a deeper ‘understanding of a research problem. It values the use of both
quantitative andfgqualitative approaches, recognizing that each method has strengths and
weaknessesgfand that €embining them can provide a more comprehensive understanding of
complex phenomena (Creswell & Clark, 2018; Saunders et al., 2019; Tashakkori & Teddlie,
2010).

Pragmatism serves as the foundational philosophy for mixed methods research, allowing
researchers to draw on diverse methodologies to address research questions effectively
(Creswell & Plano Clark, 2018; Johnson & Onwuegbuzie, 2004; Saunders et al., 2019; Teddlie
& Tashakkori, 2009). The current study used mixed methods design, explanatory model, in
seeking to investigate the effect of corporate governance on organizational performance,

moderated by organizational factors, with the aim of generating an evidence base, that can be
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used to improve the governance of companies listed at the NSE. By adopting pragmatism
philosophy, the researcher triangulated qualitative and quantitative data in the final analysis.

The linkage between pragmatic research philosophy and mixed methods design, explanatory
model, is characterized by their shared commitment to generating actionable knowledge
through a flexible, interdisciplinary, and iterative approach. By leveraging the mixed methods
design, explanatory model, within the pragmatic framework, the researcher sought to uncover
causal relationships as well as provide meaningful explanations on the effect of corporate
governance on organizational performance, for the listed companies at NSE in a manner that

was both theoretically rigorous and practically relevant.

3.3 Research Design

A research design is a guide that determines the methods of dataieollection,and analysis of
findings in a study (Merriam & Tisdell, 2016). It is a framewgtk that dictates the entire process
of achieving research objectives. Research designs arefuseful in“testing different types of
hypotheses. Creswell and Plano Clark (2007) postuldte that thefrigor of a research design is a
function of its diverse nature in embracing mixed methods.This study adopted mixed methods
research. According to Creswell and Plang Clark (200%), there are four major types of mixed
research methods designs, the Triangulation'BPesign, the Embedded Design, the Explanatory
Design, and the Exploratory Design@lnithisistudy, a mixed methods design, explanatory model,
was used. An explanatory medel focuses on cause and effect analyses which are most
appropriate with doctoral studies,where the research topic is usually narrowed to allow for
uniqueness and in-depthyexamination, by focusing on why and how questions (Sakyi et al.,

2020).

A mixed methods tesearch design, explanatory model (adopted from Mugenda and Mugenda
(2019) , was the mest appropriate for this study because it focused on an in-depth investigation
of the effect of corporate governance on organizational performance, thereby adequately
responding to the overall objective of the study. The study mainly adopted a quantitative
technique that used a cross-sectional approach. The quantitative technique involved the
collection of information using both closed and open-ended questions on key determinants of
corporate governance and indicators of organizational performance. The information
established from open ended questions was used to complement the quantitative data that was
collected using closed ended questions of the study. The triangulation of both closed ended and

open-ended questions allowed for complementarity of data. This assertion is highlighted by
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(Flick, 2018). The use of cross-sectional survey allowed the researcher to collect data covering

listed companies at the NSE using one window of observation; 2023 time period.

The study adopted the segments, as highlighted, of the road map of the current study’s mixed
methods approach from Creswell and Plano Clark (2007), in the figure 4 herein below.

Figure 4

Road Map of the Current Study’s Mixed Methods Approach

(a) What will the timing of the quantitative and qualitative methods be?

Concurrent Sequential
timing timing

(For closed and open ended qiestions) |

Quantitative Qualitative
first first

(b) What will the weighting of the quantitative and qualitative methods be?

(More weight given to closed
| than open ended guestions)
Equal Unequal

weight weight

(More variables for closed than
open ended questions) |

Quantitative Qualitative

emphasis emphasis

(Both closed and  (c) How will the quantitative and qualitative methods be mixed?

open ended

responses in the |

same data set) | | |

(Simultaneous and

Merge complementary Embed Connect
the data analysis) the data the data
Merging Merging  Embed Embed Quantitative Qualitative
results data qualitative quantitative leads to builds to
during during dataina datain a qualitative quantitative
interpretation analysis quantitative qualitative
design design

Source: Adapted from Creswell and Plano Clark (2007)

3.4 Study Population

A population is group of elements that have common observable traits (Bell et al., 2022). It
refers to an entire group of individuals or instances about whom a study is concerned. It is
therefore a larger, all-encompassing group (Cohen et al., 2017). A target population, on the
other hand, is a specific subgroup within the larger population that a researcher may be

interested in studying. It represents the group to which the study’s findings are generalised or
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applied (Cresswell & Cresswell, 2017). The unit of analysis for this study, that is, the entities
that were studied as a whole, were all the 60 companies listed on NSE. The units of observation
were the chairpersons of the boards of directors in the 60 companies listed on NSE as at 30"
June, 2022. The entire population of the study comprised of the members of the boards of
directors of the 60 companies who were 555 as at 30™ June, 2022. However, the target
population of the study were the chairpersons of the boards of directors (or the nominated
representatives) in the 60 companies listed in NSE as at 30™ June, 2022 as shown in Table 2
below. The chairpersons of the boards were targeted because of their overall oversight in
ensuring adherence to corporate governance practices in the respective companies. In addition,
there are more likely to be informed about the affairs of a company duefte their,positions and,

are also able to delegate tasks.
Table 2

Target Population

Number of@€ompa, Number of Chairpersons of the
Sector nies Boards

Agricultural

Automobiles and Accessories
Banking

Commercial and Services
Construction and Allied
Energy and Petroleum
Insurance

Investment Services
Investments

Manufacturing and Allied
Telecommunicatiomand Techn
ology 2 2
Total 60 60

—_— | —

O N[ IAN[W N|[W O ||\
— | —

RN AN R N[W[D|— |

Source: The Researcher

3.5 Census survey

This is the step in a research process that outlines how the study subjects were chosen. It
demonstrates the procedure for obtaining the respondents that were utilized directly in the
investigation. Census design, often referred to simply as a “census”, was adopted by the
researcher. The design involves collecting data from every member of the population rather

than selecting a subset (sample) of the population. This approach is used to gather
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comprehensive data, ensuring complete coverage and avoiding sampling errors (Groves et al.,

2009).

3.5.1 Census Frame

A census was carried out that encompassed all the chairpersons of the boards of directors of the

companies listed on the NSE. The census method is a statistical investigation in which data is
collected for units of the population. It is also known as complete or 100% enumeration or
complete survey (Gupta & Kapoor, 2001). n.d. is this a citation? year? Yes, replaced by a dated
alternative). The study considered companies as the units of analysis while the chairpersons of
the board of directors were the units of observation. A census methodgwas used to obtain
information from the companies listed on NSE rather than from a fepresentative subset or
sample. Therefore, every NSE listed company was included gfipthe, study, which was a

comprehensive and accurate analysis of the entire populationd

This study utilized census selection method because, first; it possesses a remarkable level of
precision. The use of a census approach eliminatesithe possibility of sampling errors,
guaranteeing that the data gathered reliably,reflectsythe,complete population of NSE-listed
companies. This precision held significantimpottange in achieving precise outcomes. Second,
it eliminated sampling bias. Sampling bias, which can occur when selecting a sample, was
eliminated because all the NSE-listed companies were included (Gupta & Kapoor, 2001). This
ensured that the results wergmnotiskewe@by a non-representative sample. It provided room for
detailed analysis. The reseatehetiwas able to perform more detailed analysis given that data on
each company that responded was available. The units of observation were the chairpersons of

the boards of difectors of the listed companies.

A census methodtefers to a systematic approach employed in statistical research to gather data
from an entire population or a substantial portion thereof. Unlike conventional sampling
techniques, which select a subset of the population to represent the whole, a census aims to
comprehensively collect information from every individual within the defined target
population. This method is particularly advantageous when the population under study is
relatively small or when resources do not permit the exhaustive examination of an entire
population. The efficacy of a census lies in its capacity to provide a complete and accurate
portrayal of the population characteristics, thereby reducing the margin of error and enhancing

the reliability of findings. By encompassing a census, no subgroup is overlooked, thus
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minimizing the risk of sampling bias. Consequently, researchers can draw more robust
conclusions and make more informed decisions based on the comprehensive dataset obtained
through this method. A census facilitates precise estimation of population parameters (Kish &
Verma, 1986). To obtain information from respondents, a questionnaire was adopted. Using a
questionnaire for a small target population of 60 was justifiable given that through a
standardized questionnaire, the researcher ensured consistency in the data collection process,

reducing the potential for bias or error (Bryman, 2016; Dillman et al., 2014).

The researcher employed a census technique to collect data from the NSE listed companies’
chairpersons of the board of directors to ensure that no chairperson was ‘Overlooked. This
enabled the study to yield a comprehensive understanding of the effect®f corporate governance
on organizational performance, moderated by organizational factogsyforicompanies listed at the
NSE. The census method represented a potent tool in that it offered unparalleled accuracy and
completeness in data collection. Its efficacy was manifested “ifw its ability to provide
comprehensive insights of the effect of corporate gowernanceyefivorganizational performance,

thereby bolstering the validity and reliability of réseareh findings.

The respondents’ selection is as shown in table 3yherein below.

Table 3

Study Respondents
Sector Number of Companies | Chairpersons Selected
Agricultural 6 6
Automobiles and’ Accessories 1 1
Banking 10 10
Commercialg@@nd,Services 13 13
Construction and Allied 5 5
Energy and Petroleum 3 3
Insurance 6 6
Investment Services 1 1
Investments 5 5
Manufacturing and Allied 8 8
Telecommunication and Technolo
gy 2 2
Total 60 60

Source: NSE
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3.5.2 Respondents’ Selection Procedure

As pointed out earlier, the study used census for the units of analysis. All the listed companies,
being the units of analysis, were included in the study. The units of observation, comprising of
the chairpersons of the boards of directors, were selected using a census method. A census of
surveying all individuals of a target population of 60 was the best alternative methodology for
such a size of population. In this instance, designing a well-structured questionnaire is
paramount. This entails formulating clear and concise questions, conducting pilot testing with a
subset of respondents, and upholding ethical standards concerning privacy and confidentiality.
Employing a questionnaire in a survey for a population of 60 was feasiblé (Kish & Verma,

1986).

3.6 Data Collection Instruments

This study used both primary and secondary data. Primaryfdata was eollected using semi-
structured questionnaires while secondary data was sourced fiomytheleompanies’ repositories.
Questionnaires were used because they represented the fitst-hand’source of information that is
free of bias. The use of both closed and open-ended questions allowed the researcher to get an
in-depth understanding of the issues raised“under each research question that aided in the
drawing of inferences and testing of the hypotheses formulated in the study. The questionnaire
was divided into sections based on thie objeétives. It was structured on a Five-point Likert Scale,

where 1=not sure, 2= stronglydisagree, 3=disagree, 4=agree, and 5=strongly agree.

3.7 Pilot Testing

Pilot testing was carried out to establish the validity and reliability of the research instruments
and to enhanceface validity.” The pilot sample should be large enough to account for any
significant differeneesdn the population that may influence responses. Small surveys require a
minimum of“1T0 respondents while larger surveys may require between 100 and 200
respondents (Saunders et al., 2019). In the pilot phase, twelve (12) companies were randomly
selected. The twelve comprised about 20% of the companies listed on NSE. Thereafter, one
director, who was not a chairperson from each of the companies, was picked from the twelve
companies by using simple random sampling. Pilot studies allow researchers to test the
feasibility of their study design, procedures, and data collection methods before conducting a
full-scale project. By using a different sample, researchers can identify issues or challenges

early and make necessary adjustments (Pearson et al., 2020).
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A questionnaire or an interview schedule is pre-tested as a mini version of the actual
administration of a particular research instrument (Van Teijlingen & Hundley, 2002). Sekaran
and Bougie (2010) propose that the questionnaire pilot testing should be done through personal
interviews with the respondents in order to observe their reactions and attitudes. This also helps
clarify any challenges that may be experienced in the course of execution which helps in
improving the final questionnaire. However, due to limitations resulting from the COVID-19
pandemic, the pilot testing was administered electronically. All aspects of the questionnaire
were pre-tested including question content, wording, language, sequence, form and layout,
question difficulty and instructions. Consequently, the feedback obtained, was taken into
consideration to improve the questionnaire before the administration to“the final study

respondents.
3.8 Data Collection Procedure

The researcher sought for a letter of introduction from St Paul®’s University which indicated the
purpose of the study being academic purposes. The tesearcher, in addition, applied for and
obtained a research permit from the National Cemmission of Technology, Science and
Innovation (NACOSTI) which authorisedytheicolicction of data from the field in order to
achieve the set research objectives. Using the'lettet of introduction from St. Paul’s University
and the permit from NACOSTI, thetesearcher notified, in writing, the top management of the
NSE listed companies (assistéd, by, NSE) about the study. The researcher administered the
questionnaire on the respendents through online methods because of the health care challenges
that had been brought about by, the COVID-19 pandemic, which limited physical contact
including hard cepies of'the questionnaires. A follow up was done using phone calls and emails

in order to ensure ‘@high response rate.
3.9 Validity and Reliability of the Instruments

This section provides a discussion of how the researcher ensured validity and reliability of the
instruments that were used in the study. The validity and reliability of the instruments were

determined after the pre-testing exercise.

3.9.1 Validity of Instruments

Validity is the extent to which an instrument measures what it asserts to measure. The validity
of a research instrument assesses the extent to which the instrument measures what it is

designed to measure (Mohajan, 2017). The study tested for content, construct, face and
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discriminant validity. The most fundamental issue with validity is determining if a
measurement properly measures what it was supposed to assess and has representative data.
The idea of content validity was used to assess how well data collected with the developed
instruments, accurately represented the scope of the study. The existence of construct validity
was determined by looking at the theories that underpin the primary topic of the study. To
ensure the questionnaire's validity, experts' opinions were sought. Academicians and senior
researchers are specialists whose input was solicited, and their recommendations were used to

improve study tools and increase face validity.

The researcher also conducted a literature review in order to identify relevant concepts that
enabled the researcher to identify the various dimensions and concepts that relate, to corporate
governance and its effect on the organizational performance of the@empaniesiisted at the NSE.
The questionnaire items were subjected to exploratory coefmpenent analysis to determine
discriminant validity, which aims to isolate a constructdn order,toitest what others will not
be measuring. The questionnaire items were reducedde a'groupfuncorrelated items that were
measured as a result of this process. The generalizability of the study findings was assessed by

ensuring that the survey respondents were representatively selected.

3.9.2 Reliability of the Instruments

Instrument reliability refers to the instrument's ability to replicate data. This indicates that an
instrument's dependability is ‘€stablished when the findings acquired on a variable remain
consistent after several @dmmistrations. The proclivity towards consistency is known as
reliability. It refers t0 the capagity of an instrument to make precise measurements. It is a
system of measufement for determining if the indicators and the construct being measured are
symmetric fMohajan,€2017). Saunders et al. (2019) aver that the precision with which

measurementtoolg\are utilized in research is referred to as internal consistency.

Cronbach's alpha was used to measure internal consistency in determining the study
instrument's reliability. This method offered average measurements as well as correlations for
the measured items. Taber (2018) recommends that the Cronbach's Alpha value should be
between 0 and 1. To be regarded acceptable, Cronbach's alpha should be 0.7 or above. As a
result, the study's lower bound for gauging dependability was set at 0.7. The Cronbach's alpha
was calculated in SPSS using the Reliability Analysis process after the pilot study was

completed.
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3.10 Data Analysis

The data collected was both qualitative and quantitative in nature. Qualitative data was
analysed using content analysis. The use of content analysis allowed the researcher to explore
themes from the data that helped in addressing the research objectives of the study. The data
was captured using online data collection tools. The online data collection automated the
capturing of complete and accurate data Real-Time. Data was mined from the online ona.io
platform and exported to SPSS tool version 29 and STATA version 18 for analysis. Descriptive
statistics covering the mean and standard deviation (as measures of central tendency and

dispersion respectively) was utilised to summarize the quantitative data.

In order to test the formulated hypotheses and make relevantgdeductionsbon the key
determinants of corporate governance and the indicators of orgafiizational petformance while
also testing for moderating effect of organizational factors (€ompany,age and company size),
the study adopted a funnel approach in the analytical framework . Lhe first step was to run the
descriptive statistics of the key determinants’ measutements, specifically, corporate leadership,
organizational structure, strategic management progess,  organizational culture and the
indicators of organizational performanceof the ‘¢empanies that are listed at the NSE. The
second step entailed associational analysis ofithe relationships between the determinants of
corporate governance and the indicator measurements of organizational performance. The third
step was to run a multiple lingartegression model for testing for the relationships between
independent determinamts “(eorperate leadership, organizational structure, strategic
management processs otganizational culture), and the dependent variable, organizational
performance. The, specifications of the regression models used for analysis and testing of

hypotheses are as‘provided in the subsequent sections.

Descriptive statistics enabled the researcher to describe and compare variables numerically.
The statistics focused on the mean as well as the standard deviation. To describe the extent of
spread of numerical data, the researcher used the standard deviation. Correlation analysis was
used to examine the strength and direction of correlation between variables and was thus
effective in showing evidence on the variables' relationships. For such an analysis to be
performed, the following conditions must be met: There should be a linear interaction, no large
outliers to mislead results, and the data should not exhibit considerable non-normality.Values
would range from 0 to +1, with scores over 0.7 or close to 1.0 indicating a significant

relationship between factors (Saunders et al., 2019). To assess whether the size of the
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coefficient observed occurred by chance or not, statistical tests of significance between
p=0.000 and p=0.05 were determined.

Multiple linear regression analysis was used to test the fifth objective; that is, to assess the
moderating effect of organizational factors in the relationship between corporate governance
and organizational performance of listed companies at NSE. In order to estimate moderation

effect, a two-step procedure was applied as recommended by Hair Jr et al. ( 2021).

3.10.1 Diagnostic Tests

The study conducted diagnostic tests to ensure that the linear regression assumptions made
were not violated before carrying out inferential analysis. The assumptiens of the Classical
Linear Regression Model are linearity, the variance of error term is constant, the explanatory
(independent) variables are not correlated with the error term, the m@an'of the'error term is zero,
the error term is normally distributed, the explanatory variablés‘are mdependent of each other
and the error terms are not correlated. The specific diagnestic tests that were conducted
included the Normality Test, the Multicollinearity T€st, Heteteskedasticity Test and Linearity
Test.

Normality Test

A Normality test seeks to determing Whether‘the data is normally distributed. A normal
distribution is one where the value of meanyis zero with standard deviation of 1 (Xie et al., 2015)
. According to Joreskog etgal (200h6);»normal distributions have values of Skewness and
Kurtosis of + or -2. Typically, twetests for normality are performed: the Shapiro-Wilk and the
Kolmogorov-Smirnov: tests.  The Shapiro-Wilk test is used for datasets with less than 2,000
cases. The Kolmiogorov-Smirnov test, on the other hand, is utilized with sample sizes of more
than 2,000 ases (PaMishra et al., 2019). This research had a sample size of less than 2,000
respondents. Ag,a'tesult, the Shapiro-Wilk test was utilized. The null-hypothesis of this study
was that corporate governance has no significant effect on organizational performance of listed
companies at Nairobi Securities Exchange, Kenya. If the p value was less than the chosen alpha

level of 0.05, then the null hypothesis was rejected.

Multicollinearity

Multicollinearity is a situation where the explanatory (independent) variables are highly inter-
correlated (Katrutsa & Strijov, 2017). While carrying out a linear regression analysis, it is

usually assumed that none of the variables is highly correlated with each other. To test for
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multicollinearity, the study used Variance of Inflation Factor (VIF). A VIF is a measure of
amount of multicollinearity in a set of multiple regression variables. According to Vatcheva et
al. (2016) the values of VIF between 1-10 shows that there is no multicollinearity problem in

the data set and thus regression analysis can proceed.

The actual threshold of VIF used in this study was computed using the following procedure
suggested by Saunders et al. (2019):-

VIF =1/ (1-R?)
Where:

VIF is the variance inflation factor. A VIF of more than 10 indicates @ multicollinearity

problem.
R? is the coefficient of determination of the regression gquation.

Heteroskedasticity

Heteroskedasticity is used in reference to the error term(c) of an estimated regression model. It
refers to systematic variability in spreadyof thisierror term (also called residual) over the range
of the measured values (Baum & Fewbel, 2019). This study used a Breusch-Pagan/Cook-
Weisberg test for heteroskedastieitys This test was used to assess whether the variance of errors
in the regression modelwwere, constant across all levels of the independent variables.
Additionally, the study) used®pa histogram for regression residuals to visualize the

heteroskedasticitfptest results.
Linearity Test

A Linearity Testsecks to establish whether the link between the independent and the dependent
variables of the study is in linear form. All studies covering inferential analysis require linearity
to be conducted for determining this assumption (Luukkonen et al., 1988). Proper data for
running regression should have linear relationship between the variables under consideration.
Data sets whose variables have no linear relationship are said to be nonlinear and this can be
diagnosed by plotting 1 observed values against predicted values or residual against predicted
values. All these values are part and parcel of the regression output (Rao & Gabr, 1980). In this

study, the linear trajectory of corporate governance and organizational performance were
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determined by the corresponding p-value derived from a bivariate correlation analysis. A p-

value of less than 0.05 indicated the presence of linearity between variables.
3.10.2 Hypotheses Testing

The null hypotheses of the study were:-

Hy:: Corporate leadership has no significant effect on organizational performance of listed

companies at Nairobi Securities Exchange in Kenya.

Hy.: Organizational structure has no significant effect on organizational performance of listed

companies at Nairobi Securities Exchange in Kenya.

Hys: Strategic management process has no significant effect on organizational performance of

listed companies at Nairobi Securities Exchange in Kenyax

Hys: Organizational culture has no significant effect of, otganizational performance of listed

companies at Nairobi Securities Exchange iniKenya:

Hys: Organizational factors have no significant moderating effect on the relationship between
corporate governance and organizatiohal ‘performance of listed companies at Nairobi

Securities Exchange in Kenya.,

3.10.3 Multiple Linear Regressiom,Model

Bivariate correlation apalysisywasgemployed to elucidate the magnitude and direction of the
relationship between vamables. This understanding subsequently informed the selection and
execution of regression analysis. Model (1), shown below, was used to determine the effect

of corporate governance on organizational performance.

Y =Bo+ PiXs + PrXo+ BsXa F PaXiaT € eveeeeeeiiieieeeeeeerrer————————eeeees (1)
Where:-

Y = Organizational performance

X = Corporate leadership

X,= Organizational structure

X5= Strategic management process

X4= Organizational culture
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€ = Error term

Bo= Constant

Bi..... = beta coefficients
Beta Coefficient

A beta coefficient is the degree of change in the dependent (response) variable for every one
(1) unit of change of the independent (predictor) variable.

3.10.4 Moderation Effect Model — the spacing should be uniform for this section is it 1.5

or 2.0? -Should be 1.5

The fifth objective of this study sought to investigate the moderating effect of organizational
factors on the relationship between corporate governance and organizational performance of
listed companies at Nairobi Securities Exchange in Kenya. Thereywas,need to determine the
composite mean for each variable. A composite variable (cosporate,governance) comprising all

the independent variables was constructed to fit the moderation model.

In order to estimate moderation effect, a two-stepyprocedure,was applied as recommended by
Hair Jr. et al. (2021). In the first step, a composite model' was used to regress the effect of the
independent variable on the dependent variable (1a)."Additionally, this step entailed including

organizational factors as independent variables (1b) as shown in model (2.1).
or =ﬁ05+ﬁo6CG +ﬁ070F T s e eeesceccecececescscacacessscscscsssscccscssscscssans (2.1)

Where;

OP = Organizational‘Performance
CG = CorporatefGovernanee

OF = Orgaugizational Faetors

Figure 5

Visualization of Model 2.1
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CG

m;
Step 1b
OF

Source: Adapted from Hair Jr. et al (2021)

OP

The second step entailed the estimation of the moderator’s total effect agswell as the direction

on the relationships among dependent and the independent variables‘as, shown in model 2.2

OP =ﬁ03+ﬁ09CG +ﬁ100F * CG T € iierientencesccsccscsscssessadoasatleocnse (2.2)

Joo and f3,prepresent the coefficients of the collaborativesterm$amongst CG and the OF
variable. Hair Jr et al. (2021) describe the criteria,fonmaking decisions as shown in Table 4
below.

Figure 6

Visualization of Model 2.2

MV
(CG*OF)

Step 2

Y
k
OF

CG

Source: Adapted from Hair Jr. et al (2021).

Table 4

Decision Criteria for Moderated Relationship
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[. If the interaction term’s effect on the OP construct is significant, we conclude the
moderator MV has a significant moderating effect on the relationship between OF and

OP.

. Step la is the simple effect, expressing the effect of CG on OP that is moderated by MV. |

[1I. The estimated value of step 1a represents the strength of the relationship between CG

and OP when the moderator variable MV has a value of zero.

[V. If the level of the moderator variable is increased (or decreased) by one'standard

deviation unit, the simple effect step 1a is expected to change by the size of'step 2.

V. If the estimated p value of step 2 has an alpha > 0.05, there'is.agymoderating effect of

MYV on the relationship between CG and OP.

Source: Adapted from Hair Jr. et al (2021).

3.10.5 Model Fit

In order to confirm the moderationeffe€tyon the relationship between the independent and
dependent variables, the researcheér demonstrated the nature of the relationship changes as the
values of the moderating variable'changed. This was achieved by including an interaction effect
in the model and cheeking, topsee 1f the interaction was significant and helped explain the
variation in the response variable better than before. All variables were standardized to avoid
multicollinearity. )T he  rescarcher dummy-coded categorical variables and created product
terms for theypfedictor and moderator variables. The researcher then fitted regression model
(first step) predieting the outcome variable from both the predictor variable and the moderator
variable. The researcher then added the interaction effect to the previous model (second step)

and checked for a significant R* change.

3.10.6 Composite Variables/Indices Construction

Composite variables/indices construction helped to optimize the regression model following
the expunging of redundant variables in the precursor phase of data reduction. The composite
variable further mitigated multicollinearity by combating individual variable inter-correlation

through variable consolidation. Factor loading played a crucial role in item reduction by
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identifying redundant items, assessing construct validity, improving reliability, simplifying
interpretation, and validating the retained items through cross-validation. Previous studies have
employed robust methods for estimating the average factor loading and correlations between
factors under various conditions, regardless of the estimation techniques used. Robust
estimations have particularly been evident in situations where the average factor loading

reaches or exceeds the threshold of 0.7 (Kilig et al., 2020).

Table 5

Composite Variables/Indices Construction Table

Composite Variable Indicator Variables Format of £ Composite
Indicator Variable
Variables Computation

Corporate Governance Corporate Leadership Néininal Data Reduction
(CG) (CL) Variablcs (DR)
CG = *DR_Mean (CL. (Oorpgimizational Structuse
OS, SMP, 0C) Strategic Management I\A/Iggregatedf
*DR_Mean = Factors Proces.s (S-MP) Ce?;z{e;eZdenc
where Factor Loading => Organizational Culture y
0.7 (0OC)
Organizational Revenue (R) Nominal Data Reduction
Performance (OP) Rrofit (P) Variables
OP = *DR_Mean (R, P, ?élss‘;omer Satisfaction Aggregared
CS, CL, ES, ER, TA) Customer Loyalty (CL) Ié/leatsu{e; 0{1
*DR_Mean = Factors Employee satisfaction chiral tendency
where Factor Léading => (ES)
0.7 Employee retention

(ER)

Technology

adoption(TA)
Organizational Factors Firm Size Continuous  Normalization of
(OF) Firm Age Variables Variables
OF = Nom_Mean (FS,
FA) Aggregated

Optimal Bins

Nom = Normalization of
the firm size and age
variables.
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3.11 Operationalization and Measurement of Variables

The operationalization of the study variables is shown in Table 6.

Table 6

Operationalization and Measurement of Variables

Variable Variable Indicators Operationalization of the va Measurement in the questionnaire

type
Corporate ® Indep e Corporate Refers to the systems an icha Appendix III, section B-E.
Governance endent leadership company is direc It
composite e Organization constitutes of the of structure
variable structure determining res nd rights of
e Organizational various peo the responsibility
culture ' ing the affairs of a
e Strategic
management mance in this study comprised
process lowing components: corporate
ganizational structure, strategic
process and organizational
Corporate [ Indep e Effectiv to the actions and decisions of the Appendix 111, section B.
Leadership endent co i cutives in a company. The board of
variable e Sha directors comprise the top leadership of a
e Sense company.

In this study, corporate leadership

and encompassed of six components;
e lﬁip determination of strategic direction,
exploration and maintenance of core
competencies, development of human capital,
sustenance of stable corporate culture,

rection
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Organization
Structure

Organizationa
1 Culture

Strategic
Management
Process

() Indep
endent
variable

) Indep
endent
variable

() Indep
endent
variable

Reporting
relationships
Communication
channels
Formalization
Centralization

Team work
Code of conduct
Adaptability
Core values

Environmen
analysis

on

empathizing ethical practice as well as
establishment of strategic control in a
company.

Refers to the established reporting and endix III, section C.
accountability set up within an organizati

It is aimed at facilitation of the smooth

running of an organization and red

conflict. In this study, organizati
denoted reporting relationshi
communication channels,

d

centralization.

Refers to the shared systems
that bind employ any together. It
is largely infl set by the top
manageme xperiences the
employee§igo n organization. It is

also influe environment in which
an izatio ates.

organizational culture covered
de of conduct, adaptability and

the formulation, implementation and
luation of long-term plans of an

anization and it is usually conducted at the
top management level of an organization. It
acts as a guide to mobilization of an
organization’s resources in order to achieve
its specific goals and objectives.

In this study, the key indicators of the
strategic management process included,
environmental analysis, strategy formulation,
strategy implementation, and strategy
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evaluation and control.

Organizationa @ Mode e Firm size Refers to the elements that provide control to pendix III, section F.
1 Factors rating e Firm age activities and operations in a company as wel
variable (Composite Score = as the overall performance.
Size*Age) In this study, organizational factors consi

of the age of a company and compan

Organizationa @ Depe @ Revenue It is a measure of how well an orga Appendix III, section G.
| Performance  ndent ) Profit attains established goals and o
variable o Customer a stipulated timeframe. Th
base the measurement may b
® Customer non-financial.
loyalty In this study, organi
o Customer encompassed re ,
satisfaction customer sati mer loyalty,

o Employee employee sa
satisfaction and techn
) Employees’

retention
o Technology \

adoption

oyees’ retention

Source: Researcher (2022) »

NG

98



3.12 Ethical Considerations

The term ethics can be described as the prescribed code of conduct that guides in behaviour
(Yin, 2016). The researcher was guided by principles that influence the designs and practices of
research activities. The researcher followed a set of rules governing research ethics. The rules
were used as an aid in the protection of study participants' rights, the validity of research, and
the preservation of scientific integrity. At the institutional level, the researcher submitted the
research proposal to faculty members for expert assessment and approval before beginning the
project. At the national level, the researcher sought approval from the National Commission for

Science, Technology and Innovation (NACOSTI).

Before embarking on the field work, the researcher provided letters of@uthorityito the targeted
institutions seeking permission and informing them of the aim“of the, research. Only
participants who volunteered themselves by declaring their willingnessito'engage responded.
The researcher ensured that all the material used in thedstudy  waspeferenced appropriately
using APA format. The researcher assured respondents of‘theityconfidentiality and that the
information collected was to be used for academiie parposes only. The respondents were not
required to indicate their names on théjquestionnaires. This was done to enhance
confidentiality. Secondly, the researcher wasimotte share the information collected with other
participants but was to keep the reeerdssfor, academic purposes, with which the research was
aimed at. Moreover, the reseat¢her did“fot to coerce the respondents in order to obtain
responses; the respondents pasticipated voluntarily. The researcher did not engage in uncouth

approaches in order togeollectiinformation from the field other than the rightful procedures.
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CHAPTER 4

RESEARCH FINDINGS AND DISCUSSIONS

4.1 Introduction

The main objective of the study was to investigate the effect of corporate governance on
organizational performance of the companies listed at the Nairobi Securities Exchange in
Kenya. This chapter presents findings from the study, including demographic data, descriptive

and inferential analysis, and an interpretation and discussion of the research findings.

4.2 Response Rate
Table 7
Response Rate \
Number of Sampled Proportion
Sector Companies Direct nded Responded
Agricultural 6 5 83%

Automobiles and

Accessories 0 0%

Banking 10 9 90%

N\
0
Commercial and %
Services ‘ 13 5 38%

Construction a

Allied 4 5 5 3 60%
Energy an&um 3 3 2 67%

Insurance 6 6 6 100%
Investment Services 1 1 1 100%
Investments 5 5 4 80%

Manufacturing and

Allied 8 8 5 63%
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Telecommunication

and Technology 2 2 0 0%

Total 60 60 40 67%

Source: Study data (2023)

Table 7 shows the response rates from directors categorized using the existing NSE sample
frame categorization. The term "Sector" denotes various industries or sectors. "Number of
Companies" signifies the count of listed companies on the sampling frame within each sector.
"Sampled Directors" indicates the total number of directors targeted or samipled within those
companies. "Number Responded" indicates the count of directors who ré€sponded to the survey.
"Response Rate" is the percentage of directors who responded relative, to the total number of

sampled directors within each sector.

Insurance, Investment Services, and Banking have the diighest tespense rates, all achieving
between 90% and 100%. This suggests a high level ofiengagement or willingness to participate
in the survey within these sectors. Sectors like‘¥Ielecommunication and Technology,
Automobiles and Accessories show a 0% résponse rate, indicating no participation from the
directors within those sectors. Other sectors like Commercial and Services, Manufacturing and
Allied, and Energy and Petroleum, dnvestfents, and Agricultural have response rates varying
between 38% to 83%, indicating @moderatelevel of engagement. The overall response rate for

all sectors combined was 67%:

In conclusion, this tablexdemonstrates varying levels of participation or engagement in the
survey across different seetors, with some sectors showing high responsiveness while others
show no respenseat all. The response rate across all sectors stands at 67%. Mugenda and
Mugenda (2019) provide guidelines for acceptable response rates in research studies. In
general, they suggest that a response rate of 60% or higher is considered acceptable in most
survey-based research studies. However, they aver that the specific acceptable response rate
can vary depending on the nature of the research, the methodology used, the target population

and other factors.

4.3 Reliability and Validity of the Survey Items Based on the Pilot Results

Cronbach’s Alpha (a) is an estimate of reliability. It specifically focuses on the internal
consistency, of a test or scale. It is widely used to test construction and interpretation.

Cronbach’s Alpha measures how closely test items are related to one another and thus
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measuring the same construct (Johnson, 2013). Cronbach's Alpha is a statistical measure used
to assess the internal consistency or reliability of a set of scale or test items intended to measure
a single latent construct or variable. It essentially quantifies how closely related a set of items
are as a group, aiming to determine whether the items consistently measure the same underlying

construct.

The coefficient, typically denoted by the symbol a, ranges between 0 and 1. Higher values of
Cronbach's Alpha indicate greater internal consistency among the items in the scale, suggesting
that the items are measuring the same concept or construct effectively. Generally, an Alpha
above 0.7 is considered acceptable, and this scale exceeds that threshold{indicating strong
reliability. The Cronbach's Alpha is used to assess the reliability of qustionnaires, surveys,
tests, and scales. It helps to ensure that the items included in the studyiinstruments are coherent

and measure the intended underlying construct reliably (Field,2013)%2?-Xes but replaced)

Table 8

Reliability and Validity of the Survey Items

Items for: No of items Cronbach's
Alpha

Corporate Leadership 8 0.918
Organizational Structure 10 0.868
Strategic Management Proeess 11 0.941
Organizational Culture 10 0.922
Organizatienal Perfexmance Variable 13 0.880
Overall Cronbach's Alpha 52 0.906

Source: Study data (2023)

Table 8 shows that corporate leadership consists of 8 items, and it shows a Cronbach's Alpha
of 0.918. This suggests a very high level of internal consistency among the items measuring
corporate leadership. Typically, a value higher than 0.7 for Alpha is deemed satisfactory, and
this measurement surpasses that level, demonstrating robust reliability. Organizational

structure comprises 10 items with a Cronbach's Alpha of 0.868. This also indicates good
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internal consistency among the items measuring organizational structure. While slightly
lower than the Corporate Leadership scale, an Alpha of 0.868 is still within an acceptable

range, suggesting reasonable reliability.

Strategic Management Process with 11 items- this scale demonstrates a high level of internal
consistency, showing a Cronbach's Alpha of 0.941. This is a very strong result, indicating high
reliability among the items measuring the strategic management process. Organizational
culture includes 10 items and exhibits a Cronbach's Alpha of 0.922. This suggests a very good
level of internal consistency among the items measuring organizational culture, indicating high
reliability similar to the strategic management process scale. OrganizatiOnal performance
variable is composed of 13 items and shows a Cronbach's Alpha of 0.880.While slightly lower
than the other scales, an Alpha of 0.880 is still within the acceptableyrange, indicating

reasonable internal consistency among the items, measuring organizatienal performance.

Overall Cronbach's Alpha represents the combined analysis of all the,scales/items (total of 52
items) and displays an overall Cronbach's Alpha of 0.906.This,indicates a high level of internal
consistency across all constructs measured colleétively, suggesting that the scales as a whole

demonstrate good reliability when taken togéther.

4.4 Demographic Analysis
The study sought to establish the réspondent's category of directorship, the gender of the

respondents, the age bracket, highestlewel of formal education, and duration of service.

4.4.1 Demographic Profilesiof the Directors

This section presents findings on the key demographic profiles of directors who responded to
the questionnaires,encompassing their diverse range of backgrounds, expertise and experience.
These demogtaphic profiles include the category of directorship, gender, age category, highest

level of education achieved and duration of service in the company.
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4.4.1.1 Respondent's Category of Directorship

Figure 7

Respondents’ Category of Directorship

32.5

T
v

67.5

i ExecutivgL 74 Nanaexecutive

Source: Study data (2023)

Figure 7 represents the distribution’ of respofidents by directorship. Executive directors
constitute 32.5% of the total respondents..Non-executive directors make up 67.5% of the total
respondents. This data indicatesithatithesmajority of the respondents fall under the category of
non-executive directors,{€omptising a significantly larger portion compared to executive
directors in the sample or group studied. The executive directors who participated in the study
were those thatfwere appeinted to represent the chairpersons. Nominating other directors
streamlinedfsurvey pdrticipation and leveraged the collective knowledge of the board. The
nominated directors possessed specific expertise related to the survey topic. Consequently,

their insights were expected to enhance the quality of responses.

The implication of this finding underscores the significance of board composition in shaping
governance practices, decision-making dynamics, and organizational culture within the context
studied. The distribution of respondents by directorship, with 32.5% being executive directors
and 67.5% non-executive directors, indicates a pronounced predominance of non-executive
directors in the sample or group under study. This suggests a trend towards greater

representation of independent voices and oversight within governance structures, potentially
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leading to more diverse perspectives and strategic decision-making processes. This implies

more diverse and independent perspectives from the respondents, leading to good quality data.
4.4.1.2 Gender of the Respondents

Figure 8

Gender of the Respondents

M Female M Male

'b»respondents based on their gender, indicating the

surveyed population. This figure indicates that, out of the

Source: Study data (2023)

Figure 8 represents the di
percentage of each ge
surveyed, female res comprised of 17.5% while male respondents constituted of

82.5% of the
¢ boards of the listed companies are constituted. This underscores the

sample, ml%~
representation

e of the respondents for the overall board composition.

sponded to the survey. The significant gender disparity within the
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4.4.1.3 Age Category of the Respondents
Figure 9

Age Category of the Respondents

45.0 42.5
40.0
35.0
30.0
25.0
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15.0
10.0

5.0

15.0

30to49 years 50to 59 years 60to 69 years Above 69 years

N

across age groups. First, 15% of the respondents

to 49 years, while 42.5% fall within

Source: Study data (2023)

Figure 9 shows the distribution of r
fall within the age cat
the range of 50 to 59 ye th the age group of 60 to 69 years and above 69 years
each represent 25% e respondents respectively. The implication of this finding

is that the relati ol ndents provided insights into the historical context of corporate

governance ‘d their evolution over time. Understanding the historical context was
invaluable ssing the impact of different governance approaches on organizational

performance.
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4.4.1.4 Highest Level of Education Achieved by the Respondents

Figure 10

Highest Level of Education of the Respondents

60.0

55.0
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0.0 ||
Degree Masters PhD Other
\ -
Source: Study data (2023) %
Figure 10 presents the distribution o hig vel of education achieved by respondents

and the corresponding percent e&s s: 27.5% of the respondents have achieved a

degree as their highest leve ; 55% of the respondents have achieved a master's
degree as their highest le 10n; 15% of the respondents have achieved a PhD as their
highest level of ed ; .5% of the respondents have achieved a different type of

education not catégorize egree, master's, or PhD.

This figure at
a majority of r.

then a smaller percentage with a PhD, while a very small portion falls under the "Other"

educational distribution within the surveyed population, showing that

dents have attained a master's degree, followed by those with a degree and

category. Having respondents with different levels of education, including degrees, master's
degrees, and PhDs, provided a diverse range of perspectives and insights into the study of
corporate governance and organizational performance. This diversity enriched the study by
offering various viewpoints and approaches to understanding the relationship between

corporate governance and organizational performance.
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4.4.1.5 Duration of Service in the Company by the Respondents.

Figure 11

Duration of Service in the Company by the Respondents

40 37.5
35
30
30
25
25 4
20
15
10 7.5
5 .
0
1- 5 years 6-10 years 11-15 years Above 15 years
Source: Study data (2023) \%“
Figure 11 presents the duratio, servi respondents in the respective companies along
with the percentage distribution category. From this data, 30% of respondents have
been directors in the ies for 1-5 years; 25% have served for 6-10 years; 7.5%
have been directors w e specific companies for 11-15 years; while 37.5% have a duration

of service ex g 15 years. Notably, a larger portion (37.5%) have been with the specific

companies € 15 years compared to the other duration categories.

This finding implies that there is a significant proportion of respondents who have been with the
specific companies for a relatively long duration; exceeding 15 years. It indicates the presence
of more senior and experienced directors within this study’s sample, as individuals tend to
accumulate more experience and expertise over longer tenures. This has implications for in-
depth knowledge of the company culture and institutional cognition that enhances the quality of

the data collected.

4.4.2 Demographic Profiles of the Companies

The study sought to establish the companies’ sector, age and size.
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4.4.2.1 Companies by Sector

Table 9

Respondents by Sector Based on the Existing NSE Categorization

Sector Frequency Percentage

Agricultural 5 12.5
Banking & 22.5
Commercial and Services \& 12.5
Construction and Allied %% 3 7.5
Energy and Petroleum % 2 5
Insurance \%
Investment Services %

Investments 4 10
Manufacturing and Allied \% 12.5

6 15

—

2.5

W

Total s g\ 40 100
a2

Source: Study

Table 9 pr r %of the proportion of respondents representing companies engaged in

various sector owing for an understanding of the distribution of respondents across
different industries or fields using the existing NSE categorization. Most (75%) of industry
sectors, that is, nine out of twelve, of the sectors responded to the survey. This was considered a
good representation of the sectors and thus collected data that was sufficient for further

analysis.
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4.4.2.2 Company Age

Figure 12
Company Age
Histogram
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Source: Study data (2023)
Figure 12 provides inf i e distribution of companies based on their age in years,
categorized into diff , along with the corresponding percentages of companies
falling into ea e cate . The SPSS binning procedure was used to create the categories

comparabl

below constitu .5% of the total companies in the data. Twenty-six companies aged between

% ngries of the number of employees. Five companies aged 49 years and
50 to 99 years make up the largest portion, accounting for 65% of the total companies. Six
companies aged between 100 to 149 years represent 15% of the total. Three companies aged

150 years or more, form 7.5% of the total companies.

This distribution indicates that the majority of the companies fall within the range of 50 to 99
years old while a smaller percentage falls into other age categories. The data indicates a diverse
distribution of companies across different age groups, with the largest concentration being in
the 50 to 99 years age range. The mean (average) age of the 40 companies that responded is 74

years. Notably, the standard deviation of 35.118 measures the amount of variability or
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dispersion in the dataset. The high standard deviation suggests that the data points for the

company age are more spread out from the mean.

4.4.2.3 Company Size
Figure 13
Company Size
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Source: Study data (2023) \
The study used the number in a company as a proxy for size. Figure 13 breaks

down the proportion o the interviewed companies within specified ranges (bins)

of employee counts, insight into the distribution or concentration of the workforce

across these arwal (2014) postulates that binning can help in dealing with

outliers or €
bins, outliers

can help prevent them from disproportionately affecting the analysis. Binning can help reduce

s in the data. The author further posits that by grouping values into

e grouped together into their own bin or merged with adjacent bins, which

the impact of noise or measurement error in the data by smoothing out fluctuations in values.
By grouping similar values together in bins, the influence of individual data points may be
mitigated, leading to more stable and robust analysis results (Aggarwal, 2014). This study

adopted an automatic bin split using SPSS version 29.

Companies with employees with counts of less than or equal to 216 constitute 25% of the total
workforce. The companies with the number of employees falling within the range of 217 to 876

make up 22.5% of the total employee population. Those within the range of 877 to 1861
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employees account for 32.5% of the total. The number of employees in the category of 1862 or
more represent 20% of the total employee population. These categories provide a segmented
view of how the total employee count is distributed across various ranges in the interviewed
companies. It illustrates the proportion of employees within specified brackets of counts. A
higher percentage is in the 877 - 1861 range which signifies that a substantial portion of the
interviewed companies have employees falling within that employee count band compared to
others. Notably, 20% of employees fall in the1862+ category as shown in figure 13. What word

is missing here? — Clarified
4.5 Descriptive Statistics

This section presents descriptive statistics on how corporate leadership, “organizational
structure, strategic management processes and organizational cultuse ‘affect'the organizational
performance of listed companies at the Nairobi Securities Exchange.- Theéanalysis addresses the
study’s specific objectives by evaluating how each of thes¢ factors mfluences performance. The
general objective of the study was to evaluate the ovesall'effeet of corporate governance on the
organizational performance of these listed companies, To achieve this, the study focused on
several specific objectives. First, it asse8sed they impact of corporate leadership on
organizational performance. Next, it evaluated“how organizational structure affects
performance. The study also looked ‘intonthe effects of strategic management processes and
examined how organizational cilture influ€nces organizational performance. Additionally, the
study aimed to understand the moderating effect of organizational factors on the relationship
between corporate governance,and organizational performance. To gather data, respondents
rated various aspects related to,these objectives using a Likert Scale. This scale ranged from 1
to 5, where l€indicated "not sure," 2 represented "strongly disagree," 3 was "disagree," 4
signified "agrees', andyS meant "strongly agree." This rating system provided insights into the

extent of agreemeént on how these elements impact organizational performance.

4.5.1 Corporate Leadership Construct of Corporate Governance

In the pursuit of organizational success, effective corporate leadership plays a critical role in
steering companies towards their goals while fostering a conducive work environment. This
section assesses multiple dimensions of corporate leadership within the NSE listed companies.
Table 10 (below) encapsulates the evaluation of various essential variables crucial for effective
leadership. The section presents responses from members of the boards of directors regarding
their perceptions of different facets of corporate leadership within the NSE listed companies.

The section highlights the mean and standard deviation of each leadership variable, shedding
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light on the prevailing sentiments among the surveyed directors. By examining these metrics,

the study sought to gain insights into the perceived rating by the interviewed directors.

Table 10
Corporate Leadership
Std.
Indicators of Corporate Leadership Construct Mean
Deviation
There are proper channels of communication in the company. 4.33 0.785
Employees use emails to effectively communicate with
_ 431 0.701
others in the company.
All supervisors are encouraged to share the vision of the
. . 4.33 0.810
company with subordinates.
The vision of the company is well articulated with the staff. 4.27 0.819
The company has well established sense of direction. 4.37 0.793
There are clear goals that provide a sense of.direction n the
4.33 0.834
company.
The company has coaching programsiformew employees. 3.96 0.928
The line managers in the company, are trained on how to
3.79 0.871
mentor new employeesf
Construct Aggregate 4.21 0.818

Source: Study data (2023)

Table 10 presents an assessment regarding various aspects of corporate leadership within the
interviewed companies. It assesses different variables related to communication, vision
sharing, direction, goal setting and employee coaching or mentoring programs. Overall, this
table indicates that Corporate Leadership was generally perceived positively, but there was
some diversity in opinions among respondents. The aggregate mean score for the Corporate
Leadership variable was 4.2. This suggests that, on average, respondents rated Corporate
Leadership relatively high. The standard deviation was 0.818. This indicates the extent of

variability or dispersion in the responses. A higher standard deviation implied that the scores

113



were more spread out from the mean. In this case, the standard deviation was relatively
moderate, indicating that, while the average rating for Corporate Leadership was high, there
was still some variability in respondents' perceptions. A high mean score indicated that, on
average, respondents viewed Corporate Leadership positively. The moderate standard
deviation indicated that while the average perception was positive, there was still some
variance in how different respondents perceived Corporate Leadership. The granular details of

the individual variable components are elucidated below.

Proper channels of communication had a mean score of 4.33 with a standard deviation of 0.785,
indicating that respondents generally believe that there are effective commuhication channels
in the interviewed companies. Effective use of emails for communicatigibhad'@mean score of
4.31 with a standard deviation of 0.701, suggesting that respondents, pereeive emails as an
effective means of communication within the NSE listed companieShThe, encouragement of
supervisors to share the company's vision had a mean scorgfof 4233 with'a standard deviation of
0.810, indicating that there is a perception by the respondents that'supervisors are encouraged

to share the respective company vision with their,subordinates.

Clarity of the company's vision with the staffhad'a mean score of 4.27 with a standard deviation
0f 0.819, implying that while generally articulatedjthére might be some room for improvement
in communicating the respective company's, vision to the staff. Established sense of direction
within the company had a mean S€ere of 4:37'with a standard deviation of 0.793, indicating that
there is a strong belief that thejintetyiewed companies had a well-established sense of direction.
Clarity of goals providing diréetion had a mean score of 4.33 with a standard deviation of 0.834,
suggesting that there are distinct goals in place that provide a sense of direction within the
interviewed companies. Présence of coaching programs for new employees had a mean score of
3.96 with a,standard) deviation of 0.928, indicating a moderately positive perception of
coaching programs for new employees, though there might be some areas that need
improvement. Training of line managers on mentoring new employees had a mean score of
3.79 with a standard deviation of 0.871, suggesting that there might be some deficiencies or

areas for improvement in the training of line managers to mentor new employees.

The overall mean score for all the variables considered together is 4.21 with a standard
deviation of 0.818, indicating a generally positive perception of corporate leadership variables
within the interviewed companies. In summary, while the interviewed companies seem to

perform well in areas like communication channels, vision sharing, and having a sense of
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direction, there might be areas for improvement in coaching programs for new employees and

training line managers on mentoring practices.

4.5.2 Organizational Structure Construct of Corporate Governance

This section presents an evaluation of the organizational structure within NSE listed
companies. The section presents the rating of various key factors pertaining to communication,
reporting relationships, conflict resolution, resource allocation, and task management in NSE
listed companies. The section serves as a comprehensive snapshot of how directors perceive the
internal workings, communication channels, reporting mechanisms, and overall operational
procedures within the NSE listed companies. It sheds light on areas ofystrength as well as
opportunities for improvement within the organizational framework of NSE listed companies

and the guiding strategic efforts to enhance effectiveness and streamline opetations.

Table 11

Organizational Structure

Std.
Indicators of Organizational Structure Construct Mean
Deviation
There are clearly established reporting relationships among
. 4.60 0.495
employees in the company.
The reporting relationships eénsute accountability amon
P s b Y s 4.33 0.760
employees.
The supervisors aré€ encouraged to effectively communicate
. ‘ ‘ 4.37 0.687
with their subetdinate staff in the company.
Formal communieation is encouraged between staff across
4.17 0.810
the departments in the company.
The long-term decisions are centrally made by senior
. 4.00 0.907
managers in the company.
There is a clear reporting system and employees do not
. P i Py 4.27 0.598
disagree on who to report to.
Within and between departments and sections, employees do
‘ o 3.65 0.905
not encounter conflict over responsibilities.
3.87 0.793

There is an equitable allocation of resources and tasks

115



between departments.

The company has clear concise procedures on how work is

4.21 0.605
done.
By allocating tasks, implementing work procedures, and
dividing work, employees have been able to effectively 4.08 0.860
perform their duties.
Construct Aggregate 4.16 0.742

Source: Study data (2023)

In Table 11, the aggregate mean score of 4.16 indicates the avefage levellof organizational
structure across the NSE listed companies. This score suggest$ that, on average, the companies
exhibited a high degree of organizational structure. Thé high“meanyscore suggests that the
sampled organizations are likely to benefit from 4he ‘advantages associated with a well-
structured organizational set-up, such as clarity imyroles, efficient decision-making processes,
and effective coordination. The standard deviation ef* 0.742 measured the dispersion or
variability of individual scores around thejmean.” The relatively low standard deviation
indicates a certain level of uniformityf@mong the companies in terms of their structural
attributes. The presence of someyvariability implies that organizations may adopt different
approaches to structuring their “Operations, reflecting their unique contexts and strategic

priorities. The granulamdetailsief'the individual variable components are shown below.

Distinctly established reperting relationships with a mean of 4.60 and standard deviation of
0.495 indicatethatdireetors perceive that, there are well-defined reporting relationships within
the NSE listed'companies. Accountability in Reporting Relationships with a mean of 4.33 and
standard deviation of 0.760, demonstrate that the reporting relationships are perceived to ensure
accountability among employees, although there might be slightly more variability in
perceptions compared to the clarity of the relationships. Encouragement for supervisor-
subordinate communication with a mean of 4.37 and standard deviation of 0.687, indicate that
there is encouragement for effective communication between supervisors and their

subordinates, with moderate consistency in perceptions.

Formal communication across departments with a mean of 4.17 and standard deviation of 0.810

shows that, while formal communication across departments is encouraged, there is a bit more
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variability in perceptions, indicating differing opinions among respondents. Centralized long-
term decision making with a mean of 4.00 and standard deviation of 0.907 indicate that long-
term decisions appear to be centrally made by senior managers, though opinions on this are

more diverse compared to other factors.

Clarity in reporting system with a mean of 4.27 and standard deviation of 0.598 indicate that
NSE listed company employees generally agree on the reporting system without much
disagreement. Conflict resolution between departments with a mean of 3.65 and standard
deviation of 0.905 show that employees of NSE listed companies encounter more conflict over
responsibilities within and between departments, indicating potential issu€s with clarity or
agreement on responsibilities. Equitable resource allocation between degpartments with a mean
of 3.87 and standard deviation of 0.793 indicate that the perception ofiequitable resource
allocation between departments is moderate, but there was_variability in opinions among

respondents.

Distinct work procedures with a mean of 4.21 and standard deviation of 0.605 indicate that NSE
listed companies have well defined, concise procedutes for how work is done, with relatively
consistent agreement among employees. Efféetive task performance with a mean of 4.08 and
standard deviation of 0.860 show that empleyecsiof*NSE listed companies have been able to
effectively perform their duties threughstask allocation and work procedures, though there is

some variability in perceptions,

Overall mean of 4.16 andyoverall standard deviation of 0.74 show the perception of directors
across all organizational, struéture variables indicating a generally positive view of the
organizational stsucture: In summary, while there is a generally positive perception of the
organizational, struetuge, areas such as conflict resolution, equitable resource allocation and
variability in‘deeision-making, might need attention and improvement within the NSE listed

companies.

4.5.3 Strategic Management Process Construct of Corporate Governance

This section presents an assessment of the strategic management process within companies
listed on NSE. The section presents results on various variables integral to strategic planning,
implementation, and evaluation within these NSE listed entities. The results in this section
comprise of specific elements related to strategic management process, each representing a
distinct aspect of the process. These variables were evaluated based on the perceptions of

directors familiar with the strategic operations of these companies.
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The key components of the strategic management process studied included the company's
approach towards environmental analysis for identifying opportunities and threats, the clarity
and alignment of formulated strategies with the company's mission, the execution and
implementation of these strategies within set timelines and budgets, the regular evaluation of
strategies, and the utilization of Key Performance Indicators (KPIs) for tracking strategic
objectives. Each variable in this section has its mean value and the corresponding standard
deviation, offering insights into the average ratings provided by respondents and the degree of
variability or consensus among their perceptions. The mean values serve as indicators of the
overall perception regarding the effectiveness or efficiency of the respective strategic
management aspects, while the standard deviations provide insights into thellevel of agreement

or divergence among the respondents' assessments.

This comprehensive assessment aims to provide an understanding of the,sttengths and potential
areas for improvement, within the strategic management ptocesses,0f NSE listed companies.
Analyzing these variables and their respective ratings offers valuable insights into where these
companies excel and where there might be oppertunities for ‘enhancement in their strategic

management processes.
4.5.3.1 Quantitative Results on the Strategic Management Process
Table 12

Strategic Management Process

Std.
Indicators of Strategic, Management Process Construct Mean
Deviation
The company analyses its environment to identify viable
¥ . 4.38 0.690
opportunitiés for investment.
Environmental analysis helps the company to identif
. ‘y p pamy Y 4.38 0.718
possible threats to its operations.
The company has clearly formulated strategies. 4.33 0.901
The company formulates strategies based on the identified
‘ ‘ 4.19 0.817
threats in the environment.
The overall strategies formulated are aligned with the mission
4.38 0.661

of the company.
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The company implements the strategies in time. 3.63 0.971

Strategies are implemented within budget in the company. 3.90 0.934
Strategies are implemented by competent staff in the
4.27 0.689
company.
The company evaluates the strategies on a regular basis. 4.12 1.022
The company has in place Key Performance Indicators for
. o 4.38 0.796
tracking the strategic objectives that have been set.
The Key Performance Indicators for tracking the strategic
o o ' . 412 0.983
objectives are driving the right behavior.
Construct Aggregate 4.19 0.835

Source: Study data (2023)

In Table 12, the aggregate mean score of 4.19 for, the, Strategic Management Process implies
that, on average, the strategic management precessiwas perceived to be highly effective by the
respondents or observers involved in the research.)A seore above 4 suggests a generally positive
perception or performance regarding Strategic management process. The standard deviation of
0.835 provides insight into the vasiabilityf responses or observations around this mean score.
A standard deviation meastzes the dispersion or spread of data points from the mean. A
standard deviation of 0.835 1adicates that the majority of responses were relatively close to the
mean score of 4.19. The low standard deviation suggests that there was minimal variability
among the responses or observations regarding the effectiveness of the strategic management
process. The peiceptions or evaluations of the strategic management process were relatively
consistent amofig the respondents or observers. This level of consistency implies that the
strategic management process was perceived positively by the respondents. The granular

details of the individual variable components are clarified below.

The assessment of various aspects related to the strategic management process within NSE
listed companies. The table includes different variables related to strategic management, their
mean values, and standard deviations. The mean values indicate the average rating given by the
respondents, while the standard deviations show the extent of variability or dispersion in the
ratings. The specific strategic management process variables included aspects such as

environmental analysis, formulation of strategies, implementation, evaluation, and the use of
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Key Performance Indicators (KPIs) in tracking strategic objectives. Generally, the mean values
for most variables are around 4, indicating that, on average, respondents agreed or strongly
agreed with these statements. A mean score of 4 typically suggests a favorable perception or

acknowledgment of these aspects within the surveyed NSE listed companies.

The results regarding whether the respective company analyses its environment to identify
viable opportunities for investment had a mean of 4.38 and standard deviation of 0.690. These
results show that the surveyed companies are highly focused on analyzing their environment to
identify investment opportunities. The relatively low standard deviation indicates that
responses were consistent around this mean value. The results regarding whether
environmental analysis helps the company to identify possible threats£opits‘operations had a
mean score of 4.38 and standard deviation of 0.718. The companiesistrongly agree that their
environmental analysis helps in identifying threats to their operations, Wwith slightly higher

variability in responses compared to the first variable.

The results regarding whether the respective companyhasidistinetly formulated strategies had a
mean of 4.33 and standard deviation of 0.901. Theseresultsyindicate that the companies have
well defined formulation of strategies, but‘here is slightly higher variability in responses
suggesting some diversity in opinion amongythe surveyed companies. The results regarding
whether the respective company fermulates strategies based on the identified threats in the
environment had a mean of 4.19,and standard deviation of 0.817. While the mean is still
relatively high, indicating agteement, the variability in responses is slightly higher, suggesting
that opinions or practiges regarding formulating strategies based on identified threats vary more

among companies.

The results regarding whether the overall strategies formulated are aligned with the mission of
the respective company had a mean of 4.38 and standard deviation of 0.661. The finding
indicates that the surveyed companies strongly agree that their formulated strategies align with
their mission. Additionally, the low standard deviation indicates high consensus among
respondents. Regarding whether a company implements the strategies in time, the mean was
3.63 and standard deviation was 0.971. These results demonstrate that the companies were
either neutral or in agreement that they implemented strategies within the stipulated time.
However, there is considerable variability in responses, indicating differing practices or

opinions across the companies.
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Regarding whether the strategies are implemented within budget in the company, a mean of
3.90 and standard deviation of 0.934 demonstrate that there is a neutral to slight agreement that
strategies are implemented within budget, with noticeable variability among responses. The
findings of this study regarding if strategies are implemented by competent staff in the
company, a mean of 4.27 and standard deviation of 0.689 establish that the companies generally
agree that strategies are implemented by competent staff, and there is relatively low variability

in responses.

The finding of this study regarding whether companies evaluate the strategies on a regular
basis, a mean of 4.12 and standard deviation of 1.022 shows that the companies agree that they
evaluate strategies regularly. However, there is considerable variability ifi responses, indicating
differing practices or opinions regarding the frequency of evaluation across the NSE listed
companies. The results regarding whether the NSE listed compafiies have in place Key
Performance Indicators for tracking the strategic objectivesithatdave been set, a mean of 4.38
and standard deviation of 0.796 shows that the surveyed eompanies strongly agree that they
have Key Performance Indicators for tracking “stratégic, objectives, with relatively low

variability in responses.

The findings of this study regarding the KeyiRerformance Indicators for tracking whether the
strategic objectives are driving thegightsbehaviors, a mean of 4.12 and standard deviation of
0.983 indicate that the companicsiagree tHattheir KPIs are driving the right behaviors, although
there is noticeable variabilifylin résponses, suggesting diverse opinions or experiences. At the
construct aggregate leyel, ameanof4.19 and standard deviation of 0.835 indicate that there is a
relatively positive assessment of the strategic management process among the surveyed
companies. The standard deviation of 0.835 shows moderate variability in the responses across

the different variables

4.5.4 Organizational Culture Construct of Corporate Governance

This section presents results of various dimensions of organizational culture, offering valuable
insights into the prevailing norms, values, and practices that influence employee behavior and
organizational success. The section presents an in-depth assessment of diverse elements
comprising organizational culture within NSE listed companies. The several critical facets of
organizational culture, range from teamwork and codes of conduct to employee attributes and
the overall aggregate perception of culture. Each variable has a mean score and the

corresponding standard deviation offering a comprehensive view of both the perceived strength
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and consistency of opinions regarding these cultural attributes. The mean score represents the
average perception or agreement level, while the standard deviation measures the dispersion or
variability of responses around the mean, reflecting the consensus or diversity of opinions

among respondents.

Table 13

Organizational Culture

Std.
Indicators of Organizational Culture Construct Mean
Deviation
Teamwork is strongly encouraged among employees in the
Y s & Empoy 446 0.541
company.
Teamwork ensures that the formulated goals are realized inl
431 0.612
the company.
Teamwork increases synergy among employees in the
4.35 0.520
company.
There is an established code of conduct. 4.62 0.530
The code of conduct outlines the diseiplinary actions on
' 4.52 0.542
undesired behaviour among efiiployees‘iii the company.
The company hires employees who'have strong adaptabilit
pany « s acap Y 4.06 0.916
skills.
The companyias well'established core values. 4.50 0.542
Employe€s are enceuraged to carry out their duties in
Py _ s i 4.44 0.574
accordance with the core values.
The company encourages the following skills upon
employees: Analytical; Observation; Problem-solving and 4.00 0.863
Logical thinking
The company encourages the following skills upon
employees: Flexibility; Self-confidence; Determination and 4.12 0.855
Diligence
Construct Aggregate 4.34 0.650
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Source: Study data (2023)

Overall, table 13 presents data regarding the organizational culture, indicating a mean score of
4.34 with a standard deviation of 0.650. This indicates that organizational culture exhibited a
high level of effectiveness, as reflected by the aggregate score. A mean score above 4 implies a
predominantly positive perception of the organizational culture by the respondents. A standard
deviation of 0.650 provides insight into the variability of responses or observations around the
mean score. A standard deviation of 0.650 suggests that the majority of responses or
observations were relatively close to the mean score of 4.34. The relatively low standard
deviation indicates that there was minimal variability among the gésponsesizegarding the
perceived effectiveness of the organizational culture. This suggests,a‘high leyel of consensus
among the respondents, regarding the positive attributes40f, the organizational culture.
Succinctly, organizational culture demonstrated a high Jével of effectiveness, with minimal
deviation from the mean score, as indicated by the lowstandard deviation. This implies that the
organizational culture was perceived positively biathéirespondents. The granular details of the

individual variable components are shown bélew.

Organizational culture encompasses theyvaluesybeliets, behaviors, and practices shared among
individuals within NSE listed companies. The results regarding teamwork related variables are
presented as follows:- Encourdgement of t¢amwork indicates the degree to which employees
perceive that their company ‘prometes and values teamwork. A higher mean score of 4.46
suggests a strong penéeption that ttamwork is encouraged within these companies. Standard
deviation of 0.541 indicates that responses regarding the encouragement of teamwork are

relatively comsistent atound the mean score of 4.46.

Teamwork and goal achievement reflects the extent to which employees believe that teamwork
contributes to achieving the company's formulated goals. With a mean score of 4.31, there is a
perceived positive relationship between teamwork and goal realization. A standard deviation
of 0.612 indicate that responses regarding the relationship between teamwork and goal
achievement have slightly more variability around the mean score of 4.31, compared to the
other teamwork related variables. Synergy through teamwork bespeaks the belief that
teamwork fosters synergy among employees. The mean score of 4.35 indicates a generally

favorable perception regarding synergy resulting from teamwork efforts. A standard deviation
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of 0.520 indicate that similar to the encouragement of teamwork, perceptions about increased

synergy through teamwork are relatively consistent around the mean score of 4.35.

The following are the results that present variables related to the code of conduct. Existence and
clarity of code of conduct variables assessed whether there is a well-established code of
conduct within the NSE listed companies and whether it distinctly outlines disciplinary actions
for undesired behavior. Both variables received high mean scores (4.62 and 4.52, respectively),
indicating a strong perception of having a comprehensive and efficacious code of conduct.
Standard deviations of 0.530 and 0.542 respectively indicate that responses regarding the
presence and clarity of the code of conduct are consistent around the higher mian scores of 4.62

and 4.52.

The following are the results that present variables related to the employee atteibutes. Hiring for
adaptability with a mean score of 4.06 suggests a moderate petecptionythat these companies
prioritize hiring employees with strong adaptability skills¢ A standatd,deviation of 0.916 show
that there is relatively more variability in responsesgabout hixin@ for adaptability, suggesting
less consensus among respondents, about this asp€et compared to others. NSE listed companies
seem to have well-defined core values, as iidicatéd by ‘the mean score of 4.50. A standard
deviation of 0.542 indicate that responses abouthwell-established core values are consistent

around the mean score of 4.50.

Encouragement to align with éorewalues assessed whether employees are encouraged to align
their duties with the company's core values. The mean score of 4.44 indicates a positive
perception of such enéouragement. A standard deviation of 0.574 indicate that similar to hiring
for adaptability, there is slightly more variability in responses regarding encouraging alignment
with core valucs. Regarding emphasis on specific skill sets, companies emphasize specific skill
sets such as“anmalytical, observational, problem-solving, logical thinking, flexibility, self-
confidence, determination, and diligence. However, the mean scores for these skills (4.00 and
4.12) suggest a moderate perception rather than a strong emphasis. Standard deviations of
0.863 and 0.855 for the two skill sets indicate that responses regarding the emphasis on specific
skill sets show higher variability compared to other variables, indicating less consensus among

respondents about the importance placed on these skills.

The aggregate construct represents an overall average score across all these aspects of
organizational culture. It has a mean score of 4.34, suggesting a generally positive perception of

organizational culture within the NSE listed companies. These scores collectively show how
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employees perceive various elements of organizational culture within the NSE companies.
Overall, the scores indicate a positive outlook on teamwork, a coherent code of conduct,
defined core values, and some emphasis on specific skills, while also highlighting areas for
potential improvement, such as stronger emphasis on certain skills and adaptability in hiring.
The standard deviation of 0.650 for the aggregate variable indicates moderate variability or

spread in the overall perception of organizational culture across these companies.

In summary, lower standard deviations generally suggest more consistent agreement or
alignment among respondents, while higher standard deviations indicate more diverse opinions
or responses. For instance, aspects like hiring for adaptability and emphasi§,on specific skill
sets show more varied perceptions among respondents comparedd te other aspects of

organizational culture captured in the survey.

4.5.5 Organizational Performance

This section presents a comprehensive overview of varous key performance variables within
NSE listed companies, assessing factors related te fimaneial growth, customer satisfaction,
employee development, and digital transformation.‘Lhéunetrics in this section cover a range of
important aspects influencing organizatignalisucecss.> These aspects include indicators of
financial health such as revenue growth, and peofit improvement, customer-centric elements
like satisfaction and loyalty, aspeets related to employee development, satisfaction, and
retention, as well as the company's, initiatives regarding digital transformation and business
process automation.

The means and standdrd deviations provide a glimpse into both the average sentiment and the
variability of opinions respectively, shedding light on areas of strength, potential areas for
improvementpand ithegeverall analysis of the organizational landscape. This comprehensive
evaluation serves.as a foundational tool for identifying strategic focus areas and guiding future
initiatives aimed at enhancing overall organizational performance and competitiveness within

the NSE listed companies.
Table 14

Organizational Performance

Std.
Indicators of Organizational Performance Mean
Deviation

The revenue of the company has been increasing. 3.90 1.142

125



The company has registered an improvement in profits

generated.

The customers are satisfied with the products and services of

the company.

The customers are loyal to the company.
Employees are encouraged to learn new ways.
Employees in the company are innovative.

The pay and benefits that employees receive are

commensurate to the work that they do.

There is a staff development program in place for employees.

Employees are treated fairly and respectfully.

Employees tend to be retained in the company for a long

time.

The company experiences digital transformatiomn:

The company has a digital transformation‘plan'in place.
There is business process automatien.

Variable Aggregate

3.77

3.87

3.81

4.13

3.85

392

4.06

4.25

4.10

4.08

4.06

3.98

3.98

1.337

0.929

0.864

0.742

0.826

0.813

0.777

0.590

0.774

0.882

1.037

1.057

0.905

Source: Study data (2023)

Table 14 presents datadelated to the organizational performance, showing a mean score of 3.98
with a standard‘deviation of 0.905. This mean score suggests that the organizational
performance was perceived as moderately effective by the respondents. While the mean score
is below 4, indicating a slightly positive perception, it still signifies a generally satisfactory
level of organizational performance. The standard deviation of 0.905 provides insight into the
variability of responses or observations around this mean score. A standard deviation of 0.905
indicates that there was notable variability among the responses or observations regarding
organizational performance. This standard deviation suggests that there was diversity in
perceptions or assessments of organizational performance among the respondents. This

variability indicates differing opinions and experiences regarding the effectiveness of the
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companies in achieving their objectives. The granular details of the individual variable

components are provided below.

The respondents indicated that the revenues of the surveyed NSE companies have been
increasing (Mean = 3.90, SD = 1.142). On average, the respondents perceived the surveyed
NSE companies’ revenue as steadily increasing. Notably, there is a moderate amount of
variability in perceptions regarding revenue growth. Additionally, the respondents indicated
that the respective companies have registered an improvement in profits generated (Mean =
3.77, SD = 1.337). The mean score indicates a moderate perception of improvement in
generated profits, but there is a relatively higher variability in perceptionsicompared to the

revenue increase.

The following are the results that present variables related to custemer satisfaction and loyalty
variables. The respondents indicated that the customers of th€'surveyed NSE companies are
satisfied with the products and services that the compani€s offer (Mean = 3.87, SD = 0.929).
The mean score is relatively high, indicating a favogableypeteeption of customer satisfaction.
The standard deviation intimates moderate vasiabilitytin perceptions. Additionally, the
respondents indicated that the customers arélloyaltothe’surveyed NSE companies (Mean =
3.81, SD =0.864). This suggests a moderate leveliof perceived customer loyalty, with moderate

variability in responses.

The findings about factors assegiated with employee development and satisfaction variables are
elucidated as follows. Figst, the,respondents indicated that the customers of the surveyed NSE
companies are encourdged to learn new ways (Mean =4.13, SD = 0.742). The high mean score
indicates a strong perception that employees are encouraged to learn, with relatively low
variability ingrespomnses. Second, the respondents showed that the employees of the surveyed
NSE companies are innovative (Mean = 3.85, SD = 0.826). There is a moderate perception of
employee innovation with moderate variability in responses. Third, the pay and benefits that
employees of the surveyed NSE companies receive were seen to be commensurate to the work
that they do (Mean = 3.92, SD = 0.813). These results show that there is a moderate perception
that pays and benefits match the work done by employees, with moderate variability in the

responses provided by the directors interviewed.

Fourth, the respondents showed that there is a staff development program in place for
employees of the surveyed NSE companies (Mean = 4.06, SD = 0.777). A high mean score

suggests a strong perception of the existence of staff development programs, with relatively
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low variability in the responses provided by the respondents. Fifth, the respondents indicated
that employees of the surveyed NSE companies are treated fairly and respectfully (Mean =
4.25, SD = 0.590). The high mean score indicates a strong perception of fair and respectful
treatment, with low variability in the responses given. Lastly, the respondents indicated that
employees of the surveyed NSE companies tend to be retained for a long time (Mean =4.10, SD
= 0.774). There is a moderately high perception of employee retention, with moderate

variability in the response provided.

The findings about factors associated with digital transformation and business process
automation variables are presented as follows. First, the respondents indicatedthat the surveyed
NSE companies experience digital transformation (Mean = 4.08, SD =0.882). These findings
indicate that a moderate perception exists regarding digital transfosmation, with moderate
variability in the responses provided. Second, the surveyed NSE“eoffipanies were reported to
have digital transformation plans in place (Mean = 4.0648D = 1:037). There is a moderate
perception of having a digital transformation plan with relatiyely higher variability in the
responses provided by the respondents. Third, the réspondents‘indicated that there is business
process automation (Mean = 3.98, SD = 1.057)Thesenresults show a moderate perception

regarding business process automation, withhmoderate variability in the responses provided.

In summary, an overall assessment, ‘Ofgorganizational performance, indicates a moderately
positive perception among responidents with'moderate variability (Mean = 3.98, SD = 0.905).
These results show positivetrends,infinancial performance, customer satisfaction, employee
development, and digital transformation, with varying levels of variability in responses, across

different aspects of organizational performance.

4.6 Diagnosti¢ Test\Results

Prior to conducting the actual analysis, diagnostic assessments were performed on the gathered
data to evaluate the assumptions of the multiple linear regression models. These diagnostic tests
encompassed evaluations for normality, multicollinearity, heteroscedasticity, and

independence to ensure the validity of the study.

4.6.1 Normality Tests

The study sought to establish if the data collected was normally distributed. Normality test was
conducted through Shapiro-Wilk test as well as plotting for the dependent and independent

variables. For the tests, the null hypothesis holds that the data comes from a normal distribution.
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When the reported p-value is greater than 0.05, (p > 0.05, CI 95), then there is inadequate
evidence to reject the null hypothesis of normality, and subsequently assume a normal
distribution of the data (P. Mishra et al., 2019).

The obtained results from Shapiro-Wilk test are as shown in the table below:
Table 15

Tests of Normality Results

Shapiro-Wilk
Variable Conclusion

Statistic df | Sig.
Corporate Leadership 0.980 | 40 0.686 | Normally Distributed
Organizational Structure 0.990 | 40 0.979% Normally Distributed
Strategic Management Process 0.980| 40 0.674 |&Normally Distributed
Organizational Culture 0.996 | 40 0.099% Normally Distributed
Organizational Performance 0.988%,, “40 0.935 | Normally Distributed

Source: Study data (2023)

Table 15 presents the Shapiro-Wilk test résults on corporate leadership as follows: the Shapiro-
Wilk statistic is 0.980, indicatingarelatively high value, suggesting that the data for Corporate
Leadership is somewhat ‘notmally distributed. The p-value associated with this statistic is
0.686, which is greatetythan the significance level of 0.05. This means there is not enough
evidence to rejéct the null hypothesis that the data follows a normal distribution. The Shapiro-
Wilk test results,on onganizational structure are as follows: the Shapiro-Wilk statistic is 0.990,
indicating a highgvalue, suggesting that the data for organizational structure is quite close to a
normal distribution. The p-value associated with this statistic is 0.979, which is much greater
than 0.05. This means there is insufficient evidence to reject the null hypothesis that the data

follows a normal distribution.

The Shapiro-Wilk test results on strategic management process are as follows: the Shapiro-
Wilk statistic 1s 0.980, similar to corporate leadership, suggesting that the data for strategic
management process is also relatively close to normal. The p-value associated with this statistic
is 0.674, which is much greater than 0.05. This indicates that we fail to reject the null hypothesis

of normality. The Shapiro-Wilk test results on organizational culture are as follows: the
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Shapiro-Wilk statistic is 0.996, indicating a relatively high value, suggesting that the data for
organizational culture is somewhat normally distributed. The p-value associated with this
statistic is 0.099, which is greater than the significance level of 0.05. This means there is not

enough evidence to reject the null hypothesis that the data follows a normal distribution.

The Shapiro-Wilk test results on organizational performance are as follows: the Shapiro-Wilk
statistic is 0.988, indicating a relatively high value, suggesting that the data for organizational
performance is somewhat normally distributed. The p-value associated with this statistic is
0.935, which is greater than the significance level of 0.05. This means there is not enough

evidence to reject the null hypothesis that the data follows a normal distributidn. Overall, for all

variables, the Shapiro-Wilk test results suggest that the data is relati to a normal

distribution. The p-values are all greater than the significance level o icating that there
is no strong evidence to suggest that any of the variables signi jate from a normal
distribution. Therefore, it is reasonable to proceed with ssume normality for

these variables.

The findings aligned with the histogram gr:

ap ormal probability plots of the
standardized values are presented in the fi histogram illustrations reflected a
typical bell-shaped curve, whereas the probabili of the standardized values demonstrated

a close alignment with a straight 1i1\

Figure 14 \
Histogram for Corporatk
P\

ing a robust positive correlation.

1 2 3 4 5 6
Corporate Leadership

Source: Study data (2023)
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Figure 15

Normal Q-Q Plot of Corporate Leadership

Normal Q-Q Plot of Corporate Leadership
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Source: Study data (2023) %\‘

Figure 16

Histogram for Organizational Structure *
A\
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Organizational Structure

Source: Study data (2023)
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Figure 17
Normal Q-Q Plot of Organizational Structure
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Figure 18

Histogram for Strategic Managem
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Source: Study data (2023)
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Figure 19
Normal Q-Q Plot of Strategic Management Process

Normal Q-Q Flot of Strategic Management Process
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Figure 20 @

Histogram for Organizational Cult“
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Source: Study data (2023)
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Figure 21
Normal Q-Q Plot of Organizational Culture
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Histogram for Organizational Perfor&
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Source: Study data (2023)
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Normal Q-Q Plot of Organizational Performance

Normal Q-Q Plot of Organizational Performance

Expected Normal
o

Source: Study data (2023)

4.6.2 Multicollinearity Tests

3 4 5
Observed Value

Multicollinearity detection primarily involves using teletance and its reciprocal, known as the

variance inflation factor (VIF). Tolerance tepresents, the proportion of variance in a specific

predictor that cannot be accounted for by the other predictors. A tolerance nearing 1 implies

minimal multicollinearity, while a“value’ closer to zero suggests a potential threat of

multicollinearity. A tolerange belowaOdhsignifies a significant collinearity issue. Generally, a

tolerance of 0.1 or less raises,a concern. VIF indicates how much the variance of the coefficient

estimate is magnified,due “to" multicollinearity. VIF values surpassing 10 are commonly

considered indi€ative of multicollinearity (Senaviratna & Cooray, 2019).

Table 16

Collinearity Statistics

Collinearity Statistics Tolerance VIF
All Four Predictor Variables

Corporate Leadership 0.260 3.845
Organizational Structure 0.434 2.305
Strategic Management Process 0.257 3.889
Organizational Culture 0.308 3.252
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Three Predictor Variables

Corporate Leadership 0.278 3.595
Organizational Structure 0.464 2.154
Strategic Management Process 0.300 3.329

Two Predictor Variables
Corporate Leadership 0.493 2.028

Organizational Structure 0.493 2.028

One Predictor Variable

Corporate Leadership 12000 1.000

Dependent Variable: Organizational Performance
Source: Study data (2023)

Table 16 contains collinearity statistics for the adepeéndent constructs (Corporate Leadership,
Organizational Structure, Strategic ManagementyProcess, Organizational Culture) with their
associated tolerance and Variance {Inflation “Factor (VIF) values. VIF helps to detect
multicollinearity among independent varidbles in regression analysis. VIF is calculated as: VIF
=1/(1-R?), where R? is thefeoctficient of determination resulting from regressing the variable
of interest against the otherindependent variables. The tolerance value is the reciprocal of VIF
(Tolerance = 1/ VIF).“Bhe threshold for VIF used to detect multicollinearity issues is around 10
(Senaviratna &Cooray, 2019). If the VIF of any variable exceeds this threshold, it suggests
high multicellinearity, with other independent variables, potentially affecting the reliability of

regression resultse

When all four predictor variables are combined, the collinearity results are as follows:
Corporate Leadership (Tolerance = 0.260, VIF = 3.845); Organizational Structure (Tolerance =
0.434, VIF = 2.305); Strategic Management Process (Tolerance = 0.257, VIF = 3.889); and
Organizational Culture (Tolerance = 0.308, VIF = 3.252). When three predictor variables are
combined, the collinearity results are as follows: Corporate Leadership (Tolerance = 0.278, VIF
= 3.595); Organizational Structure (Tolerance = 0.464, VIF = 2.154); and Strategic
Management Process (Tolerance = 0.300, VIF = 3.329). When two predictor variables are

combined, the collinearity results show that both Corporate Leadership and Organizational
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Structure have a similar Tolerance score of 0.493 and a VIF score of 2.028. One predictor,

namely Corporate Leadership has a Tolerance score of 1.000 and a VIF score of 1.000.

When all four predictor variables are used together, none of the individual variables crosses the
threshold of VIF = 10, indicating no severe multicollinearity issue. However, when considering
three variables together, Corporate Leadership, Strategic Management Process, and
Organizational Culture the VIF drops slightly, intimating a reduction in multicollinearity.
Using only two variables, Corporate Leadership and Organizational Structure, the VIF drops
significantly below the threshold, suggesting a reduction in multicollinearity. Finally, when
only one predictor variable, Corporate Leadership, is used, there is no multicéllinearity concern

since its VIF is 1.000.

In summary, while there are some instances of moderate correlation amongeertain variables,
none of the scenarios exceed the VIF threshold of 10, dhdicatinghacceptable levels of
multicollinearity for these predictor variables, in theirgdespeetivelieombinations within the
regression model. The regression model can reasonably use alhfour predictor variables together
without encountering severe multicollinearity iss@ies:Ehe'decision for the regression model is
that it is acceptable to use all four predictors Simultaneeusly as well as certain combinations of

fewer predictors without significant concern‘fer multicollinearity based on the VIF analysis.

4.6.3 Heteroscedasticity Tests
Table 17

Heteroscedasticity Tests

Breusch-Pagan/ Cook=Weisberg test for heteroskedasticity

Ho: Constant.variance

Variables: fittedvalues of Organizational Performance

Chil) = 023

Prob > Chi* = 0.6349

Source: Study data (2023)
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Table 17 outlines the results of a Breusch-Pagan/Cook-Weisberg test for heteroskedasticity,
which is used to assess whether the variance of errors in a regression model is constant across
all levels of the independent variables. Constant variance is the null hypothesis being tested. It
assumes that the variance of errors (or residuals) in the regression model is constant, implying
homoskedasticity (equal variance) of residuals. The test focused on the residuals (errors)
obtained from a regression model that used the fitted values of the variable "Organizational

Performance."

The chi-square associated with the test had a value of 0.23. This value represents the p-value
associated with the chi-square test statistic. It is the probability of obtaining @chi-square value
as extreme as 0.23 under the assumption that the null hypothesis (co iance) is true.

of 0.05, the null

Since the p-value (Prob > Chi* = 0.6349) is greater than the signific

hypothesis cannot be rejected. This implies that there is insuf e to conclude that

there is heteroskedasticity in the model. Therefore, ba t, the assumption of

constant variance of errors in the regression mo

Organizational Performance is not violated. \

Figure 24

ing the fitted values of

Histogram for Regression Stand, uals
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Histogram
Dependent Variable: Organizational Performance
Mean = -9.53E-15

12 Stel. Dev. = 0.987
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Source: Study data (2023) v

Figure 24 represents the standardized regressi \ ~This figure demonstrated a bell-

shaped curve corresponding to a norm This characteristic pattern strongly

suggested the lack of heteroskedasticitypwith ata, indicating that the variability of errors

or residuals across the range of pre iables remained relatively constant.

4.6.4 Independence of the ariables

The assessment of the oderating variables entailed investigating the presence of

correlation between d1 derating variables due to multicollinearity. Within this research,

the examinati he Variance Inflation Factor (VIF) and the Chi-Square Test of

ploye
Independe in the independence of moderating variables, specifically scrutinizing
the interrelatio een company size and company age, alongside other predictor variables
namely; corporate leadership, organizational structure, strategic management process, and

organizational culture.

4.6.4.1 Collinearity Statistics of the Moderating Variables.

Testing for independence of moderating variables using VIF is a common technique in
regression analysis. VIF measures how much the variance of an estimated regression
coefficient increases if the predictors are correlated. High VIF values indicate multicollinearity,

which can affect the reliability of the regression coefficients (Shrestha, 2020).
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Table 18

Collinearity Statistics of the Moderating Variables

Collinearity Statistics Tolerance VIF
Corporate Leadership 0.257 3.887
Organizational Structure 0.407 2.456
Strategic Management Process 0.252 3.965
Organizational Culture 0.278 3.596
Company Age 0.885 1.129
Company Size 0.910 1.099

Dependent Variable: Organizational Performance
Source: Study data (2023)

Table 18 shows Collinearity Statistics for two modegating variables, namely Company Age and
Company Size relative to the dependent and ifidependent variables. The collinearity test was
used to determine the degree to which fhoderating variables in the regression model are
correlated with each other. Tolerancefwas the ' measure used to assess the extent to which one
moderating variable can be predicted'by the other moderating variable in the light of the rest of
the variables. Company Age had ‘ayTolerance value of 0.885 and Company Size also had a
Tolerance value of 0.9108%A high Telerance value close to 1 indicates that there is very little
redundancy betweenthese,variables. It suggests that both Company Age and Company Size are
relatively indepéndent ofieach other in explaining the variation in both the dependent and
independentiVariables {Similarly, both Company Age and Company Size have VIF values of
1.129 and 1.099 wrespectively suggesting that both moderating variables are relatively
independent of each other in explaining the variation in both the dependent and independent

variables.

In summary, based on the values in the table, there seems to be very little evidence of
multicollinearity between Company Age and Company Size. This indicates that these two
variables are not strongly correlated and can be included as moderators in the regression model

without causing multicollinearity-related problems.
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4.6.4.2 Chi-Square Test of Independence

The Chi-Square Test of Independence was employed to ascertain the independence within the
moderating variables and between the moderating variables and the other predictor variables.
A p-value of less than the significance level of 0.05 would indicate that there is a statistically

significant association between the variables tested (Stewart , 2023).
Table 19

Chi-Square Test of Independence

Variable Chi-Square df Asymp. Sig.
Corporate Leadership 11.846 19 0.892
Organizational Structure 19.654 22 0.605
Strategic Management 8077 21 01905
Process

Organizational Culture 19.000 25 0:797
Company Age 8.308% 13 0.823
Company Size 15.038 120 0.774

Source: Study data (2023)

Table 19 indicates thatya‘chissquare test was performed for each variable listed, namely,
Corporate  Leadershipy’ = Otganizational Structure, Strategic Management Process,
Organizational Culture, Company Age and Company Size. The chi-square statistic values are
provided forieach, variable. The degrees of freedom vary for each variable, depending on the
categories and data involved in the analysis. The Asymptotic Significance values, or p-values,
are all quite high (close to 1.000). The p-value was used to determine the significance of results
in statistical testing. A p-value less than the significance level of 0.05 indicated insufficient
evidence to reject the null hypothesis (Stewart , 2023). Since all p-values were close to 1.000,
the conclusion was that there is no statistically significant association between the variables

tested.
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4.7 Test of Hypotheses

The process of hypothesis testing involved conducting multiple linear regression analysis, a
statistical method used to examine relationships between variables. To interpret the outcomes
of these tests, particular attention was given to the adjusted R* values and p values, specifically
considering significance at a threshold of p < 0.05. In this analytical approach, the independent
variables being investigated were systematically subjected to regression against the dependent
variable. Additionally, a combined measure encompassing all variables was computed to
provide an overarching reflection of their collective effect. The hypotheses were structured and
tested in a sequential manner. Initially, the hypotheses concerning direct relationships between
variables were introduced and tested. Subsequently, the analysisd exploted moderated
relationships. Each set of hypotheses was methodically tested in the, afotementioned order,

allowing for a systematic examination of the varied relationships ‘ofthe,study.

Hy: Corporate leadership has no significant effect onyorganizational performance of listed

companies at Nairobi Securities Exchange in Kenya.

Hy.: Organizational structure has no significant'effectoniorganizational performance of listed

companies at Nairobi Securities Exchangenun Kenya.

Hos: Strategic management process hasno significant effect on organizational performance of

listed companies at Naifebi'Securities Exchange in Kenya.

Hos: Organizational culturethasmo significant effect on organizational performance of listed

companies at Nairobi Securities Exchange in Kenya.

Hys: Organizational fagtors have no significant moderating effect on the relationship between
corporate gevernance and organizational performance of listed companies at Nairobi

Securities Exchange in Kenya.

4.7.1 Test of Direct Relationship Hypotheses

Linear regression is predicated on the assumption of a linear relationship among the variables
under consideration. In the absence of correlation between these variables, the regression
analysis is unlikely to yield significant results. Consequently, it was imperative for the
researcher to ascertain the degree of correlation prior to advancing to regression modeling. The

researcher was fully aware that while correlation does not establish causation, it serves as a
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preliminary indicator of the suitability of employing regression analysis. The following were

the results of the correlation analysis:

Table 20

Correlation Coefficients

Organizational
Performance
Organizational Performance  Pearson Correlation 1

Sig. (2-tailed)

Correlations

N 40
Corporate Leadership Pearson Correlation .910%*
Sig. (2-tailed) <.001
N 40
Organizational Structure Pearson Correlation .869**
Sig. (2-tailed) <.001
N 40
Strategic Management Process Pearson Correlation .843%*
Sig. (2-tailed) <.001
N 40
Organizational Culture Pearson Correlation .755%*
Sig. (2-tailed) <.001
N 40

** Correlation is significant at the 0.01 level (2-tailed).

Table 20 shows that organizational performance correlates with corporate leadership (r=0.910,
p < 0.001)gosganizational performance correlates with corporate structure (r = 0.869, p <
0.001); organizational performance correlates with strategic management process (r = 0.843, p
<0.001); and organizational performance correlates with organizational culture (r = 0.755, p <
0.001). Based on the correlations results provided, it was appropriate to proceed with regression
analysis. The Pearson correlation coefficients between Organizational Performance and the
other variables—Corporate Leadership, Organizational Structure, Strategic Management
Process, and Organizational Culture were all high and significant at the 0.01 level. This
indicated strong linear relationships between Organizational Performance and these variables,

fulfilling the prerequisite for regression analysis.
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A comprehensive multiple regression analysis was executed at a confidence level of 95%,
denoted by a = 0.05. This analytical approach aimed to examine and understand the relationship
between variables, specifically between corporate governance (the independent variable) and
organizational performance (the dependent variable). The primary objective of this
investigation was to explore and ascertain the effect that corporate governance has on
organizational performance of listed companies at NSE. The model utilized in this study took
the form of a structured equation, which allowed for the evaluation and interpretation of the
relationship between corporate governance and organizational performance. The equation is

shown below:

Y=BO+BIX1+|32X2+B3X3+B4X4+8 ................................. .es

Y = Organizational performance

. (1)

X = Corporate leadership

X,= Organizational structure \
X;= Strategic management process %
X4= Organizational culture %

¢ = Error term \%

Bo= Constant \

Bi..... Pr= beta coeffi

Beta Coefficie

A beta coe t1 ?degree of change in the dependent (response) variable for every one
(1) unit of cha f the independent (predictor) variable.

The results of the regression are as shown in Tables 21 - 23.

Table 21
Model Summary
Adjusted R Std. Error of
Model R R Squared
Squared the Estimate
1 .969° 0.939 0.932 0.16394
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¢ Predictors: (Constant), Organizational Culture, Organizational Structure, Strategic

Management Process, Corporate Leadership
Source: Study data (2023)

The results outlined in Table 21 illustrate the fitting of the model. The correlation coefficient
(R) is notably observed at a value of 0.969. This signifies a robust positive correlation existing
between the independent variables and the organizational performance of listed companies at

Nairobi Securities Exchange.

The small difference between the R squared (0.939) and the adjusted Risquared (0.932)
suggests that the additional predictors (Corporate Leadership, Qrganizational Structure,
Strategic Management Process and Organizational Culture) are colleetively contributing to the
model's explanatory power. However, it is also worth neting/that“the adjusted R squared
penalizes the inclusion of unnecessary predictors, so the, small difference indicates that while
the predictors are significant, there is only a slightiimprovement in explanatory power when
accounting for the number of predictors in the modelyThis makes it imperative to construct one
composite variable “Corporate Governance® comnstituting all predictor variables for the second

regression model.
Table 22

ANOVA for Organizational Performance and Predictor Variables

Sum of
Model df Mean Square F Sig.
Squares
1 (Regression 14.403 4 3.601 133.977 0.000°
Residual 0.941 35 0.027
Total 15.343 39

¢ Dependent Variable: Organizational Performance

b Predictors: (Constant), Organizational Culture, Organizational Structure, Strategic

Management Process, Corporate Leadership

Source: Study data (2023)
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The regression model's sum of squares is 14.403, indicating the amount of variance explained
by the regression model. There are 4 degrees of freedom associated with the regression. The
mean square (mean of the sum of squares) is 3.601. The high F-value of 133.977 suggests that
the regression model is statistically significant. The significance level (p-value) is less than
0.001, indicating strong evidence against the null hypotheses that there is no relationship
between the predictors and the dependent variable. The residual sum of squares represents
unexplained variance by the regression model. There are 35 degrees of freedom associated with
the residuals. The mean square for residuals is 0.027, indicating the average variance left
unexplained by the model. The total sum of squares represents the total variance in the

dependent variable. There are 39 degrees of freedom associated with thetotal model.

The regression model, using the listed predictors, significantly explainga substantive amount of
variance in the dependent variable (Organizational Performanee) astindicated by the high F-
value and the significantly low p-value (p < .001). Thedmodel is, a“good fit based on this
analysis. The combination of Organizational Culture,), Ofganizational Structure, Strategic
Management Process, and Corporate Leadership, significantly predicts Organizational

Performance.
Table 23

Table of Regression Coefficients*

Unstandardize gtandardlze
d Coefficients Coefficients
Std. .
Model B Error Beta t Sig.

1 (Céustant) 0.719 0.153 4.696 0.000
Corperate 0.382 0.061 0.510 6.220 0.000
Leadership
Organizational 0.365 0.053 0.440 6.926 0.000
Structure
Strategic 0.146 0.058 0.207  2.511 0.017
Management
Process
Organizational -0.059 0.041 -0.110  -1.453 0.155
Culture

¢ Dependent Variable: Organizational Performance

Source: Study data (2023)
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Table 23 presents the results of the regression analysis. The table displays the coefficients and
other statistical measures related to the regression model predicting Organizational

Performance based on several predictor variables.

The unstandardized coefficients represent the values that the regression equation used for each
predictor variable to predict Organizational Performance. They are unstandardized because
they are in their original units and have not been adjusted for scale. The standardized
coefficients are standardized to allow for comparison of the relative importance of each
predictor variable in explaining Organizational Performance. They were useful for
understanding the relative impact of different predictors, as they had been scaled to have a mean
of zero and a standard deviation of one. The t-Values represent thefatio“of,the estimated
coefficient to its standard error. The larger the absolute value of t, the'mere likely the coefficient
is to be significantly different from zero. The Sig. (Significanee)lindicates the statistical
significance of each predictor variable. In this study, it is détermined by a significance level of
0.05. The results in this table return a p-value of less than,0:001, indicating a highly significant

relationship between the predictor variables and Qrganizational Performance.

The constant term in the model suggests th€yexpeeted value of Organizational Performance
when all predictor variables are zero. Corperateyl€adership, Organizational Structure, and
Strategic Management Process have ‘pesitive coefficients, indicating a positive relationship
with Organizational Performante: All of‘these variables are highly significant (p < 0.001).
Organizational Culture has anegative coefficient, suggesting a negative relationship with the
outcome variable. However,lits“p-value (0.155) is relatively high, indicating that it is not
statistically significantiat a ‘Significance level of 0.05. Corporate Leadership (p < 0.001),
Organizational_ Structure (p < 0.001), and Strategic Management Process (p < 0.01) are
statistically significanppredictors of Organizational Performance, while Organizational Culture
is not as influential based on the p-value (p > 0.05).

From the results in table 23, the regression model is summarized as follows:

Organizational Performance = 0.719 + 0.382.+ 0.365,,+0.1464,, - 0.059,.

The results in table 23 show that if all factors (organizational culture, organizational structure,
strategic management process, corporate leadership) are held constant, organizational
performance of listed companies at NSE would be equal to 0.719. The results also show that
holding all other factors constant, increase in corporate leadership increases organizational

performance by 0.382. Likewise, holding all other factors constant, an increase in
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organizational structure would lead to a 0.365 increase in organizational performance.
Similarly, holding all other factors constant, increase in strategic management process would
lead to increase in organizational performance by 0.146 while holding all factors constant.
Conversely, increase in organizational culture would decrease performance of NSE listed

companies by -0.059. However, the decrease would be statistically insignificant.

Based on the magnitude of each variable in predicting performance, the findings indicated that
corporate leadership had the highest effect on organizational performance followed by
organizational structure, and strategic management process. Conversely, organizational culture
had a negative influence on organizational performance. This negative influenee was, however,

statistically insignificant.

4.7.2 Test of Hypothesis One

The first objective of this study was to assess the effectiof ‘edrporate leadership on
organizational performance of listed companies at Nairobi‘Securities Exchange in Kenya. The
corresponding null hypothesis (Ho:) was that corpoétateleadership has no significant effect on
organizational performance of listed compani¢s atNairobi Securities Exchange in Kenya.
Table 23 displays the results from thélsegression analysis, specifically examining the
relationship between various independent® variables namely corporate leadership,
organizational structure, strategic” management process, organizational culture and
organizational performancegas theidependent variable. The unstandardized coefficient for
corporate leadership is 0:382. This'suggests that for a one-unit change in corporate leadership,
there is a predicted Change ‘of 0:382 units in organizational performance, assuming all other
variables are held constant, The standardized coefficient (Beta) for corporate leadership is
0.510. Thig mdicates ‘the relative importance of corporate leadership compared to other
variables in the;model. The t-value associated with corporate leadership is 6.622, which is the
coefficient divided by its standard error. This value assesses the significance of the coefficient.
This higher t-value indicates that corporate leadership is more significant in predicting the
dependent variable. The significance level for Corporate Leadership is 0<.001, suggesting a
high level of statistical significance. This implies that the relationship between corporate

leadership and the organizational performance is not due to random chance.

In summary, based on this analysis, corporate leadership has a statistically significant and
relatively strong positive relationship with the organizational performance, indicating that

changes in corporate leadership are associated with changes in organizational performance.
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Based on the unstandardized coefficients (= 0.382, p < 0.001), the study therefore concluded
that corporate leadership has a significant effect on organizational performance of listed

companies at Nairobi Securities Exchange.

These findings are consistent with the study by Igbackemen and Odivwri (2015) that
investigated how leadership styles influences organizational performance. It was found that
leadership had a significant effect on organizational performance of an organization. Similarly,
a study by Nurhaslia (2016) that sought to determine the effects of leadership on organizational
effectiveness of the Health Department in Wakatobi District, South East Sulawesi, Indonesia
found that leadership affected organizational effectiveness significantly. Likéwise, a study by
Rohana and Abdulla (2017) that set out to determine the influence of leadership competencies
on organizational performance indicated that leadership competenciésthad significant effect on
organizational performance. In the same vein, Nandasinghe (2020)¢arried out an empirical
review to investigate the relationship between leadershipdandyperformance outcomes whose

findings indicated that leadership plays a critical role intheSuccess’of any organization.

4.7.3 Test of Hypothesis Two

The second objective of this study was te,evaluate the effect of organizational structure on
organizational performance of listed companies,at Nairobi Securities Exchange in Kenya. The
corresponding null hypothesis (Ho.)Was'that organizational structure has no significant effect
on organizational performancéief listed . companies at Nairobi Securities Exchange in Kenya.
Table 23 presents the outeomes, desived from the regression analysis, focusing on exploring
how corporate leadérship,)organizational structure, strategic management process, and
organizational culture relate to organizational performance, which serves as the dependent
variable. Theyunstandardized coefficient for organizational structure is 0.365. This indicates
that for a one-unitchange in organizational structure, there is a predicted change of 0.365 units
in organizational performance, assuming all other variables are held constant. The standardized
coefficient (Beta) for organizational structure is 0.440. This indicates the relative importance of
organizational structure compared to other variables in the model. The t-value associated with
corporate leadership is 6.926, which is the coefficient divided by its standard error. This value
assesses the significance of the coefficient. This high t-value indicates that organizational
structure is critical in predicting the organizational performance. The significance level for
organizational structure is <.001, suggesting a high level of statistical significance. This implies
that the relationship between organizational structure and the organizational performance is not

due to random chance.
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In summary, based on this analysis, organizational structure has a statistically significant and
relatively strong positive relationship with the organizational performance, indicating that
changes in organizational structure are associated with changes in organizational performance.
Based on the unstandardized coefficients (f= 0.365, p < 0.001), the study therefore concluded
that organizational structure has a significant effect on organizational performance of listed

companies at Nairobi Securities Exchange.

The results of the current study corroborate the findings by Razia (2015) who conducted a
comparative analysis of organizational structure and its influence on effectiveness in
institutions of higher learning in Kenya. The study found that there was a significant influence
of organizational structure on institutional effectiveness. Similarly,) Sammoudi (2016)
investigated the effect of organizational structure on institutional effieieney, in Palestine. The
findings indicated that organizational structure had anginflu€hcenon organizational
performance. Likewise, Estalaki (2017) studied the efféet“of eiganizational structure on
organizational efficiency in Iran. The study found that etganizational structure had significant
effect on organizational efficiency. Likewise, Njirrand Wyamute (2018) sought to investigate
the effect of organizational structure on finangial petformance of commercial state corporations
in Kenya. The study found that organizatiomysizey, sttuctural formations, structure complexity,
and structure centralization affected financial performance of commercial state corporations in
Kenya. These findings are in tandem withythe findings of the current study. The results of the
current study further corroberate,the, findings by Onono (2018) who sought to establish the
relationship between organizational structure and performance in Nigeria and found a strong

and positive relationship between organizational structure and performance.

4.7.4 Test of;Hypothesis Three

The third objective of this study was to examine the effect of strategic management process on
organizational performance of listed companies at Nairobi Securities Exchange in Kenya. The
corresponding null hypothesis (Hos) was that strategic management process has no significant
effect on organizational performance of listed companies at Nairobi Securities Exchange in
Kenya.

Table 23 presents the findings derived from the regression analysis aimed at examining the
impacts of corporate leadership, organizational structure, strategic management processes, and
organizational culture on organizational performance, which serves as the dependent variable.
The unstandardized coefficient for strategic management process is 0.146. This indicates that

for a one-unit change in strategic management process, there is a predicted change of 0.146
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units in organizational performance, assuming all other variables are held constant. The
standardized coefficient (Beta) for strategic management process is 0.207. This indicates the
relative importance of strategic management process compared to other variables in the model.
The t-value associated with strategic management process is 2.511, which is the coefficient
divided by its standard error. This value assesses the significance of the coefficient. This
relatively high t-value indicates that strategic management process is fundamental in predicting
the organizational performance. The significance level for strategic management process is
<.05, suggesting a high level of statistical significance. This indicates that the relationship
between the strategic management process and organizational performance,is not a result of

mere coincidence.

In summary, based on this analysis, strategic management process hasia statistically significant
and relatively strong positive relationship with the organizational‘pefformance, indicating that
changes in strategic management process are associated, with sehanges in organizational
performance. Based on the unstandardized coefficients (=0.146, p< 0.01), the study therefore
concluded that strategic management process Jas, asignificant effect on organizational

performance of listed companies at Nairobi Securities, Exchange.

The findings of the current study corroborate' the”findings from other empirical studies.
Wambugu and Waiganjo (2015) carriedsout a study on the effect of strategic management
practices on organizational performancé“in the construction industry operating in Nairobi,
Kenya. The study establishedithatstrategic management had a positive and significant effect on
organizational performance.tKasera (2017) conducted a study on the effects of strategic
management on organizational performance on health institutions operating in Nairobi City
County, Kenya. It was “found that strategic management had significant effects on
organizationalgperformance of the health institutions in Nairobi City County. Agwu (2018)
explored the extént to which adoption of strategic management practices among SMEs in
Nigeria, affected business performance in the respective organizations. The findings indicated
that the business strategies of the SMEs were deemed to positively contribute towards business
performance. Qarashay and Alzu'bi (2018) studied the impact of strategic management on
organizational performance at Al Khalidi Hospital and Medical Centre, Jordan. It was found

that strategic management had positive and significant effect on organizational performance.

151



4.7.5 Test of Hypothesis Four

The fourth objective of this study was to assess the effect of organizational culture on
organizational performance of listed companies at Nairobi Securities Exchange in Kenya. The
corresponding null hypothesis (Hos) was that organizational culture has no significant effect on
organizational performance of listed companies at Nairobi Securities Exchange in Kenya.
Table 23 exhibits the results obtained through regression analysis, interrogating the effect of
corporate leadership, organizational structure, strategic management processes, and

organizational culture on organizational performance, considered as the dependent variable.

The unstandardized coefficient for organizational culture is -0.059. This ifidicates that for a
one-unit change in strategic management process, there is a predicted change 0f-0.059 units in
organizational performance, assuming all other variables are held constantyThe standardized
coefficient (Beta) for organizational culture is -0.110. This indieatesitheelative importance of
organizational culture compared to other variables in thednodel. Fhet-value associated with
organizational culture is -1.453, which is the coefficient divided*by its standard error. This
value assesses the significance of the coefficient. Lhis Iowstsvalue indicates that organizational
culture is insignificant in predicting organizational perfermance. The significance level for
organizational culture is >.05, suggestinghan“insignificant effect. This indicates that the

relationship between organizational culture and“erganizational performance is insignificant.

In summary, based on this analysis, organizational culture has a statistically insignificant and
weak negative relationship with“the“organizational performance, indicating that changes in
strategic managementgrocesshare not associated with changes in organizational performance.
Based on the unstandardized ‘coefficients (= -0.059, p > 0.05), the study therefore concluded
that organizational, culture has an insignificant effect on organizational performance of listed

companies atNairobiSecurities Exchange.

The findings of the current study on the effect of organizational culture on organizational
performance does not corroborate some other findings from empirical studies. Oduol (2015)
sought to determine the effect of organizational culture on organizational performance of
selected regional banks headquartered in Kenya. It was found out that the banks engaged in
organizational cultures in order to boost organizational performance. This was a converse
finding compared to the current study. Tedla (2016) carried out a study in Ethiopia to explore
successful strategies that one corporate group used to establish an effective organizational
culture to improve on organizational performance. The findings were that there was a defined

mission that resulted into shared understanding of the managers and employees of a company.
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This study, on one corporate group, had divergent findings compared with the current study.
Yu-Hua (2016) analysed the link between organizational culture and organizational
effectiveness. The findings indicated that organizational culture had a significant effect on
organizational effectiveness. This study had differing findings compared with the current study.
Maina (2016) sought to establish the relationship between organizational culture and
organizational performance of commercial banks in Kenya. The overall finding was that there
was a significant positive relationship between organizational culture and organizational

performance in commercial banks in Kenya. This finding contrasted the findings of this study.

Additionally, there are other studies whose findings were inconsistent with the findings of the
current study. Kamaamia (2017) investigated the effect of orgafiizational culture on
organizational performance. The findings indicated that organizationaliculture had an influence
on organizational performance. Nikpour (2017) investigated the mediating,role of employees’
organizational commitment on the relationship betwecnyonganizational culture and
organizational performance. It was found out that “Organizational culture enhanced
organizational performance. Bashayreh (2019) studied therele of organizational culture and its
effect on organizational performance among the émiployees of insurance companies in Jordan.
The study found out that organizationalteulture“had significant effect on organizational

performance.

The connection between organiZzational ¢ulture (OC) and organizational performance (OP) is
an area ripe for exploration, offering fiumerous research opportunities. Over the past decades,
researchers across vamious “disciplines have increasingly focused on understanding this
relationship. However, ¢hallenges such as the absence of consensus in defining key concepts,
the proliferation of measurement models, and the mixed and inconclusive nature of empirical
study findingsghave hindered the ability to affirm a direct, positive, and robust correlation
between OC ardiOP. Some theorists propose the existence of mechanisms through which OC
affects OP, with a few suggesting that formalizing a third variable may be essential to establish

this connection (Rhaimini & Charaf, 2022).

Since the 1980s, researchers have explored the impact of OC on OP, with Ouchi (1981) being
an early contributor. Subsequent studies indicate a growing influence of OC on various
performance metrics over time. However, the positive correlation between OC and OP is not
universally acknowledged, as suggested by Chatman et al., (2012). Some studies have
presented mixed or negative findings concerning the effects of OC on organizational

performance (Detert et al., 2000; Hartnell et al., 2011). The lack of consensus on the definitions
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of OC and OP, along with the use of different evaluation measures creates challenges in
drawing a conclusive positive relationship between these two constructs based on prior
research results (Rhaimini & Charaf, 2022). Indeed, numerous studies indicate that intervening
or moderating factors could potentially influence the connection between organizational
commitment and performance (Rhaimini & Charaf, 2022).

Research on the correlation between organizational culture and performance has produced
divergent findings. While certain studies suggest a positive link, others demonstrate either an

absence of a significant correlation or even a negative relationship.

4.7.6 Test of Hypothesis Five

The last objective of the study was to assess the moderating effect of etganizational factors on
the relationship between corporate governance and organizational‘performance of listed
companies at Nairobi Securities Exchange in Kenya. The study thus hypothesized that
organizational factors have no significant moderatinggeffect on the relationship between
corporate governance and organizational performanceoflisted,gdompanies at Nairobi Securities
Exchange in Kenya. A composite variable (cotpotate ‘governance) comprising of all the
independent variables was constructed to fit the moderation model.

In order to estimate moderation effect, a twosstep'procedure was applied as recommended by
Hair et al. (2021). In the first step (Stepal@)ha composite model was used to regress the effect of
the independent variable on the dependentwariable. Additionally, this step (Step 1b) entailed
including Organizational Factorstas ‘an independent variable as shown in model (2.1). — the

spacing in this sectiongshould'be similar to the rest. Agreed
orP =ﬁ05+_/)’06CG +ﬁo70F b € o ieeeeeeeeceecceccsccsccscccscscnscsscsscsccscnscnscnscnsnnns (2.1)

Where:
OP = Organizational Performance
CG = Corporate Governance

OF = Organizational Factors

Step One: Regression of Organizational Performance on Corporate Governance

Step 1 entailed including Organizational Factors as an independent variable as shown in
Table 24.
Table 24

Model Summary
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R
Model R Adjusted R Squared ~ Std. Error of the Estimate
Squared

2.1 0.959° 0.920 0.916 0.18157

a Predictors: (Constant), Organizational Factors, Corporate Governance
Source: Study data (2023)

Table 24 displays the results of the regression of organizational performance on corporate
governance and organizational factors. The correlation coefficient between the predicted values
and the actual values measures the strength and direction of the linear relationship between
corporate governance, organizational factors and organizational perfofmance, The reported
value is 0.959, which indicates a strong positive linear relationship.€Ehe R2 of 0.920 suggests
that approximately 92% of the variability in organizational pesfemmance is explained by
corporate governance and organizational factors in the medek Similarly, the adjusted R* of
0.916 implies that the independent variable(s) in the médelexplam91.6% of the variability in
organizational performance is explained by Corpdtate'Governance in the model. The lower
value (0.18157) of the standard error of the estimate indieates that the model's predicted values
are closer to the actual observed values. Ovesall; theimodel exhibits a strong fit (as indicated by
high R, R?, and Adjusted R? values) infexplainingithe variability in the dependent variable using

the predictor variables.

The results for analysis of variance atre as shown in Table 24:

Table 25
ANOVA*
Mode Sum of
df Mean Square F Sig.
1 Squares
Regressio 214.20
2.1 14.123 2 7.062 0.000°
n 1
Residual 1.22 37 0.033
Total 15.343 39

¢ Dependent Variable: Organizational Performance.
b Predictors: (Constant), Organizational Factors, Corporate Governance.

Source: Study data (2023)
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Table 25 shows the results of an Analysis of Variance (ANOVA) for the regression model
predicting organizational performance based on corporate governance and organizational

factors.

The F-statistic of 214.201, indicates the ratio of variance explained by the model to the
unexplained variance. The high F-value shows a stronger relationship between the predictor
and the dependent variables. The significance level for the overall model is <0.001, indicating a
highly significant relationship between Corporate Governance, Organizational Factors and
Organizational Performance. The ANOVA table indicates that the regression model with
corporate governance as a predictor, significantly explains a substantive €omponent of the
variance in organizational performance. The F-value is high, suggestinga strong relationship
between corporate governance and organizational performance. Additionally, the p-value
being less than 0.001 implies a high level of confidence that theselatiohship,observed is not due

to random chance.

The results for coefficients for the model variables are as'shownfin Table 25.

Table 26
Coefficients”
Standardize
Unstandardize
Model d
d Coefficients
Coefficients
B Std. Error Beta t Sig.
2.1 (Constarit) 0.843 0.165 5.105 0.000
Cotporate
0.790 0.040 0.951 19.929  0.000
Governance
Organizational
0.039 0.053 0.035 0.729 0.470
Factors

* Dependent Variable: Organizational Performance
Source: Study data (2023)

Table 26 exhibits the results of the coefficients for the regression analysis exploring the
relationship between organizational performance, corporate governance and organizational

factors.
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While Corporate Governance significantly and positively affects Organizational Performance,
the influence of Organizational Factors is statistically insignificant in this model. For each unit
increase in Corporate Governance, we can expect Organizational Performance to increase by 0
.843 units, assuming all other variables remain constant. Corporate Governance has a strong
positive influence on Organizational Performance compared to other predictors in the model
(Beta = 0.951). The t-value (19.929) is highly significant, indicating that the relationship
between Corporate Governance and Organizational Performance is statistically significant. The
p-value is very low (p < 0.001), indicating a highly significant relationship between Corporate
Governance and Organizational Performance. For each unit increase in Organizational Factors,
we can expect a negligible increase of only 0.039 units in Organizdtional Performance,
assuming all other variables remain constant. Organizational Factorsdaaveavery weak positive
influence on Organizational Performance compared to other predictorsyin the model Beta=
0.035). The t-value (0.729) is not significant, indicating that the  relationship between
Organizational Factors and Organizational Performance, 1$inob statistically significant. The p-
value is relatively high, indicating that the relationship, between Organizational Factors and
Organizational Performance is not statisticallygsignificant at 0.05 levels of significance (p >
0.05).

The model is thus summarized as follows:

OP. =0.843 +0.0390r + 0.790cc

Step Two: Regressiomeof Organizational Performance on Composite Corporate

Governance, Organizational Factors and Interaction Term
The second step entailed the estimation of the moderator’s total effect as well as the direction on

the relationships among dependent and the independent variables as shown in model 2.2:

OP=Lys09CG + f1900F * CG «cuueuenevneneveininennnnnn (2.2)
300 and f3prepresent the coefficients of the collaborative terms amongst CG and the OF variable.

In this step, organizational framework was introduced and the new r square value (1*,), beta
coefficient for the interactive term together with the significance of interactive term are

exhibited. The results of the regression model are as shown in Table 27:
Table 27
Model Summary
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R Adjusted R
Model R Std. Error of the Estimate
Squared Squared

22 .963° 0.927  0.921 0.17675

¢ Predictors: (Constant), CG*OF, Corporate Governance, Organizational Factors
Source: Study data (2023)

Table 27 represents the results of the regression of organizational performance on composite
corporate governance, organizational factors and an interaction term. The intercept term in a
regression equation, accounts for the base value of the organizational perfermance when all
other predictors are zero. CG*OF indicates an interaction effect betweenfeorpotate governance
(CG) and organizational factors (OF). An interaction term was‘sed te account for the
combined effect of corporate governance and organizational factors.that could have an additive
impact on the dependent variable independently. From theaesults, Table 27 indicates that the
value of R* is 0.927 which means that the model{predicted192.7% of the changes in

performance. The analysis of variance results is shéwn'in, Table 28 below.

Table 28
ANOVA®
Model Sum of Squares_ df Mean Square F Sig.
29 Regressio 14218 3 4.739 151.708 0.000°
n
Residual 1’125 36 0.031
Total 15.343 39

“ Dependent Variable: Organizational Performance
b Predictors: (Comstant), CG*OF, Corporate Governance, Organizational Factors
Source: Study data (2023)

The results in table 28 indicate that the regression model, as a whole, is statistically significant
in explaining the variance in organizational performance. The predictors included in the model,
jointly have a significant relationship with the dependent variable, as indicated by the low p-

value (< 0.001) of the F-statistic.
Table 29

Coefficients”
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Unstandardized Standardized

Model Coefficients Coefficients
Std. .
] Error Beta t Sig.
2.2 (Constant) -0.303 0.676 -0.448  0.657
Corporate 1.064 0.161 1.280 6.588 0.000
Governance
Organizational 0.682 0.372 0.609 1.833 0.075
Factors
CG*OF -0.152 0.087 -0.730 -1.745 0.090

“ Dependent Variable: Organizational Performance
Source: Study data (2023)

Table 29 indicates that corporate governance has a high standardized coefficient (Beta = 1.234)
and a significant p-value (p < 0.001). This indicates 4 strong,an@ statistically significant
positive relationship with organizational performancéyA unitin€rease in corporate governance
is associated with a 1.064 increase in organizatioriahpetformance. While organizational factors’
unstandardized coefficient (B =0.682) suggests a pesitive relationship, the standardized
coefficient (Beta = 0.609) is lower. Additienally, the p-value (0.075) is above the 0.05
threshold. This indicates a lack of ‘statiStical significance at the 0.05 significance level,
indicating that organizational “factors ‘arc not significantly related to organizational
performance. The interactiontermiCG*OF has a negative Beta value of -0.152. This negative
coefficient suggests that the mnteraction effect between Corporate Governance (CG) and

Organizational Factors(OF) has an inverse relationship with Organizational Performance.

When bothg€orperaté, Governance and Organizational Factors interact (CG*OF), their
combined effeet shows a negative impact on Organizational Performance, as suggested by the
negative B value. Similarly, the negative Beta value for the interaction term CG*OF (-0.730)
signifies that when the variables Corporate Governance and Organizational Factors interact,
they have a relatively strong inverse impact on Organizational Performance compared to other
predictors in the model. The negative sign of the Beta value highlights that this interaction
effect has an inverse relationship with the dependent variable (Organizational Performance)
after standardizing the variables. However, the p-value (p > 0.05) indicates insignificant
relationship. This term's impact on organizational performance is not strong enough to be
considered statistically significant based on the 0.05 significance level.

The model may be summarized as follows:
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OP =-0.303+1.064cc + 0.6820F -0.152ccor

A number of studies have been carried on the moderating relationship between organizational
factors and organizational performance. Ali et al. (2016) investigated company size and its
effect on the relationship between management participation and organizational performance.
The study failed to demonstrate whether company size moderated the relationship between
management participation and organizational performance. These results corroborate the
findings of the current study. Ali (2017) did a study on company size and its effect in
dimensions of strategic planning and performance of manufacturing entities in Kenya. The
study did not find size to be a significant moderator variable. These results align with the
findings of the current study. Pervan et al. (2017) used a case of food indtistryin,Croatia to link
the age of an organization and organizational performance. The analysisidemonstrated that
company age had an inverse relationship with organizational performances These findings are
consistent with the results obtained in the present study. Howeves, for'the current study, the

inverse relationship was statistically insignificant.

Omenyo and Muturi (2019) used a case of manufacturingNairobi Securities Exchange-listed
companies to explore entity size and performance relationship. The study found that size of an
entity had significant influence on organizational performance. The results obtained in the
current study are inconsistent with thesedfindings. Reed (2020) sought to find out the effect of
company age and company size, on strategic agility and performance. The study found
significant relationships betweenjcompany age and strategic agility, and between strategic
agility and company pesformance. The results obtained in the current study are inconsistent
with these findings. Some other studies had inverse findings to the current study. Doucoure’
and Diagne (2020) who analysed the size and age effect on performance of small companies
dealing with feed,in Senegal. The study noted that company size and age significantly affected
company performance. Similarly, Hung et al. (2021), used a case of private companies in
Vietnam to provide the link between size and performance. The study found that total assets
were the greatest proxy of a company that greatly impacts on organizational performance

followed by overall labour and growth rate.

The current study hypothesized that organizational factors (company size and age) have no
significant moderating effect on the relationship between corporate governance and
organizational performance. The results of the current study are consistent with some previous
studies, such as Ali et al. (2016), Ali (2017), and Pervan et al. (2017), which also did not find

significant moderating effects of company size and age. However, there were inconsistencies
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with other studies like Omenyo and Muturi (2019) and Reed (2020), where the size of a
company showed significant influence on organizational performance. Reed's study found
significant relationships between company age, strategic agility, and company performance.
Findings from the studies by Doucoure’ and Diagne (2020) and Hung et al. (2021) indicate that
the impact of company size and age on organizational performance can vary in different
industry contexts. For instance, in Senegal's food industry, company size and age significantly

affected performance, whereas in private companies in Vietnam, total assets had the greatest

impact.

4.7.7 Summary on Test of Hypotheses

Table 30

Summary of the Test Results for the Study Hypotheses

Hypothesis Findings | Decision Conclusion

Hy;: Corporate leadership has p<0.05 | Rejeet Hi o, | Corporate leadership has a

no significant effect on significant effect on

organizational performance of organizational performance of

listed companies at Nairobi p = 0.000 listed companies at Nairobi

Securities Exchange in Kenya. Securities Exchange.

Hy,: Organizational structure p<0.05) | Reject Hp, | Organizational structure has a

has no significant effect on significant effect on

organizational performancgof organizational performance of

listed companies at Naixdbi p =0.000 listed companies at Nairobi

Securities Exchange damkenya: Securities Exchange.

Hys: Strategic management p<0.05 | Reject Hos | Strategic management

process has ne'significantieffect process has a significant

on organizational perfermance effect on organizational

of listed companies at Nairobi | p = 0.017 performance of listed

Securities Exchange in Kenya. companies at Nairobi
Securities Exchange.

Hys: Organizational culture has | p>0.05 | Fail to Organizational culture has no

no significant effect on reject Hos significant effect on

organizational performance of organizational performance of

listed companies at Nairobi p =0.147 listed companies at Nairobi

Securities Exchange in Kenya. Securities Exchange.

Hos: Organizational factors p>0.05 | Failto Organizational factors have

have no significant moderating reject Hos no significant moderating

effect on the relationship effect on the relationship

between corporate governance p=0.155 between corporate

and organizational performance governance and

of listed companies at Nairobi organizational performance of
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Securities Exchange in Kenya. listed companies at Nairobi
Securities Exchange.

Source: Study data (2023)

4.8 Analysis of Qualitative Data

The qualitative data was gathered from the open-ended section of the survey. The data was
stored in the same dataset as extra qualitative variables. The qualitative variables were
organized into five key areas: corporate leadership, organizational structure, strategic
management process, organizational culture, and organizational performancegaligning with the
study's objectives. The responses for each of the qualitative variables @werelsummarized into
key issues. The researcher achieved this by systematically examining the textual data to
identify underlying concepts. The researcher summarized the qualitative data based on the

study objectives. The findings of this analysis are detailed in‘the/’subsequent subsections.

4.8.1 Corporate Leadership

Regarding communication and transparency, thetsespendents highlighted the importance of
open and transparent communication between, leadership, the board, employees, and
stakeholders regarding company performance; \strategy, and challenges. On corporate
governance and stewardship, the €espondents emphasized the significance of governance
structures, leadership accountability, and“the role of the board in guiding the company's

direction while ensuring adhetenceyto‘ethical practices.

The results on strategic leadership and vision demonstrated the important roles that leadership
plays in setting glear strategic objectives, vision, and guiding the workforce towards achieving
these goalsgRegardinglemployee engagement and development, the respondents stressed the
importance of employee involvement, motivation, mentorship, coaching, talent development
programs, and a supportive culture for fostering growth and success. On performance
measurement and management, the respondents highlighted the importance of application of
performance metrics such as objectives and key results (OKRs), balanced scorecards, regular
appraisals, and incentive schemes to evaluate, monitor, and drive organizational performance.
The results on risk management and accountability underscore the importance of identifying,

assessing, and managing risks by leadership and accountability in decision-making processes.

On financial transparency and stability, the respondents highlighted the necessity for

transparent financial reporting, managing debt, and maintaining the trust of financiers and
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stakeholders by ensuring the company's financial stability. Regarding ethical leadership, the
respondents stressed the importance of integrity, honesty, commitment, and the avoidance of
conflicts of interest in corporate leadership. Adaptive leadership was a critical result
highlighted by the respondents underscoring the need for leaders to understand emerging
issues, adapt to change, and anticipate future challenges for sustainable profitability and
growth. Receivership and failure was a critical outcome highlighted by the respondents who
reported instances where poor leadership, lack of transparency, and mismanagement led to the
companies’ downfall, emphasizing the importance of effective leadership in preventing such

situations.

In conclusion, the results from qualitative data on corporate leadership reflectthe importance of
various leadership qualities and practices in shaping the success or failure'9f a company, from
effective communication and strategic planning to transparentg@evernance and ethical

leadership.

4.8.2 Organizational Structure
The results on geographical challenges by the respondenits show that companies face challenges
when controlling shareholders that are located'in different countries. One respondent indicated
that the shareholders:

“...being in South Africa, results‘in executives being distant from the operational

reality, which affects deeision-making.”

Regarding evaluation and Owersight, the respondents indicated that new roles and functions, as
well as effectivenesSifor well performing companies are evaluated quarterly by the human
resources and gemuneration committees, showing a structured evaluation process. The
problems of rigiditywaslisted as a fundamental challenge facing old companies given that their
structures wereyreported as not being agile. An agile structure was emphasized to quickly
respond to changes in the business environment and to align with strategic priorities. Such a
structure was deemed to support the implementation of company strategy and ensure alignment
between structure and strategic goals. The respondents indicated that in such companies, there
was resistance to change among staff, hindering adaptability even when change is necessary. In
some such companies, efforts were made to introduce flexibility and reduce bureaucracy in
processes. The respondents reported that company-wide bonus schemes encourage staff to
perform their best, while a managing director's personal involvement with employees enhances

morale.
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Regarding clarity and communication, the respondents emphasized that clear job
specifications, reporting relationships, and communication channels are critical in preventing
duplication, ensuring efficiency, and reducing silo mentality. As far as delegation and
empowerment are concerned, the respondents indicated that delegation of authority, dynamic
resource allocation, and employee development initiatives enable empowerment and growth
opportunities within the NSE listed companies. The respondents further pointed out that the
companies that aim for a simple and flat structure with fewer layers are likely to encourage
faster decision-making and communication. The results of this study show that the involvement
of third parties like a company secretary and external auditors is fundamental, to ensure
alignment with necessary policies. Regarding family influence, the respofideénts enumerated
that in companies where the majority shareholders were family memberswith control over the
business, they impacted decision-making and performance. (Respondents indicated that
companies with regular board interventions and meetings,tend to address issues, align with
strategic goals, and ensure effective communication and,deeciSion=making.

These results collectively illustrate the complexity, ofycompany structure, the challenges in
balancing rigidity and agility, the importance @f.cléar communication and empowerment, and

the role of various stakeholders in driving&NSElisted eompanies’ success.

4.8.3 Strategic Management Process

The results on leadership and vision carriers, highlight the influence of majority shareholders in
driving company vision and formulating strategies. This underscores the significance of strong
leadership in shapinggstrategie, direction. The respondents placed an emphasis on strategic
planning and alignment with regards to aligning budgets, objectives, and management
processes with the,company strategic goals. Regular review and alignment of strategies with
operational “processes» were seen as crucial for maintaining the NSE listed companies’
competitive edge."The respondents considered as essential clear communication of strategic
objectives, coupled with engagement and direction for employees. Engaging employees with
purpose and intent was shown as critical in ensuring efficiency, performance tracking, and
effect correction when necessary. The respondents emphasized the importance of Key
Performance Indicators (KPIs) and their monitoring on a regular basis. This ensures that
everyone understands the respective company's priorities and aids in tracking progress and
making the necessary adjustments.

Regarding organizational alignment and structure, the respondents indicated that the

companies with strategic management processes that involve aligning the entire company,

164



including its structures and processes tend to achieve the outlined strategies and goals. This
ensures that strategy cascades down through the company structure and is aligned to all the
players. The respondents recognized the need for adaptability, innovation, and consequence
management. They indicated that failure to adapt to changing environments and achieving
strategies should prompt consequence management. Additionally, innovation was highlighted

as a positive outcome of this process.

The respondents vouched for a customer-centric approach. They suggested that the strategic
management process should include a focus on understanding and meeting customer needs.
The customer-centric approach was seen as critical in shaping strategies and meeting market
demands. The respondents highlighted the need for the involvement of théboard of directors in
overseeing strategic plans and the challenges associated with leadership tramsitions. The need
for effective management oversight and leadership continuity ‘iss€vident in the responses
provided. Additionally, the respondents highlighted that while Strategies are articulated in most
NSE listed companies, they observed that there are challenges in‘their timely execution and

implementation, possibly due to resource allocationidelays or shifts in leadership focus.

Overall, these results highlight the importance of strong leadership, clear communication,
alignment, adaptability, and a systematic approach’to strategic management processes for

company success.

4.8.4 Organizational Culture

Regarding a strong corporate ‘Culture and unity of purpose, the respondents observed that
successful companies placed 'an‘€mphasis on a cohesive culture that fosters integration and a
shared vision deross regions where the company operates. Such companies encourage
teamwork dnd’a safe ‘environment for expressing diverse opinions. In respect to decision-
making challengesiduring divestment, the respondents highlighted the difficulties existing in
companies with respect to decision-making, between local teams identifying opportunities and

headquarters being hesitant due to returns on investment.

The respondents underscored the importance of attitude. The companies need to focus on
inculcating the right attitudes through regular training and acknowledging areas that need
improvement. According to the respondents, successful NSE listed companies tend to focus on
integration, efficiency, and consistency. This is the culture that contributes to creating
integration, synergies, efficiency in delivery, and consistency in policy implementation.

Additionally, they focus on innovation, recognition and rewards. Such companies encourage
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thinking outside the box coupled with recognition schemes and bonus policies for employees.
The respondents placed an emphasis on investment in a purpose-led, value-driven, high-

performance culture, and the use of core values.

The respondents recognized that poor decisions at the board level significantly impacted on
employee efforts and overall success. They asserted that employee engagement, customer
focus, and productivity contribute to employee engagement, customer satisfaction, higher
productivity and impacts company stability and success. A related finding was about
mentorship, leadership training, and strategy achievement. The respondents highlighted the
importance of mentorship, leadership training, and their role in embedding\positive culture,
supporting strategy, and achieving goals. Additionally, they placed &n emphasis on open
communication, removal of fear of criticism, and fostering a“teamethic to promote
collaboration and exchange of ideas. The other guiding prineiples ‘and values that the
respondents highlighted include honesty, zero tolerance foftharassment, and the provision of a
whistle blowing facilities. In addition, the respondents placed an emphasis on the importance of
a flexible and adaptable culture to respond effectively, tolehanges in the business environment.
The study findings indicate that this can be achieved if there is an expectation for employees to

adhere to a clearly stated values.

Most NSE listed companies acknowledgeddifficulties in determining a company's culture due
to limited interactions. The overall resultSthighlight the significance of a strong, adaptive, and
inclusive organizational cultuse inifostering unity, innovation, productivity, and success within

the NSE listed companies:

4.8.5 Organizational Performance

A cardinal (qualitative ‘finding on organizational performance was the continuous focus on
customer satisfaction. This entailed the following areas of concern: strengthening efforts to
understand customer needs and preferences better; implementation of feedback mechanisms to
gather insights for product or service enhancements; and investing in customer service training
to maintain and further improve satisfaction levels. Another central qualitative finding on
organizational performance was employee engagement and development. This focused on
three areas of interest, namely: encouraging and supporting a culture of continuous learning and
innovation; providing opportunities for skill development and career growth through training
programs and workshops; and recognizing and rewarding employee contributions to foster a

motivated and engaged workforce.
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Notably, enhancement of digital transformation strategies was a finding that came out strongly
on organizational performance. This encompassed: ensuring the alignment between the digital
transformation plan and the evolving market needs; investing in cutting-edge technologies and
tools to streamline processes and improve efficiency; and promoting a digital-first mindset
across all departments and levels within the NSE listed companies. Another important
qualitative finding on organizational performance was retention and attraction of talent. The
critical points under this finding included: maintaining fair compensation and benefits packages
to attract and retain skilled employees; offering opportunities for career advancement and a
supportive work environment; and implementing initiatives to improve work-life balance and

employee well-being.

Fundamentally, monitoring and adjusting performance metrics wasia finding that came out
explicitly on organizational performance. The two essential pointstunder this finding were
enumerated. Firstly, continuously evaluating and monitozihg the key performance indicators
(KPIs) related to revenue, profits, customer satisfaction, employee engagement, and digital
transformation. Secondly, adjusting strategies based “om \data insights to ensure ongoing
improvement and alignment with organizational geals. Regarding investing in innovation and
creativity, the respondents underscored thejyneed, topfoster a culture that values and rewards
innovative ideas from employees, as well as establishing platforms or programs that encourage
cross-departmental collaboration and idea sharing. Essentially, strategic planning for
sustainable growth was a key findinghat came out strongly on organizational performance.
This encompassed two cardinalyesults, notably; developing a long-term strategic plan that
integrates financial growth, ‘customer satisfaction, employee development, and technological
advancement; @ds Wwell astsegularly reviewing and updating the strategic plan to adapt to

changing market dymamics.

These findings ‘ufiderscore the fact that NSE listed companies can further strengthen their
position in the market, improve company performance, and sustain growth by fostering a
positive work environment for its employees and meeting customer needs effectively and

efficiently.
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CHAPTER 5

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter provides an overview of the summary of the findings of the study, conclusions,
contributions to the existing body of knowledge, recommendations, policy implications, and

identifies potential areas for further research.

5.2 Summary of the Findings

Corporate governance stands as a cornerstone in shaping the trajectory ‘0f organizational
performance of NSE listed companies. This section presents a summary the keyfindings of this
study. The research was guided by five objectives in unraveling theyintticateinterplay between
corporate governance mechanisms and organizational perforfiiance.  The results illuminated
pivotal insights into the relationship between cogporate. g@vernance practices and

organizational performance.

The first objective of the study was to assess the.efféct of corporate leadership on organizational
performance of listed companies at Nairobi Seeurities Exchange in Kenya. The corresponding
null hypothesis (Hoi) was that corporate, leadetship has no significant effect on organizational
performance of listed companies“at“Naitobi Securities Exchange in Kenya. Corporate
leadership had a statistically significant and strong positive relationship with organizational
performance, indicating that the quality of corporate leadership was associated with changes in
organizational perfopmance, The study findings indicated that corporate leadership was a
significant determinantof organizational performance of listed companies at the Nairobi
Securities Exchange.

The successful leader will be one that promotes leadership

development and encourages workers to assume their leadership role.Taqi Addin (2020)
carried out an empirical review on the relationship between leadership and performance in
organizations. The study acknowledged the changes brought about by globalization and
competition arising from internationalization of companies. It was founded on the Full Range
Model of Leadership by Tepret and Tuna ( 2015) which argues that effective leadership is one
that has the capability of undergoing transformation with the aim of motivating junior staff,
positively influencing their behavior and attitudes for improvement in performance results. The
results indicated that distinguished performance is crystallized through organized
complementarity between outstanding leadership and the successful management. However,
this is reflected in the human element in an organization besides the surrounding environment
and prevailing technology. An empirical review was adopted while the current study will
adopt a causal research design involving the collection of primary data from the companies
listed at the NSE.
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The second objective of this study was to evaluate the effect of organizational structure on
organizational performance of listed companies at Nairobi Securities Exchange in Kenya. The
corresponding null hypothesis (Ho,) was that organizational structure has no significant effect
on organizational performance of listed companies at Nairobi Securities Exchange in Kenya.
The results of the study show that organizational structure has a statistically significant and
strong positive relationship with the organizational performance, indicating that changes in
organizational structure are associated with changes in organizational performance. The study
therefore concluded that organizational structure was a significant determinant of

organizational performance of listed companies at Nairobi Securities Exchange.

The third objective of the study was to evaluate the effect of strategic m@hagement process on
organizational performance of listed companies at Nairobi SecuritieS'Exchange in Kenya. The
corresponding null hypothesis (Hos) was that strategic managementiprocess has no significant
effect on organizational performance of listed companiesfat Nairebt Securities Exchange in
Kenya. The study found that strategic management proeess has,a‘statistically significant and
relatively strong positive relationship with the organizatienal performance, indicating that
changes in strategic management process may- beyassociated with changes in organizational
performance. The study therefore concluded ithat, strategic management process was a
significant determinant of organizational performance of the listed companies at Nairobi

Securities Exchange.

The fourth objective of theystudy ‘Was to assess the effect of organizational culture on
organizational performance ofilisted companies at Nairobi Securities Exchange in Kenya. The
corresponding null hypethesis (Ho.) was that organizational culture has no significant effect on
organizational{pesformance of listed companies at Nairobi Securities Exchange in Kenya.
Organizationalgeultute was found to have a statistically insignificant and weak negative
relationship withithe organizational performance, indicating that changes in organizational
culture may not be associated with changes in organizational performance. The study therefore
concluded that organizational culture was an insignificant determinant of organizational

performance of listed companies at Nairobi Securities Exchange.

The last objective of the study was to evaluate the moderating effect of organizational factors
on the relationship between corporate governance and organizational performance of listed
companies at Nairobi Securities Exchange in Kenya. The study thus hypothesized that
organizational factors (company size and company age) have no significant moderating effect

on the relationship between corporate governance and organizational performance of listed
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companies at Nairobi Securities Exchange in Kenya. The study found that organizational
factors (company size and company age) had no significant moderating effect on the
relationship between corporate governance and organizational performance of listed

companies at Nairobi Securities Exchange.

5.3 Conclusions

The first objective of the current study was to assess the effect of corporate leadership on
organizational performance of listed companies at Nairobi Securities Exchange in Kenya. The
corresponding null hypothesis (Ho:) was that corporate leadership has no significant effect on
organizational performance of listed companies at Nairobi Securities Bxehange in Kenya.
Contrary to the null hypothesis, the study established a statistically significant and strong
positive relationship between the quality of corporate leadershipy and® organizational
performance. This finding is in line with previous research studies exploring the influence of
leadership styles and competencies on organizational performanceéyin various contexts. The use
of empirical evidence from different studies not,0nly ‘Supported the rejection of the null
hypothesis but also enhanced the credibility of the'findings, Suggesting a consensus within the
academic community on the critical rolegjofetfeetiverleadership in shaping organizational

outcomes.

Additionally, the current study's reltance on empirical evidence from various sources adds
weight to its credibility, showcasinga commitment to objectivity and a scientific approach. The
consistent pattern observédiacross different research works suggests a general consensus in the
academic community, regarding the importance of effective leadership in influencing
organizational ,@utcomes:yThe acknowledgment of context-specific findings indicates an
awareness thabthe impaet of effective leadership may vary based on specific organizational or
industry circumstances. Despite the focus on companies listed at the NSE in Kenya, the study
asserts broader global relevance, emphasizing the universal importance of leadership in
organizational performance. The identification of a recurring trend in various studies
strengthens the argument for a general consensus within the academic community concerning
the relationship between effective leadership and organizational outcomes. This notion implies
a shared understanding among researchers, highlighting the widely acknowledged importance
of effective leadership. The study underscores the significance of effective leadership as a key
determinant in achieving positive organizational performance, serving as a focal point in

emphasizing the crucial role of leadership in organizational success.
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The second objective of this study was to evaluate the effect of organizational structure on
organizational performance of listed companies at Nairobi Securities Exchange in Kenya. The
corresponding null hypothesis (Ho,) was that organizational structure has no significant effect
on organizational performance of listed companies at Nairobi Securities Exchange in Kenya.
Conversely, a statistically significant and strong positive relationship between organizational
structure and performance was found. The conclusion drawn was that organizational structure
is indeed a significant determinant of organizational performance among listed companies at
the Nairobi Securities Exchange. This finding was consistent with similar studies conducted in
other countries, suggesting a globally applicable relationship between organizational structure

and performance.

The research highlighted that changes in organizational structure cottesponded to changes in
performance, indicating a dynamic relationship. The central takcawayatrom the study was the
confirmation of a statistically significant and positive rélationship between organizational
structure and performance. The implication is that alterations in,organizational structure will
lead to corresponding changes in organizational pérformanee. The widespread consistency in
findings across different countries and industriesysuchias manufacturing, service, technical,
and higher education, further reinforced themmotion that organizational structure plays a crucial
role in determining performance. The 1dentification of specific factors within organizational
structure, structural formations,geomplexity, and centralization, emphasized the intricate and

multifaceted nature of the relationshipbetween organizational structure and performance.

The third objective ofsthe cumsent study was to evaluate the effect of strategic management
process on organizationdl performance of listed companies at Nairobi Securities Exchange in
Kenya. The coftresponding null hypothesis (Hos) was that strategic management process has no
significant ‘effeet, onerganizational performance of listed companies at Nairobi Securities
Exchange in Keéfya. The results indicated a statistically significant and relatively strong
positive relationship between strategic management processes and organizational performance.
This conclusion implies that alterations in strategic management practices are associated with
corresponding changes in organizational performance, highlighting the pivotal role of strategic
management process as a determinant of listed companies' performance at the Nairobi
Securities Exchange. Notably, these findings align with similar results from diverse studies
conducted in different countries and industries emphasizing the robust and consistent nature of
the positive relationship between strategic management processes and organizational

performance.
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Moreover, the study contributes to a broader understanding by conducting a comparative
analysis with related research in various countries, encompassing different sectors such as
floriculture, construction, and health institutions. The positive relationship between strategic
management process and organizational performance holds true across diverse geographical
locations, industries and years emphasizing the effect of strategic management processes on
performance. The rejection of the null hypothesis underscores the significance of strategic
management process in influencing organizational performance and provides valuable insights
for organizations and policymakers seeking to enhance performance through effective strategic

management process practices.

In summary, the study establishes a robust link between strategic management,processes and
organizational performance among listed companies at the Nairobi ‘Securitics Exchange. The
consistent positive relationship is not only evident in the current'study, but also supported by
findings from various empirical studies conducted in differentiregions, industries, and time
periods, reinforcing the idea that strategic management proeess plays a crucial role in

determining organizational performance.

The fourth objective of the current study wasito assess, the effect of organizational culture on
organizational performance of listed companies at\Nairobi Securities Exchange in Kenya. The
corresponding null hypothesis (Hos)ywassthat organizational culture has no significant effect on
organizational performance of listed companies at Nairobi Securities Exchange in Kenya. The
study concluded that therétis ajstatistically insignificant and weak negative relationship
between organizationakeulture,and performance. This finding contrasts with previous research
that indicated varyingidegrees of positive influence between organizational culture and
performance a€ross different contexts and industries. Challenges such as the lack of consensus
in defining‘keymconcepts and diverse measurement models were identified, hindering the
establishment 6fi@a clear, positive, and robust correlation between organizational culture and

performance.

Various studies on the relationship between organizational culture and performance have
yielded inconsistent results, with some showing a positive relationship and others
demonstrating no significant correlation or even a negative relationship. The specific constructs
used to measure organizational culture in the current study, including teamwork, code of
conduct, adaptability, and core values, did not significantly impact performance. Divergent
findings may be attributed to variations in models and components used to assess

organizational culture, such as the Denison Organizational Culture Model, and components like
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involvement, consistency, adaptation, and mission. The lack of consensus in defining key
concepts, diverse measurement models, and mixed study findings continue to pose challenges
in affirming a direct, positive, and robust correlation between organizational culture and

organizational performance.

The fifth objective of a specific study focused on evaluating the moderating effect of
organizational factors (company size and age) on the relationship between corporate
governance and organizational performance of listed companies at the Nairobi Securities
Exchange in Kenya. The study hypothesized no significant moderating effect of organizational
factors on this relationship and concluded that, indeed, company size and age did not play a
significant moderating role.

The current study established intricate relationship between otrganizational factors and
organizational performance. Various studies have presented, ineofisistént findings on the
significance of these relationships, indicating that outconies maygvary based on factors like
industry, location, and the specific variables being studied. The study underscores the necessity
for further research, to enhance comprehension of.the,nature,of the link between organizational
factors, corporate governance, and organizatienaliperformance. This may involve investigating
additional moderating variables and refining “mcthodologies to better grasp the context-
dependent nature of these relationships. Refereneeto previous studies revealed mixed findings
on the influence of company size, The complexity of the relationship between organizational
factors and organizational pecformaneefs a crucial finding, acknowledging the need for further
research to get into the gramularity of these complexities and the exploration of additional

moderating variables ‘or,methodological refinements.

In summary, the'eurrent study underscores the context-dependent and complex nature of the
relationship ybetwecn) organizational factors, corporate governance, and organizational
performance. The€ study examined the moderating effect of organizational factors in the context
of listed companies at the Nairobi Securities Exchange in Kenya, concluding that company size
and age do not significantly moderate the relationship. The broader discussion emphasizes the
importance of considering contextual factors in research and the need for additional studies to

gain a deeper understanding of these intricate dynamics.

5.4 Contributions of the Study to Knowledge
The current study adds to the theoretical understanding of the impact of corporate leadership on
organizational performance. By examining listed companies at the Nairobi Securities

Exchange in Kenya, the study found a statistically significant and strong positive relationship
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between corporate leadership quality and organizational performance. It emphasizes the
context-specific nature of these findings, recognizing that the effectiveness of leadership may
vary based on organizational or industry circumstances. The study contributes to existing
theories by highlighting the universal significance of effective leadership in achieving positive
organizational outcomes, regardless of geographical location or industry. Additionally, the
study enriches organizational theories by emphasizing the relationship between organizational
structure and performance. It confirms the positive association between organizational
structure and performance, indicating that changes in structure leads to changes in
performance. The findings of the current study, consistent with research across diverse
industries and locations, underscore the universality and complexitysofythis relationship,
providing valuable insights for practitioners seeking to enhance organizational“performance
through strategic structural adjustments. The current study providesyempirical evidence
supporting the positive relationship between strategi€ , management processes and
organizational performance. Conducted within the contextyof'listed companies at the Nairobi
Securities Exchange in Kenya, the study found a statistically significant and relatively strong
positive relationship between strategic managementproeesses and organizational performance.
These findings align with similar studiesgconducted across different sectors and countries,

reinforcing the robustness and generalizability'of the observed relationship.

Moreover, the study contributesgo empirieal literature by examining the relationship between
organizational culture and organizational performance. While specific to listed companies at
the Nairobi Securities Exchangeyin Kenya, the current study's findings contrast with previous
research, suggesting an, insignificant and weak negative relationship between organizational
culture and pesformance. TFhis highlights the inconsistent nature of findings across different
contexts and industries,” emphasizing the importance of considering specific constructs and
measurement models when assessing this relationship. Additionally, the study explored the
moderating effect of organizational factors on the relationship between corporate governance
and organizational performance. While the current study finds no significant moderating effect
of organizational factors such as company size and age, it acknowledges the complexity of this
relationship and the need to consider industry, location, and other contextual factors. These
insights contribute to advancing knowledge in organizational studies by highlighting the
context-dependent nature of the relationship between organizational factors, corporate

governance, and organizational performance.
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5.5 Recommendations and Policy Implications

The current study underscores the pivotal role of corporate leadership in shaping the
organizational performance of listed companies on the Nairobi Securities Exchange in Kenya.
The identified statistically significant and robustly positive correlation between corporate
leadership and organizational performance underscores effective leadership as a critical
determinant of success for these entities. Drawing implications from these findings, it is
imperative for regulatory bodies such as the Capital Markets Authority (CMA), governmental
policymakers including the Government of Kenya (GOK), and advocates of corporate
governance in Kenya, including, the Institute of Corporate Governance of Kenya (ICGK), the
Institute of Certified Secretaries (ICS) and the Institute of Certified PublietAccountants of
Kenya (ICPAK) to prioritize initiatives aimed at augmenting calibrelef cosporate leadership.
These endeavours may encompass the promotion of leadershipfidevelopment programs,
formulation of guidelines delineating leadership competenéies,jandsadvocacy for transparency
in leadership selection procedures. Moreover, endeavouts should,be directed towards fostering
a conducive environment valuing and rewardingyecffective”leadership practices, thereby

facilitating organizational thriving under proficient,Jeadesship.

The recognition of consistent patterns across various studies, both within and outside the
Kenyan context, underscores the globalsrelevance of effective leadership in organizational
performance. Policymakers and“businessléaders worldwide could derive benefits from these
findings by integrating analogous)strategies to foster and nurture effective leadership within
their respective domains.  Acknowledgment of the context-specific nature of the findings
advocates for tailored approaches, recognizing that the impact of effective leadership may vary
across different industries, organizational settings and geographies. Consequently, policies and
interventiongyshould exhibit flexibility to accommodate diverse organizational contexts while
retaining a coréfocus on fostering and perpetuating effective leadership practices. In essence,
the study furnishes a robust foundation for shaping policies that accord priority to and buttress

effective corporate leadership, not only within Kenya but also on a broader global scale.

With regard to the second objective, the study yields several recommendations and policy
implications. The NSE listed companies should recognize the significance of their
organizational structure in shaping their overall performance. It is imperative to note that
alterations in organizational structure, exert a substantial influence on performance outcomes.
Consequently, companies stand to benefit from periodic reviews and adjustments of their

organizational structures to align with strategic goals and bolster overall efficiency. Policy
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implications extend to regulatory bodies and policymakers in Kenya, accentuating the
importance of incorporating considerations related to organizational structure within corporate
governance frameworks. Encouraging transparency and periodic evaluations of organizational
structures in listed companies can contribute to enhanced performance and sustainability.
Moreover, consistent findings across studies conducted in different countries and industries
hint at potential global applicability of the relationship between organizational structure and
performance. This underscores the need for policymakers at an international level to
acknowledge and integrate considerations of organizational structure into broader discussions
on corporate governance and economic policies, thereby facilitating the, development of
guidelines or standards promoting effective organizational structures afidifostering positive
performance outcomes globally.

The current study's identification of a consistent and robustly pesitivelselationship between
strategic management processes and organizational performane€ carries significant
implications for both companies and policymakers. The ‘companies Spanning various sectors
and countries should appreciate the importance of,adopting ‘effective strategic management
process practices to augment their performance. “Fhe “findings suggest that strategic
management processes transcend specific mdustries” or geographical locations, thereby
underscoring its generalizability acrossidiverseleontexts. Consequently, companies in different
sectors and regions should accord prierity toithe development and implementation of strategic

management processes to enhance Overall organizational performance.

From a policy standpointiypolicymakers in countries like Kenya, where the study was
conducted, and in other regions, should consider promoting and facilitating the adoption of
strategic management prog¢ess practices among companies. Policymakers can play a pivotal
role in credting an eéanvironment conducive to companies investing in strategic management
processes, potentially by providing incentives, offering educational resources, or fostering
academia-industry collaboration. Recognizing the positive impact of strategic management
processes on organizational performance, policymakers may design initiatives that advocate
for the integration of strategic management principles into business operations. Overall, the
findings underscore the imperative for both companies and policymakers to appreciate the
significance of strategic management process in driving positive organizational outcomes and

consider its integration into business strategies and policy frameworks.

The current study's findings regarding the relationship between organizational culture and the

organizational performance of listed companies on the Nairobi Securities Exchange in Kenya,
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yield several recommendations and policy implications. Firstly, companies in the Kenyan
context, particularly those listed on the NSE, may need to re-evaluate the emphasis placed on
certain aspects of organizational culture such as teamwork, code of conduct, adaptability, and
core values. The statistically insignificant and weak negative relationship uncovered in this
study, suggests that these specific constructs might not significantly influence organizational
performance in this context. Consequently, organizations stand to benefit from a granular
understanding of the elements of organizational culture genuinely impacting performance. The
current study underscores the significance of context in comprehending the relationship
between organizational culture and performance. Contrasting findings from studies conducted
in other countries, spanning various industries such as banking and insufafiee; emphasize the
need for organizations to tailor their approach to organizational culture, based om'the specific
conditions and industry dynamics of their operational envitonment, Policymakers and
organizational leaders should factor in these contextual varidtions'when formulating strategies
and interventions related to organizational culture. Additionally, the current study underscores
the complexity of the relationship between organizational culture and performance, suggesting
that a one-size-fits-all approach may not be suitablejandya deeper understanding of the specific

organizational and environmental factors atplayisieruetal.

In conclusion, the findings highlight the importance of conducting thorough industry-specific
assessments when formulating gorporateggovernance policies. Discrepancies with previous
findings suggest that a singular‘appteach may not be appropriate. Policymakers may need to
tailor corporate governaneeiguidelines based on industry characteristics to ensure regulations
are effective and relevant in diverse contexts. Policymakers can benefit from staying abreast of
the evolving res€arch to inform and update corporate governance policies, ensuring they remain
adaptive and effective in the face of industry-specific and contextual variations. Overall, the
current study'sgmplications underscore the importance of context-specific approaches and
ongoing research to enhance the effectiveness of corporate governance policies, in fostering

organizational performance in NSE listed companies.

5.6 Areas for Further Research

The current study recommends five critical areas for further research. First, it recommends that
future research could focus on specific leadership competencies and styles suited to different
organizational contexts, while also exploring cross-cultural dimensions to enrich global

understanding and facilitate adaptive leadership approaches for companies, policymakers, and
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organizational leaders. Second, it proposes new avenues for research in organizational structure
and performance, emphasizing the need to explore global applicability, industry-specific
dynamics, and cultural influences. Third, it establishes a strong link between strategic
management process and organizational performance, suggesting further research to focus on
specific strategies and contextual factors influencing this relationship. Longitudinal studies are
recommended to understand the evolving impact of strategic management process

implementation on organizational performance over time.

Fourth, the study highlights the complex relationship between organizational culture and
performance, indicating varied results across different national and in@ustrial contexts,
necessitating further investigation into specific cultural elements and theiteontextual variations
within organizations. The conflicting findings underscore the importanee of considering
context, suggesting that examining granular cultural aspects withimyspeeifie,sectors could offer
insights into how organizational culture interacts with logél ofdndustry-specific dynamics to
affect performance outcomes, prompting the need for standatdized'metrics in future research to
ensure consistency. Fifth, it recommends that futtre research could investigate why certain
organizational factors have varying effects in différent,contexts, emphasizing the importance of
considering industry-specific variables and diverse business environments, to gauge the
generalizability of findings and advocate for exploring additional moderating variables or

methods.
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APPENDICES

Appendix I: Listed Companies at the Nairobi Securities Exchange
1. Eaagads PLC Ord 1.25 AIMS
2. Kapchorua Tea Kenya PLC Ord Ord 5.00 AIMS
3. Kakuzi PLCOrd.5.00
4. Limuru Tea Co. PLC Ord 20.00
5. Sasini PLC Ord 1.00
6. Williamson Tea Kenya PLC Ord 5.00

AUTOMOBILES AND ACCESSORIES

7. Car and General (K) PLC Ord 5.00

8. Absa Bank Kenya PLC. Ord 0.50

9. Stanbic Holdings PLC. ord.5.00

10. I&M Holdings PLC Ord 1.00

11. Diamond Trust Bank Kenya PLC Ord 4.00
12. HF Group PLC Ord 5.00

13. KCB Group PLC Ord 1.00

14. NCBA Holdings PLC Ord 5.00

15. Standard Chartered Bank PLC Ord 5.00
16. Equity Group Holdings PLC Ord 0.50

17. The Co-operative Bank of Kenya PLC Ord 1.00
18. BK Group PLC Ord 0.80

COMMERCIAL AND SERVICES

19. Express PLC Ord 5.00
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https://www.nse.co.ke/listed-companies/list.html?view=company&id=25&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=27&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=91&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=54&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=47&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=43&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=35&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=30&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=21&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=18&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=15&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=13&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=16&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=51&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=46&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=38&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=33&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=28&tmpl=component

20. Sameer Africa PLC Ord 5.00

21. Kenya Airways PLC Ord 5.00

22. Nation Media Group PLC Ord. 2.50

23. Standard Group PLC Ord 5.00

24. TPS Eastern Africa (Serena) PLC Ord 1.00
25. WPP Scangroup PLC Ord 1.00

26. Uchumi Supermarkets PLC Ord 5.00

27. Longorn Publishers PLC Ord 1.00

28. Eveready EA PLC Ord 1.00

29. Deacons (East Africa) PLC Ord 2.50

30. Nairobi Business Ventures PLC Ord 1.00

31. Homeboyz Entertainment PLC Ord 0.50

CONSTRUCTION AND ALLIED
32. Athi River Mining PLC Ord 1.00
33. Bamburi Cement PLC Ord 5.00
34. Crown Paints Kenya PLC. Ord 5.00
35. E.A.Cables PLC Ord 0.50
36. E.A.Portland Cement Company PLC Ord 5.00

ENERGY AND PETROLEUM

37. TotalEnergies Marketing Kenya PLC Ord 5.00
38. KenGen PLC Ord. 2.50

39. Kenya Power & Lighting Co. PLC Ord 2.50
40. Umeme PLC Ord 0.50

INSURANCE

41. Jubilee Holdings PLC Ord 5.00

42. Sanlam Kenya PLC 0Ord 5.00
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https://www.nse.co.ke/listed-companies/list.html?view=company&id=44&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=32&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=127&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=53&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=49&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=24&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=23&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=20&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=12&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=10&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=156&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=81&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=55&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=52&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=48&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=41&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=34&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=29&tmpl=component

43. Kenya Re-Insurance Corporation PLC Ord 2.50
44. Liberty Kenya Holdings PLC

45. Britam Holdings PLC Ord 0.10

46. CIC Insurance Group PLC Ord 1.00

INVESTMENTS

47. Olympia Capital Holdings PLC Ord 5.00
48. Centum Investment Co PLC Ord 0.50
49. Trans-Century PLC Ord 0.50

50. Home Afrika PLC Ord 1.00

51. Kurwitu Ventures PLC Ord 100

INVESTMENT SERVICES

52. Nairobi Securities Exchange PLC Ord 4.00

MANUFACTURING AND ALLIED

53. B.0.C Kenya PLC Ord 5.00

54. British American Tobacco Kenya PLC Ord 10.00
55. Carbacid Investments PLC Ord 5.00

56. East African Breweries PLC Ord 2.00

57. Mumias Sugar Co. PLC Ord 2.00

58. Unga Group PLC Ord 5.00

59. Kenya Orchards PLC Ord 5.00

60. Flame Tree Group Holdings PLC Ord 0.825

TELECOMMUNICATION AND TECHNOLOGY
61. Safaricom PLC Ord 0.05

62. ILam Fahari I-Reit PLC Ord 20.00

Source: NSE (30 JUNE 2022)
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https://www.nse.co.ke/listed-companies/list.html?view=company&id=126&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=59&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=145&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=82&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=50&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=40&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=26&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=17&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=14&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=11&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=143&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=146&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=31&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=22&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=103&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=99&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=58&tmpl=component




Appendix II: Number of Directors in the Nairobi Securities Exchange Listed Companies

AGRICULTURAL
1. Eaagads PLC Ord 1.25 ... i e, 4
2. Kapchorua Tea Kenya PLC Ord 5.00............cccooviiiiiiininn.... 9
3. Kakuzi PLC Ord.5.00.......coiiii e 11
4. Limuru Tea Co. PLC Ord 20.00 .........coevuiiiiiiiiiiiieee, 6
5. Sasini PLC Ord 1.00.........oiii e, 7
6. Williamson Tea Kenya Ltd Ord 5.00.............ccoiiiiiiiiiin, 7
AUTOMOBILES AND ACCESSORIES
7. Car and General (K) PLCOrd 5.00.............cooiiiiiiiiiii, 8
BANKING
8. Absa Bank Kenya PLC Ord 0.50..........ccoviiiiiiiiiii et 9
9. Stanbic Holdings PLC ord.5.00..........c..ccoooiiiiiiin o donnn . 8
10. I&M Holdings PLC Ord 1.00..........cooviiiiiiiiii e S 9
11. Diamond Trust Bank Kenya PLC Ord 4.00............... 000 W 14
12. HF Group PLC Ord 5.00........coviiiii e T 11
13. KCB Group Ltd Ord 1.00..........oooiiiiii @ S 11
14. NCBA Holdings PLC Ord 5.00..................¢ 0 S0 oLl 12
15. Standard Chartered Bank PLC Ord 5.00....qs. .50 e ..ol 8
16. Equity Group Holdings PLC Ord 0.50.. 4%, S8 .. e, 10
17. The Co-operative Bank of Kenya PLGOrdy00...°"................... 12
18. BK Group PLC Ord 0,80............ 0% e e 7
COMMERCIAL AND SERVICES
19. Express PLC Ord 5.00. ... . i oo, 6
20. Sameer Africa PLC OrdyS.00. .. cgueeeh v oveneiiiiiiiiiiiiieiee, 7
21. Kenya Airways PLCOsd .00 ......coooeiiiiiii, 9
22. Nation Media GrouplOrda2:50. ... 18
23. Standard Group PEE Ord5.00.........coooiiiiiiiie, 8
24. TPS EasterndAfticaySerena) PLC Ord 1.00............ .......oeen. 13
25. WPP Scangroup PLEOrd 1.00.........ccoiiiiiiiiiiiiiieee, 9
26. Uchumi Supermatkets PLC Ord 5.00..............coooiiiiiiiiiinni... 11
27. Longhorn Rublishers PLC Ord 1.00.................oiiiiiiiinn. 9
28. Eveready, EAWPLC Ord 1.00.........cooiiiiiiiiiiice e 6
29. Deacons{East Africa) PLC Ord 2.50.............cooiiiiiiiiiiiiiininn.. 6
30. Nairobi Business Ventures PLC Ord 1.00...............cooooiiiiinnn... 5
31. Homeboyz Entertainment PLC Ord 0.50.................ccooiiiiiiini. 3
CONSTRUCTION AND ALLIED
32. Athi River Mining PLC Ord 5.00 ...........cooiiiiiiiiiiiiiiiiieans 12
33. Bamburi Cement PLC Ord 5.00...........ooiiiiiiiiiiieeen e 13
34. Crown Paints Kenya PLC. 0rd 5.00............ccoiiiiiiiiiiiinn. 6
35. E.A.Cables PLC Ord 0.50......ooviiiii e 7
36. E.A.Portland Cement PLC Ord 5.00.........cccooiiiiiiiiiiiiiiii, 9
ENERGY AND PETROLEUM
37. Total Energies Marketing Kenya PLC Ord 5.00........................... 9
38. Ken Gen PLC Ord. 2.50 ..o, 14


https://www.nse.co.ke/listed-companies/list.html?view=company&id=53&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=24&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=23&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=20&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=12&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=10&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=156&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=81&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=55&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=52&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=48&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=41&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=34&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=29&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=27&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=91&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=54&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=47&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=43&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=35&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=30&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=21&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=18&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=15&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=13&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=16&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=51&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=46&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=38&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=33&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=28&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=25&tmpl=component

39. Kenya Power and Lighting Co. PLC Ord2.50........................... 11

40. Umeme PLC Ord 0.50 ... 10
INSURANCE
41. Jubilee Holdings PLC Ord 5.00.........ccoiiiiiiiiiiiiie e 9
42. Sanlam Kenya PLC Ord 5.00.........cceiiiiiiiiiii e, 9
43. Kenya Re-Insurance Corporation PLC Ord 2.50........................... 11
44. Liberty Kenya Holdings PLC Ord 1.00...............coooiiiiiiinnn. 8
45. Britam Holdings PLC Ord 0.10..........coooiiiiiiiiiiiieeeee, 8
46. CIC Insurance Group PLC Ord 1.00...........cooiiiiiiiiii i, 12
INVESTMENTS
47. Olympia Capital Holdings PLC Ord 5.00..............ccoiiiiiiiiiinn.. 6
48. Centum Investment Co PLC Ord 0.50...........coooiiiiiiiiiiiiiiin, 9
49. Trans-Century PLC..... .. 6
50. Home Afrika PLC Ord 1.00 ......cooiiiiiii i 7
51. Kurwitu Ventures PLC Ord 100 ...........coooiiiiiiiiiinn o 00 7
INVESTMENT SERVICES
52. Nairobi Securities Exchange PLC Ord 4.00............... 4. "3 .. .. 11
MANUFACTURING AND ALLIED
53.B.0.C Kenya PLC Ord 5.00..........ccooeiiiiiii oS i @ 8
54. British American Tobacco Kenya PLC Ord 10.00... . S0 5 ........... 11
55. Carbacid Investments PLC Ord 5.00......... .00 il e e, 6
56. East African Breweries PLC Ord 2.00. ... .. "8 b . 0o, 13
57. Mumias Sugar Co. PLC Ord 2.00..... .50 . . o, 11
58. Unga Group PLC Ord 5.00.......... ¢ oo, 8
59. Kenya Orchards PLC Ord 5.00 ... .00 S 0 e 5
60. Flame Tree Group Holdings PLC Ord,0.825"............ccevviiiiiiiannnn. 7
TELECOMMUNICATION AND TECHNOLOGY
61. Safaricom PLC Ord 0.05. .00 0 b e 12
62. [ILam Fahari [-Reit PLCOrd 20.00.................ooi . 7

Source: The Companies’ Repositories (June 2022)
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https://www.nse.co.ke/listed-companies/list.html?view=company&id=59&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=145&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=82&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=50&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=40&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=26&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=17&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=14&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=11&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=143&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=146&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=126&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=31&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=22&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=103&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=99&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=58&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=44&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=32&tmpl=component
https://www.nse.co.ke/listed-companies/list.html?view=company&id=127&tmpl=component

Appendix III: Questionnaire

SECTION A: DEMOGRAPHIC INFORMATION

1) Category of Directorship
Executive [] Non-executive | ]

2) Gender:

Male [] Female []
3) Age:

Below 30 years [ ] 30to49 years []

50to S9years[] 60to 69 years |[] &
Above 69 years [ ] i\%

4) Highest level of education achieved:

Certificate [ ] Dipl%Degree []

Masters []

Other (Pleas

5) Duratio ’n the company:-

1- 5 years [] 6-10 years []

11-15 years [] above 15 years []
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SECTION B: CORPORATE LEADERSHIP
6) For each of these statements on corporate leadership, kindly indicate the extent of your
agreement on how they affect your organization. Use the Likert scale which ranges from 1 -5

where 1= not sure; 2 =strongly disagree 3= disagree; 4= agree and 5= strongly agree.

Statement 112/3/4]|5
1. | There are proper channels of communication in the company.

ii. | Employees use emails to effectively communicate with others in

the company.

iii. | All supervisors are encouraged to share the vision of the com

with subordinates.

iv. | The vision of the company is well articulated with

V. | The company has well established sense of di

vi. | There are clear goals that provide a sen

company.
vii. | The company has coaching prégfams employees.
yiii. | The line managers in the trained on how to mentor

mpan
new employees.

7) Kindly identify t ¢ played by corporate leadership on performance of your

SECTION C: ORGANIZATIONAL STRUCTURE
8) For each of these statements on organizational structure, kindly indicate the extent of your
agreement on how they affect your organization. Use the Likert scale which ranges from 1 -5

where 1= not sure; 2 = strongly disagree 3= disagree; 4= agree and 5= strongly agree.

Statement 12345
1. | There are clearly established reporting relationships among

employees in the company.
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ii. | The reporting relationships ensure accountability among

employees.

iii. | The supervisors are encouraged to effectively communicate with

their subordinate staff in the company.

iv. | Formal communication is encouraged between staff across the

departments in the company.

v. | The long-term decisions are centrally made by senior managers in

the company.

vi. | There is a clear reporting system and employees do not disagree

who to report to.

vii. | Within and between departments and sections, emplo

encounter conflict over responsibilities.

viii. | There is an equitable allocation of resources een
departments.
iX. | The company has clear concise pr work is done.
x. | By allocating tasks, implem cedures, and dividing

work, employees have been able t ectively perform their
duties. \

9) In what other wa

izational structure affect the performance of your company?

SECTION D: TEGIC MANAGEMENT PROCESS
10) For each of these statements on strategic management process, kindly indicate the extent of
your agreement on how they apply in your organization. Use the Likert scale which ranges from

1 -5 where 1= not sure; 2 =strongly disagree 3= disagree; 4= agree and 5= strongly agree.

Statement 12345
i. | The company analyses its environment to identify viable

opportunities for investment.
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ii. | Environmental analysis helps the company to identify possible

threats to its operations.

lil. | The company has clearly formulated strategies.

iv. | The company formulates strategies based on the identified threats

in the environment.

v. | The overall strategies formulated are aligned with the mission of

the company.

vi. | The company implements the strategies in time.

vil. | Strategies are implemented within budget in the company.

viii. | Strategies are implemented by competent staff in the com

iX. | The company evaluates the strategies on a regular

x. | The company has in place Key Performance

the strategic objectives that have been set:

xi. | The Key Performance Indicators fogtr strategic

objectives are driving the righ avl

process affect performance of your organization? Kindly

SECTION E: ORGANIZATIONAL CULTURE
12) For each of these statements on organizational culture, kindly indicate the extent of your
agreement on how culture affects your organization. Use the Likert scale which ranges from 1

-5 where 1= not sure; 2 =strongly disagree 3= disagree; 4= agree and 5= strongly agree.

Statements 12345
1. | Team work is strongly encouraged among employees in the
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company.

il. | Team work ensures that the formulated goals are realized in the

company.

iil. | Team work increases synergy among employees in the company.

iv. | There is an established code of conduct.

v. | The code of conduct outlines the disciplinary actions on undesired

behaviour among employees in the company.

vi. | The company hires employees who have strong adaptability skills

vil. | The company has well established core values.

viii. | Employees are encouraged to carry out their duties in

with the core values.

ix. | The company encourages the following skill

Analytical; Observation; Problem-solvin

X. | The company encourages the followin

Flexibility; Self-confidence; D, nd Diligence

13. In what other ways d tional culture affect performance of your organization?

SECTION G: ORGANIZATIONAL PERFORMANCE

14. For each of these statements on organizational performance, kindly indicate the extent of
your agreement in relationship to your company. Use the Likert scale which ranges from 1 -5
where 1= not sure; 2 =strongly disagree 3=disagree; 4=agree and 5= strongly agree.

Statements 12345
1. | The revenue of the company has been increasing.

ii. | The company has registered an improvement in profits generated.
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iii. | The customers are satisfied with the products and services of the

company.

1v. | The customers are loyal to the company.

v. | Employees are encouraged to learn new ways.

vi. | Employees in the company are innovative.

vii. | The pay and benefits that employees receive are commensurate to

the work that they do.

viil. | There is a staff development program in place for employees.

ix. | Employees are treated fairly and respectfully.

X. | Employees tend to be retained in the company for

xi. | The company experiences digital transformation.

Xil. | The company has a digital transformati

xiii. | There is business process automati

S
\v
N
% N
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Appendix IV: Introductory Letter to the Respondents
To: The Respondent

From: Geoffrey Gichangi Karuu

P.O Box 796-00621

Village Market

NAIROBI.

Phone: 0722806437

Email: geoffrey.g.karuu@gmail.com

Admission no. PBAM/LMR/5127/18

Dear Sir/Madam,

Subject: Doctoral Thesis Research Questionnaire, Data Collection

I am a PhD candidate at St. Paul’s University and wish tof€arryfout,a research for my thesis
on Corporate Governance and Organizational Performanee: A Survey of Listed Companies at
Nairobi Securities Exchange, Kenya, to fulfil thegequirements for the Award of Degree of
Doctor of Philosophy in Business Administrationfand,Management (Strategic Management

option).

Evidence for establishing relationshipsyb€tween corporate governance and performance of the
companies listed at the NSE will'be generated as a result of this research, which is essential.
In order to address the problems that'€ontribute to the apparently diminishing performance of
NSE-listed companiesgthis knewledge base is important. This letter is consequently a request
for you, as a director of ... to complete the questionnaire
honestly and a€eurately. I guarantee that the data will be treated in the strictest of confidence.

It will take roughly 1'$minutes to complete the questionnaire.

Your responses will be extremely helpful, particularly, in developing the evidence base
needed to strengthen NSE listed companies and generally, other similar companies
worldwide. Kindly note that your response will be treated with utmost confidentiality and
will be used only for research purposes. For any further clarification, please contact me

through the contact provided above.
Thank you in advance for your attention and response.
Yours Faithfully,

Geoffrey Gichangi Karuu.
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Appendix V: Introductory Letter to the Company Secretaries

From: Geoffrey Gichangi Karuu
P.O Box 796-00621

Village Market

NAIROBI.

Phone: 0722806437

Email: geoffrey.g.karuu@gmail.com
Admission no. PBAM/LMR/5127/18
Dear Sir/Madam,

Subject: Doctoral Thesis Research Questionnaire, Data Collection

I am a PhD candidate at St. Paul’s University and wish to ca§outaresearch for my thesis
on Corporate Governance and Organizational Performange: A Survey, of Listed Companies at
Nairobi Securities Exchange, Kenya. This is in ordeggto fulfibth@requirements for the award
of degree of Doctor of Philosophy in Business Admmistration and Management (Strategic

Management option).

Evidence for establishing relationshipsgbetween, corporate governance and performance of the
companies listed at the NSE will be‘generated as a result of this research, which is essential.
In order to address the problenis, that contribute to the apparently diminishing performance of
NSE-listed companies, this knowledge base is important. This letter is consequently a request
for you to facilitate the mobilization of executive and non-executive directors that have been
randomly selected from‘your eompany. The list of the randomly selected directors is

attached.

The responses from the selected directors will be extremely helpful, particularly, in
developing the evidence base needed to strengthen NSE listed companies and generally, other
similar companies worldwide. Kindly note that the responses will be treated with utmost
confidentiality and will be used only for research purposes. For any further clarification,

please contact me through the contact provided above.
Thank you in advance for your assistance.
Yours Faithfully,

Geoffrey Gichangi Karuu.
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Appendix VI: Recommendation Letter to Conduct Research

ST. PAUL’S UNIVERSITY

Tel Office: +254 (0) 20-2020505/10
Mobile: +254 (0) 728 - 669000
(0) 736 - 424440

Private Bag 00217 LIMURU, KENYA
Email: office@spu.ac.ke
Website: www.spu.ac.ke

BOARD OF POSTGRADUATE STUDIES
31st August, 2022

National Commission for Science and Technology,
P.O. BOX 30623-00100,

Nairobi.

Dear SirlMadam,

RE: RECOMMENDATION FOR GEOFFREY GICHANGI KARUU- PBAMLMR512718 =TO CONDUCT
RESEARCH

This letter confirms the above-named person is a student of the Doctor of Philosophy in Business
Administration at St. Paul’s University.

The second year consists of a major research work leading to a dissertation. The student’s selected topic is
" Corporate Governance and Organizational Performance: A Survey of Listed Companies at
Nairobi Securities Exchange, Kenya.”

Kindly grant this student the required-permit.

Dr. Juls Kahuthia (- onsen
Director, Board of Postgraduate Studies
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Appendix VII: Research Permit from National Commission for Science, Technology and

Innovation

[
G

==

REPUBLIC OF KENYA NATIONAL COMMISSION FOR 3

SCIENCE,TECHNOLOGY & INNOVATION

Ref No: 127532 Date of Issue: 23/September/2022

RESEARCH LICENSE

This is to Certify that Mr.. Geoffrey Gichangi Karuu of St. Paul's University, has been licensed to conduct research in Nairobi on
the topic: CORPORATE GOVERNANCE AND ORGANIZATIONAL PERFORMANCE: A SURVEY OF LISTED
COMPANIES AT NAIROBI SECURITIES EXCHANGE, KENYA for the period ending : 23/September/2023.

License No: NACOSTL/P/22/20662

G |
Al ‘
127532 ;

Applicant Identification Number Director General
NATIONAL COMMISSION FOR

SCIENCE,TECHNOLOGY &
INNOVATION

NOTE: This is a computer generated License. To verify the authenticity of this document,
Scan the QR Code using QR scanner application.
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