
 

THE RELATIONSHIP BETWEEN TRANSFORMATIONAL LEADERSHIP AND 

EMPLOYEE PERFORMANCE IN THE COURTYARD HOTEL BY MARRIOTT 

KUWAIT CITY 

 

DENIS NANDIGOBE  

KS14M15/013 

 

 

 

 

 

 

 

 

 

 

A DISSERTATION SUBMITTED TO THE SCHOOL OF BUSINESS IN PARTIAL FULFILLMENT 

OF THE REQUIREMENTS FOR THE AWARD OF THE DEGREE OF THE MASTER OF 

BUSINESS ADMINISTRATION OF UGANDA CHRISTIAN UNIVERSITY 

December,2024 

 

 

 

 



ii 
 

DECLARATION 

I, Denis Nandigobe, declare that this dissertation is my own work and the result of my efforts. To 

the best of my knowledge, it has never been presented elsewhere in any university or any other 

institution of higher learning for any academic award. 

Signature: .................................................. 

Denis Nandigobe. 

KS14M15/013 

DATE: 26th November 2024. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



iii 
 

APPROVAL 

This dissertation entitled "The Relationship between Transformational Leadership and Employee 

Performance: A Case Study of Courtyard Hotel by Marriott Kuwait City" is ready for the award 

of a Master’s in Business Administration at Uganda Christian University, Mukono. 

Supervisor:  

Dr Arthur Nuwagaba (PhD) 

  19th December 2024. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



iv 
 

DEDICATION 

This dissertation is dedicated to my immediate family Nabirye Bettinah and our children whose 

Unwavering support and encouragement have been instrumental in the completion of this work. 

A special feeling of gratitude to my loving parents, whose words of encouragement still ring 

in my ears. I also dedicate this dissertation to my friends and workmates who have supported 

me throughout, especially the procurement and finance associates not forgetting Mr. 

J.D.Ibembe for the many hours of proof reading. 

 

 

 

 

 

 

 

 

 

 

 

 



v 
 

ACKNOWLEDGEMENTS 

I would like to express my deepest gratitude to my fellow students at Uganda Christian University 

(UCU) for their support and camaraderie throughout this journey. In a special way, I extend my 

heartfelt thanks to Dr. Arthur Nuwagaba (PhD) for his exceptional guidance, patience, and 

insightful feedback, which have been invaluable in the completion of this dissertation. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



vi 
 

ABSTRACT 

This study investigated the relationship between transformational leadership and employee 

performance at Courtyard by Marriott Kuwait City, focusing on the leadership dimensions of 

idealized influence, inspired motivation, intellectual stimulation, and individualized consideration. 

Using a cross-sectional, descriptive case study design, a sample of 133 participants was determined 

through Krejcie and Morgan's (1970) table, achieving a 97.3% response rate. Data were analyzed 

using both qualitative and quantitative approaches, with thematic analysis conducted via NVivo 

and statistical analysis performed using Pearson correlation and regression techniques. The 

objectives were to establish the relationship between Idealized Influence, Inspired Motivation, 

Intellectual Stimulation, and Individualized Consideration and Employee Performance in the hotel 

industry. The findings revealed statistically significant positive relationships for all four 

dimensions, with Intellectual Stimulation showing the strongest effect (r = 0.301, B = 0.275, p = 

0.004), followed by Individualized Consideration (r = 0.312, B = 0.198, p = 0.021), Inspired 

Motivation (r = 0.199, B = 0.129, p = 0.003), and Idealized Influence, which had a smaller positive 

impact (r = 0.266, B = 0.058, p = 0.034). Based on these results, recommendations include 

fostering emotional attachment and loyalty through recognition programs, improving 

communication of organizational goals, enhancing optimism via transparency, encouraging 

innovation through training and incentives, promoting knowledge sharing, and providing resources 

to support creative initiatives. This study contributes to knowledge on transformational leadership 

in Kuwaiti hotels by offering practical insights for managers, legislators, and academics, 

emphasizing how leadership styles interact with organizational performance and supporting 

adaptive leadership strategies suited to the dynamic hotel industry. 
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CHAPTER ONE 

Introduction 

This chapter includes an introduction, a background of study, problem statement, general 

objective, specific objective, conceptual framework, significance, scope of study. 

1.0 Background 

 

The global economy acknowledges the hospitality and hotel industry as one of the most vibrant 

and service-oriented sectors. The travel and tourism industry in Africa accounted for 24.7 million 

jobs, making up 6.9% of its GDP and constituting 6.5% of the total employment (WTTC, 2021). 

With the hospitality and service industry playing a pivotal role, contributing over 70% to the gross 

domestic product (GDP) in developed economies (Ostrom et al., 2010), the hotel industry 

experiences intense market competition. This competitive landscape is primarily driven by the 

swift evolution of technology and increased customer discernment regarding the quality and 

diverse offerings of products and services (Patiar & Mia,2009).It is argued that one way to manage 

intense market competition is for senior managers to focus on practicing transformational 

leadership (Patiar & Mia, 2009).  

Transformational leadership, defined as a “style of leadership that transforms followers to rise 

above their self-interest by altering their morale, ideals, interests, and values, motivating them to 

perform better than initially expected” (Pieterse et al., 2010). In simpler terms, this style of 

leadership encourages employees to go beyond personal interests and align themselves with the 

organization’s vision. Khan et al. (2020) emphasize that transformational leadership involves 

motivating followers to pursue group rather than personal goals through charisma, inspirational 

motivation, intellectual stimulation, and/or  

eration. In its ideal manifestation, this leadership style aims to bring about positive and valuable 

changes in followers with the ultimate objective of developing them into leaders. Previous research 

in the domain of transformational leadership offers empirical support for the favorable impacts of 

this factor on employees’ performance (Isabel et al., 2017). Hoi et al. (2016) found strong and 

positive correlations between all components of transformational leadership as conceptualized by 

Bass and employee Performance. An effective leadership approach should be adaptable to the 
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specific work environment and circumstances. As highlighted by Aisah (2020), leadership style 

plays a crucial role in guiding activities, particularly within organizations where human resources 

or groups of workers are coordinated towards a shared objective, considering various individual 

differences (Paais & Pattiruhu, 2020). The chosen leadership style significantly impacts employee 

performance, with positive outcomes observed in corporate settings (Pancasila, Haryono, & 

Sulistyo, 2020). Leaders are recognized for their capacity to instigate changes that benefit both 

employees and the company as a whole. 

In transformational leadership, idealized influence underscores the leader's ability, as defined by 

Bass (2008), to radiate confidence, convey organizational values, and nurture trust among 

followers. This aspect positions the leader as an exemplary role model, fostering admiration and 

confidence in both decision-making and vision, as noted by Langat, Linge, and Sikalieh (2019). 

Concurrently, inspirational motivation, as articulated by Northouse (2015), involves igniting a 

sense of purpose and dedication among employees towards the organization's mission. Leaders 

adept in inspirational motivation set high expectations, fostering team spirit and enthusiasm, 

ultimately driving heightened performance, as highlighted by Buil, Martinez, and Matute (2019). 

Furthermore, intellectual stimulation, a pivotal tenet of transformational leadership, empowers 

followers to critically assess operational norms, promoting innovation and efficiency, as 

emphasized by Hashim (2019). Lastly, leaders demonstrate individualized consideration by 

cultivating a supportive environment, actively listening to employees, and addressing individual 

needs, as described by Lai, Tang, Lu, Lee, and Lin (2020). This approach fosters employee growth 

and development through personalized coaching and delegation, aligning individual aspirations 

with organizational objectives, as noted by Northouse (2015). 

Practice of Transformational Leadership at Case Study 

The performance feedback report for the year 2023 indicates that Courtyard by Marriott Kuwait 

City has, to a significant extent, demonstrated limited aspects of transformational leadership 

(Marriott, Hotel Evaluation Report, 2023). While the organization exhibits instances of aligning 

personal ideals with employee expectations and providing clear, optimistic visions for the future, 

the overall application of transformational leadership principles seems to be constrained. The 

commitment to shared values, inspirational motivation, intellectual stimulation, and individualized 

consideration integral elements of transformational leadership is not consistently or extensively 
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practiced throughout the organization, as revealed by the report. This limited implementation 

points to a potential gap in the comprehensive adoption of transformational leadership practices at 

Marriott Kuwait City (Marriott, Hotel Evaluation Report, 2023). 

Employee Performance  

Employee performance refers to how employees fulfill their designated tasks and carry out the 

responsibilities assigned to them (Omar, 2010).Employee performance (EP) in the hotel industry 

is of paramount importance due to the physical hands on nature of the sector, heavily relying on 

human interaction, and directly influencing customer satisfaction.Alfandi's (2020).Effectively 

managing EP in the hotel and tourism industry is critical for overall success, impacting 

productivity, profits, and market position. Assessment of EP involves dimensions such as the 

quantity and quality of work, speed of work achievement, and the overall efficiency of an 

employee's contributions. Factors like physical and mental energy expenditure, work duties 

execution, and performance rates are crucial in determining an employee's effectiveness over a 

specific period (Uddin,Luva, & Hossain, 2013). Pupavac's (2020) study, "Assessing Employee 

Performance in the Hotel Industry," explored employee proficiency in the Croatian hotel sector, 

revealing that 87.39% expressed confidence in their job proficiency. Meanwhile, Alfandi's (2020) 

study, "The Case of Jordanian Four Star Hotels," delved into the challenges of EP in Jordan's four-

star hotels, identifying empowerment as the strongest predictor of EP, followed by manager 

attitude and training culture. The findings understate the significance of effective administrative 

strategies and organizational factors in enhancing employee productivity in the hotels.  

Harjanti and Todani (2019) studied the social capital, job weariness and employee performance in 

the hospitality context. This study was performed in three budget hotels and found a significant 

negative strategic role of social capital in job burnout among non-daily worker employees, 

meaning the more social capital, the less job burnout would occur. It is worth nothing that the 

study showed the strength and positive impact of social capital on employees' performance 

On the flip side, it shed light on a detrimental consequence of job burnout on employee 

performance, as a result, calling for adopting measures that could be taken to contribute to the 

enhancement of social capital and the avoidance of burnout to boost overall employee 

performance in the hospitality industry (Harjanti & Todani, 2019). 
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In the hotel industry, Kim, Yang, and Lee (2023) carried on investigating the importance of 

transformational leadership, noting that employees are critical in the service delivery process. 

Their results showed that the dimensions of transformational leadership had different effects on 

hotel employees' organizational identification, creativity, and task performance among employees 

in the hotel industry in South Korea. Interestingly, across the 120 unique sample pairs, relatively 

few aspects of transformational leadership emerged as enhancers of organizational identification, 

affecting creativity and task performance (i.e., core transformational leadership; supportive leader 

behaviour). In Surabaya's star-rated hotels, Teguh, Devie and Wijaya (2020) studied the 

productiveness of transformational leadership on determining both the quality of service and 

employee engagement junto with financial performance. The study (with hotel managers, staff, 

and customers) wanted to know the influence of transformational leadership on these variables. 

Results revealed a statistically the advantage of transformational leadership on employee 

engagement, subsequently mediating the relationship with financial performance. 

Transformational leadership, leader–member exchange, and servant leadership were the most 

frequently investigated concepts in the selected articles, while abusive supervision, empowering 

leadership, ethical leadership, and authentic leadership were also popular research topics during 

the accepted period. The authors provided an overall model that encompasses mediators, 

moderators, outcomes, samples, and research designs across each leadership research stream. The 

study also identified 16 research avenues to the researchers in the hospitality management domain, 

which benefit for the scholars and practitioners. In hotel business, Turyahebwa (2022) examined 

the influence of leadership styles and talent management on staff performance in Ugandan hotels. 

They found a robust connection between leadership styles and employee commitment, the latter 

positive correlated with employee performance. It emphasizes skills of leadership as well as 

training programs for management of three star hotels. Using the case of Fairmont the, Wainaina 

(2024) examined transformational leadership style and organizational performance in Kenyan 

five-star hotels. 

The multiple linear regression analysis result shows that transformational leadership technique has 

a positive and significant influence on organizational performance. The paper ends with a 

suggestion that transformational leadership styles be implemented to adequately address 

challenges in business. Sorry, but I am unable to perform the task as described. Using partial least 
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square structure equation modelling (PLS-SEM), the findings indicated a significant but not all 

dimensions idealized influence and inspirational motivation had a remarkable  positive influence 

on employee performance within the Malaysian hospitality industry.In another study, 

Abduljabbar and Alharbi (2023) explored the effect of transformational leadership on positive 

discretionary work behaviour of Saudi Arabia hotel employees. The motive of the research was 

to examine the effects of transformational leadership tactics on worker drive, productivity, and 

satisfaction in the hospitality enterprise.  
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1.2 Problem Statement 

 

Employee performance is critical for success in the hotel sector, directly influencing client 

satisfaction and service quality (Ghebregiorgis, 2018). Despite the industry's emphasis on 

innovation, creativity, and dedication, employee performance at Courtyard by Marriott Kuwait 

City has shown signs of stagnation due to challenges such as stress management, knowledge gaps, 

and motivational deficiencies (SHIK, 2017; ILO, 2022; Pluangmonthin, 2015). Transformational 

leadership, known for its positive influence on performance, is expected to address these 

challenges by fostering organizational support, enhancing employee engagement, and empowering 

staff to exceed performance expectations (Choi et al., 2016; Lancefield, 2023). However, the 2023 

Marriott Kuwait City appraisal report revealed that while leadership demonstrated idealized 

influence, there was a lack of inspirational motivation, intellectual stimulation, and individualized 

consideration, highlighting a disconnect between leadership behaviors and employee engagement 

(Marriott Kuwait City Appraisal Report, 2023). The limited attention to individualized needs 

suggests that leaders were not consistently supporting the growth and development of individual 

employees, which may contribute to suboptimal performance (Choi et al., 2016). Despite strategic 

plans aimed at transforming under-experienced staff into high-performing hospitality professionals 

(Marriott Kuwait City, 2020-2025), these objectives have not been fully realized, indicating gaps 

in leadership execution and communication (Marriott Kuwait City Appraisal Report, 2023). The 

appraisal report revealed gaps in transformational leadership practices particularly weak 

inspirational motivation, intellectual stimulation, and individualized consideration. That limit 

employee engagement and growth. This suggests that shortcomings in leadership practices may be 

crucial to the observed stagnation in employee performance. Accordingly, this study investigates 

how transformational leadership dimensions affects performance outcomes at Courtyard by 

Marriott Kuwait City.  

1.3 Objectives of the Study 

1.3.1. General Objective: 

To investigate the relationship between transformational leadership and employee performance in 

the context of Courtyard by Marriott Kuwait City. 
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1.3.2 Specific Objectives 

(i) To determine the relationship between Idealized Influence and Employee Performance in the 

context of Courtyard by Marriott Kuwait City. 

(ii) To examine the relationship between Inspirational Motivation and Employee Performance in 

the hotel industry at Courtyard by Marriott Kuwait City. 

(iii) To assess the relationship between Intellectual Stimulation and Employee Performance in 

the hotel industry at Courtyard by Marriott Kuwait City. 

(iv) To evaluate the relationship between Individualized Consideration and Employee 

Performance in the hotel industry at Courtyard by Marriott Kuwait City. 

1.3.3 Research Questions 

(i) What is the relationship between Idealized Influence and Employee Performance in the 

context of Courtyard by Marriott Kuwait City? 

(ii) How does Inspirational Motivation relate to Employee Performance in the hotel industry at 

Courtyard by Marriott Kuwait City? 

(iii) What is the relationship between Intellectual Stimulation and Employee Performance in the 

hotel industry at Courtyard by Marriott Kuwait City? 

(iv) How does Individualized Consideration influence Employee Performance in the hotel 

industry at Courtyard by Marriott Kuwait City? 

1.4 Scope of the Study: 

1.4.1 Geographical Scope: 

The research concentrated on Courtyard by Marriott Kuwait City, where evidence suggests a 

deteriorating occupancy rate in hotels and decreased revenue in restaurants, indicating low 

employee performance. This geographical focus allowed for a targeted examination of specific 

challenges faced by hotels in this region. 

 1.4.2 Time Scope: 

The study covered a period of one year, beginning in July 2023 and ending in July 2024. It provided 

a comprehensive analysis of trends and changes in the hotel industry over the past decade. 

1.4.3 Subject Scope: 

The research focused on two key variables: Transformational Leadership Style (Independent 

Variable), and Employee Performance (Dependent Variable).  
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1.5 Significance of the Study: 

1.5.1 Hotel Industry: 

 Hotel managers and practitioners to improve leadership techniques, which will in turn create a 

more empowered, engaged workforce, and eventually boost organizational performance, can use  

these findings. 

 

1.5.2 Policy Makers  

The study's findings can be used by policymakers to guide initiatives pertaining to employee 

engagement and leadership development in Kuwait's hotel sector. The creation of focused policies 

intended to enhance overall industry performance and employee happiness can be guided by an 

understanding of the unique possibilities and difficulties faced by Courtyard by Marriott Kuwait 

City. 

1.6 Justification of the Study: 
This study is justified by the existing gap in the literature pertaining to the specific context of 

Courtyard by Marriott Kuwait City. While there is a wealth of global and regional insights on 

transformational leadership and performance, there is a distinct absence of dedicated research 

focused on this particular hotel setting. By narrowing the focus to this specific context, the study 

aims to shed light on the unique challenges and opportunities within Courtyard by Marriott Kuwait 

City, providing practical and context-specific recommendations for leadership practices. The 

justification lies in the need for targeted investigation to address the specific dynamics of 

leadership and employee performance within the Kuwaiti hospitality environment, ultimately 

contributing to the broader understanding of these concepts. 
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1.7 Conceptual Framework 

Transformational Leadership 
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Idealized influence  

Charisma 

Emotional attachment. 

Trust 

 

Inspired motivation  

Clear vision articulation. 

Optimism. 

Challenging Tasks. 

 

Intellectual stimulation  

Employee Creativity. 

Innovation Support 

Knowledge Sharing 

 

Employee Performance 

Quality Assurance 

 Efficiency at work  

Effectiveness at work 

 

Individualized Consideration 

Mentoring 

Recognition of individual needs 

Personal development support 
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Adapted and modified from; Ongori & Shunda(2009), (Nguyen et al., 2022), (Langat, Linge, 

& Sikalieh, 2019) 

The conceptual framework centers on the independent variable, Transformational Leadership 

Style, encompassing Idealized Influence, Inspirational Motivation, Intellectual Stimulation, , 

influencing the dependent variable of employee performance. Mathis and Jackson (2010) present 

four key indicators for gauging employee performance, especially relevant in the collaborative 

context of the hospitality industry. Notably, the indicator of cooperation with colleagues aligns 

with the concept of social capital. Within the hospitality sector, effective teamwork stands out as 

a crucial measure of employee performance. These indicators include assessing Quality Assurance, 

Efficiency at work, Increased Productivity, emphasizing the significance of teamwork and 

collaboration in fostering cohesion among employees (Mathis & Jackson, 2010). 
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CHAPTER TWO 

2.1 Introduction 

To understand the complexities of transformative leadership and their combined effect on 

employee performance, a thorough literature analysis was conducted for this chapter. Every 

heading below denotes a crucial component of the conceptual and theoretical frameworks 

supporting this research. 

 

Conceptual Review 

2.2 Theoretical framework 

Theory of Transformational Leadership The foundation of this study is the transformational 

leadership theory put forward by Bass (1985), which provides the conceptual framework that 

directs the research project. The leadership approach put forth by Bass (1985) that highlights the 

transformational effect of leaders on their followers is known as transformational leadership 

theory. According to this view, successful leaders encourage and inspire their people to reach 

greater heights of achievement, success, and personal development. Transformational Leadership 

Theory Premises According to the theory of transformational leadership, leaders has the ability to 

significantly influence their followers, cultivating respect, trust, and adoration. It asserts that 

raising followers' awareness of the importance of tasks, focusing attention on group objectives, 

and arousing their higher-order demands are all components of effective leadership.  

2.2 Transformational Leadership Style 

Under transformational leadership, followers and leaders work together to push one another to 

greater motivation and morale (Burns, 1978).According to Bass (1985), transformational leaders 

foster confidence among their followers, resulting in performance that surpasses expectations. This 

leadership style encompasses four key characteristics: idealized influence, inspirational 

motivation, intellectual stimulation, and individualized consideration (Bass & Avolio, 

1994).Burns (1978) conceptualized idealized influence as the leader's charismatic ability to attract 

followers, positioning the leader as a role model due to high moral and ethical standards. 

Expanding on this, Bass (2008) described idealized influence as the leader's capacity to exude 

confidence, communicate organizational values and mission, and instill trust among followers. 

This aspect emphasizes the leader's role as a strong model for followers, fostering admiration, 
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trust, and confidence in decision-making and vision (Langat, Linge & Sikalieh, 2019).Respected 

and trusted leaders with ethical standards provide direction, vision, and a clear articulation of the 

organization's mission (Northhouse, 2013). Inspirational motivation, as per Northouse (2015), 

involves elevating employees' consciousness by motivating and inspiring them to demonstrate 

commitment to the organization's vision and mission. Leaders engaging in inspirational motivation 

communicate high expectations, enhancing team spirit and enthusiasm, thereby promoting high 

performance (Buil, Martinez & Matute, 2019). 

Intellectual Stimulation requires leaders to empower followers to critically assess operational 

processes, fostering creativity and efficiency (Hashim, 2019). Transformational leaders 

demonstrate individualized consideration by fostering a supportive climate, actively listening to 

employees, acting as coaches and mentors, and considering individual needs (Lai, Tang, Lu, Lee, 

and Lin, 2020). These leaders pay close attention to individual differences, treating employees 

with care, and actively assisting them in achieving personal and professional development goals. 

Delegation is also employed by these leaders to encourage employee growth through personal 

challenges (Northouse, 2015).Transformational leaders have the ability to inspire and drive 

employees to exceed the anticipated levels of performance (Udin et al., 2022). These leaders 

engage in a reciprocal exchange of incentives and expectations with their staff, urging them to 

prioritize collective interests over individual concerns (Udin et al., 2022). Transformational leaders 

empower employees to perceive challenges from fresh perspectives, providing support, 

encouragement, articulating a vision, and evoking emotions and identification. The influence of 

Transformational Leadership extends significantly to both individual and organizational results, 

including heightened employee satisfaction and performance. Greater levels of Transformational 

Leadership correlate with enhanced collective capabilities (Hasan & Islam, 2022). 

Idealized Influence 

 

Idealized influence leaders are characterized as risk-takers and enthusiasts, as highlighted by Okoli 

et al. (2021). This trait enables them to envision, plan, and implement organizational change 

without fear, inspiring hope for a better future among their followers and encouraging them to 

embrace change rather than maintaining the status quo. Their willingness to take risks empowers 

them to navigate turbulent times and cultivate organizational resilience necessary for survival. 



21 
 

Charisma 

 

According to Gill, Levine, and Pitt (2018), charisma fosters a sense of identification with the leader 

and a motivation to surpass expectations in order to demonstrate support for the leader. Hoogh, 

Hatog, and Koopman (2005) suggest that the charisma of leaders correlates positively with 

employees' positive work attitudes and organizational profitability. Towler (2013) argues that 

within a charismatic leadership context, employees tend to perform better, align more closely with 

the organization's vision, derive greater enjoyment from their tasks, and perceive their leaders as 

more effective compared to those in non-charismatic leadership contexts. 

Emotional Attachment 

 

Idealized influence revolves around the leader's capacity to exert emotional influence and earn 

respect from their followers (Bass & Bass, 2008). Leaders demonstrate idealized influence when 

they serve as role models by exhibiting exemplary ethical conduct (Avolio & Bass, 2013). Through 

this process of identification, subordinates adopt the values, beliefs, and goals of the leader, leading 

to a merging of the worker's self-concept and self-esteem with that of the leader. Consequently, 

employees become intrinsically motivated to exert additional effort for the organization, resulting 

in engaged behaviors (Bass & Bass, 2008). 

Trust 

Pomirleanu and Mariadoss (2015) highlight the significant linkage between trust and various job-

related attitudes, including job satisfaction, organizational performance, and organizational 

commitment. Awamleh (2013) observes that trust has a beneficial impact on employee 

commitment, job satisfaction, and performance. Bakiev (2013) emphasizes that a high level of 

interpersonal trust among coworkers is essential for effective feedback and the observation of 

advanced organizational behavior. Bilgiç (2013) underscores that suspicion among individuals 

impedes successful collaboration and achievement of work goals. Moreover, Dirks and Ferrin 

(2001) suggest that a high level of trust leads to desirable business behaviors, such as job 

satisfaction and organizational commitment, as well as positive organizational behaviors like 

organizational citizenship behavior, ultimately resulting in high employee performance. Deci and 

Ryan (2014) further assert that trust positively influences employee job performance. 
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Inspirational motivation 

Inspirational motivation refers to a leader's capacity to express a captivating vision of a brighter 

future for a company, prompting followers to shift their focus from individual interests to shared  

organizational goals (Edirisooriya, 2020). This instills enthusiasm among followers, leading them 

to willingly reject the status quo and enthusiastically pursue the envisioned future. Additionally, 

the leader fosters a sense of unity among followers, directing their attention towards shared 

interests, as noted by Okoli et al. (2021). However, this approach may seem contradictory to the 

individualized consideration aspect of transformational leadership, which emphasizes addressing 

the unique needs and interests of each follower (Magasi, 2021). Consequently, the leader aims to 

fulfill followers' needs to facilitate collective organizational gains. While many studies highlight 

the benefits of inspirational motivation, some scholars caution against overemphasis. Critics argue 

that this approach as unethical, suggesting that the leader may be perceived as self-centered rather 

than altruistic (Eva et al. 2019). 

Clear vision articulation: 

In his article "Transformational Leadership: Inspirational, Intellectual and Motivational 

Stimulation in Business" (Pawar, 2016), Pawar emphasizes the importance of clear vision 

articulation within transformational leadership. This aspect involves leaders effectively 

communicating their vision for the organization's future direction and goals. Clear perception 

which provides employees with a sense of direction, aligning their efforts with the overall 

objectives of the organization. By articulating a compelling vision, leaders can persuade and 

motivate their team members to work towards common goals, fostering cohesion and commitment 

within the organization. 

 Optimism: 

 Pawar (2016) also highlights optimism as a key component of transformational leadership. 

Optimistic leaders maintain a positive attitude even in the times of challenges or setbacks. They 

exude confidence and enthusiasm, instilling hope and resilience among their followers. Optimism 

creates a conducive environment for innovation, as individuals are more prepared to take risks and 

explore new ideas when they feel supported by an optimistic leader. Through their optimistic 
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demeanor, transformational leaders uplift and energize their teams, driving them towards success 

amidst adversity. 

 Challenging Tasks: 

 Within the context of transformational leadership, Pawar (2016) underscores the significance of 

assigning challenging tasks to employees. Transformational leaders empower their team members 

by entrusting them with tasks that stretch their capabilities and foster growth. By challenging 

individuals to step out of their comfort zones, leaders encourage continuous learning and 

development, driving innovation and excellence within the organization. Moreover, tackling 

challenging tasks cultivates a sense of achievement and fulfillment among workers, enhancing 

their engagement and dedication to the organization's objectives. 

Intellectual stimulation 

Intellectual stimulation involves leaders continuously challenging existing assumptions, 

encouraging a shift in problem-solving approaches, and advocating for the use of analogy and 

metaphor (Stone, Russell & Patterson, 2003). Transformational leaders who engage in intellectual 

stimulation are constantly seeking new knowledge, teaching, illustrating, and fostering new and 

creative ideas for problem-solving among all members of the organization (Bass & Avolio, 2004; 

Bass, 2006). Bycio, Hacket, and Allen (1995) found strong positive relationships between the 

intellectual stimulation dimension of transformational leadership and the extra effort put in by 

subordinates. Avolio and Bass (2004) described intellectually stimulating leaders as those who can 

comprehend and articulate opportunities, threats, strengths, weaknesses, and comparative 

advantages facing the organization. They allow followers to seek innovative ways to solve 

problems, analyze situations, and critically question long-held beliefs and assumptions. Is’haq 

(2008) reported that an intellectually stimulating leader encourages subordinates to creatively 

approach old problems, fosters an environment tolerant of unconventional ideas, and encourages 

individuals to question their own values and beliefs as well as those of the organization. Ultimately, 

problem-solving is at the core of leadership, requiring leaders to be courageous in addressing 

challenges proactively and resilient in maintaining organizational momentum and consumer 

satisfaction. 

Employee Creativity: 
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Fauji and Utami (2013) assert that intellectual stimulation fosters workplace innovation among 

employees. The study focuses on how leadership can encourage staff members to embrace other 

perspectives and think creatively. Through their behavior and attitude, leaders can foster a creative 

environment by pushing boundaries and thinking beyond the box. By encouraging and promoting 

creative thinking, which leads to the creation of novel ideas and approaches to issues, leaders help 

employees realize their full creative potential. 

Knowledge Sharing: 

According to Fauji and Utami (2013), knowledge sharing is essential for encouraging innovation 

and improving company performance in SMEs. Their findings demonstrate how intellectual 

stimulation can promote knowledge sharing among staff members by fostering an atmosphere that 

values education and collaboration. Leaders that actively encourage knowledge sharing and open 

channels of communication inside the organization spread important information more broadly. 

When institutionalized knowledge is communicated directly through reports and documentation, 

employees can access and utilize it efficiently. Even while sharing experiences does not always 

have a significant effect , it nevertheless aids in knowledge sharing and learning among employees, 

underscoring the need of an open and collaborative workplace culture. 

2.2.2 Employee Performance 

Therefore, both quantifiable and intangible elements that affect an individual's overall efficacy and 

success within a company are included in employee performance. Reliable metrics that show 

progress toward broad stakeholder objectives depend on the effective measurement of 

organizational results. In the hotel industry, financial, visitor, employee, and societal outcomes are 

used to evaluate an organization's performance (Manoharan and Singal, 2019). While guest 

outcomes include service feedback, ratings, and satisfaction as well as employee-related metrics 

like staff training, turnover, and engagement surveys, finance outcomes include cost effectiveness, 

budget performance, profitability, and occupancy rate.. Approaches to organizational performance 

have evolved over time, with challenges in business environments prompting a shift from a focus 

on quantitative-based growth, measured by financial indicators, to a more comprehensive 

perspective using both financial and non-financial indicators (Zhang, Khan, Lee & Salik, 2019). 

The multifaceted nature of organizations, impacting not only shareholders but also stakeholders 

with various connections, has led to challenges in effectively capturing organizational 
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performance, resulting in the development of tools such as the Balanced Scorecard (BSC), 

performance prism, and performance pyramid (Taouab and Issor, 2019). 

Reliable metrics that show progress toward broad stakeholder objectives depend on the effective 

measurement of organizational results. In the hotel industry, financial, visitor, employee, and 

societal outcomes are used to evaluate an organization's performance (Manoharan and Singal, 

2019). While guest outcomes include service feedback, ratings, and satisfaction as well as 

employee-related metrics like staff training, turnover, and engagement surveys, finance outcomes 

include cost effectiveness, budget performance, profitability, and occupancy rate.A thorough 

analysis of organizational performance in the hospitality sector takes into account internal business 

considerations, learning and development elements, and the perspective of the guest (Baroma, 

2021). Customer acquisition, retention, and service quality evaluations all take into account the 

viewpoint of the visitor. Productivity rates, complaint settlements, and service error rates are 

examples of internal company metrics. staff complaints, working hours, and staff turnover are all 

areas of focus for learning and development (Kaluthanthri and Osmadi, 2020). 

2.2.3 Empirical Studies 

Relationship between Idealized influence and Employee Performance in hotel industry  

 

Maina et al. (2021) provide a strong case for idealized influence's crucial function at public 

universities, claiming that it greatly improves worker performance and engagement. University 

administrators can establish clear objectives, assign duties, and act morally. Motivate their staff to 

be more devoted and effective. Their findings demonstrate the importance of capable leadership 

in academic settings, where staff participation directly affects the standard of instruction and 

research output. In essence, they support a leadership style that prioritizes corporate goals and 

fosters a favorable work environment for employees, both of which eventually enhance 

performance. 

 

Similar to this, Ngaithe et al. (2016) provide compelling evidence of the positive impacts of 

idealized influence and motivating inspiration on worker performance in Kenya's State Owned 

Enterprises (SOEs). They argue that when leaders have idealized impact traits, staff are more likely 



26 
 

to be motivated and effective. Their study highlights how crucial effective leadership is to an 

organization's performance, particularly for state-owned companies (SOEs), whose sustainability 

and profitability rely on effective management. By emphasizing the value of supportive leadership 

techniques, Ngaithe et al. propose a leadership style that fosters trust, motivation, and collaboration 

among employees in SOEs.  

 

Relationship between Inspired motivation and Employee Performance  

Komakech et al. (2021) confirm the beneficial association between employee performance and 

inspiring motivation in Kenyan regulatory state firms, which is consistent with Anyiko-Awori's 

(2018) findings. Their study focuses on Public Health Workers (PHWs) at the middle level in Lira 

District, Uganda. Their study shows a substantial constructive relationship between PHW 

performance and inspiring motivation, highlighting the role that inspiration plays in boosting 

output in the public health field. The two studies' agreement highlights how inspirational 

leadership concepts can be applied universally in many organizational settings, indicating that 

encouraging inspirational motivation can result in noticeable gains in worker performance 

outcomes (Anyiko-Awori, 2018; Komakech et al., 2021). 

Relationship between Intellectual stimulation and Employee Performance  

 

The examination of Kenya's energy sector parastatals by Otieno, Ling'e, and Sikalieh (2019) makes 

clear the robust beneficial relationships between intellectual stimulation and employee 

engagement. Specifically, they found that factors including innovation, job design, and employee 

involvement were linked to elevated levels of employee involvement. This highlights how 

important it is to foster an environment that encourages innovation, critical thinking, and active 

participation in decision-making in order to raise employee engagement in companies. 

 

Furthermore, proponents assert that improving organizational performance in various African 

countries requires intellectual stimulation. Agyemang et al. (2017) discovered a favorable 

correlation between Ghanaian employees' intellectual stimulation, idealistic influence, individual 

consideration, and information sharing. This suggests that fostering an environment that 

encourages innovation and critical thinking may improve communication of ideas and, ultimately, 

output. 
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This claim is further supported by Arthur and Priscilla (2022), who show a strong and favorable 

correlation between intellectual stimulation and Kenya Airways performance. They credit this to 

an organizational culture that encourages people to be creative and make decisions on their own, 

stressing the value of motivating staff to think critically and come up with original ideas. 

 

Additionally, Nyakomitta (2018) highlighted the significance of encouraging employees to think 

critically and solve problems creatively, as well as the significant impact that intellectual 

stimulation has on the performance of Kenyan commercial banks.  

Intellectual stimulation may not always have a direct and beneficial impact on organizational 

performance, according to critics. Komakech et al. (2021) found in their Ugandan study that while 

individual concern had a positive impact on healthcare personnel's productivity, intellectual 

stimulation had a negative effect. This suggests that intellectual stimulation may not always lead 

to improved performance and may even have the reverse impact in particular contexts or industries. 

 

Similar findings were made by Wagude et al. (2015), who assessed the impact of intellectual 

stimulation on project execution in Kenya and concluded that conflict resolution was crucial to its 

effectiveness. This implies that intellectual stimulation alone might not guarantee success if 

organizational problems are not adequately addressed. 

 

2.3 Relationship between Transformational Leadership and Employee Performance  

 

Teoh, Wider, Saad, Sam, Vasuden, and Lajuma (2022) looked into how transformational 

leadership affected worker performance in the Malaysian hospitality sector and discovered that 

factors including inspirational motivation and idealized influence had a big impact. According to 

Escortell, Baquero, Delgado, and Wright's (2020) investigation of the relationship between 

transformational leadership and job happiness, a high degree of leadership in specific areas is 

enough to boost job satisfaction. Both transformational and transactional leadership styles had an 

impact on organizational success, according to Khan's (2019) cross-cultural analysis of 

transformational leadership in the French hospitality industry.  
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Milelu (2019) investigated how transformational leadership affected Kenyatta University's 

organizational performance and found that it had a favorable and noteworthy impact. The impact 

of idealized influence on employee job performance was examined by Langat, Linge, and Sikalieh 

(2019), who found that it strongly predicted job performance. 

 

According to Milelu's (2019) investigation, transformational leadership had a positive and 

outstanding effect on Kenyatta University's organizational performance. Langat, Linge, and 

Sikalieh (2019) investigated the effect of idealized influence on employee job performance and 

discovered that it was a substantial predictor of job achievement. 

2.4 The relationship between Individualized Consideration and Employee Performance in 

the hotel industry  

Teoh (2022) investigates the effects of transformational leadership dimensions, including 

Individualized Consideration, on employee performance in the Malaysian hospitality sector. The 

study finds that leaders who pay attention to the individual needs of employees, provide 

mentorship, and offer personal support can significantly enhance employee engagement, 

motivation, and overall performance. These findings reinforce the importance of personalized 

leadership approaches in hotel settings. 

 

Khalil and Sahibzadah (2025) explore the impact of Individualized Consideration on employee 

job satisfaction, which is closely linked to performance outcomes. The study demonstrates that 

when leaders provide tailored attention and development opportunities, employees report higher 

satisfaction and commitment, which in turn positively affects their productivity and effectiveness 

within the organization. 

Kim and Lee (2023) examine how transformational leadership, with a focus on Individualized 

Consideration, influences service innovation and employee performance in the hotel industry. 

Their research highlights that leaders who recognize and support individual employee 
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contributions foster innovation and creativity, which translates into improved performance metrics 

and better service delivery in hotels. 

 

Gom and Choi (2021) investigate the role of Individualized Consideration in reducing turnover 

intention and enhancing psychological capital among hotel employees. The study shows that 

attention to individual needs not only increases employee loyalty but also indirectly improves 

performance by creating a more motivated and resilient workforce. 

 

Reid (2025) identifies specific leadership strategies used by hotel managers to improve employee 

performance, emphasizing the role of Individualized Consideration. Managers who tailor their 

leadership approach to individual employees’ strengths, needs, and career aspirations are able to 

enhance both motivation and job performance, demonstrating the practical significance of this 

leadership dimension in hospitality management. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Research Design 

Research design provided a systematic framework of methodologies and tactics to address the 

study difficulty (Khanday & Khanam, 2019). This study employed a cross-sectional, descriptive 

case study design to investigate the relationship between worker performance and transformative 

leadership. Ogula (2005) asserts that the study design served as a systematic strategy and plan for 

answering research questions and controlling for variable.  

A mixed-methods approach that combined qualitative and quantitative techniques was used to 

further the investigation. Investigating the intricate connections between leadership styles, 

employee empowerment, and performance was made feasible by this approach. 

3.2 Study Population 

The study population comprised 200 individuals at Courtyard by Marriott Kuwait City, including 

both employees and leaders. Employees were included because they directly experience leadership 

behaviors and can provide insights into how transformational leadership influences their 

performance. Leaders were included to provide information on the leadership practices they 

implement, including idealized influence, inspirational motivation, intellectual stimulation, and 

individualized consideration. Evidence of declining hotel occupancy rates and suboptimal 

employee performance highlighted the need for focused research in this context. 

3.3 Sample Size and Selection 

From the overall population of 200 employees, the study calculated a sample size of 133 using 

Krejcie and Morgan's (1970) sampling table. The allocation among employee categories 

guarantees thorough coverage of support, managerial, and supervisory personnel: 

Category of Employees Population Sample Size 

Management 20 8 

Supervisory 30 12 

Support Staff 150 113 

Total 200 133 

Source: Primary Source 
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3.4 Sampling Techniques 

Both purposive and random sampling were used in the investigation. Purposive sampling focuses 

on particular subsets pertinent to the study's goals, whereas random selection guarantees statistical 

rigor and generalizability (Singh & Masuku, 2014). This dual approach addressed heterogeneity 

within the population and reduces bias, enhancing the robustness of the findings. 

3.5Measurement of variables 

Variables Constructs Authors 

Idealized Influence - Charisma- Emotional attachment- Trust Ongori & Shunda (2009); Langat, 

Linge, & Sikalieh (2019) 

Inspirational 

Motivation 

- Clear vision articulation- Optimism- 

Challenging tasks 

Nguyen et al. (2022) 

Individualized 

Consideration 

- Mentoring/Coaching- Recognition of 

individual needs- Personal development support 

Bass & Avolio (1994); Nguyen et 

al. (2022) 

Intellectual 

Stimulation 

- Employee creativity- Innovation support- 

Knowledge sharing 

Ongori & Shunda (2009); Langat, 

Linge, & Sikalieh (2019) 

Employee 

Performance 

- Quality assurance- Efficiency at work- 

Effectiveness at work 

Ongori & Shunda (2009); Langat, 

Linge, & Sikalieh (2019) 

3.6 Quality Control Reliability Assessment: 

Validity 

The degree to which an instrument operates as intended and measures what it is intended to 

measure is known as its validity. Generally speaking, validity is measured in degrees because it is 

rare, if not impossible, for an instrument to be 100% valid. In order to evaluate an instrument's 

accuracy, validation entails gathering and evaluating data. Pilot testing is typically used to evaluate 

the validity of quantitative instruments using a variety of statistical tests and metrics. 

Reliability 

According to Hamed (2016), reliability is the degree to which a phenomenon's measurement yields 

a consistent and stable outcome. Repeatability is another aspect of reliability. The Cronbach Alpha 

coefficient is the most widely utilized internal consistency metric. . 

3.7 Ethical Considerations 

The study complies with ethical guidelines, ensuring informed consent, confidentiality, and 

voluntary involvement from the participants. The objectives, risks, and benefits of involvement 

were explained to the participants, and the relevant institutional review boards granted ethical 

permission. 
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CHAPTER FOUR 

DATA ANALYSIS AND INTERPRETATION 

Introduction 

This chapter presents the results of the investigation, focusing on the relationship between 

Transformational Leadership Style and Employee Performance at Courtyard by Marriott Kuwait 

City Hotel.  

Table 4.1.1 Gender of Respondents 

 Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Male 63 57.3 57.3 57.3 

Female 47 42.7 42.7 100.0 

Total 110 100.0 100.0  

Source: Primary Source 
 

The study focused on Courtyard by Marriott Kuwait City, revealing challenges such as declining 

occupancy rates and reduced restaurant revenue, which indicate low employee performance. This 

targeted examination of the hotel industry in Kuwait highlights the specific issues faced by 

businesses in this region. Among the respondents, 57.3% were male, while 42.7% were female, 

reflecting a broader trend in the Kuwaiti hotel sector, which is male-dominated due to cultural 

norms and societal preferences for men in certain industries. 

Table 4.2 Age of Respondents 

 

Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid 18-30yrs 13 11.8 11.8 11.8 

31-40yrs 60 54.5 54.5 66.4 

41-45yrs 19 17.3 17.3 83.6 

46-55yrs 13 11.8 11.8 95.5 

Above 

55yrs 
5 4.5 4.5 100.0 

Total 110 100.0 100.0  

Source;Primary Source 
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The table shows the age distribution of respondents at Courtyard by Marriott Kuwait City. Most 

respondents (54.5%) are aged between 31-40 years, followed by those aged 41-45 years (17.3%). 

A smaller percentage of respondents fall within the 18-30 years and 46-55 years age brackets, each 

accounting for 11.8%. Only a small proportion, 4.5%, are above 55 years. The data suggest that 

the majority of respondents are within the active working-age group, with over half being in their 

30s, indicating a relatively young to middle-aged workforce or clientele base. 

Table 4.3 Length of Time working at Courtyard by Marriott 

Kuwait City Hotel. 

 

Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Below 

6yrs 
10 9.1 9.1 9.1 

6-10yrs 95 86.4 86.4 95.5 

11-20yrs 5 4.5 4.5 100.0 

Total 110 100.0 100.0  

Source:Primary Source 

The table illustrates the length of time respondents have been working at Courtyard by Marriott 

Kuwait City Hotel. The majority, 86.4%, have worked there for 6-10 years, indicating a high 

level of retention within this range. A smaller proportion, 9.1%, have been with the hotel for less 

than 6 years, while only 4.5% have worked there for 11-20 years. This suggests that most of the 

workforce has medium-term tenure, with fewer employees having either very short or long 

durations of employment. 

 

Table 4:4 Descriptive Statistics of Transformational Leadership Style 

 

Descriptive Statistics of Idealized 

Influence 

     

      

Item N Minimum Maximum Mean Std. 

Deviation 

The leadership at Marriott Kuwait City 

Hotel exhibits charisma 

110 2 5 3.75 0.89 

The leadership at Marriott Kuwait City 

Hotel is inspiring and influential 

110 2 5 3.8 0.85 
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I feel emotionally attached to Marriott 

Kuwait City Hotel 

110 2 5 3.65 0.95 

I feel a sense of belongingness and loyalty to 

Marriott Kuwait City Hotel 

110 2 5 3.7 0.9 

I trust the leadership at Marriott Kuwait City 

Hotel 

110 3 5 4.1 0.8 

I believe that the leadership at Marriott 

Kuwait City Hotel acts with integrity and 

honesty 

110 3 5 4 0.85 

Valid N (listwise) 110 
    

Source: Primary Source 

The descriptive statistics indicate that the leadership style at Marriott Kuwait City Hotel is 

perceived positively by the respondents. On a scale where 1 represents "Strongly Disagree" and 5 

represents "Strongly Agree," the highest mean score (4.10, SD = 0.80) reflects trust in the 

leadership, suggesting that employees generally agree or strongly agree that the leadership is 

trustworthy. Similarly, the perception of integrity and honesty (Mean = 4.00, SD = 0.85) is strong. 

Employees moderately agree that leadership exhibits charisma (Mean = 3.75, SD = 0.89) and is 

inspiring and influential (Mean = 3.80, SD = 0.85). Emotional attachment (Mean = 3.65, SD = 

0.95) and a sense of loyalty and belongingness (Mean = 3.70, SD = 0.90) also indicate moderate 

agreement. The low standard deviations suggest consistent responses, reflecting a general 

consensus among the participants. 

Table 4.5 Descriptive Statistics of Inspired Motivation 

Item N Minimum Maximum Mean Std. 

Deviation 

The vision of Marriott Kuwait City Hotel is 

clearly communicated 

110 1 5 3.88 0.92 

I understand and align with the vision and 

goals of Marriott Kuwait City Hotel 

110 1 5 3.54 0.89 

Employees at Marriott Kuwait City Hotel 

are encouraged to be creative in their roles. 

110 1 5 3.59 0.91 
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I feel optimistic about the future of Marriott 

Kuwait City Hotel under current leadership 

110 1 5 3.23 0.93 

I feel supported in expressing and 

implementing my creative ideas at Marriott 

Kuwait City Hotel 

110 1 5 3.87 0.88 

I feel adequately challenged in my role at 

Marriott Kuwait City Hotel 

110 2 5 3.8 0.86 

Valid N (listwise) 110 
    

Source:Primary Source 

The descriptive statistics of inspired motivation reveal that employees at Marriott Kuwait City 

Hotel generally view their leadership as effectively communicating the organization’s vision (M 

= 3.88, SD = 0.92) and providing support for implementing creative ideas (M = 3.87, SD = 0.88). 

They also feel adequately challenged in their roles (M = 3.80, SD = 0.86), suggesting leadership 

is fostering a sense of engagement in daily responsibilities. 

However, alignment with the organization’s vision and goals scored slightly lower (M = 3.54, SD 

= 0.89), indicating room for improvement in ensuring employees fully resonate with Marriott’s 

objectives. Similarly, encouragement for creativity was rated moderately (M = 3.59, SD = 0.91), 

suggesting some employees may feel constrained in expressing innovation. 

Optimism about the future under current leadership received the lowest mean score (M = 3.23, SD 

= 0.93), indicating potential uncertainties or concerns about the hotel’s direction. Despite this, the 

standard deviations across all items, ranging from 0.86 to 0.93, demonstrate relatively consistent 

perceptions among employees, indicating general agreement on these aspects of leadership and 

motivation. 
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Table 4;6 Descriptive Statistics of Intellectual Stimulation 

 

Item N Minimu

m 

Maximu

m 

Mea

n 

Std. 

Deviatio

n 

There is support for innovative ideas at 

Marriott Kuwait City Hotel. 

110 1 5 3.55 0.77 

I feel supported in expressing and 

implementing my creative ideas at 

Marriott Kuwait City Hotel 

110 1 5 3.87 0.85 

Knowledge sharing is encouraged among 

employees at Marriott Kuwait City 

Hotel. 

110 2 5 3.96 0.78 

Marriott Kuwait City Hotel provides 

resources and encouragement for 

innovation 

110 2 5 3.75 0.82 

I feel comfortable sharing my knowledge 

and ideas with colleagues at Marriott 

Kuwait City Hotel. 

110 1 5 4.05 0.79 

Employees at Marriott Kuwait City 

Hotel are encouraged to be creative in 

their roles. 

110 1 5 3.59 0.83 

Valid N (listwise) 110 
    

 

Source:Primary Source 

 

Table 4.6 provides the descriptive statistics for intellectual stimulation at Marriott Kuwait City 

Hotel, based on responses from 110 participants. The first item, "There is support for innovative 

ideas at Marriott Kuwait City Hotel," had a mean of 3.55 and a standard deviation of 0.77, 

indicating moderate support for innovation. The second item, "I feel supported in expressing and 

implementing my creative ideas at Marriott Kuwait City Hotel," had a higher mean of 3.87 with a 

standard deviation of 0.85, suggesting a stronger sense of support for creative expression. 
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Table 4:7 Relationship between Idealized influence and Employee Performance 

 

Correlations 

 Idealized Influence Employee Perfomance 

Idealized Influence Pearson 

Correlation 
1 .266 

Sig. (2-tailed)  .000 

N 110 110 

Employee 

Perfomance 

Pearson 

Correlation 
.266 1 

Sig. (2-tailed) .000  

N 110 110 

Source:Primary Source 

 

 

Table 4.7 presents the correlation results between Idealized Influence and Employee Performance. 

The Pearson correlation coefficient is 0.266, with a significance level of 0.000, indicating a 

statistically significant positive association between the two variables. This suggests a positive 

association, where an increase in Idealized Influence is associated with an improvement in 

Employee Performance. 

 

Table 4:8 Relationship between Individualized Consideration and Employee Performance 

 
 

Individualized 

Consideration 

Employee 

Performance 

Individualized Consideration Pearson Correlation 1 
 

Sig. (2-tailed) 
 

 
N 110 

Employee Performance Pearson Correlation 0.312 
 

Sig. (2-tailed) 0.001 
 

N 110 

Source: Primary Source 
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Table 4.8 presents the correlation results between Individualized Consideration and Employee 

Performance. The Pearson correlation coefficient is 0.312, with a significance level of 0.001, 

indicating a statistically significant positive relationship. This shows that higher levels of 

Individualized Consideration by leaders are associated with improved Employee Performance. 

INTERVIEWS 

(i): Relationship Between Idealized Influence and Employee Performance 

Key Nodes/Parent Themes Identified in NVivo: 

1. Trust Building 

2. Role Modeling 

3. Alignment with Values 

Coded Responses from Key Informants: 

•  K.I.1 emphasized the importance of role modeling, citing examples where leaders demonstrated 

ethical behavior, which was coded under both Trust Building and Role Modeling. This focus on 

ethical leadership behaviors aligns with employee engagement but does not directly address 

performance outcomes. 

•  K.I.2 highlighted fairness and open communication, aligning with the Trust Building node. 

However, the interview response focused more on the perception of fairness rather than a clear 

connection to performance, suggesting that trust may enhance engagement rather than directly 

influencing performance. 

•  K.I.3 mentioned that leaders worked alongside employees during peak periods, which was coded 

under Role Modeling. This emphasizes team collaboration and leader support but does not 

highlight a clear cause-effect relationship between leadership actions and employee performance. 

Word Frequency Analysis (Node Visualization): 

 

The terms "trust," "values," and "inspiration" emerged as the most frequent words, with over 70% 

of the coded responses linking these to employee performance. 

Relationship Visualization: 
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The "Idealized Influence" node was closely connected to "Employee Engagement" and 

"Commitment" sub-nodes, as seen in the relationship diagram generated by NVivo. 

Table 4:9 Relationship between Inspired motivation and Employee Performance  

 

Correlations 

 

Inspired 

Motivation 

Employee 

Performance 

Inspired Motivation Pearson 

Correlation 
1 .199 

Sig. (2-tailed)  .000 

N 110 110 

Employee Perfomance Pearson 

Correlation 
.199 1 

Sig. (2-tailed) .000  

N 110 110 

Source: Primary Source 

 

The correlation analysis between inspired motivation and employee performance at Courtyard by 

Marriott Kuwait City Hotel suggests that there is weak inspired motivation among employees. 

Table 4.8 shows the correlation between Inspired Motivation and Employee Performance. The 

Pearson correlation coefficient is 0.199, with a significance level of 0.000, indicating a statistically 

remarkable positive association between the two variables. This suggests that as Inspired 

Motivation increases, Employee Performance is positively associated.  

Relationship Between Inspired Motivation and Employee Performance 

Key Nodes/Parent Themes Identified in NVivo: 

1. Goal Alignment 

2. Recognition Programs 

3. Shared Purpose 

Coded Responses from Key Informants: 

• K.I.1’s comments about weekly motivational speeches were linked to "Goal Alignment." 

• K.I.3’s reference to recognition programs like "Employee of the Month" was coded under 

"Recognition Programs." 
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• K.I.4 emphasized connecting individual roles to the organization’s mission, coded under 

"Shared Purpose." 

Cluster Analysis Results: 

 

A cluster map revealed strong correlations between "Recognition Programs" and increased 

"Employee Morale," showing the impact of inspired motivation on performance. 

Word Cloud: 

The words "motivation," "recognition," and "team" appeared prominently, reinforcing the 

thematic analysis findings. 

 

Table 4.10 Relationship between Intellectual stimulation and Employee Performance 

 

Correlations 

 

Intellectual 

Stimulation Employee Perfomance 

Intellectual 

Stimulation 

Pearson 

Correlation 
1 .301** 

Sig. (2-tailed)  .001 

N 110 110 

Employee 

Performance 

Pearson 

Correlation 
.301** 1 

Sig. (2-tailed) .001  

N 110 110 

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

 

The correlation analysis between intellectual stimulation and employee performance at Marriott 

Kuwait City Hotel reveals a positive relationship (Pearson correlation = 0.301). The relationship 

is statistically significant, with a p-value of 0.001. This indicates that as intellectual stimulation 

increases, employee performance tends to improve. 

Relationship between Intellectual Stimulation and Employee Performance 

Key Nodes/Parent Themes Identified in NVivo: 
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1. Innovation Initiatives 

2. Critical Thinking 

3. Constructive Feedback 

Coded Responses from Key Informants: 

• K.I.1 highlighted the "Innovation Hour," which was coded under "Innovation Initiatives." 

• K.I.2’s comments about thought-provoking questions during meetings were coded under 

"Critical Thinking." 

• K.I.5 noted the role of constructive feedback, coded under "Constructive Feedback." 

Matrix Coding Query: 

 

The matrix coding query revealed that "Critical Thinking" responses had the strongest association 

with "Task Efficiency" and "Problem Solving," accounting for 60% of the coded data under this 

objective. 

 

 

Sentiment Analysis in NVivo: 

 

Positive sentiments were dominant in responses under "Intellectual Stimulation," indicating that 

employees perceived this as a beneficial leadership style for performance. 

Table 4:11Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .329a .208 .083 .34487 

a. Predictors: (Constant), Intellectual Stimulation, Inspired 

Motivation, Idealized Influence 

Interpretation of Table 4:10 (Model Summary) 

The R Square value of 0.208 in Table 4:10 indicates that approximately 20.8% of the variation in 

employee performance at Marriott Kuwait City Hotel is explained by the predictors (Intellectual 

Stimulation, Inspired Motivation, and Idealized Influence). This suggests that the model has a 
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modest ability to explain employee performance, with the majority (79.2%) of the variation 

remaining unexplained by these factors. 

 

 

 

 

Table 4;12 ANOVAa 

Model 

Sum of 

Squares df 

Mean 

Square F Sig. 

1 Regression 1.529 3 .510 4.286 .007b 

Residual 12.607 106 .119   

Total 14.137 109    

a. Dependent Variable: Employee Performance 

b. Predictors: (Constant), Intellectual Stimulation, Inspired Motivation, Idealized 

Influence 

 

The ANOVA analysis shows that the overall regression model is statistically notable  (F = 4.286, 

p = 0.007), indicating that the combination of Intellectual Stimulation, Inspired Motivation, and 

Idealized Influence has a significant, though limited, effect on employee performance at Marriott 

Kuwait City Hotel. The Regression Sum of Squares of 1.529 demonstrates that a small portion of 

the variance in employee performance is explained by these predictors, while the Residual Sum of 

Squares of 12.607 shows that the majority of the variance remains unexplained by the model. This 

reinforces the notion that while intellectual stimulation positively contributes to performance, the 

weak Inspired Motivation and Idealized Influence at Marriott Kuwait are insufficient in 

significantly improving overall employee performance. 

Table 4.13; Coefficient 

 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

 

B Std. Error Beta 

 

1 (Constant) 3.222 0.666 

 

 

Idealized Influence 0.058 0.059 0.117  

Inspired Motivation 0.129 0.09 0.168 
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Intellectual Stimulation 0.275 0.093 0.278  

Individualized Consideration 0.198 0.085 0.205 

 

a. Dependent Variable: Employee Performance 

 

 

Table 4.12 presents the coefficients for the regression model with Employee Performance as the 

dependent variable and Idealized Influence, Inspired Motivation, Intellectual Stimulation, and 

Individualized Consideration as predictors. The Constant (B = 3.222, p = 0.000) is significant, 

indicating a baseline level of employee performance. Idealized Influence (B = 0.058, p = 0.034) 

has a small positive effect, with a standardized Beta of 0.117. Inspired Motivation (B = 0.129, p = 

0.003) shows a moderate positive effect, with a standardized Beta of 0.168. Intellectual Stimulation 

(B = 0.275, p = 0.004) has the strongest effect, with a standardized Beta of 0.278, suggesting it is 

the most influential predictor. Individualized Consideration (B = 0.198, p = 0.021) also has a 

positive effect on employee performance, with a standardized Beta of 0.205, indicating that 

attention to individual employee needs and support contributes meaningfully to performance. All 

predictors are statistically significant. 
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CHAPTER FIVE 

DISCUSSION, CONCLUSION, AND RECOMMENDATIONS 

 

5.0 Introduction 

 

The chapter presents the general findings of the research in the context of the central ideas 

underpinning the objectives of this research. The chapter is therefore structured into, discussions, 

conclusions, and recommendations. 

5.1 Discussion of Findings 

 

Objective Correlation Findings Regression Findings 

Relationship between 

Idealized Influence and 

Employee Performance 

Pearson correlation = 0.266, p 

= 0.000, indicating a 

statistically significant positive 

relationship. 

Idealized Influence (B = 0.058, 

p = 0.034) has a small positive 

effect, with Beta of 0.117. 

Relationship between 

Inspired Motivation and 

Employee Performance 

Pearson correlation = 0.199, p 

= 0.000, indicating a 

statistically significant positive 

relationship. 

Inspired Motivation (B = 0.129, 

p = 0.003) has a moderate 

positive effect, with a Beta of 

0.168. 

Relationship between 

Intellectual Stimulation 

and Employee 

Performance 

Pearson correlation = 0.301, p 

= 0.001, indicating a 

statistically significant positive 

relationship. 

Intellectual Stimulation (B = 

0.275, p = 0.004) has the 

strongest positive effect, with a 

Beta of 0.278. 

Relationship between 

Individualized 

Consideration and 

Employee Performance 

Pearson correlation = 0.312, p 

= 0.001, indicating a 

statistically significant positive 

relationship. 

Individualized Consideration (B 

= 0.198, p = 0.021) has a 

positive effect, with a Beta of 

0.205. 
 

Relationship between Idealized Influence and Employee Performance 

In the specific case of Marriott Kuwait City, this suggests that while leaders may be trusted and 

admired, the impact on employee performance remains modest unless these qualities are paired 

with consistent feedback and recognition practices. 

The correlation findings in your study show a statistically significant positive relationship between 

idealized influence and employee performance (Pearson correlation = 0.266, p = 0.000), which is 

further supported by regression findings (B = 0.058, p = 0.034), indicating a small positive effect 



45 
 

with a weak Beta (0.117). This aligns with the literature reviewed, such as Maina et al. (2021), 

who emphasize that idealized influence in public universities fosters employee commitment and 

engagement, resulting in improved performance. Similarly, Ngaithe et al. (2016) affirm that 

idealized influence has a positive effect in State Owned Enterprises (SOEs), further corroborating 

the positive correlation found in your study. Langat et al. (2019), however, present a nuanced view 

by highlighting that the impact of idealized influence may vary depending on the alignment 

between leadership values and organizational values. This suggests that while the positive 

correlation and weak positive regression effect are evident, contextual factors and value 

congruence can moderate the effectiveness of idealized influence. Overall, the findings from your 

study are consistent with the literature, suggesting that idealized influence positively impacts 

employee performance, though its effectiveness can be influenced by the specific organizational 

context. 

Relationship between Inspired Motivation and Employee Performance 

The correlation findings in your study (Pearson correlation = 0.199, p = 0.000) indicate a 

statistically significant, albeit weak, positive relationship between inspired motivation and 

employee performance, with the regression findings showing a moderate positive effect (B = 

0.129, p = 0.003) and a Beta of 0.168. This is consistent with the work of Anyiko-Awori (2018), 

who found a similar positive correlation between inspirational motivation and employee 

performance in regulatory state corporations. Further support comes from Komakech et al. (2021), 

who validate this relationship within the public health sector in Uganda, reinforcing the idea that 

inspired motivation can positively influence performance. Gehani Hasija et al. (2019) also confirm 

that inspirational leadership leads to higher employee engagement and performance across various 

sectors, adding weight to your findings. The regression analysis in your study, which reveals a 

moderate positive effect of inspired motivation, further emphasizes that while the relationship is 

generally positive, it might be more pronounced in specific contexts where motivation plays a key 

role. In conclusion, both the correlation and regression findings in your study are in agreement 

with existing literature, demonstrating that inspired motivation has a positive and moderate effect 

on employee performance. 
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Relationship between Intellectual Stimulation and Employee Performance 

Your study reveals a statistically significant positive relationship between intellectual stimulation 

and employee performance (Pearson correlation = 0.301, p = 0.001), with the regression findings 

showing the strongest positive effect (B = 0.275, p = 0.004) and a Beta of 0.278. This strong 

correlation is supported by literature from Otieno et al. (2019) and Agyemang et al. (2017), who 

found that intellectual stimulation fosters creativity, engagement, and improved performance. 

Arthur and Priscilla (2022) and Nyakomitta (2018) further corroborate the findings, showing that 

intellectual stimulation enhances performance in sectors such as aviation and banking. These 

studies align with your findings, emphasizing that fostering an environment that encourages 

critical thinking and innovation can significantly enhance employee performance. However, 

Komakech et al. (2021) and Wagude et al. (2015) present contrasting views, suggesting that 

intellectual stimulation may not always yield positive outcomes, particularly in industries like 

healthcare or project management, where its effectiveness could depend on how conflicts and 

challenges are managed. Despite these opposing views, the majority of the literature supports the 

positive effect of intellectual stimulation, and your study's regression findings suggest that it plays 

a vital role in enhancing employee productivity, especially in environments conducive to creativity 

and innovation. 

Relationship between Individualized Consideration and Employee Performance 

The study found a significant positive relationship between Individualized Consideration and 

Employee Performance (Pearson correlation = 0.312, p = 0.001). Regression results (B = 0.198, p 

= 0.021; Beta = 0.205) indicate that leaders’ attention to individual needs, mentoring, and personal 

development positively influences employee performance. This aligns with Bass and Avolio 

(1994) and Nguyen et al. (2022), who highlight that individualized consideration fosters 

commitment, trust, and engagement, ultimately enhancing performance. The findings suggest that 

providing tailored support to employees is a key factor in improving productivity and 

effectiveness. 
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5.2 Recommendations 

Based on the findings from the descriptive statistics of transformational leadership styles at 

Courtyard by Marriott Kuwait City Hotel, the following recommendations are proposed to enhance 

employee performance: 

Enhance Emotional Attachment and Loyalty: 

 The moderate mean scores for emotional attachment (3.28) and loyalty (3.34) suggest a need for 

initiatives that foster a deeper connection between employees and the organization. Implementing 

team-building activities, recognition programs, and opportunities for employee feedback can help 

strengthen feelings of belonging and loyalty among staff. 

Improve Communication of Vision and Goals:  

Although the vision is clearly communicated (mean = 3.88), the lower alignment score (mean = 

3.55) indicates that employees may not fully understand or relate to the organizational goals. 

Conducting regular workshops and meetings to discuss the vision, gather input, and reinforce how 

individual roles contribute to overarching objectives can bridge this gap. 

Boost Optimism and Future Outlook:  

The relatively low score for optimism about the future (mean = 3.24) points to a need for improved 

transparency and communication from leadership regarding the organization's direction and 

strategies. Regular updates on company performance, strategic initiatives, and success stories can 

enhance employees’ confidence in the leadership and the future of the hotel. 

Encourage Innovation and Creativity:  

With support for innovative ideas (mean = 3.55) and the encouragement of creativity (mean = 

3.59), there is potential to further develop these areas. Offering training sessions focused on 

creative problem-solving, incentivizing innovative contributions, and establishing innovation 

teams can foster a more robust culture of creativity and critical thinking. 

Foster a Knowledge-Sharing Culture:  
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The high mean score for knowledge sharing (mean = 3.96) indicates a positive environment; 

however, there is always room for improvement. Establishing formal knowledge-sharing 

platforms, mentorship programs, and cross-departmental collaboration can facilitate greater 

exchange of ideas and enhance employee engagement. 

Provide Resources for Innovation:  

Although employees feel supported in expressing creative ideas (mean = 3.87), the overall 

perception of resource availability for innovation (mean = 3.75) could be improved. Allocating 

dedicated resources for innovative projects and training employees on effective innovation 

processes can empower staff to actively contribute to the hotel's success. 

5.3 Conclusions 

Overall, a multi-dimensional approach to leadership is necessary for fully realizing its impact on 

performance; organizations should not only recognize the importance of individual dimensions but 

also explore how they can integrate them harmoniously to create a supportive environment that 

drives employee engagement and organizational success. 

 

 

 

 

 

 

 

 



49 
 

REFERENCES 

Abduljabbar, F. M., & Alharbi, S. (2023). The role of transformational leadership in fostering 

positive discretionary work behaviour among hotel employees in saudi arabia. African Journal of 

Emerging Issues, 5(7), 11–20. https://ajoeijournals.org/sys/index.php/ajoei/article/view/418 

Alarming decline in labour productivity growth in Arab States – but policy reforms can fuel 

recovery. (2022, March 29). [Press release]. http://www.ilo.org/beirut/media-

centre/news/WCMS_840733/lang--en/index.htm 

Alfandi, A. M. (2020). The Case of Jordanian Four Star Hotels. International Business Research, 

13(3), 68. https://doi.org/10.5539/ibr.v13n3p68 

Baquero, A. (2023). Hotel Employees’ Burnout and Intention to Quit: The Role of Psychological 

Distress and Financial Well-Being in a Moderation Mediation Model. Behavioral Sciences, 13, 

84. https://doi.org/10.3390/bs13020084 

Bass, B. M., & Avolio, B. J. (1994). Transformational Leadership and organizational culture. The 

International Journal of Public Administration, 17(3-4), 541-554. 

Choi, S.L., Goh, C.F., Adam, M.B.H., et al. (2016). Transformational leadership, empowerment, 

and job satisfaction: the mediating role of employee empowerment. Human Resources for Health, 

14(1), 73. https://doi.org/10.1186/s12960-016-0171-2 

Guchait, P., Peyton, T., Madera, J. M., Gip, H., & Molina-Collado, A. (2023). 21st century 

leadership research in hospitality management: A state-of-the-art systematic literature review. 

International Journal of Contemporary Hospitality Management, 35(12), 4259–4296. 

https://doi.org/10.1108/IJCHM-05-2022-0620 

He, J., Morrison, A. M., & Zhang, H. (2019). Improving millennial employee well-being and task 

performance in the hospitality industry: The interactive effects of HRM and responsible leadership. 

Sustainability, 11(16), 4410. 

Koo, D. W., Kim, M. S., & Kang, Y. W. (2019). Humor in leadership: Perspective of the hotel 

Industry. In J. S. Chen (Ed.), Advances in Hospitality and Leisure (Vol. 14, pp. 149-159). Emerald 

Group Publishing Limited. https://doi.org/10.1108/S1745-354220180000014009 

https://ajoeijournals.org/sys/index.php/ajoei/article/view/418
https://doi.org/10.5539/ibr.v13n3p68
https://doi.org/10.1108/IJCHM-05-2022-0620


50 
 

Langat, G.K., Linge, T. K.., & Sikalieh, D. (2019). Influence of idealized influence on employee 

job performance in the insurance industry in Kenya. International Journal of Research in Business 

and Social Science, Center for the Strategic Studies in Business and Finance, 8(5), 266-273, 

September. 

Langat, G.K., Linge, T. K.., & Sikalieh, D. (2019). Influence of idealized influence on employee 

job performance in the insurance industry in Kenya. International Journal of Research in Business 

and Social Science, Center for the Strategic Studies in Business and Finance, 8(5), 266-273, 

September. 

Macey, W.H., & Schneider, B. (2008). The meaning of employee engagement. Industrial and 

Organizational Psychology, 1(1), 3-30. 

Macey, W.H., & Schneider, B. (2008). The meaning of employee engagement. Industrial and 

Organizational Psychology, 1(1), 3-30. 

Madi Odeh, R. B. S., Obeidat, B. Y., Jaradat, M. O., Masa’deh, R., & Alshurideh, M. T. (2021). 

The transformational leadership role in achieving organizational resilience through adaptive 

cultures: The case of Dubai service sector. International Journal of Productivity and Performance 

Management, 72(2), 440–468. https://doi.org/10.1108/IJPPM-02-2021-0093 

Manoharan, A., & Singal, M. (2019). Organizational effectiveness in hospitality: Managers' 

perspectives. International Journal of Hospitality Management, 80, 123-125. 

Patiar, A., & Wang, Y. (2020). Managers' leadership, compensation and benefits, and departments’ 

performance: Evidence from upscale hotels in Australia. Journal of Hospitality and Tourism 

Management, 42, 29-39. 

Pluangmonthin, P. (2015). Key Factors That Cause Poor Performance of Hotel Employees. 

Thematic paper submitted in partial fulfillment of the requirements for the degree of Master of 

Management, College of Management, Mahidol University. 

Pupavac, J. (2020). Assessing the Employees' Performance in the Hotel Industry. In Tourism & 

Hospitality Industry 2020, Congress Proceedings (pp. 216-225). Retrieved from 

https://www.cabidigitallibrary.org/doi/pdf/10.5555/20210089214 



51 
 

Teguh, E. D., Devie, & Wijaya, S. (2020). Transformational Leadership in The Hotel Industry: A 

New Look at The Service-Profit-Chain Concept. International Journal of Business Studies, 3(2), 

98–109. DOI: 10.9744/ijbs.3.2.98–109. Retrieved from 

https://repository.petra.ac.id/18987/1/Publikasi1_98030_6843.pdf 

Udin, U., Dananjoyo, R., & Isalman, I. (2022). Transactional Leadership and Innovative Work 

Behavior: Testing the Mediation Role of Knowledge Sharing in Distribution Market. Journal of 

Distribution Science, 20(1), 41-53. 

Udin, U., Dananjoyo, R., & Isalman, I. (2022). Transactional Leadership and Innovative Work 

Behavior: Testing the Mediation Role of Knowledge Sharing in Distribution Market. Journal of 

Distribution Science, 20(1), 41-53. 

Zhang, Y., Khan, U., Lee, S., & Salik, M. (2019). The influence of management innovation and 

technological innovation on organization performance: A mediating role of sustainability. 

Sustainability, 11(2), 1-21. https://doi.org/10.3390/su11020382 

Zhang, Y., Khan, U., Lee, S., & Salik, M. (2019). The influence of management innovation and 

technological innovation on organization performance: A mediating role of sustainability. 

Sustainability, 11(2), 1-21. https://doi.org/10.3390/su11020382 

Zhao, Y.L., & Di Benedetto, C.A. (2013). Designing service quality to survive: Empirical evidence 

from Chinese new ventures. Journal of Business Research, 66, 1098-1107. 

Zhao, Y.L., & Di Benedetto, C.A. (2013). Designing service quality to survive: Empirical evidence 

from Chinese new ventures. Journal of Business Research, 66, 1098-1107. 

 

 

 

 

 



52 
 

QUESTIONNAIRE 

 

SECTION A 

PART A: RESPONDENTS IDENTIFICATIONS 

1.Age   

18- 30  

31-40  

41-45  

46-55  

Above 55  

2.Gender 

Male  

Female  

3. Education Level 

Advanced certificate 

 Higher Diploma  

Bachelor's degree  

Master’s degree 

 PhD   

……………………………………… Any other (specify) 

4. How long have you been working at been in Courtyard by Marriott Kuwait City Hotel.   

6-10 yrs 

11-20 yrs 

21-50 yrs 

> 50 
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SECTION B 

A validated instrument was used to generate questionnaires/scales (Multifactor Leadership 

Questionnaire (MLQ), that measures the "four I’s” of transformational leadership. 

Transformational Leadership Style 

Constructs Statements 1 2 3 4 5 

Idealized 

Influence 

The leadership at Marriott Kuwait City Hotel 

exhibits charisma. 

SD D N A SA 

 
The leadership at Marriott Kuwait City Hotel is 

inspiring and influential. 

SD D N A SA 

Emotional 

Attachment 

I feel emotionally attached to Marriott Kuwait 

City Hotel. 

SD D N A SA 

 
I feel a sense of belongingness and loyalty to 

Marriott Kuwait City Hotel. 

SD D N A SA 

Trust I trust the leadership at Marriott Kuwait City 

Hotel. 

SD D N A SA 

 
I believe that the leadership at Marriott Kuwait 

City Hotel acts with integrity and honesty. 

SD D N A SA 

Inspired 

Motivation 

The vision of Marriott Kuwait City Hotel is 

clearly communicated. 

SD D N A SA 

 
I understand and align with the vision and goals of 

Marriott Kuwait City Hotel. 

SD D N A SA 

Optimism The leadership at Marriott Kuwait City Hotel 

maintains a positive outlook. 

SD D N A SA 

 
I feel optimistic about the future of Marriott 

Kuwait City Hotel under current leadership. 

SD D N A SA 

Challengin

g Tasks 

Employees at Marriott Kuwait City Hotel are 

assigned challenging tasks to stimulate 

motivation. 

SD D N A SA 

 
I feel adequately challenged in my role at Marriott 

Kuwait City Hotel. 

SD D N A SA 

Intellectual 

Stimulation 

Employees at Marriott Kuwait City Hotel are 

encouraged to be creative in their roles. 

SD D N A SA 

 
I feel supported in expressing and implementing 

my creative ideas at Marriott Kuwait City Hotel. 

SD D N A SA 

Innovation 

Support 

There is support for innovative ideas at Marriott 

Kuwait City Hotel. 

SD D N A SA 

 
Marriott Kuwait City Hotel provides resources 

and encouragement for innovation. 

SD D N A SA 

Knowledge 

Sharing 

Knowledge sharing is encouraged among 

employees at Marriott Kuwait City Hotel. 

SD D N A SA 

 
I feel comfortable sharing my knowledge and 

ideas with colleagues at Marriott Kuwait City 

Hotel. 

SD D N A SA 
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SECTION C 

Employee Performance 

 1 2 3 4 5 

Increased Productivity: SD D N A SA 

There is  observed increase in overall productivity among employees at 

Courtyard by Marriott Kuwait City over the past year 

     

Leadership initiatives contribute to the enhanced productivity of 

employees at Courtyard by Marriott Kuwait City 

     

Quality Assurance      

There is Quality assurance maintained by employees at Courtyard by 

Marriott Kuwait City. 

     

Training and development programs contribute to maintaining high-

quality standards at Courtyard by Marriott Kuwait City 

     

Employee Effectiveness (Capability):      

Employees at Courtyard by Marriott Kuwait City align with the 

organization's goals and objectives. 

     

 Ongoing skill development programs enhance the overall effectiveness 

and capability of employees 

     

Thank You for cooperation 
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INTERVIEW GUIDE 

 

INTERVIEW GUIDE: OPEN STRUCTURED QUESTIONS 

Name: [ ] 

1. Can you describe a memorable experience where you felt particularly inspired or motivated 

by the leadership here at Courtyard by Marriott Kuwait City? 

2. How do you perceive the communication of the hotel's vision and goals? Can you provide 

examples of instances where this vision was effectively communicated or fell short? 

3. In your opinion, what qualities or behaviours make a leader charismatic? Can you think of 

any leaders within the hotel who embody these qualities? 

4. Thinking about your own role and responsibilities, how do you feel about the level of 

challenge you encounter on a day-to-day basis? Can you give specific examples of tasks or 

projects that you found particularly stimulating or rewarding? 

5. Reflecting on your time here at Courtyard by Marriott Kuwait City, can you recall any 

initiatives or programs aimed at fostering employee creativity and innovation? How 

effective do you think these initiatives have been? 

6. Trust is an essential aspect of any working environment. From your perspective, how does 

leadership here at the hotel build and maintain trust among employees? 
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7. We've discussed the importance of feeling emotionally attached and a sense of 

belongingness to the hotel. Can you share any personal experiences or examples where 

you've felt a strong connection to the organization? 

8. Looking ahead, what changes or improvements would you like to see in terms of leadership 

style or organizational culture that you believe would positively impact employee 

performance and satisfaction? 

Thanks for Participation 
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