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ABSTRACT

This study assessed the contribution of transformational leadership on employees’ performance in foreign forestry investors in Mufindi District.  The specific objectives of the study were: i) to determine the contribution of idealized influence on employee’s performance,  ii) to determine the contribution of inspirational motivation on employee’s performance  and  iii) to determine the contribution of individualized consideration on employee’s performance in foreign forestry investors in Mufindi District. This study was qualitative in nature whereby three cases were developed.  On each case representatives were interviewed. This study employed purposive sampling technique to select respondents while data were analyzed narratively. Findings revealed that idealized influence has no contributions on employee’s performance because themes which build up idealized influence which are effective communication, trust, role model and respect were not applicable. In addition, the study also found that inspirational motivation was partially applicable towards enhancing employee’s performance because motivation and teamwork was applied while freedom and creativity was not. Furthermore, findings revealed that individualized consideration was not applied to enhance employees’ performance because employees were not recognized as important machinery, not delegated responsibility, continuous training and coaching was not experienced and little support witnessed. From these results this study concluded that idealized influence and individualized consideration were not applicable to enhance employee’s performance while inspirational motivation partially applied. On view of inspirational motivation, freedom and creativity should be encouraged to increase performance. Likewise, the study recommended that effective communication, trust, role model and respect should be emphasized for idealized influence. Also employee’s recognition, responsibility and power delegation, continuous training and coaching for individualized consideration should be practiced to enhance employees’ performance.
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1 CHAPTER ONE
INTRODUCTION AND BACK GROUND INFORMATION
1.1 Background of the Study
Leadership is verified as an instrument for influencing employee performance in various institutions, industries and even organization. Nanjunde and Swamy (2014) confirmed that the applicability of leadership contributes on achieving institutional objectives whereby transformational leadership (TL) thought as the best leadership style for best results.  In addition, Edoka (2012) noted out that leadership is crucial on employee’s performance in various organizations including private and public organizations. This is because the applicability of leadership such as transformational leadership enhances provision of quality services within the organization. Different scholars have conducted research to examine the impacts of leadership on employee’s performance. For example, Ka ramat, (2013) assessed the impacts of leadership style on employee’s performance in France. Results indicated that the applicability of transformational leadership style was the best on contribution of employee’s performance. Also, Samad and Abdulah, (2012) determined the contribution of transformational leadership on employee’s performance in Malaysia. Findings revealed that transformational leadership enhanced employee’s performance on providing better results. However, in foreign forestry investors the applicability of transformational leadership may improve the performances of employees. 

Various   governments   after   recognizing   the   contribution   of   transformational 
leadership on performance adopted it and started practicing. Also, private sectors accepted transformational leadership as the best leadership style to enhance their performance. According to (Lufunyo, 2013), in the last 30 years various governments all over the world adopted transformational leadership under the constructions of transformative reforms. Taking example, the United States of America (USA) developed a transformative reform known as national performance review reform program meanwhile the Common Wealth Countries practiced public sector reform program. In addition, the World Bank initiated civil service reform program which aimed at transforming employees as well as organizational performance (Lufunyo, 2013). 
On view of African countries also the transformational leadership was adopted. For example, Kenya practiced results-based policy aiming at improving employee’s performance for obtaining best results (Ngaithe, 2015). In Tanzania, the government like other countries developed a number of programmes such as public service management and empowerment policy 1999 and public service reform program phase one and two of 2000 and 2008 consecutively (PO-PSM, 2014).  These transformative programmes aimed at improving employee’s performance. 
In addition, Mufindi district depend much on forestry products whereby more than 25,000 local employees have been employed in forestry industries (RCO 2021). Also 95% of the collected revenues come from forestry sectors, thus the applicability of transformation leadership remains the important agenda towards the performance of forestry industries (RCO, 2021). 
 Despite the adoption of  transformative programmes and the necessity of forestry sector in Mufindi district, the applicability of transformational leadership on foreign forestry industries in Mufindi district is questionable on the sense that cannot comply with the theory of transformational leadership.  But forestry sector is so important for the developments of the Mufindi district meanwhile developments depend on transformation. According to Abdulaziz, et al., (2012) poor performance in underdeveloped countries was a result of not using transformational leadership. In addition, Andrean and Petrik, (2016) argued that there is greatest need of applying transformational leadership in today’s complex organization because employees and customers seek influential and inspirational leaders to lead them towards achievements. Influence and inspirational leader’s behavior are found within transformational leadership. 
Thus, foreign forestry investors transformational leadership may transform local employees to perform beyond expectation based by four constructs of transformational leadership namely idealized influence, inspirational motivation, individualized consideration and intellectual stimulation (RCO 2021). Since, transformational leadership is important and little is known concerning its applicability in foreign forestry investors in Mufindi district, this study therefore will assess the relationship of variables relating to transformational leadership and employee’s performance on foreign forestry investors in Mufindi district.  
1.2 Statements of the Research Problem
It is believed that leadership is important to enhance best production in industries. Msambichaka, et al., (2015) confirmed that unproductive leaders resulted into poor performance within the industries and organization at large. The applicability of transformational leadership which is considered as productive leaders enhances much production but in foreign forestry investors little is articulated. Therefore, doing this study is a step ahead to know the applicability of transformational leadership on employee’s performance in foreign forestry investors in Mufindi district.  On the other hand, majority of empirical studies relating to transformational leadership has been done in general perspectives without considering its main constructs. This study will determine the applicability of transformational leadership based on three constructs. Also, empirical results have expressed contradicting findings. For example, Datche (2015) in Kenya argued that the applicability of idealized influence which is the construct of transformational leadership insignificantly related with employee’s performance while Hayati, et al., (2014) noted significant relationship. Therefore, this study determined transformational leadership through idealized influence has no contribution on employee’s performance, inspirational motivation had partial contribution and individualized consideration had no contribution on employee’s performance in foreign forestry investors in Mufindi district.  This research therefore, addressed the identified gap of literature by understanding the contribution of transformational leadership on employee’s performance in foreign forestry investors in Mufindi district. 
1.3 Research Objectives

1.3.1 The general Objective

The general objective of this study was to determine the contribution of transformational leadership on employee’s performance in foreign forestry investors in Mufindi District. 
1.3.2 Specific Objectives
In order to fulfil the general objective the study pursued the following three specific objectives and their subsequent specific research questions;

i) To determine the contribution of idealized influence on employee’s performance in foreign forestry investors in Mufindi District.

ii) To determine the contribution of inspirational motivation on employee’s performance in foreign forestry investors in Mufindi District.

iii) To determine the contribution of individualized consideration on employee’s performance in foreign forestry investors in Mufindi District. 
1.3.3 Study Questions 

i) How idealized influence is applicable on contributing employee’s performance in foreign forestry investor's in Mufindi District.

ii) How inspirational motivation is applicable to enhance employee’s performance in foreign forestry investor's in Mufindi District.

iii) How individualized consideration contributes on employee’s performance in foreign forestry investor's in Mufindi District. 
1.4 Significance of the Study

Theoretical Contribution: Findings in this study assist knowing the contribution of transformational leadership style in foreign forestry investors in Mufindi district following the analysis of three constructs among of transformational leadership theory. These three constructs were found important being verified in this study because was found having significant impacts on employees’ performance on previous studies. For instance, Golyama, (2019) found that idealized influence and individualized consideration had significant influence on employee’s performance meanwhile Ngaithe, (2015) confirmed that inspirational motivation had significant contribution on employee’s performance in Kenya. Despite of these result being significant, on foreign forestry industries little was known which required further studies.  

Managerial Contribution: This study helps Ministry responsible for employments to know the applicability of transformational leadership and employee’s performance in foreign forest investors in Mufindi District. Knowing these situations assist to come up with strategies for improving more investors the performance of employees in foreign forestry investors in Mufindi District.  

Policy Contribution: Findings regarding the applicability of transformational leadership assist understanding of the relationship between transformational leadership and employee’s performance based on three constructs.  Findings on each construct are necessary for policy and strategies reviews in the field of human resources management and labor relation in industries areas.

Academic Contribution: The Study add up knowledge to students, academician and professionals who are interested to know the applicability of transformational leadership based on idealized influence, inspirational motivation and individualized consideration on employee’s performance in foreign forestry investors in Mufindi District. 

1.5 Scope of the Study
The scope of this study is strictly based on the applicability of transformational leadership on foreign forestry investors at Mufindi District in Iringa Region.  Mufindi District has been considered in this study because has many foreign investors in forest industries whereby the applicability of transformative leadership style is questionable.  Some argues that transformational leadership is well applicable meanwhile others have bad perceptions (DED, 2022). Thus, conducting this study in foreign forestry investors provided findings which confirm the contribution of transformational leadership style on employee’s performance in foreign forestry investors in Mufindi District. 
1.6 Organisation of the Study
This study is organized based on the postgraduate guidelines of The Open University of Tanzania on dissertation research reporting. Therefore, this study is organized as follows: 

Chapter One: Provides the background of the problem, importance of transformational leadership on employee’s performance on general perspectives, statement of the research problem. In addition, researcher developed objectives, study questions, scope of the study and significance of the study. 
Chapter Two: Contain definition of terms, literature review which involves theoretical review as well as empirical review based on TL, research gap based on theory and empirical findings and conceptual framework. 
Chapter Three: Articulated the research philosophy, research design, study area and population, sample size selection, data collection methods, data processing and analysis.  

Chapter Four: In this chapter results and discussion of findings presented. Discussion is based on each construct of the study whereby comparison with related research work was reviewed.
Chapter Five: In this chapter summary and conclusion of the study presented. In addition, recommendation for action and further research also presented.
2 CHAPTER TWO
LITERATURE REVIEW
2.1 Overview

In chapter two the reviews of literature are made. The literature reviews comprise key concept, theoretical review as well as empirical review. In addition, research gap, conceptual framework and operationalization of variables is well justified.  
2.2 Conceptual Definitions
2.2.1 Leadership

According to Ahmad, et al., (2014) defined leadership as a process of supporting subordinates on achieving organisational objectives.   Bass (1985) described leadership as the process of influencing others towards achievements. In the context of this study leadership is the process of leaders in foreign forestry investors to influence employees for best production of forestry products. 
2.2.2 Transformational Leadership 
Golyama, (2019) defined transformational leadership as a leadership style where leaders and subordinates help each other to perform beyond expectations.  Burn (1978) viewed transformational leadership as the process whereby leaders and subordinates work together to accomplish organizational goal. In the context of this study transformational leadership is the leadership style where leaders and employees work together for best forestry industries production. 
2.2.3 Idealized Influence

According to Amin, et al., (2016) defined idealized influence as the situations whereby leaders act as a role model within the organization. Yulk, (2010) defined idealized influence as the capability of transformational leaders in the organisation to promote effective communication, ethical, respect and being honest in the organisation.  In the context of this study idealized influence is a situation where management team develops effective communication to enhance best result. 

2.2.4 Inspirational Motivation

Ngaithe, (2015) defined inspirational motivations as the capability of leaders to raise consciousness of employees to work according to the organizational mission and vision. In addition, Sarros and Santora (2001) described inspirational motivations as the capability of leaders to raise consciousness of employees to work according to the organisational mission and vision. In the context of this study inspirational motivation is the capability of management team in forestry investors to encourage employees to work hard. 
2.2.5 Individualized Consideration

According to Ngaithe, (2015) individualized consideration is the situation whereby employees are treated well for achieving the organizational goal.  In similar subject, Karamat (2013) perceived that individualized consideration is a situation whereby leaders in the organisation put high concern to their followers by supporting, empowering, and recognizing them. In the context of this study individualized consideration is the process of management team at foreign forestry investors to share and build close relationship during the whole process of production.   
2.2.6 Employees Performance in Foreign Forestry Investors 
Golyama, (2019) expressed that employee’s performance is the successful completion of employee’s duties within the organization. According to Tinofirei (2011), described that performance as the successful completion of organisational goals according to acceptable available resources.   In the context of this study employee’s performance is the process of effective and efficient accomplishments of duties in foreign forestry investors in Mufindi district. 
2.3 Theoretical Literature Review
To study the applicability of transformational leadership on foreign forestry investor’s developments, the study adopted transformational leadership theory which introduced by Burn, (1978). According to Burn, (1978) he asserted that transformational leadership is a leadership style where leaders and followers help each other to higher level of motivation and morality which contributes on performance. During that time there was no construct of transformational leadership theory which developed. Later on, Bass (1985) extended the theory of transformational leadership by developing four dimensions that contributes on employee’s performance. These four dimensions are idealized influence, inspirational motivation, individualized consideration and intellectual stimulation. The applicability of these dimension considered having significant contribution on employee’s performance. Despite of the necessity of transformational leadership theory and its dimension on employee’s performance there is limited research findings which have been reported relating with employee’s performance in foreign forestry investors in Mufindi district. Ngaithe , (2016) there are many criticisms against the theory of transformational leadership, one of the criticisms is transformational theory is very difficult to be trained or taught, because its components are too comprehensive; on the other hands, one of the arguments against transformational leadership is that supporters might be handled by leaders. Apart from this critic, the theory was found having significant contribution on performance. Even empirical results indicates that the transformational leadership construct contribute on performance.  For instance, Golyama, (2019) in Tanzania found that idealized influence and individualized consideration had significant contribution on performance while Ngaithe, (2015) also confirmed that inspirational motivation had significant contribution on performance in Kenya. Despite of these result being significant on organizational performance, little was known on foreign forestry industries which required further studies.  
Thus, from transformational leadership theory this study employed three variables namely idealized influence, inspirational motivation and individualized consideration to examine its contribution on employee’s performance. These variables was taken because the theory depict it as an important factors for enhancing employees performance but in forestry sector little was known related to the contribution of these variables.
2.4 Empirical Literature Review

2.4.1 Relationship between TL Theory and Performance
According to Furkas and Vera (2014) in German noted that transformational leadership is important to improve employees as well as organizational performance. This confirmation is related with David (2014) who conducted study in Nigeria and concluded that transformational leadership significantly are related with employee’s performance in public sector. 
Likewise, Datche (2015) expressed that the applicability of transformational leadership in private sectors demonstrate significant effects on performance. However, there are limited research findings which show the relationship between transformational leadership and employee’s performance in foreign forestry investors in Mufindi district. This study therefore was important to be carried out to examine the relationship between transformational leadership and employee’s performance in foreign forestry investors in Mufindi district whereby employee’s responses were required.  This is because there were limited research findings related with the contribution of transformational leadership on employees performance.
2.4.2 Relationship between II and Employee’s Performance 

In addition, Argia and Ismail, (2013) analyzed the relationship between idealized influence and employee’s performance in Malysia. The higher learning institutions were involved during this study.  They used quantitative as well as qualitative research approach whereby in quantitative 500 lecturers randomly selected. Findings revealed that idealized influence significantly influenced employee’s performance in Malaysia.  

Ngaithe (2016) assessed the contribution of idealized influence on employee’s performance in Kenya. The study was quantitative whereby survey strategy were employed during data collection.  The sample size of the study was 163 respondents who were organizational managers. Stratified random sampling employed and after data collection findings revealed that idealized influence has negative contribution on employee’s performance in Kenya.  
Likewise, Hayati, et al., (2014) analyzed the relationship between idealized influence and employee’s performance on hospitals in Kenya. The study used 240 respondents where stratified random sampling and multiple correlations were used during data analysis. Findings revealed that the applicability of idealized influence has significant contribution on employee performance. Despite various scholars have done a substantial works the presence of different results justifies the requirement of conducting this research work.
Almost all these studies were quantitative and  they were not provided an in-depth result, through that qualitative research was required to be conducted for in-depth result. This study therefore conducted qualitatively. 

2.4.3 Relationship between IM and Employees Performance
Omar (2011) determined the relationship between transformational leadership and employee’s performance in Argentina. The study used survey research whereby 218 respondents employed. Results revealed that transformational leadership through inspirational motivation has significant contribution on employee’s performance. 
In addition, Amin, et al., (2016) assessed the relationship between transformational leadership and employee’s team performance in Pakistan. The study used 180 experts as a sample size. During analysis the study used multiple correlations and findings revealed that inspirational motivation has significant contribution on employee’s performance. 
Furthermore, Duressa and Asfaw (2014) assessed the relationship between transformational leadership and performance and findings revealed that inspirational motivation poorly implemented.  Because in other context inspirational motivation contributes on performance and others are poorly implemented, this study is important to be conducted to get the facts in Tanzanian context.  These findings were done outside Tanzania and did not involve forest sector. To come up with findings related to forest sector, conducting this study was important. 

2.4.4 Relationship between IC and Employees Performance
Belias and Koustelious (2014) determined the relationship between transformational leadership and employee’s job satisfaction in Banking in Trikala region in Greece. The study was quantitative whereby correlation statistical analysis was used to examine the relationship of variables. Findings revealed that there was significant relationship between transformational leadership and employee’s performance through individualized consideration. That means individualized consideration resulted into employee’s job satisfactions as well as employee’s performance. Uymaz (2015) analysed the relationship between transformational leadership and employee’s performance using individualized consideration and inspirational motivation. The sample size of the study was 247 employees and data analysis was done using structural equation model. Findings revealed that individualized consideration contributed on employee’s performance. Based on these finding it was suggested that employees should be involved on decision making to enhance their performance.  Even though individualized consideration is considered important on employee’s performance, there is limited research which describes the applicability of individualized consideration on employee’s performance in foreign forestry investors in Iringa region These studies contextually were outside of Iringa region and were quantitative one. This justify that there were a limited research on relationship between individualized consideration and performance in forest sector.
2.5 Research Gap
Applicability of transformational leadership theory is known to contribute on employee’s performance (Ngaithe, 2015).  According to Uymaz (2015) who analysed the relationship between transformational leadership and employee’s performance found the significant contribution of transformational leadership on performance.  Despite the theoretical believes in contributing on employees’ performance, there is limited research findings related to the theory to fit on foreign forestry investors in Mufindi district.  There are limited findings related on the applicability of transformational leadership theory on employee’s performance in foreign forestry investors in Mufindi district. Therefore, this study explored the theory by using three transformational leadership constructs to determine its contribution on employee’s performance in foreign forestry investors in Mufindi district. Furthermore, scholars have contradicting results on the applicability of main constructs of transformational leadership. For example, Ngaithe, (2015) concluded that transformational leadership construct contributes on employee’s performance meanwhile Duressa and Asfaw, (2014) confirmed not supporting employee’s performance. On the other hand, Golyama, (2019) obtain different result by concluding that transformational leadership partially influenced regional commissioner’s office performance. For this purpose, therefore this research examined out the relationship between transformational leadership and employees’ performance in foreign forestry industries in Mufindi district.
2.6 Conceptual Framework

In the context of this study, the conceptual framework has independent variables and Dependent variable. The Independent variables involved three constructs of transformational leadership meanwhile dependent variable was employee’s performance in foreign forestry investor’s industries in Mufindi district. Thus, in this study as shown in Figure 2.1 it was assumed that the applicability of transformational leadership through idealized influence, inspirational motivation and individualized consideration enhances employee’s performance in foreign forestry investors in Mufindi district. The measurement of each variable is expressed in appendix 1.
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2.7 Chapter two Summary
In chapter two, the researcher briefly explained the definition of key words such as leadership, transformational leadership, inspirational motivation, individualized consideration, idealized influence and employee’s performance. Furthermore, the researcher discussed theoretical and empirical literature review and explored the research gap. Also, the researcher developed conceptual framework. 
3 CHAPTER THREE

RESEARCH DESIGN AND METHODS

3.1 Overview

This part describes about the research methodology that involved in this study. The research methodology describes the base on the research philosophy that explored, research strategy, study area and population, sample size selection and data collection tools. Also, the indicator variables for each construct under study are also described. In addition, the data analysis tools are also expressed in this part as well as validity and reliability. 
3.2 Research Philosophy
Since this study is qualitative, interpretivism research philosophy were used in this study. The use of interpretivism approach help better understand and elaborate the understanding of transformational leadership on employee’s performance in forestry industries investments in Mufindi district. Kothari (1985) asserts that interpretivism is associated with the social constructivist which emphasizes the socially constructed nature of reality approach. This helps the researcher to get information based on reality of employee’s performance in Mufindi. 
3.3  Research Approach
Inductive research approach was adopted in this study. The inductive research approach was required for qualitative study because this study explored facts related to the contribution of transformational leadership on employee’s performance in foreign forestry investors in Mufindi districts. The study explored the facts from employees working in forestry sector.  According to Collins, (2010) inductive research approach allows facts to be measured in qualitative research. Thus, on the foundation of inductive research approach the main constructs with its themes was explored its contribution on employees’ performance. 
3.4 Research Design and Strategy
This study was a qualitative study hence, the researcher adopted exploratory research design which used in qualitative approach. Exploratory design attempts connecting ideas and understand the contribution of transformational leadership through idealized influence, inspirational motivation and individualized consideration hence enhances employee’s performance in foreign forestry investors in Mufindi district. In foreign forestry investments the contribution of transformational leadership on employee’s performance was explored.  Researcher wanted to explain what was going on by carefully looking in forestry industries by interacting transformational leadership and employee’s performance. Furthermore, through exploration the researcher was able to develop concepts more clearly and establish priorities with effects on the contribution of transformational leadership on employee’s performance.  
3.5 Study Area and Population
Kumar, (2010) pointed out that the population for a study was the entire set of units where sample size of the study obtained. The target population of this study was employees working in foreign forestry industries in Mufindi District. According to DED (2021) the total number of employees working in foreign forestry industries was more than 1913 employees. The study population strictly targeted employees working at foreign forestry industries in Mufindi district. Employees considered in this study because their responses during interviews on the way transformational leadership were applicable were required. Also, employees worked with their leaders and due to that they had information relating on the applicability of transformational leadership on enhancing their performance. This study therefore selected employees for interview. 
This study conducted at Mufindi district in Iringa region. Mufindi district has been selected because has almost 28 foreign forestry industries which have been invested on forestry products. The district has two district council namely Mufindi District council and Mafinga town council. The number of foreign investors in Mufindi District council was 6 while in Mufindi town council was 22.  Based on that the total number of foreign industries which are considered as the bases of this study were 28 industries as shown in Table 3.1.

Table 3.1: Council and foreign industries in Mufindi District 
	District Council
	Number of Foreign Industries
	Number of Employees

	Mufindi DC
	6
	450

	Mafinga TC
	22
	1,463

	Total
	28
	1913


Source: Mufindi District Report (2021)
3.6 Sample Size and Sampling Procedures 

Purposively 8 foreign forestry investor’s industries were selected in Mufindi district whereby 2 of them were selected in Mufindi district council and 6 were selected from Mafinga town council.  The targeted respondents were 2 forestry officers and 2 business officers from Mufindi district council and Mafinga town council. These officers were regarded as knowledgeable on the entire value chain of forestry processes. In addition, it was regarded that they know the challenges in foreign forestry industries and were in the position to provide information which is important and relevant in this study. In addition, translators from the selected foreign industries as well as 3 employees from each selected industry were involved.  Each group in the context of this study remain as a case study group.  Therefore, interview was done based on each case with respects to professionalism and experience of respondents.  
Table 3.2: Population & sample size selected in Mufindi District
	CASES
	Study population Employees
	Sample Size

	A
	Official Staff Forestry and Business Officers
	4

	B
	One Translators from each industry
	8

	C
	Three employees from each industry
	24

	
	Total
	36


Source: Researcher (2022)
3.7 Data Collection Methods


Bertram and Christiansen (2014) described an indepth interview as detailed conversation between the researcher and the respondent.  The objective of the conversation was to collect data in order to address a particular research question. The study used unstructured questions as methods that allow flexibility in providing more information from respondents. By using interview schedules the researcher was able to receive information concerning the contribution of transformational leadership on employee’s performance in foreign forestry investors in Mufindi district. The collected data acquired during interview analysed, interpreted and some presented in quotation in order to represent respondent’s opinion about the way transformational leadership influence employee’s performance in foreign forestry investors in Mufindi district.

3.8 Data Processing and Analysis
According to Day (1993) thematic data analysis is more appropriate for analyzing data when the researcher’s uses qualitative research approaches. As in this study the researcher assessed the contribution of transformational leadership on employee’s performance in foreign forestry investors’ in Mufindi district by inductive research approach. Thus, thematic analysis was employed through the NVivo 11. A thematic analysis is a form of pattern recognition within the data, where emerging themes become the categories for analysis (Gorett,2008). Thematic analysis helped to search for themes that emerge as being important to the exploration of the phenomenon (Bertram and Christiansen, 2014). In this study researcher developed theme which was the foundation of having results for final conclusion of the study. During interviews theme was considered and noted of which cross checking per theme was done to all respondents. The study involved one set protocol interview methods and respondents were responding based on their experience with professionalism. 
3.9 Validity and Reliability 
3.9.1 Validity 

Hair et. al., (2010) insisted that reliability and validity are the two most important quality control objects in research design. Scholars propose some criteria to be used in the qualitative paradigm to ensure trustworthiness. Among of the criteria for validity are credibility, transferability, and conformability.
3.9.1.1 Credibility
According to Maxwell, (1992) credibility is used to ensure validity through triangulation. In the current study literature review was conducted as suggested by Kuzmanić, (2009) whereby previous findings were compared and constructed with the current study. 
3.9.1.2 Transferability
Transferability is related to whether the findings are germane to similar contexts (Morse and Richards, 2002). The researcher demonstrated that the findings from case studies are similar to other contexts by comparing and citing the empirical studies (Maxwell 1992). In the current study, the result from Golyama, (2019) involved as departure point. According to Golyama, (2019) idealized influence and individualized consideration had significant contribution on performance while Ngaithe, (2015) also confirmed that inspirational motivation had significant contribution on performance in Kenya. Despite of these result being significant, on foreign forestry industries little was known which required further studies.  

3.9.1.3 Conformability 

Morsen and Richards (2002) recommend that steps must be taken to help ensure as far as possible that the work’s findings are the result of the experiences and ideas of the informants, rather than the characteristics and preferences of the researcher. According to Kuzmanić, (2009) using wide range of informants ensure conformability of the study. To ensure conformability, the researcher used the wide range of informants where trade officers, forest officers, translators and employees in the industries were part of the respondents.  In addition, during literature review scholars from all walks of life to Tanzania was considered.
3.9.2 Reliability 

Dependability which is based not on whether particular findings can be reproduced by another researcher but rather whether they are reasonably based on the data collected. In order to address dependability, the study reported in detail, thereby enabling a future researcher to repeat the work, if not necessarily to gain the same results (Bertram and Christiansen, 2014).  Furthermore, the researcher reported in detail all procedures to allow the reader to assess the extent to which proper research practices have been followed. To enable the readers of the research report to develop a comprehensive understanding of the methods used and their effectiveness, the report incorporated five sections which were devoted to the research design and its implementation. 
3.10 Ethical Issues 
Bertram and Christiansen, (2014) expressed that ethics are standards of behaviour that guide moral choices about our behaviour and our relationships with others. In the context of this study, the researcher designs a Research Guide and safeguarding confidentiality during the whole process of research work. In addition, the researcher followed the research protocols by having clearance permit from OUT and RAS office for easier data collection.  Also, researcher followed OUT and governmental procedures with regard to research ethics.
4 CHAPTER FOUR

PRESENTATION AND DISCUSSION OF FINDINGS

4.1 Introduction

The main aim of the qualitative case study approach was to do an in-depth assessment of the contribution of transformational leadership on employee’s performance in foreign forestry investors in Mufindi District. Mufindi district was selected because has more than 28 foreign forestry industries which have been invested on forestry products. The district has two district council namely Mufindi District council and Mafinga town council. The number of foreign investors in Mufindi District was 6 while in Mufindi town council was 22. In this study area in-depth information was collected by interviews in three cases namely case “A” which included government official staffs who were Forestry and business officers; “B” involved Translators from the organizations; and “C” was representative of employees from foreign industries.  The developed three cases were selected based on their background related on the practices of leadership on foreign industries.  In the context of this study thematic and cross-case synthesis was used.  First, the cases analyzed individually through a case thematic consideration thereafter, cross syntheses based on theme related to the contribution of transformational leadership on employee’s performance were analyzed. 

In each case study the following questions was considered: i) How idealized influence was applicable on contributing on employee’s performance in foreign forestry investor's in Mufindi District; ii) How inspirational motivation was applicable to enhance employee’s performance in foreign forestry investor's in Mufindi District.; and iii) How individualized consideration contributes on employee’s performance in foreign forestry investor's in Mufindi District.  These questions were related with the specific objectives of the study. Description made during interviews was also important for conclusions related to the specific objectives of the study.  After interview, the cross-case synthesis was done and used to analyze the cases and draw conclusions based on all stated objectives of this study.  This part presents findings collected during interviews from all three cases followed by discussion and conclusions on the case studies. 

4.2 Contribution of Transformational Leadership on Employees Performance

As describe above the following study questions was assessed in each case study which are; i) How idealized influence was applicable on contributing on employee’s performance in foreign forestry investor's in Mufindi District; ii) How inspirational motivation was applicable to enhance employee’s performance in foreign forestry investor's in Mufindi District.; and iii) what was the contribution of individualized consideration on employee’s performance in foreign forestry investor's in Mufindi District. 
The sample involved 8 foreign forestry investor’s industries selected in Mufindi district whereby 2 of them were selected in Mufindi district council and 6 were selected from Mafinga town council.  The targeted participant were 2 forestry officers and 2 business officers from Mufindi district council and Mafinga town council.  In addition, employees were 24 and language translators were 8. These were experienced on the use of transformational leadership on forest sector. 
4.2.1 CASE A: Forestry and Business officers in Mufindi DC and Mafinga TC

During undertaking this study forest officers and Business officers in Mufindi DC and Mafinga TC were consulted. The aim was to explore information related with the contribution of idealized influence on employee’s performance in foreign forest Industries in Mufindi district which comprised Mufindi DC and Mafinga TC. Government officers (forest &business officers) were identified as an important informants since they have experience in forest industries and they are aware about leadership style practiced within foreign investors. Thus, making interview with them assisted obtaining information for accomplishing final result of this study.  The researcher therefore conducted an interview with these informants and it was witnessed that in Mufindi district Forest investors were many because of the availability of forestry raw material from Sao hill plantation as well as from individual plantations. The presence of raw material attracted foreign investors especially Chinese to invest forest industries in Mufindi district.  

 In addition, the contribution of idealized influence on employee’s performance in foreign forestry investor's in Mufindi District was assessed. The key thematic areas considered were the presence of effective communication, role model, respect, and trust. These thematic areas were considered important on enhancing employee’s performance in foreign forestry investor's in Mufindi District.  Thus, the study guiding questions during interviews covered these aspects so as to determine the contribution of idealized influence on employee’s performance.  The following findings were revealed: During interviews it was revealed that idealized influence was not well practiced based on the nature of work and leadership style which was practiced in foreign industries.  It was pointed out that in foreign industries employees were working through given orders. Managers and supervisors were giving orders to employees. Work accomplishments were the basis of being paid. This means that provision of command and directives were found being common in foreign forest industries. Effective communication, respect, role model and trust were practiced under commanding directives and not influencing directives. These results were justified by Forest officer during interviews who said that:
“Through my experience in supervising foreign industries in Mufindi District, our friend Chinese investors work by giving command, orders and directives. The flow of communication is done through directives. Likewise, respect and commitments are just done by force, but not willingly. Also, employees are not motivated financially, only those who work during the night some of them are provided with food. The way these people operates under foreign forest industries hinder the morale of hard working of employees” (Mafinga Forest Officer 2022).  

Likewise, the second respondent consulted was Trade officer in Mafinga town Council. Also, interviews were made and it was found that the mode of operations in these foreign investors was not based on the influence but it was through orders and directives. Through that their role model were not observed and followed by employees. All employees in the company were working under directives and command and what considered was accomplishing orders and directive. Employees after finishing their job were paid and those who were not able to accomplish their tasks were not. This behavior enhanced employees being active on handling their tasks. The following was the result obtained during interviews:
“I have observed that in foreign industries what they demand is working hard and finishing directives and orders and not working business as usual. They provide directives and standard, after accomplishing directives employees were paid based on the standard given. These people who are investors they care about finishing duties and not working by relaxing. Payments is done based on finished job” (Mafinga Trade officer, 2022).  

Arguments from Mafinga TC are related with arguments from the third respondent who were trade officer from Mufindi DC. The researcher conducted interviews with the Trade Officer in Mufindi DC and during interviews it was revealed that idealized influence was not the experienced in foreign forest industries, what practiced was the commanding leadership style. During interviews it was found that:
“Most of the foreign industries in Mufindi they work by giving directives to employees and once it happened that employees are not working properly, they terminate contract. From this habit there is no good leadership, there is no effective communication and no role models. In foreign forestry industries leadership style practiced are just directives and commanding leadership style” (Mufindi Trade officer, 2022).  

The fourth respondent consulted was forest officer in Mufindi District council. During interviews it was revealed that employees in foreign forestry investor's in Mufindi District were given order to work and accomplish various tasks in the industries. Payments were done after accomplishing the given tasks whereby this behavior enforced employees in the foreign industries to accomplish their task on time. The issues of role model, trust and effective communication was not observed in their operational model. Through interviews it was confirmed that:
“In almost all foreign industries found here employees works by orders. Supervisors give directives and orders which every employee is required to finish his duties on time. Payments is done through finishing the given task, teamwork was more encouraged especially in operating machines and raw material sections, they were required working together as a team” (Mufindi Forest Officer, 2022).  

The quotations above signify that idealized influence in foreign forest industries is not working properly due to its model of operations within foreign industries. Employees are just given command to work and no bargaining and involvements. Such kind of operations does not reflect the presence of idealized influence. 

4.2.2 CASE B:  Language Translators

In these study language translators especially, translators of Kiswahili to Chinese were essential informants in this study. Their information related with the practices of transformational leadership was important being collected for final result. The following questions considered during data collections through interviews; i) How idealized influence was applicable on contributing on employee’s performance in foreign forestry investor's in Mufindi District; ii) How inspirational motivation was applicable to enhance employee’s performance in foreign forestry investor's in Mufindi District.; and iii) what was the contribution of individualized consideration on employee’s performance in foreign forestry investor's in Mufindi District.

Four translators were accessed in Mafinga town council.  Through interviews it was noted out that foreign investors were looking more on output and profit maximization from their industries. Though they used commanding style during operations in the industries, to them influences was not part of operations, only directives and order were found practical. The managements of the industries developed mechanism which enforce domestic employees to work hard aiming at providing industries required output. Among of the mechanism developed was work payments system whereby employees were paid after accomplishing their given task. Likewise, motivation was provided to some of employees especially those who were working during the night shift where dinner was given to them. The translators confirmed that:

“In my experience in forestry industries there is no role model, people works by duties accomplishments and payments modeled. Likewise, motivation which is provided is only dinner for those who work during the night. Likewise, teamwork is encouraged because of the nature of work whereby employees mostly work as a team especially on handling logs and machines. In terms of freedom, most employees ware not free and the level of creativity is reduced because all the time they are under supervision and they must accomplish their work given” (Translator,2022).  

Based on these explanations, the study confirmed that individualized consideration was not part of the leadership style in foreign forestry industries in Mufindi meanwhile inspirational motivation was practiced partly. For instance, giving dinner as motivational package and protecting gears was part of inspirational motivations. Despite of motivating employees, the study revealed lacks of freedom and creativity which hinder the effectiveness of inspirational motivation. This is confirmed by the second translator who insisted that employees in the foreign industries are not freely and their level of creativity is low because their role is to accomplish orders given by the top boss in the industries. Quoting the second translators, the following remark was made:
“In foreign industries teamwork is encouraged because in operating some machines they need to help each other, hence the managements encourage teamwork. But the challenges existing is that employees work with fear because they don’t act on their own, they must involve managements in all stages of operation, these situations prohibit creativity in the foreign forestry industries” (Translator, 2022).  

In addition to that the third translator was consulted and during interviews it was pointed out that most employees are not trustful in terms of using and managing organizational resources and equipments. They need close supervision during all working hours to ensure that the organizational resources are in place, failure for close supervision results into resources loses. But sometimes they don’t respect their immediate supervisors especially when supervisors are Tanzanian. The translator insisted that:

“We have been working with our friends Tanzanians, but once they receive payments they skip coming at work. Also, they are not trustfully. To ensure that all employees must provide the required output, managements conduct close supervision to employees who are domestic.” (Translator, 2022).

The last translators consulted expressed his feeling by witnessing that foreign investors were looking for profit and thus they used harsh verbal language to enforce employees working hard. Through interviews it was noted out that foreign investors have to keep eyes on employee’s regarding their performance in all sections, whereby close supervision was in place. It was identified that there was no employee’s recognition and minimal delegation of responsibility was done. Managements operations were mostly conducted by Chinese and their trust to employees was very low. The translators confirmed that;
“In my experience of working with Chinese they don’t trust our people and they don’t delegate their responsibility to our people. Payments and supervision are done by themselves. Their leadership style is just commanding” (Translator, 2022).

4.2.3 CASE C:  Employees in the Foreign Industries 
Again in this case which involved employees from different industries assessed the contribution of  transformational leadership  based on the following questions of the study; i) How idealized influence was applicable on contributing on employees’ performance in foreign forestry investors in Mufindi District; ii) How inspirational motivation was applicable to enhance employees’ performance in foreign forestry investors in Mufindi District; and iii) What was the contribution of individualized consideration on employees’ performance in foreign forestry investors in Mufindi District. 
Through interview with employees, it was confirmed that there was no habit of recognizing employees in foreign industries. Most of employees in foreign industries confirmed that they worked under serious supervision from foreigners. Those employees who happen to perform better they were not recognized and motivated. Likewise, no delegation of power and responsibility was provided to workers. The study also confirmed that the level of trust between foreigners and domestic employees were minimum. This was the source of not delegating responsibility to domestic employees. Taking example of employees from Asina company during interviews explained that:
“I work hard always but I have never been recognized in terms of formal letters or oral recognitions. Likewise, I have not been motivated since I started working in these industries in 2019 to date” (Employees in ASINA Forest Company, 2022). 

Other interview was also done to employees from QI Hang Company Ltd in Mufindi DC and finding revealed that despite of working hard managements which is under the foreign owners was looking much on profit and not employees’ affairs. Employees witnessed that they were paid little amount of money which did meet the requirements. These results were justified by customer from QI Hang Company Ltd in Mufindi district council who noted out that: 
“I’m working in this industry because of life situation difficulties but it is not a place to work. We work hard and we are paid little amount, this discourages the level of commitments. Despite of working hard they don’t motivate us by giving extra duty allowances” (Employees from QI Hang Company Ltd, 2022).
Therefore, the study realized that in foreign industries employees were not motivated, there was poor communication with unattractive language and there was minimum support from the managements. What they were looking for was just maximizing profit. These leadership behaviors were not providing the morale of working hard. The study also confirmed that poverty of domestic employees was motivating factor of working in the foreign forest industries in Mufindi. But there was no attracting environment which acts as transformational leadership.

Arguments from QI Hang Company Ltd were supported with employees from Yi Sen International Investment Co. Ltd. Employees expressed that Chinese were not good people because during working they use command to enforce domestic workers to accomplish their task. Most domestic employees consulted witnessed that employees were working not willingly because the working environments were not attractive. Employees were recognized being not freely on accomplishing their duties. One of the employees confirmed that:

“I work in this company but we work because we have no alternative, but in these industries, we are paid little amount of money and all the time we are working under pressure and supervision.” (Employees from Yi Sen International Investment Co. Ltd, 2022).

4.3 Summary of the Study on Contribution of TL on Employee Performance.
This party discussed on how three main objective of TL i.e Idealized Influence, Inspiration Motivation and Individualized Consideration contributed on employee’s performance in foreign forestry investors in Mufindi District revealed from respondents of three cases. 
4.3.1 Contribution of Idealized Influence on Employees Performance

Based on these findings from three cases related with the contribution of transformational leadership on employee’s performance under this study concludes that, almost all cases where this study was carried out have seen that the contribution of idealized influence on employee’s performance in foreign forestry industries was not satisfactory.  This is because the constructs which build up transformational leadership was not practiced in foreign forest industries in Mufindi district. This was justified by findings from interviews where officials, translators and employees confirmed.   For instance, in cases “A” a respondent confirmed that communication was by command and directives. In addition, managements were observed having minimum trust to domestic employees which indicates lack of idealized influence practices. Quoting one respondent’s arguments “Through my experience in supervising foreign industries in Mufindi District, our friend Chinese investor’s work by giving command, orders and directives. The flow of communication is done through directives. Likewise, respect and commitments are just done by force, but not willingly. Also, employees were not motivated financially, only those who work during the night some of them were provided with food. Likewise, in Case “B” it was confirmed that leaders were not acting as role models and trust was recognized being at minimum level. This confirmation was also revealed in case “C” whereby respondents witnessed that employee’s were working through orders and directives.  From these interviews results, the study confirmed that idealized influence was not applicable for contributing on employee’s performance in foreign forestry investor's in Mufindi District. 
4.3.2 Contribution of Inspirational Motivation on Employees Performance

Based on these findings from three cases related with the contribution of transformational leadership on employee’s performance in foreign forestry investors in Mufindi District, the study found that inspirational motivation was partially practiced to enhance employee’s performance. Thus, in Case “B” the study confirmed that motivation and teamwork was given to employees, this was because of the nature of work which required being motivated for instance those employees who had night shift and employees who worked in machines and raw material sections were required to work as a team. Due to that team work was partial provided, but despite of being motivated and teamwork being encouraged in the industries there was no freedom and creativity. These arguments were expressed also found in Case “C” whereby the employees witnessed that motivation was provided to some employees especially who worked during the night, they were provided with food and protecting gears. But freedom and creativity were not part of leadership behavior in Chinese company. Due to that the study confirmed that inspirational motivation was partially applicable on enhancing employee’s performance in foreign forestry investor's in Mufindi District.

4.3.3 Contribution of Individualized Consideration on Employees Performance

Finding from three cases confirmed that the contribution of individualized consideration on employee’s performance in foreign forestry investors in Mufindi District was not practiced. This is because employees were not recognized as important machinery to enhance performance, employees were not delegated responsibility and power, continuous training and coaching was not practiced and little support was observed. Based on that, the quality of individualized consideration to enhance employee’s performance was not satisfactory. This result was argued and confirmed in all cases where interviews were conducted. Findings from case “A” were related with findings case in “B” where respondents argued that employees were not recognized formally or by verbal recognition. This confirmation was also revealed in case “C” whereby respondents witnessed that among the weakness of managements in foreign industries was lack of delegation. 

4.4 Discussion of Findings

This chapter discusses the main findings of the study. The main objective of this chapter is to recapitulate the information generated in the results, compare and contrast the current findings with what has been discovered in previous related studies. This helps to reflect the findings about the contribution of transformational leadership on employee’s performance based on study objective, conceptual and theoretical framework of the study as described in the following subsection. 

4.4.1 Contribution of Idealized Influence on Employees Performance

In analyzing the contribution of idealized influence, the researcher identifies effective communication, trust, role model, and respect as the key attributes of idealized influence. Result from all three cases where this study was carried out have seen that the contribution of transformational leadership under idealized influence on employee’s performance in foreign forestry industries was not satisfactory.  This is because the constructs which build idealized influence was minimally applied on enhancing employee’s performance in foreign forest industries in Mufindi district. 

This is justified by findings from interviews where officers, translators and employees confirmed.   For instance, in cases “A” a respondent confirmed that communication was by commanding, orders and directives. In addition, managements were observed having minimum trust to domestic employees which indicates lack of idealized influence practices. Quoting one respondent’s arguments “through my experience in supervising foreign industries in Mufindi District, our friend Chinese investor’s work by giving command, orders and directive. That means there is no effective communication, trust, role model and respect as the key attributes of idealized influence.  Since these thematic areas are not well implemented, the practices of idealized influence are negligible in forest industries in Mufindi district. Therefore, performance found on employees was not part of idealized influence in foreign forest sector in Mufindi district. The findings in this study differ with the result from Golyama, (2019) who conducted a quantitative study and come up with findings by concluding that idealized influence had significant contribution on employee’s performance.  Likewise, the current study is not related with transformational leadership theories which developed by (Burn, 1978) who argued that idealized influence increased employees’ performance. 
Findings also differ with the result from; Ogola et al. (2017) investigated the influence of idealized influence leadership behavior on employees’ performance in small and medium enterprises in Kenya. The study was quantitative and targeted 100 small and medium enterprises in Kenya. Correlation analysis was carried to establish relationship and findings revealed that idealized influence had strong and significant influence of employees and organizational performance in small and medium enterprises. 
Therefore, idealized influence in the current study does not contribute on employee’s performance as argued by others scholars. This is because the important themes which form idealized influence were not well practiced.
4.4.2 Contribution of Inspirational Motivation on Employees Performance

The study examined the contribution of inspirational motivation on employee’s performance in foreign forestry investors in Mufindi District. The study was qualitative whereby exploratory research design was employed to find out the contribution of inspirational motivation on employee’s performance in foreign forestry investors in Mufindi District.  Based on these finding from three cases findings indicates that inspirational motivation partially contributes on employee’s performance in foreign forestry investors in Mufindi District. The reason behind is that some of the theme which build inspirational motivation was not performed to the extent of enhancing employee’s performance.  For example, in Case “B” the study confirmed that motivation and teamwork were partially practiced.  The practices of motivation and teamwork caused by the nature of work which required being motivated for instance those employees who had night shift and employees who worked in machines and raw material sections required working as a team.  

Despite of the practices of motivations, other theme of inspirational motivation was not applied to enhance employee’s performance. For instance, freedom and creativity was not taking place in foreign forestry investors in Mufindi District. Since some of the themes were not applied and some were applied this study concluded that inspirational motivation was partially applicable on enhancing employee’s performance in foreign forestry investor's in Mufindi District.

Currently, inspirational motivation has no contribution power on employee’s performance in foreign forestry investors in Mufindi District.  Employee’s motivations which were provided were not an inspiring factor to employees for working hard. In addition, teamwork was encouraged based on the nature of work but was not an influencing factor as transformational leadership behavior. In addition, lack of freedom and creativity resulted into lack of strong commitments of employees in foreign forestry investors in Mufindi District.  All these arguments justify those inspirational motivations was partially contributing to employee’s performance in foreign forestry investors in Mufindi District. 
Findings from this study support the empirical findings from Golyama, (2019) who conducted a study to examine the relationship between inspirational motivation and employee’s performance in regional commissioner’s office in Tanzania. The study was quantitative whereby the sample size of the study was 318. Data analysis was done by structural equation modeling and findings revealed that inspirational motivation has insignificant contribution on employee’s performance in regional commissioner’s office in Tanzania. 

Likewise, the current study contradicts with Amin, et al., (2016) who determined the relationship between transformational leadership and employee’s performance in Pakistan. The study was quantitative whereby 180 respondents was used as sample size.  The study employed correlations analysis to get final results. Findings revealed that inspirational motivation has significant contribution on employee’s performance. Furthermore, the results in this study are contrasted with the theory of transformational leadership by Bass (1985) who suggested that inspirational motivation was among of the construct which influenced employee’s performance. Therefore, findings in this study confirm that inspirational motivation has partial contribution on employee’s performance. 
The findings differ with Omar (2011) who examined the influence of transformational leadership on organisational performance in Argentina. The survey involved 218 employees in public sector organisation. Findings showed that transformational leadership under inspirational motivation increased job satisfaction, which leads to improved public sector performance. This means that applicability of inspirational motivation influences public sector performance in Argentina. The government has to advance much on inspirational motivation to increase public sector performance.
This study therefore concludes that, inspirational motivation can provide meaning 

when all themes such as common vision, teamwork, freedom, motivations and creativity are well applicable in foreign forestry investors in Mufindi District. Since few themes namely motivation and teamwork are applied it is difficult to conclude that inspirational motivation has power to enhance employee’s performance. 
4.4.3 Contribution of Individualized Consideration on Employees Performance

This study examined the contribution of individualized consideration on employee’s performance in foreign forestry investors in Mufindi District. Finding from three cases confirmed that there was no contribution of individualized consideration on employee’s performance in foreign forestry investors in Mufindi District.  This is because employees were not recognized at all, employees were not delegated responsibility and power, and continuous training and coaching was not part of operation in these foreign industries. The really practices were only by commanding and directives. Through that individualized consideration was not an agenda of using it towards contributing on employee’s performance in foreign forest industries in Mufindi district. Likewise, little support was also provided to employees in these industries. The main concern of forest industry owners and managements was confirmed being profit maximization without being much concern with employee’s requirements. Even protecting gears was given to some of the employees in the industries. 

Based on that, the quality of individualized consideration to enhance employee’s performance was not satisfactory. Findings were confirmed in all cases where interviews were conducted. Findings from case “A” was related with findings in case “B” where respondents argued that employees were not recognized formally or by verbal. This confirmation was also revealed in case “C” whereby respondents witnessed that among the weakness of managements in foreign industries was lack of delegation.  Thus, from this concern the study confirmed that leaders and managements in foreign forest industries in Mufindi district were not attending followers and subordinate needs effectively, the leader were not acting as mentors or coach and were not listening with action subordinate apprehension. 

Findings in this study contradict with Conger (1991) who argued that individualized consideration was referred as considering employees with their need during operations with effects on involving employees into the transforming process of organization, decision-making, support and empowerments. This habit was not taken care in foreign forest industries in Mufindi district.    

In addition, the current study is related with Golyama, (2019) who argued that individualized consideration has insignificant contribution on employee’s performance. The study was quantitative whereby the sample size was 318 employees who were taken from regional commissioner’s office. Through structural equation modeling findings revealed that individualized consideration has insignificant contribution on employee’s performance. 

In addition, findings in this study contradict with Ogala et al. (2017) who tested the effects of individualized consideration on employee’s performance in small and medium enterprises in Kenya. The study was quantitative where questionnaire survey used for data collection. Findings indicated that individualized consideration has positive and significant relationship with the employees’ performance in small and medium enterprises in Kenya. 

Furthermore, the result in this study differs with the theory of transformational leadership developed by (Burn, 1978 and Bass, 1985) who demonstrated that individualized consideration is among the four attributes of transformational leadership, which influence organizational performance. 

Apart from discussion made, evidence from this study indicates that individualized consideration has insignificant contribution on employee’s performance in foreign forest industries in Mufindi district. That means themes which build individualized consideration such as collective decision making, recognition, empowerments and coaching are not applied to enhance employee’s performance.  
5 CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Summary of the study Findings 

5.1.1 Contribution of Idealized Influence on Employees Performance

Based on this objective finding revealed that idealized influence was not contributing on employee’s performance in foreign forest industries in Mufindi district. Findings from three cases where this study was carried out have seen that the contribution of idealized influence on employee’s performance in foreign forestry industries was not satisfactory.  This because the themes which build idealized influence such as effective communication, trust, role model and respect were not applicable by leaders in foreign forest industries in Mufindi district. This was justified by findings from interviews where officers, translators and employees witnessed. For example, there was no effective communication; it was only done by command and directives. Likewise, it was confirmed that leaders were not acting as role models on implementing tasks. In addition, trust between managements and subordinates were found being at low level. From these interviews, results confirmed that idealized influence was not applicable on contributing employee’s performance in foreign forestry investor's in Mufindi District. 

5.1.2 Contribution of Inspirational Motivation on Employees Performance

Findings from three cases related with the contribution of inspirational motivation on employee’s performance in foreign forestry investors in Mufindi District, the study found that inspirational motivation was partially applicable towards enhancing employee’s performance. The study confirmed that motivation was given to employees for instance those employees who had night shift were motivated with dinner. Also, team work was encouraged because some of task required teamwork spirit such as handling logs and operating machinery. Despite of the practices of employee’s motivation and teamwork, some of inspirational items were not applicable such as freedom and creativity. But freedom and creativity were an important theme of inspirational motivation in leadership behavior. Due to that, the study concluded that inspirational motivation was partially applicable on enhancing employee’s performance in foreign forestry investor's in Mufindi District.

5.1.1 Contribution of Individualized Consideration on Employees Performance

This study found that individualized consideration was not applied to enhance employee’s performance in foreign forestry investors in Mufindi District.  This is because employees were not recognized as important machinery to enhance performance, employees were not delegated responsibility and power, continuous training and coaching was not experienced and little support was observed. Based on these facts, the quality of individualized consideration to enhance employee’s performance was not satisfactory. This result was confirmed in all three cases where the interviews were done. Findings from case “A” were related with findings in case “B” where respondents argued that employee’s were not recognized formally or by verbal recognition. This confirmation was also revealed in case “C” whereby respondents witnessed that among of the weaknesses observed in managements in foreign industries was lack of delegation.  The study therefore concluded that individualized consideration was not applicable to enhance employee’s performance in foreign forestry investors in Mufindi District.  

5.2 Conclusion 
In the light of the research findings revealed in this study, the following conclusions were drawn:
i) From these interviews’ results study concluded that idealized influence was not applicable on contributing employee’s performance in foreign forestry investor's in Mufindi District.  This means that themes which build idealized influence was not applicable on enhancing employee’s performance.

ii) In the light of inspirational motivation, freedom, teamwork and motivation and creativity were an important theme which when applied enhances performance of employees, but in this study only teamwork and motivation was applied. Based on these situations the study concluded that inspirational motivation was partially applicable on enhancing employee’s performance in foreign forestry investor's in Mufindi District.

iii) The study also concluded that individualized consideration was not applicable to enhance employee’s performance in foreign forestry investors in Mufindi District. This is because all themes related with individualized consideration had weak power to enhance employee’s performance.  

iv) Therefore, the study also concludes that there is low level of employees’ satisfactions and commitments due to lack of transformational leadership practices. Only inspirational motivation was partially practices, other construct of transformational leadership was not employed to enhance employee’s performance. 

v) On view of challenges, the study concludes that various challenges such as inefficient of working tools such as protecting gears and low salaries were among the big challenges explored in foreign forestry investor's in Mufindi District. 

5.3 Recommendations

5.3.1 Recommendation for Action

It is in the light of the study findings, the researcher recommends the following to be taken on board to address the problem at hand: -

i) From these interviews’ results study concluded that idealized influence was not applicable on contributing employee’s performance in foreign forestry investor's in Mufindi District.  This means that themes which build idealized influence were not applicable on enhancing employee’s performance. Managements should ensure that theme that form idealized influence which is effective communication, role model, trust and respect should be applied to enhance employee’s performance in foreign forestry investor's in Mufindi District. 

ii) On view of inspirational motivation freedom and creativity should be encouraged in foreign forestry investor's in Mufindi District. The applicability of this theme as an important theme which enhance performance of employees. 

iii) Factors which form individualized consideration should be applied for increasing much more employee’s performance. This is because all themes related with individualized consideration had weak power to enhance employee’s performance.  

iv) Employees satisfactions and commitments was found being at low level, managements should use transformational leadership traits to increase morale, commitments and satisfaction to enhance their effective performance. 

v) On view of challenges, the study concludes that various challenges such as inefficient of working tools such as protecting gears and low salaries were found being among the challenges explored in foreign forestry investor's in Mufindi District. Managements should find out permanent solution for all challenges encountered during this study. 

5.3.2 Recommendation for Further Studies

i) This study was conducted in Iringa Region without considering other regions which have forest raw materials. To get a big picture the same study can involve other highland zone regions which has raw material and forestry investors.
ii) The study was qualitative whereby exploratory research design was employed to come up with findings.  Other scholars can conduct a quantitative study using quantitative research approach.

iii) The study was based on forestry investor's in Mufindi District; other scholars can assess domestic forest industries in Mufindi and other areas which have forest investments. 
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APPENDICES

Appendix I:  Interview Research Guide
SECTION A: General Information (Put an Appropriate Answer)
	What is your Age
	
	Gender
	M / F
	What is your Occupation
	

	What is your Education level 
	STD VII; Form IV; Form VI; Diploma; Degree; Masters; PhD

	 What is your experience at work
	1 - 5 years; 6 - 10 years; 11 - 15 years; 16 - 20 years; More than 20 years

	What is your experience in working with foreigners  
	1- 5 years; 6 - 10 year; 11 - 15 years; 16 – 20 years; More than 20 years


SECTION B: Practices of Transformational Leadership on Employees Performance
Idealized Influence

i) In your organization do you have effective communication

ii) Explain how effective communication is done in your organization

iii) Does effective communication contribute on employee’s performance??

iv) What is role model

v) Does leaders act as role model in your industries

vi) Are you attracted and try to be like your leaders working spirit?

vii) Do leaders respect employees?

viii) Do leaders and supervisors respect employees?

ix) Explain how employees respect their leaders as well

x) Do you think respect is required for influencing employee’s performance? Explain

xi) Does trust promoted in your organization

xii) Why developing sense of trust important

xiii) Does trust enhance employee’s performance?

Inspirational Motivation

i) Are you aware about employee’s motivation?
ii) Do leaders motivate employees in this Industry?

iii) Which kind of motivation is given to employees?

iv) Does teamwork encourage?

v) Why do you think teamwork in this organization are important?
vi) Explain the way employees work as a team?

vii) Does employees have freedom of practicing their duties

viii) Are you free in performing your daily duties?
ix) Is employee creativity supported by industry management?

x) Do you work with common vision/dream with your leaders to assist performance of your industries?
xi) Do you work under developed objectives?

xii) The developed objectives is it attainable?

xiii) How do leaders support you to attain that objective?
Individualized consideration

i) Are employees recognized in providing their view concerning industrial goals?

ii) Which kind of recognition is given to employees?

iii) Does recognition contribute on performance?

iv) Do you get support from managements?
v) Which kind of support?

vi) Explain whether the given support contribute on performance?

vii) Are leaders delegate their responsibility to subordinate

viii) Explain how delegation is done?

ix) Do you think delegation contribute on employee’s performance?

x) Does leaders’ practices coach to subordinates?

xi) Explain how coaching is done

xii) Do employees understand their leaders?

xiii) Do coaching important to enhance your performance.

Employees Performance

Does transformational leadership (idealized influence, inspirational motivation, individualized consideration) contribute on employee’s performance in terms of the following:- 

i) Are you committed for the industrial benefits?

ii) Your tasks are accomplished within a given period of time?

iii) How careful are you in using equipments/ and other industries resources (maintaining quality)?
iv)  Are you following and accomplishing directives of your leaders?

v) Are you working systematically?
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