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ABSTRACT 

The iobjective iof ithe istudy iwas ito iestablish ithe ieffect iof iemployee iengagement ion ithe 

iperformance iof iKenya iElectricity iGenerating iCompany. Research ihas iproven ithat iemployee 

iengagement ipositively iresults iin ibetter iperformance ifor iorganizations. iThe istudy iwas iguided 

iby itwo itheories inamely; iHerzberg’s iTwo ifactor iTheory iand ithe iSocial iExchange iTheory. iIt 

iadopted ia icase istudy idesign, idue ito iits isuitability ito ithe istudy iobjective iand icollected idata 

ifrom ithe istudy irespondents ithrough ian iinterview iguide. iThe irespondents iwere iselected 

ithrough iPurposive iSampling, iwhich iselected iManagers iand iLine iManagers ias ithe 

irespondents. The idata iwas ithen ianalyzed ithrough icontent ianalysis iwhich iis ia itechnique iof 

ianalyzing iwritten, ispoken ior ivideo icommunication, and relational analysis. The ifindings 

ishowed ithat imajority iof ithe iemployees iat iKenGen iwere inot iengaged iat itheir iwork. Less ithan 

i30% iof ithe iemployees, iaccording ito imanagers iat iKENGEN, iare ifully iengaged iin itheir iwork.  

The ifindings icorresponded iwith iother iresearch ifindings ithat ishowed ithe ilow ilevel iof 

iemployee iengagement iin iorganizations, iwith ithe iaverage iemployee iengagement iin iSub-

Saharan iAfrica ibeing iat i14%.iResults ishowed ithat iemployee iengagement iaffected igoal 

iattainment iat iKenGen. Their ideliberate iefforts iwent ia ilong iway iin iensuring ithat ithe icompany 

igoals iwere iattained. The iemployees iwho iwere iengaged imade isure ithat itargets iwere iattained. 

Managers ialso iconsidered isome iof itheir iemployees icompetent ienough iresulting iin ibetter 

iorganizational iperformance. Findings ishowed ithat iemployees’ ideliberate iefforts iled ito ia 

igrowth iin iKENGEN’s imarket ishare. The iemployees’ iefforts iimproved ithe iKENGEN ibrand 

iand iplaced iit iin ithe iinternational imap. This iresulted iin ithe igrowth iin icustomers iwith iKenGen 

isecuring iprojects iacross iborders. iThe icompany ithus iwas iable ito iimprove ion iits irevenue. 

iResults ishowed ithat iemployees’ iwillingness ito igo ian iextra imile ifor ithe iorganization 

icontributed ito iorganizational iinnovation. IEngaged iemployees iwent iout iof itheir iway ito ibring 

inew iideas ito ithe icompany. iThey iintroduced inew iways iof idoing ithings iand iimproved ibusiness 

iprocesses. iThe istudy irecommended ithat iorganizations ishould iinvest imore iin iimproving 

iemployee iengagement iin iorder ito ibolster iorganization iperformance. 
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CHAPTER iONE: iINTRODUCTION 

1.1Background of the Study 

Employee iengagement iinvolves ideliberate iefforts iby ithe iemployee ito iachieve ithe 

iorganization igoals, ias ia iresult iof ithe iorganization icreating ithe iright iworking iconditions ifor 

ithe iemployees. iWhen ithe iemployee iis iengaged, ihe/she ishows iemotional icommitment ito ithe 

iorganization iand iachievement iof iits igoals. iAccording ito iVance i(2006) ifirms ihave iinvested 

isubstantially iin ipolicies iand ipractices ithat ifoster iemployee iengagement iand icommitment ito 

itheir iworkforces. iOrganizations ithat iensure ithat itheir iemployees iare iengaged iare imore ilikely 

ito iregister ihigher iperformance ithan ithose ithat ido inot. iThey iare ialso imore ilikely ito iattract ithe 

ibest iemployees ior ithose ithat iare italented iand ipossess ithe inecessary icompetencies iin ithe iwork 

ienvironment ito itheir iorganization, iwhich iis ilikely ito ibolster iproductivity iof ithe iorganization. 

iSanchez iand iMcCauley i(2006) iargue ithat ihaving isatisfied, icontent iemployees icontributed ito 

iworkforce istability iand iproductivity. iBaker iand iLeitter i(2010) iobserve ithat iemployers ineed 

ito igo ibeyond isatisfaction iby idoing itheir ibest ito iinspire iemployees ito iachieve itheir ifull 

ipotential. i 

The istudy iwas iguided iby itwo itheories inamely; iHerzberg’s itwo-factor itheory iand ithe isocial 

iexchange itheory iwhich iexplain iEmployee iEngagement. iHerzberg’s itwo-factor itheory ialso 

iknown ias ithe imotivation-hygiene itheory iexplains ithat imotivational ifactors iintegral ito iwork 

imotivate ithe iemployee ifor ia isuperior iperformance. iThese ifactors iinclude irecognition, isense 

iof iachievement, iopportunity ifor igrowth iand ipromotional iopportunities, iresponsibility iand 

imeaningfulness iof ithe iwork. iWhen ithese ifactors iare isatisfied, ithe iemployee iis iwell imotivated 

iand ithus iengaged iin ithe iperformance iof ihis/her iduties. 
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 iHygiene ifactors ion ithe iother ihand iare ithe ijob ifactors iessential ifor imotivation iat ithe 

iworkplace iwhich iwhen inon-existent iat ithe iworkplace ilead ito idissatisfaction iand 

iconsequently idisengagement ito ithe icompany. i iThe isocial iexchange itheory iexplains ithat 

isocial ibehavior iis ia iconsequence iof ian iexchange iprocess, iaimed iat imaximizing ithe igains iand 

iminimize ithe icosts. iAccording ito ithe isocial iexchange, iindividuals iconsider ithe ilikely igains 

iand irisks iof isocial irelations iand iif ithe irisks iovershadow ithe igains, ithen ione iwill iabandon ithe 

irelationship i(Cook i& iRice, i2006). iAccording ito iCropanzano iand iMitchell i(2005) isocial 

iexchange iencompasses ia iseries iof iexchanges iwhich igenerate iobligations. i 

KENGEN iproduces iabout i75% iof ithe ielectricity icapacity iinstalled iin ithe icountry, imaking iit 

ithe ilargest ipower iproducer iin iKenya, ithus ithe iorganization iis ivery iimportant ito ithe iKenyan 

ieconomy. iThe istudy ifocused ion iKenGen ibecause iit iis icurrently ithe imarket ileader iin ithe 

ipower iproducing isector iin ithe icountry iand iit ihas ibeen iable ito imaintain imarket ileadership iin 

iits ioperating iindustry. iThe icompany iis ialso ipartly iowned iby ithe iGovernment iand ipartly 

iowned iby imembers iof ithe ipublic. iKENGEN ihas ibeen iable ito imaintain igood iorganizational 

iperformance ithrough ithe iyears, ias iwell ias imaintain isignificantly ilow iemployee iturnover 

irates. iThe istudy ithus iaimed ito iestablish iwhether iemployee iengagement ihas iresulted iin ithe 

ilow iemployee iturnover irates iand ithe igood iorganizational iperformance. 

1.1.1 iEmployee iEngagement 

Mizne i(2016) idefined iemployee iengagement ias ithe iemployee iproactively iand ipassionately 

iadding ivalue iwhile ialigning iwith ithe icompany imission. iKhan i(1990) idefined iemployee 

iengagement ias ithe iharnessing iof iorganization imembers’ iselves ito itheir iwork irole iby iwhich 

ithey iemploy iand iexpress ithemselves iphysically, icognitively iand iemotionally iduring irole 

iperformances. I 
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An iengaged iemployee idemonstrates ibehaviors isuch ias ibelief iin ithe iorganization, iidentifying 

iwith ithe iorganization, idesire ito iwork ito imake ithings ibetter, iand iwillingness ito igo ithe iextra 

imile i(Robinson, iPerryman i& iHaydey, i2004). i 

The istrongest idriver iof iengagement iis ithe isense iof ifeeling ivalued iand iinvolved, iwhich ientails 

iactions isuch ias iinvolvement iin idecision imaking, iability iof iemployees ito ivoice itheir iopinions 

iand iideas, itwo-way icommunication ias iwell ias ithe iextent ithe iorganization iis iconcerned ifor ithe 

ihealth iand iwell-being iof ithe iemployees i(Robinson, iPerryman i& iHaydey, i2004). I Employees 

iwho iare iengaged ishow ihigh ilevels iof icommitment iand iare iinvolved iin ithe iorganization ias 

iwell ias iits ivalues.  How ian iemployee iis itreated iby ithe iorganization ias iwell ias itheir iexperience 

iof iworking ifor ithe iparticular iorganization iwill ihighly iinfluence ithe ilevel iof iengagement iof 

ithat iemployee i(Serrat, i2017). 

Employees ican ieither ibe iengaged, inot iengaged ior iactively idisengaged. iEngaged iemployees 

iare ipassionate iabout itheir iroles, ialways iwanting ito iexceed ithe idesired iexpectations iof itheir 

iroles ias iwell ias ibeing iexceptional iperformers i(Serrat, i2017). iEngagement iis isometimes 

ireferred ito ias ibeing isimilar ito ipsychological icontracts iwhere iexpectations ifrom iboth isides iare 

imainly iunwritten ibut imaintained iby itrust ibetween ithe iemployee iand ithe iorganization. iWhere 

ithe iorganization iupholds iits iend iof ithe icontract, ithe iemployee iis ilikely ito ibe imore iengaged 

iand iuphold itheir iend iof ithe icontract ias iwell. iNot iengaged iemployees iconcentrate ion itasks 

irather ithan igoals, iand iare ionly ifocused ion iachieving itasks irather ithan igoals. iDisengaged 

iemployees iare iusually iunhappy iat iwork iand iact iout itheir iunhappiness iat ithe iworkplace, iwhile 

iundermining iwhat itheir iengaged icounterparts iaccomplish i(Gallup, i2006). 



4 

 

1.1.2 iOrganizational iPerformance 

Organizational iPerformance iinvolves imeasuring ithe iactual iperformance iof ithe iorganization 

iagainst ithe iset igoals ior istandards. iThe iorganization iexcels iin icustomer isatisfaction/loyalty, 

iproductivity, ioperational iefficiency, iprofitability iand ilow iemployee iturnover. i(International 

iRisk iManagement iInstitute, i2017). iOrganizational iPerformance ican ibe imeasured iusing 

ifinancial imeasures, iwhich irelate ito iorganizational ieffectiveness iand iprofits, iand inon-

financial imeasures, ialso ireferred ito ias icustomer imeasures iof iperformance irelating ito 

icustomer iattraction, isatisfaction iand iretention. iA ibusiness iwill itailor iits imeasures iof 

iorganizational iperformance iaccording ito iits ikey ibusiness idrivers ithat idetermine ithe isuccess 

iof ithe ibusiness. i 

Organizational iperformance imay ialso ibe idefined ias ihow iwell ian iorganization iis idoing ito 

ireach iits ivision, imission iand igoals. iNon-Financial imeasures imay iinclude: ithe inumber iof 

icomplaints ireceived ifrom icustomers, ithe inumber iof iitems ialready isold ithat iare ireturned, ithe 

inumber iof iemployee icomplaints, itime itaken ito iserve ia icustomer iin ithe iservice iindustry, ithe 

inumber iof inew icustomers ias iwell ias ireturn icustomers, itime itaken ito iprocess ian iorder, 

ipercentage iof isales iagainst itarget isales. iOn ithe iother ihand, ifinancial imeasures iwill inormally 

ifocus ion iCash iflows, iWorking iCapital, icost ibase, iborrowing, iand igrowth. iThese ican ibe 

imeasured iin iform iof iratios isuch ias iReturn ion iEquity iwhich itends ito ibe ithe iprimary imeasure 

iof ian iorganizations iperformance, iInternal iRate iof iReturn, iReturn ion iInvestment, iReturn ion 

iAssets, iespecially igiven ithe ihuge iasset ibase iin iterms iof ipower iplants iand idrilling irigs, iReturn 

ion iInvestment, iReturn ion iEquity, iInternal iRate iof iReturn, iNet/Gross iProfit, iEarnings ibefore 

iInterest iand iTax, iDebt ito iEquity iratio, iCurrent iratio iwhich imeasures ithe iextent ito iwhich ithe 
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icurrent iassets icover ithe icurrent iliabilities, iDebtors iturnover, iCreditors iTurnover, iGross iProfit 

iMargin, iand iNet iProfit. 

1.1.3 iKenya iElectricity iGenerating iCompany i(KENGEN) 

KENGEN iis ia ilimited iliability icompany iincorporated iin i1954 iunder iKenya iPower iCompany 

iand irenamed iKENGEN i1997 iafter ienergy isector ireforms, iwith i70% igovernment iownership 

iand i30% ipublic iownership. iThe iCompany ihas ia iworkforce iof i2,538 iemployees ioperating iin 

ifive ibusiness iareas. iIts icore ibusiness iis ielectricity igeneration, iwith ian iinstalled icapacity iof 

i1,631MW ifrom idiverse igeneration imodes ithat iare ihydro, igeothermal, iwind, ithermal iplants, 

iwith ihydro ibeing ithe ileading isource iof ielectricity. iIts ivision iis ito ibe ithe imarket ileader iin ithe 

iprovision iof ireliable, isafe, iquality iand icompetitively ipriced ielectric ienergy iin ithe iEastern 

iAfrica iregion. iIts imission iis ito iefficiently igenerate icompetitively ipriced ielectric ienergy iusing 

ithe istate iof ithe iart itechnology, iskilled iand imotivated ihuman iresource ito iensure ifinancial 

isuccess. iReforms iin ithe ienergy isector ias iwell ias iemerging imarkets ihave iled ito iincreased 

icompetition iin ithe iindustry. i 

By ithe iyear i2014, iKENGEN iprovided i80% iof ithe ielectricity iconsumed iin ithe imarket, ibut 

iKENGEN’s imarket ishare ihas ibeen ion ia idecline iowing ito ithe iintroduction iof iIndependent 

iPower iproducers i(IPPs) isuch ias iOrmat iLimited idue ito ilevelling iof ithe iplaying ifield iby ithe 

igovernment iand ireduced imonopoly ithat ihas iincreased ithe ilevel iof icompetition i(KENGEN, 

i2016). iKENGEN irecognizes ithat iemployees iform ian iintegral ipart iof iits ioperations ias 

ievidenced iby iits imission istatement iand ihas ialso iembedded ithe isame iin iits istrategy ito iimprove 

iorganizational ihealth iand ibuild irequired icapabilities/skills, ithus ifocusing ion iemployee 

iempowerment. I 
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However, iit istrives ito iensure iemployees igain ipassion iin itheir iwork iby imaking iefforts ito imake 

ithe iemployees ifeel icomfortable iand ithus iit icreated ia idepartment idedicated ito iemployee 

iengagement ithat ifocuses ion iimproving iemployee iengagement ilevels i(KENGEN, i2016). 

1.2 iResearch iProblem 

Employee iengagement ipredicts iemployee ioutcomes, iorganizational isuccess iand ifinancial 

iperformance i(Bates, i2004; iBaumuruk, i2004; iHarter iet ial, i2002; iRichman, i2006). iResearch 

ihas ishown ithat iorganizations iwith ihigh ilevels iof iemployee iengagement iexcel iin iproductivity, 

ioperational iefficiency, iprofitability, ilow iemployee iturnover iand icustomer 

isatisfaction/loyalty. iAcquisition iof iskilled iemployees iis ijust inot ienough ito iensure iimproved 

iperformance. i i iAs isuch, iemployee iengagement iforms ia icritical irole iof iany iorganization ihence 

iorganizations ishould icreate ian ienvironment ithat iboosts ithe ipotential iof iits iemployees ithrough 

iits iengagement istrategies. iEmployee iengagement iis ia imotivational ifactor itowards 

iorganizational iobjectives iachievement, ibecause iwhen ithe iemployees iare ioffered igood 

ienvironments ito iwork iin iby ithe iorganization, ithey ido itheir ibest ito iensure ithe iorganizational 

igoals iare iachieved. iWhen iemployees iare isatisfied iand icontent, ithey iexude ipride ito itheir iwork, 

iand ithe iorganization iis imore ilikely ito isucceed iin iachieving iits iobjectives. iThe ibetter ithe 

iemployee iis iengaged iand icommitted, ithe ibetter ithe iperformance iof ithe iorganization, ias iwell 

ias ithe iorganizations ioutcomes ibecause ihappy iand idedicated iemployees iin ia iworkplace iensure 

itheir iorganization iretains ia icompetitive iadvantage i(Kazimoto, i2016). iThis iis ian iindicator ithat 

iemployee iengagement iis ia ipowerful itool ito imeasure ian iorganization's ivigor iand iorientation 

itowards icompetitive iadvantage iand iimproved iperformance. 

KENGEN irecognizes ithe isignificance iof itheir iemployees ias iit iaims iat imaintaining ia 

icompetitive iedge iin ithe ielectric ienergy isub-sector iin iEast iAfrican iregion.  
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iThe icompany ihas iapproximately i2,500 iemployees, iboth iunionized iand inon-unionized iwho 

iare imotivated iin ivarious iways ito imake ithem iengaged i(KENGEN, i2014).There iis ifor iinstance 

ia iprogram ireferred ito ias, i“Energy iChampion” ithat iaims iat icreating ian iemployee idriven ibrand 

ithrough iwhich iKENGEN ican ileverage ion ia istaff icompliment iof iover i2,500 iemployees iin ia 

imutually ibeneficial irelationship i(Bariti, in.d). iBeing ithe ilargest ipower igenerator iin iKenya, 

iKENGEN ineeds ito iensure ithat iindividual iemployees iin iits iworkforce iare iengaged iso ias ito 

ipositively iinfluence iperformance i(Karanja i& iMwaura, i2017). iThis iseems ito ibe ithe icase 

igoing iby ithe ipositive iperformance iof iKENGEN iwhich iis ia imanifestation iof ithe iwork 

iengagement iof iits iemployees. iThe icompany ihas isignificantly iinvested iin idiversifying iits 

igeneration imix, iseeking ia ihigher icontribution ifrom irenewable isources. iThe iinstalled ipower 

icapacity ihas iincreased iby inearly i500 iMW iand ithe ipower ioutput iacross iKENGEN’s iportfolio 

iof ipower iplants irose iby ialmost i40% ibetween i2013 iand i2017. iThe iincrease iin ipower ioutput 

iwas icombined iwith ian iincrease iin ithe iweighted iaverage itariff iearned iby iKENGEN iover ithe 

isame iperiod. iKENGEN ithus igrew iits irevenues ifrom iKES i17 ibillion iin i2013 iup ito iKES i35 

ibillion iin i2017, i+20% ias iannual icompound iaverage igrowth irate i(CAGR) iduring ithe ipast ifive 

iyears. i 

Notably, ia ilot iof iresearch ihas ibeen iconducted iaround ithe isubject iof iemployee iengagement 

iand iorganizational iperformance. iAl-dalahmeh, iKhalaf iand iObeidat i(2018) idid ia istudy ion ithe 

iinfluence iof iemployee iengagement ion iorganizational iperformance ivia ithe imediating irole iof 

ijob isatisfaction iamong iIT iemployees iin iJordanian ibanking isector.  
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iThey iestablished ithat iIT iemployee iengagement isignificantly iaffected iorganizational 

iperformance. iSaloni i(2017) ialso iconducted ia istudy ion ithe ieffect iof iemployee iengagement ion 

iorganizational iperformance iin iprivate isector ibanks iin iJammu icity, iIndia. iShe ifound iout ithat 

ithere iis ia ipositive iassociation ibetween iemployee iengagement iand iorganizational 

iperformance. i 

Erajesvarie iand iShamila i(2018) iexamined ithe iimpact iof iemployee iengagement ion 

iorganizational iperformance iin ian iinsurance ibrokerage icompany iin iGauteng iin iSouth iAfrica. 

iThey ifound iout ithat iemployee iengagement idoes iinfluence iorganizational iperformance. iIn 

ianother istudy iCheche, iMuathe iand iMaina i(2017) isought ito iexamine iemployee iengagement, 

iorganizational icommitment iand iperformance iof iselected istate icorporations iin iKenya. iThey 

iestablished ithat iemployee iengagement iinfluences iorganizational iperformance iand ithat ithe 

irelationship iis ipartially imoderated iby iorganizational icommitment. iMuthike i(2016) iexamined 

ithe iimpact iof iemployee iengagement ion iorganization iperformance iin iPact, iNairobi. iThe istudy 

ishowed ithat iemployee iengagement ihas ia ipositive iimpact ion iorganization iperformance. iThese 

iearlier istudies ihave ishown ithat ithere iis ia isignificant irelationship ibetween iemployee 

iengagement iand iorganizational iperformance. However, to ithe iknowledge iof ithis istudy ino 

istudy was idone iin ithe ienergy isector ito iexamine ithis irelationship iand ithis istudy itherefore 

isought ito ianswer ithe iquestion, iwhat iis ithe ieffect iof iemployee iengagement ion ithe 

iperformance iof iKenya iElectricity iGenerating iCompany i(KENGEN)? 

1.3 iResearch iObjective 

The iobjective iof ithe istudy iwas ito iestablish ithe ieffect iof iemployee iengagement ion ithe 

iperformance iof iKenya iElectricity iGenerating iCompany. 
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1.4 iValue iof ithe iStudy 

To iexisting itheory iand iliterature, ithe istudy iiaimed ito idefine iclearly ithe iterm iemployee 

iengagement, ias iexisting iliterature idid inot igive ia iclear idefinition. iIt ialso iaimed ito iimprove 

iexisting iacademic iresearch ion iemployee iengagement ias imost iresearch ion ithe itopic iis idone 

iwithin ipractice iand iconsultancy, iespecially ion ithe ieffect ion iorganizational iperformance. i iIt 

iaimed to ibridge ithe iresearch igap idiscussed iabove, ias iwell ias  ito ielicit iinterest ito iresearchers iso 

imore istudies ican ibe iconducted ion ithe itopic.  

To ipolicy iregulators, ithe istudy iaimed to ienable ithem iformulate ipolicies ithat iwill ibe ifavorable 

ito iindustries iand iorganizations iby icreating ian ioperating ienvironment iregulated iwell ienough 

ito ienable ithe iorganizations iperform iwell. iThis iwill iin iturn iimprove ithe icountry’s ieconomy ias 

iwell ias ithe ilivelihoods iof ithe icitizens iof ithe icountry ias ia iresult iof igood iemployee 

iperformance iwhich iin iturn iresults iinto igood iorganizational iperformance, iin iboth ipublic iand 

iprivate iinstitutions. iThe istudy ialso aimed to ienable iorganizations ito iimprove ithe ilevels iof 

iemployee iengagement iwith ian iaim ito iimprove iproductivity iand iultimately ienhance 

iorganization iperformance iby iproviding isolutions ion ihow ito ibetter iengage ithe iemployees iin 

iorder ito iimprove iindividual iemployee iperformance iso iorganizational iperformance ican ibe 

iachieved. iThe istudy iwill ialso aim to aid iemployees iunderstand itheir iimportance ito ithe 

ibusiness. i 

The istudy iwas iimportant ito ithe iHuman iResource iPractice ias iemployee iengagement istrategies 

ihave iin irecent itimes ibeen iproven ito ireduce istaff iturnover, iimprove iefficiency iand 

iproductivity, iretain icustomers ias iwell ias iproduce ihigher iprofit.  
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iThus ithe iHuman iResource idiscipline ihas ito icome iup iwith ieffective istrategies ito iensure ithat 

iemployees idevelop ihigh ilevels iof iengagement ias isoon ias ithey iare irecruited iand iinducted iinto 

ithe iorganization, ias iwell ias imaintain ithe ihigh ilevels iof iengagement ithroughout itheir istay iin 

ithe iorganization iwhich itranslates ito ihigher iprofits ias iwell ias iother ibenefits ifor ithe 

iorganization ias imentioned iabove, iand iit iis ionly ithrough iresearch ithat ithe imost ieffective 

istrategies ican ibe ideveloped. 
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CHAPTER iTWO: iLITERATURE iREVIEW 

2.1 iIntroduction 

This ichapter ireviewes irelevant iliterature ithat iwas ideveloped iby ivarious ischolars, iresearchers 

iand iauthors ion iemployee iengagement iand ihow iit iinfluences iorganizational iperformance. iThe 

ichapter icovers itheoretical ifoundation, iliterature ion ideterminants iof iemployee iengagement, 

imeasures iof iorganizational iperformance iand iemployee iengagement iand iorganizational 

iperformance. 

2.2 iTheoretical iFoundation 

The istudy iwas iguided iby iHerzberg’s iTwo iFactor iTheory iand iSocial iExchange iTheory ithat 

iwere idiscussed iin idetail ibelow iand ihow ithey iwere iapplicable iin ithis istudy. i 

2.2.1 iHerzberg’s iTwo iFactor iTheory i 

Herzberg’s iTwo iFactor itheory iwas ideveloped iby iFredrick iHertzberg iin i1959. iThis itheory iis 

ifounded ion ithe iassumption ithat ijob isatisfaction iand ijob idissatisfaction iare inot iopposites. iIt 

istates ithat ithere iare icertain ifactors iat iwork iwhich icause ijob isatisfaction iwhile ia iseparate iset iof 

ifactors icause idissatisfaction, iall iof iwhich iact iindependent iof ieach iother i(Herzberg, iMausner 

i& iSnyderman, i1959). iThe itwo-factor itheory idistinguishes ibetween imotivators iand ihygiene 

ifactors. iHygiene ifactors iinfluence ia iperson's ilevel iof isatisfaction iwith itheir ijob iand itheir 

idissatisfaction icauses ithem ito ilook ifor ialternative iopportunities. iTheir isatisfaction ibeyond ia 

icertain ilevel idoes inot ihowever ilead ito imore isatisfaction ior iimproved iperformance. 

iMotivation ifactors ion ithe iother ihand iinfluence iemployees' iperformance ion itheir ijob, itheir 

iinvolvement iand iinvestment iin iit. iMotivational ifactors idiffer ifrom ione iperson ito ianother.  
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This itheory iwas isupported iby iBexheti iand iBexheti i(2016) ithrough ian iempirical istudy ithat 

idemonstrated ithat ithere iis ia ihigh iconnection ibetween imotivational-hygiene ifactors iand 

iincreasing iproductivity. iFurthermore, itheir istudy ishowed ithat ihygienic ifactors idominate 

imore ion iraising iof ithe iproductivity ithan imotivational ifactors. iAtaliç, iCan iand iCantürk i(2016) 

ialso isupported iHerzberg’s iTwo iFactor itheory ithrough ia istudy. iIn itheir istudy ithey iobtained 

istatistically icomparable iresults ito iHerzberg’s iTwo iFactor itheory istudy iusing ioral iand iwritten 

idata icollection itechniques. iAccording ito iChu iand iKuo i(2015) iHerzberg’s itwo-factor itheory 

istill iholds itrue itoday, ieven iin ia idissimilar isociety. iChu iand iKuo i(2015) ievaluated ithe iextent 

iof iHerzberg’s iresearch iand iits iusability iin ianother itype iof iorganization iand isociety. iTheir 

iresults ishowed ithat iboth ihygiene iand imotivation ifactors ihave ia ipositive iand isignificant 

iinfluence ion ijob iinvolvement. i 

In irelation ito ithe istudy iobjective, ithe ibaseline iof ithis itheory iwas ithe ineed ito inote ithat iit iis 

ipossible ito ihave isatisfied iemployees iwho iare inot iengaged iin ithe igreater iorganizational igoals. 

iTo iensure ithat ijob iemployee isatisfaction itranslates ito iemployee iengagement iand ieventually 

ito iincreased iproductivity, ientities ishould iincorporate iengagement ifactors isuch ias iautonomy, 

imeaningful ijobs, igrowth, iimpact iand iconnection ito ithe iemployees' itasks. iAccording ito iRogel 

i(2018) iit ishould ibe inoted ithat iemployee isatisfaction iprovides ithe ifoundation ithrough iwhich 

iemployee iengagement ican ibe igrown. iThis iis ibecause iorganizations ithat ihave ihigh ilevels iof 

iemployee iengagement ihave ibeen ifound ito ihave ihigher ilevels iof iemployee iretention, 

iproductivity, iinnovativeness iand icustomer isatisfaction. i 

Critics iof iHerzberg’s iTwo iFactor itheory iargued ithat iHerzberg's iclassification isystem 

iconfused itwo ilevels iof ianalysis, ievents i(what ihappened) iand iagents i(who imade iit ihappen) 

i(Schneider i& iLocke, i1971). I 
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In ianother iinstance iHolmberg, iSobis iand iCarlström i(2016) icarried iout ia icross-sectional istudy 

ibased ion iHerzberg’s imotivation-hygiene itheory iand icontrary ito ithe iargument iin iHerzberg’s 

itheory, isalary idisplayed ia ipositive iassociation iwith ijob isatisfaction iand inot ionly iin ipreventing 

idissatisfaction. 

2.2.2 iSocial iExchange iTheory 

Social iexchange itheory iwas iadvanced iby iGeorge iHomans iin i1961. iThe itheory istates ithat isocial 

ibehavior iis ia iconsequence iof ian iexchange iprocess, iaimed iat imaximizing ithe igains iand 

iminimize ithe icosts. iAccording ito ithe isocial iexchange, iindividuals iconsider ithe ilikely igains iand 

irisks iof isocial irelations iand iif ithe irisks iovershadow ithe igains, ithen ione iwill iabandon ithe 

irelationship i(Cook i& iRice, i2006). iThere iis ia iconsensus iamong ischolars ithat isocial iexchange 

iencompasses ia iseries iof iexchanges iwhich igenerate iobligations i(Cropanzano i& iMitchell, 

i2005). i 

The isocial iexchange itheory iin ithe icontext iof iemployee iengagement iis iconceived iin ithe iidea 

ithat iobligations iare icreated ithrough ia isequence iof irelations ibetween iparties iwho iare iin ia istate 

iof ireciprocal iinterdependence i(Saks, i2006). iA ibasic iprinciple iof isocial iexchange itheory iis ithat 

iassociations idevelop iover itime iinto itrusting, iloyal, iand imutual icommitments iso ilong ias ithe 

iparties istick ito iparticular irubrics iof iexchange i(Cropanzano i& iMictchell, i2005). iThe irubrics iof 

iexchange itypically ientail ireciprocity ior irepayment irules iin ia iway ithat ithe iactions iof ione iparty 

ilead ito ia iresponse ior iactions iby ithe iother iparty. iA igood iexample iis iwhen ione igets ieconomic 

iand isocio-emotional iresources ifrom itheir icompany, ithey ifeel iindebted ito iretort iin ikind iand 

irepay ithe icompany i(Cropanzano i& iMictchell, i2005). 
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This iis iin iline iwith iRobinson iet ial.'s i(2004) iportrayal iof iengagement ias ia itwo‐way iconnection 

ibetween ithe iemployer iand iemployee. 

The isocial iexchange itheory ihas ihowever was criticised iin idifferent iquarters. iCritics iof isocial 

iexchange itheory ipointed iout iits iweakness ias ithe iassumption ithat ipeople iare irational iand iwill 

ialways iact iin irational iways. iIn ireality ihowever, ipeople isometimes iact iin iirrational iways 

i(Cheche, iMuathe i& iMaina, i2017). iRestraint ishould ibe iexercised iwhen iapplying isocial 

iexchange itheory ito iworkplace icontext. iNot withstanding ithis, ithe isocial iexchange itheory iis ia 

iuseful imodel iin iadvancing istudies ion iemployee iengagement idue ito iits ifocus ion ireciprocal 

irelationship ibetween iemployer iand iemployees iand ihence iwas iused ias ian ianchor itheory iin ithis 

istudy i(Robinson iet ial., i2004). 

2.3 iDeterminants iof iEmployee iEngagement 

Employee iengagement irefers ito ithe iintellectual iand iemotional icommitment ito ia icompany iby 

itheir istaffs iin itheir iworks i(Amhalhal, iAnchor i& iDastgir, i2015). iThe ileading ideterminants iof 

iemployee iengagement iinclude imanagement iinterest iin ithe iwellbeing iof ithe iemployees, 

icommunication ibetween imanagement iand iemployees, iand iprovision iof iopportunities ifor ithe 

iplans icareer iand iskills igrowth i(Muthike, i2016). iOther ideterminants iof iemployee iengagement 

iinclude, itraining iand idevelopment, iworking-environment, iinternal icommunication, 

isupervision istyles. iThese iwere ifurther idiscussed iin ithe iensuing iparagraphs. 

Employee itraining iand idevelopment ihas ian ieffect ion itheir iengagement. iTraining iand 

idevelopment iare idefined ias istrategic iknowledge iand iexperiences ithat ishow iemployees ihow ito 

iperform iand icomplete itheir iexisting iand ifuture itasks i(Siddiqui i& iSahar, i2019).  
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 iAccording ito iEzam, iAhmad iand iHyder i(2018) iin ian iempirical istudy iof iemployees' 

iengagement iin iin iPakistani iBanking iSector, idevelopment ihas ia isignificant irelationship iwith 

iemployee iengagement. iSimilarly, iSiddiqui iand iSahar i(2019) icarried iout ia istudy ion ithe iimpact 

iof itraining iand idevelopment iand icommunication ion iemployee iengagement iand ifound iout ithat 

ithere iis ia ipositive iimpact iof itraining iand idevelopment iand iinternal icommunication ion 

iengagement. iAccording ito iSiddiqui iand iSahar i(2019) ieffective itraining iand icommunication 

ineed ito ibe ioffered ito iemployees ito imaximize iprofessional icommitment. 

According ito iAriani, i(2013) iemployees iwho ireceive itraining iand iempowerment ifrom itheir 

iorganization ishow imore iengaged ibehavior ito itheir iwork. iSimilarly, iOtieno, iWangithi iand 

iNjeru i(2015) iargued ithat iemployees ireceiving ivarious ibenefits ilike itraining iand iresources ifrom 

ithe iorganization iwould ibe imore ilikely ito ifeel iobliged ito irepay ithe iorganization ithrough igreater 

iwork iengagement iand iin iturn, idisplay ibetter iattitude iand ibehavior. Amanda, iKerstin, 

iCatherine, iand iEmma i(2013) also icontended ithat ithrough itraining, iemployee iengagement iis 

iincreased iby ipromoting ia ipositive iattitude icharacterized iby ivigor, idedication iand iabsorption. 

The iworking ienvironment ialso iinfluences iemployee iengagement, iit iconsists iof isafety iof 

iemployees, ijob isecurity, igood irelations iwith ico-workers, irecognition ifor igood iperformance, 

imotivation ifor iperforming iwell iand iparticipation iin ithe idecision imaking iprocess iof ithe ifirm 

i(Raziq iand iMaulabakhsh, i2015). iIn ia istudy iof ideterminants iof iemployee iengagement iand itheir 

ieffect ion iemployee iperformance, iAnitha, i(2014) ifound iout ithat iemployee iengagement iis ione 

iof ithe imost isignificant ipredictor iof iemployee iengagement. iGangwar, i(2018) iargued ithat ia 

ipositive iwork ienvironment iaids iin iemployee iengagement isincei ia positive iorganizational iwork 

ienvironment isupport iits iemployees. He inoted ithat ia ipositive i i ienvironment idefines isupportive 

ipeers iand isuperiors, ihealthy icompetition, icelebrates ifailures iand ilearns ifrom isuccess.  
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iOn ithe iother ihand iSiriseti i(2012) istates that ienhanced iemployee iengagement ihappens i i iwhen 

ithere iare ipositive iworking irelationships. i 

Internal icommunication ihas ialso ibeen iidentified ias ia icritical ideterminant iof iemployee 

iengagement iin iorganizations. iInternal icommunication iis ian iinternal iorganizational iprocess 

ithat iprovides iand ishares iinformation ito icreate ia isense iof icommunity iand itrust iamong 

iemployees i(Ryynanen, iPekkarinen i& iSalmininen, i2012). iKaranges, iJohnston, iBeatson iand 

iLings i(2015), iexamine ithe irelationship ibetween iinternal icommunication iand iemployee 

iengagement. iAccording ito itheir ifindings iit iwas ishown ithat ithere iis ia isignificant iand ipositive 

iassociation ibetween iinternal icommunication iand iemployee iengagement. iAccording ito 

iErajesvarie iand iShamila i(2018) ilack iof itransparency iand iunclear iinstructions iand iuntimely 

icommunication inegatively iaffects iemployee iself-esteem, iengagement iand icommitment iin 

iattaining itheir iorganizational igoals iand iobjectives. 

A iresearch iby iGallup i(2003) isuggested ithat ithe isupervision istyles iused iby imanagers iinfluence 

ithe ilevel iof iemployee iengagement. iThere iare ifive iessential iskills ithat ileaders ineed ito ihave iif 

ithey iare igoing ito isucceed iin iincreasing iemployee iengagement. iThese iinclude ibuilding itrust, 

imentoring, iinclusion, ialignment, iand iteam idevelopment. iAn iorganization’s ileadership isets ithe 

itone ifor ithe ientire iatmosphere iof ithe icompany. iTherefore, iorganizations icapable iof ibuilding 

istrong irelationships ibetween ithe ileadership iand iemployees iwill ibe iable ito icreate ia isupportive 

ipeople iculture, iwhich iin iturn, iwill idrive ihigher ilevels iof iengagement. 

Studies ihave iindicated ithat ithe isolution ito iemployee iengagement in iorganizations iis ito 

iempower iemployees ito ishare itheir iideas iand ifeelings.  
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iAdditionally, imanagement ishould iaccommodate ithe iconcerns iof iemployees iin iorder ito 

imaintain iorganizational iperformance i(Soylu, i2008). iAccording ito iAlbrecht i(2012) iwork 

iexperience ihas iboth inegative iand ipositive iinfluence ion ibehavioral ipatterns, ilevel iof 

iengagement iand iemployees iwell-being. iIn iorder ito iminimize ithe inegative ieffects iof 

idisengagement, ian iemployee’s imental iwell-being iand ihealth, iemployee iengagement ineeds ito 

ibe irecognized iand isupported ithrough isenior ileadership, iclarity iof iorganizational ivision, 

iorganizational iclimate iand isupportive iHRM ipolicies. iOngel i(2014) ialso iobserved ithat ithe 

ifundamental ielement ifor ian iengaged iworkforce iis ithe iclear iunderstanding iand iproper 

icommunication iof imission, ivision iand igoals ibetween ithe iemployer iand ithe iemployee. i i 

According ito iMuthike i(2016) iin iorder ifor ian iorganization ito idrive iup iemployee iengagement, 

iit ishould ienhance iand istrengthen iits iengagement istrategies ito ithe iemployees ithrough 

iawareness icreation iso ithat ias iemployees icontinue iperforming itheir idaily ifunctions ithey imay 

ifeel iproud iof iworking iin ithat iparticular iorganization iand idischarge itheir idaily iduties iin ithe 

iright imanner. iFurther iMuthike i(2016) iwere iof ithe iopinion ithat iemployees ishould ibe iallowed 

ito imake iinputs iin idecision imaking iin ithe iorganization. iAgain, iin ian ieffort ito idrive iup 

iengagement ithere ishould ibe ieffective iemployee icommunication, iemployee iempowerment, 

ieffective istrategy iformulation iand imonetary irewards iwhich iencourage iemployees ito icarry 

iout itheir iduties ieffectively. i 

2.4 iMeasures iof iOrganizational iPerformance 

The icompetitive imarket ihas ibecome iincreasingly idynamic idriving icompanies ito ireact iwith 

ispeed iinto imaking ithe inecessary iadaptations iand ichanges ito istay irelevant. I 
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This irequires ithat iorganizations iclosely imonitor itheir iperformance iand iassess iwhether itheir 

ioperations iand iactivities iare ibeing iperformed ioptimally iand iin ia isatisfactory imanner ito ithe 

ipoint iof ipassing ion ias ian iadvantage iover iits icompetitors iwhich ihighly iimpacts ithe 

iprofitability iof ithe iorganization. iThis itherefore irequires ithat iorganizations imake ideliberate 

iefforts iof imonitoring iand iassessing itheir iorganizational iperformance. i i 

Organizational iperformance iis ithe iactual ioutput ior ithe iresults iaccrued ito ian ientity ias 

imeasured iagainst ithe iintended iobjectives i(Richard iet ial. i2009). i iThere iare ivarious iaspects iof 

iorganizational iperformance iwhich iinclude ifinancial iperformance isuch ias iprofits, ireturn ion 

iinvestment iand ireturn ion iassets. iOrganizational iperformance ican ialso ibe idetermined ias ia 

imeasure iof iits iproduct imarket, ishareholder ireturn isuch ias iadded ieconomic ivalue iamong 

iothers. i iVarious imethodologies iare iused ito imeasure iorganizational iperformance iand ithey 

iinclude icustomer iservice, ifinancial iperformance, icorporate isocial iresponsibility iand 

iemployee iengagement. i 

Financial iperformance iconveys ithe ieconomic iconsequences ifor ithe iactions ialready itaken iby 

ithe iorganization iand ifocuses ion ithe iprofitability irelated imeasures ion iwhich ithe ishareholders 

iverify ithe iprofitability iof itheir iinvestment i(Al-Najjar i& iKalaf, i2012). iThe ifinancial 

iperformance iincorporates isuch imeasures ias iReturn ion iInvestment i(ROI), iCash iFlow, iNet 

iOperating iIncome, iand iRevenue iGrowth. iAccording ito iEtim iand iAgara i(2011), ifinancial 

iperformance ilooks iat ihow ithe iinvestors ior ithe ishareholders isee ithe ifirm iin iterms iof idividend 

ipayout iratio, ian iimprovement ion ithe icost istructure, iprofit iafter itax, ireturn ion icapital iemployed 

i(ROCE) iand igrowth iin ithe isales ivolume. iOn ithe iother ihand, iWood iand iSangster i(2002) 

iassociated ifinancial iperformance iwith isuch imeasures ias ireturn ion icapital iemployed, iearnings 

iper ishare, iand iother ifinancial iratios. i 
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According ito iIyibildiren iand iKarasioglu i(2018), ifinancial imeasures iare iused ito isummarize ithe 

iresults iof ithe ipast iwork iand ithe imeasurable ioutcomes iof ithe icurrent isituation iconcerning ithose 

ievents. iFinancial imeasurements iprovide ia icommon ilanguage ifor ithe ievaluators ito icompare iand 

ianalyze iorganizations. iNassar, iOthman, iHayajneh, iand iAli, i(2015) iargued ithat ithe ifinancial 

iperspectives iconcern ithe iability ito iprovide ifinancial iprofitability iand ifinancial istability ior icost 

iefficiency/effectiveness. iThe ifinancial iperspectives iquestions ihow ithe ifirm ishould iseem ito iits 

ishareholders iin iorder ito iearn isuccess iand imeasures ithe icontribution iof ithe ifirm istrategies ito ithe 

iresults ion ifinancial istructure. 

Non-financial iinformation ihelps ito iovercome ithe ilimitations iof ifinancial iperformance 

imeasures ias ia isingle iindicator i(Yuliansyah i& iMohd, i2015). iNon-financial iperformance ican 

iinclude icustomer iperspective. iIn ithis iperspective ithe iorganization iis iexamined ion iits icapacity 

ito iprovide iquality igoods iand iservices, ithe ieffectiveness iof itheir idelivery, iand ioverall icustomer 

iservice iand isatisfaction. iThis iwill iresult ifrom iprice, iquality, iavailability, iselection, 

ifunctionality, iservice, ipartnerships iand ibrand ivalue ipropositions, iwhich iwill ilead ito iincreased 

icustomer iacquisition iand iretention i(Kairu iet ial., i2013; iGekonge, i2005). iCustomer iperspective 

iwould ipositively icontribute ito ithe iperformance iof ithe iinstitution iin ithe isense ithat icustomers 

iwill ibe isatisfied ionce itheir ineeds iand iwants ihave ibeen isupplied. iThis iwould iresult iin ihigh 

ienrolments, iand itherefore ihigh irevenue ithat icould ibe iused ito iimprove ithe iinternal iprocesses iof 

ithe iinstitutions ias iwell ias iimprove iits iinnovation iand ilearning iprocesses i(Lee, i2006). 

2.5 iEmployee iEngagement iand iOrganizational iPerformance 

Research ihas ibeen iwide iand ibroad ion ithe irelationship ibetween iemployee iengagement iand 

iorganizational iperformance. 



20 

 

 iAl-dalahmeh, iKhalaf iand iObeidat i(2018) icarried iout ia istudy iin ibanking isector iin iJordan, ito 

iinvestigate ithe iimpact iof iemployee iengagement ion iorganizational iperformance ivia ithe 

imediating irole iof ijob isatisfaction. iThey iargued ithat iemployee iengagement iis ian iimportant 

irequirement iin ithe iorganization idue ito ithe ichallenges iof iglobalization, iincreased icompetition 

iand iinnovation. iTheir istudy itook ia iquantitative iresearch idesign iapproach, where they iused 

iregression ianalysis ito ianalyze idata icollected ithrough iquestionnaires. iFindings ishowed ithat 

iemployees’ iengagement isignificantly iinfluenced iorganizational iperformance iand ithree iof iits 

idimensions, ivigor, iabsorption, iand idedication icontributed isignificantly ito iorganizational 

iperformance. 

Kazimoto i(2016) icarried iout ia iresearch ion iemployee iengagement iand iorganizational 

iperformance iof iretail ienterprises iin iUganda. iKazimoto i(2016) iused idescriptive iand 

icorrelational iresearch idesign iand idata iwas icollected ithrough istructured iquestionnaires. iData 

iwas ianalyzed ithrough idescriptive iand iinferential istatistics. iHypothesis iwas itested ithrough 

iPearson’s icorrelation. iThe ifindings irevealed ithat idespite ithe irelationship ibetween iemployee 

iengagement iand ijob isatisfaction, ithere iis ino irelationship ibetween iemployee iengagement iand 

ijob iassignment, iwhich iis ian iimportant ikey ifactor ifor iorganization iperformance. i 

In ianother istudy iErajesvarie iand iShamila i(2018) iexamined ithe iimpact iof iemployee 

iengagement ion iorganizational iperformance iin ian iinsurance ibrokerage icompany iin iGauteng 

iin iSouth iAfrica. iThey iargued ithat iorganizations, iin ian ieffort ito istay icompetitive, ishould 

iencourage ipositive iemployee iengagement. iThe istudy itook ian iexploratory idesign iand idata 

iwas icollected ithrough iinterviews iwith iorganizational imanagement iand istaffs. iData iwas 

ianalyzed ithrough ithematic ianalysis ito idraw iemerging ithemes. iFindings ishowed ithat ilow 

iengagement iaffected icommitment iand imotivation ilevels iof iemployees. I 
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The ilow iemployee iengagement ilevels iwere iproduced iby ijob idesign, iineffective 

icommunication, imanagement iapproach, iparticipation iand iincentives iin ithe iform iof 

irecognition. i 

Sendawula iet ial. i(2018) idid ia istudy ion itraining, iemployee iengagement iand iemployee 

iperformance iin ithe ihealth isector iof iUganda. iThey iargued ithat ideveloping icountries 

iexperience ipoor iemployee iperformance iin ithe ihealth isector idue ito ipoor itraining iand iminimal 

iengagement iof iemployees. iThe istudy iused ia icross-sectional iand icorrelational idesign. iData 

iwas icollected ithrough iquestionnaires iwith iclosed iended iquestions. iData iwas ianalyzed 

ithrough iboth idescriptive iand iinferential istatistics. iMultiple iregression iapproach iwas iused ito 

iascertain ithe ipredictive ipotential iof ithe ipredictor ivariables iof ithe ioutcome ivariable. 

iAccording ito itheir iresults, iemployee iengagement iwas ia imajor ipredictor iof iemployee 

iperformance ias icompared ito itraining. 

Muthike i(2016) icarried iout ia iresearch ito iinvestigate ithe iinfluence iof iemployee iengagement ion 

iorganization iperformance iin iKenya. iThe iresearch iadopted ia icensus idescriptive idesign iand idata 

iwas icollected ithrough iquestionnaires. iData iwas ianalyzed ithrough idescriptive iand iinferential 

istatistics. iRegression ianalysis iwas iused ito itest ithe iimpact iof ithe iindependent ivariable ion ithe 

idependent ivariable. iAccording ito iresults iit iwas ishown ithat ithat ithere iis ia irelationship ibetween 

iemployee iengagement iand iemployee iperformance, idue ito ithe ifact ithat ilack iof iemployee 

iengagement ilowers iemployee icommitment iand iemployee icompetence. iIn ithe isame iway ilack 

iof iemployee iengagement iaffects iemployee iunderstanding iof iwhy ithe icompany iis igoing iin ia 

iparticular idirection. 
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CHAPTER iTHREE: iRESEARCH iMETHODOLOGY 

3.1 iIntroduction 

This ichapter idescribes ithe iresearch imethodology ithat iwas   iemployed iby ithe istudy. iSpecifically, 

ithe ichapter ioutlines the iresearch idesign, itarget ipopulation, isample iand isampling itechniques, 

iinstruments iof idata icollection, idata icollection iprocedures iand imethods iof idata ianalysis. 

3.2 iResearch iDesign 

This istudy  iadopted ia icase istudy idesign, idue ito iits isuitability ito ithe iobjective iof ithe istudy, iwhich 

iwas ito iexamine ithe ieffect iof iemployee iengagement ion ithe iperformance iof iKenya iElectricity 

iGenerating iCompany. iA icase istudy idesign iis ia iresearch istrategy ithat iutilizes inatural iprevailing 

iinformation isources isuch ias ihumans iand irelations ibetween ipeople iwithin ithe iscope iof ithe icase 

i(Hyett, iKenny i& iDickson-Swift, i2014). iA icase istudy idesign iis iuse ion iaccount iof ifinding iwhat 

iis icommon iabout ithat icase iand iwhat iis ispecific iabout iit. iIt ican ienable ia iresearcher iclarify ihow 

ior iwhy isomething ihappened i(Karlsson, i2016). i i 

3.3 iData iCollection i 

This istudy iicollected idata ifrom ithe istudy irespondents ithrough ian iinterview iguide. iRespondents 

iwere iselected ithrough ipurposive isampling. iInterviews iprovide iin-depth iinformation irelating ito 

irespondents’ iknowledge iand iviewpoints iof ia iparticular isubject i(Turner, i2010). iThe iinterview 

iguide iwill ibe iconstructed iwith iopen iended iquestions ithat iwill iallow ithe irespondent ito igive itheir 

iviews iwithout iany iinfluence ifrom ithe iresearcher. iThe iopen-ended iquestions iwill ialso ibring ithe 

ilikelihood iof idiscovering ithe iresponses ithat ipeople igive inaturally iand itherefore ievade ithe ibias 

ithat imight iresult ifrom isuggesting ianswers ito ipeople, ia ibias ithat imay iwell iarise iin iclose-ended 

iquestions i(Hyman i& iSierra, i2016). I 
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This istudy  iinterviewed ia inumber iof imanagers  iat iKENGEN ithat iwill iincluded imanagers iand 

iline imanagers ifrom ithe iFinance, iDrilling iand iLogistics, iHuman iResource, iGeothermal 

iOperations, iReservoir iand iSteam iField, iSupply iChain, iResource iDevelopment, iStrategy iand 

iInformation iCommunication iTechnology idepartments. 

3.4 iData iAnalysis and Presentation 

This istudy analyzed idata ithrough icontent ianalysis iwhich iis ia itechnique iof ianalyzing iwritten, 

ispoken ior ivideo icommunication iinformation. iIt iaims iat ithoroughly itransforming ia ilarge 

iamount iof itext iinto ia ihighly iordered iand iconcise isummary iof ikey iresults i(Erlingsson i& 

iBrysiewicz, i2017). iAccording ito iElo iand iKyngäs i(2008) icontent ianalysis iis iused iin icreating 

ireplicable iand ivalid iinterpretations ifrom idata ito itheir icontext, iwith ithe igoal iof icreating 

iknowledge, inew iinsights, ia irepresentation iof ifacts iand ia ipractical iguide ito iaction. iThey ifurther 

inoted ithat ithe iaim iof icontent ianalysis iis ito iattain ia icondensed iand ibroad idescription iof ithe 

iphenomenon iand ithe ioutcome iof ithe ianalysis iis iconcepts ior icategories idescribing ithe 

iphenomenon. iThe icontent iwas ithereafter  ianalyzed ifurther ithrough irelational ianalysis, ithat 

idrew iconclusions ion iwhether iemployee iengagement iaffects ithe iorganizational iperformance iof 

iKenya iElectricity iGenerating iCompany. The findings were presented through expressive 

language and personal voice. 
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CHAPTER IFOUR: DATA iANALYSIS, iINTEPRETATION iAND iDISCUSSION i 

4.1 iIntroduction 

This ichapter idiscusses ithe iresults iof ithe istudy. iResults ipresented ihere idemonstrated ithe 

iresponses ion ithe ieffect iof iemployee iengagement ion ia inumber iof iorganizational iperformance 

ifacets ithat iinclude, iorganizational igoals, imarket ishare, irevenue igrowth iand iinnovation. 

iBackground iinformation ion irespondents ihas ialso ibeen ipresented, ias iwell ias ithe istate iof 

iemployee iengagement iat iKENGEN. i 

4.2 iBackground iInformation 

This istudy iwas iconducted ithrough iinterview isessions iwith imanagers iand iline imanagers iat 

iKENGEN. iOf ithe iinterviewed imanagers, i77% iwere imale iwhile ionly i23% iof ithose iinterviewed 

iwere ifemale. iThese irespondents iwere ifrom ithe itop ilevel iand imid-level imanagement. i80% iof 

ithe irespondents ihad ia ipost igraduate idegree iand iwere iall iin ithe itop-level imanagement, iwhile 

i20% iof ithe irespondents iin imiddle ilevel imanagement ihad ian iundergraduate idegree. iThe 

irespondents iwere idrawn ifrom inine idifferent idepartments iincluding, iFinance, iDrilling iand 

iLogistics, iHuman iResource, iGeothermal iOperations, iReservoir iand iSteam iField, iSupply 

iChain, iResource iDevelopment, iStrategy iand iInformation iCommunication iTechnology 

idepartments. iThe irespondents ihad ia isignificant ijob iexperience iboth iwithin iand ioutside 

iKENGEN. iThey iwere itherefore iin ia igood iposition ito irespond ito ithe iinterview iquestions, isince 

ithey icould iunderstand ithe iquestions ias ia iresult iof ithe isimplified iinterview iguide iand ithey ihad 

isignificant iexperience ifor ithe ikind iof iquestions iin ithis istudy. i 

4.3 i i iEmployee iEngagement iat iKENGEN 

Interview iresults ifrom imanagers ishowed ithat ifew iof ithe iemployees iat iKENGEN iput iin 

ideliberate iefforts ito iachieve iorganizational igoals. iHowever, ithe icompany iperformance iwas 
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ienhanced iby ithe iefforts iof ithese ifew iemployees. iAccording ito ione irespondent, iabout i20% ito 

i30% iof ithe iemployees iat iKENGEN iput iin ideliberate iefforts ito iachieve iorganizational igoals. iIn 

ianother iinstance ia imanager iis iquoted ias isaying, i 

 “Only ia iquarter iof ithe iemployees iin imy idepartment iput iin ideliberate iefforts” iHe 

iacknowledged ithat i“those iengaged icontribute ito ibetter iorganizational iperformance.” i 

This ihighlighted ithat iless ithan i30% iof ithe iemployees iat iKENGEN iare iengaged iin ithe 

iorganization iand icontribute ito ithe iperformance iof iKENGEN. iHowever, ithe irest iof ithe 

iemployees, iaround i70% iare inot iengaged iand ithey iundermine ithe iperformance iof ithe 

iorganization. iSimilarly, ia istudy iin iSub-Saharan iAfrica ishows ithat ionly i14% iof iemployees 

iaround iSub-Saharan iAfrica iare iengaged iat iwork iand ithe irest, i86% iremained iactively 

idisengaged iand/or itotally inot iengaged i(HR iExchange iNetwork, i2018). iAgain, iDevi i(2017) iin ia 

istudy iof iemployee iengagement iamong ibanks ifound iout ithat ithere iis ia ipositive iconnection 

ibetween iemployee iengagement iand iorganizational iperformance. i 

Findings idemonstrated ithat iemployees iat iKENGEN iare inot ipassionate iabout itheir iwork. 

iAccording ito ione itop imanager, iemployees iare inot ipassionate iabout iorganizational igoals. iThis 

imanager ifelt ithat iemployees iare ionly ipassionate iwhen ithere iis ipresence iof ia imotivating ifactor 

isuch ias imoney. iHe inoted ithat ithese iemployees ihad ideveloped ithe iculture iof i‘what iis iin iit ifor 

ime?’ iThey iwere ionly imotivated iwith irewards. I 

This iresult iwas iin iline iwith ithe ifindings iof iAl-Belushi iand iKhan, i(2017) ithat ishowed ithat 

iemployees iare imotivated iby isalary. iContrary ito ithe ifindings ihere, ithe istudy iof iHarunavamwe 

iand iKanengoni i(2013) ifound ievidence ithat iindicated ithat ithere iis ia imoderate isignificant 

irelationship ibetween inon-monetary irewards iand ilower-level iemployee imotivation. iThey ialso 
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iestablished ithat ithere iwas ino isignificant irelationship ibetween imonetary irewards iand iemployee 

imotivation. i 

4.4 iEffect iof iEmployee iEngagement ion iOrganizational iPerformance i 

The istudy ithen iexamined ithe iinfluence iof iemployee iengagement ion ia inumber iof iorganizational 

iperformance iindicators, iincluding, iorganizational igoals, imarket ishare iand irevenue igrowth iand 

iinnovation. iResults iare idiscussed iin ithe isubsequent isection, istating ieffect iof iemployee 

iengagement ion iorganizational igoals. i i 

4.4.1 iEffect iof iEmployee iEngagement ion iOrganizational iGoals i 

Employees’ ideliberate iefforts iin itheir iwork, ihelped ithe iorganization iin iattaining iits igoals. 

iAccording ito ione imiddle ilevel imanager, 

“ The iindividual iefforts iof iemployees itowards itheir iindividual igoals itranslate ito ithe ioverall 

icompany igoals, ithus ileading ito igood iperformance” 

Findings ihere, iresonated iwith ithe iargument ipresented iby iOketch i(2016) ithat iemployee 

iengagement iis ia idesirable icondition ithat ihas ian iorganizational ipurpose iand iimplies 

iinvolvement iof iemployees itowards iattaining iboth ipersonal iand iorganizational igoals. iSimilarly, 

iHanaysha i(2016) iargues ithat iemployees iwho iare iengaged iin ithe iorganization idemonstrate 

ipositive iattitudes itowards iorganizational igoals. 

 iIn ianother iinstance ia itop-level imanager inoted ithat ithe iengaged iemployees imake isure ithat 

itargets iare imet ion itime ifor iexample isuperintendents ipush itheir iteams ito iensure iwells iare idrilled 

ion itime iand iwithin ithe istipulated ibudget, iand imaintenance iis iachieved iwithin itime iand ibudget 

ias iwell. I 
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Another imanager iexplained ithat, 

“The iengaged iemployees iensure ithat imaintenance idue ito ischeduled iKenya iPower ishut 

idowns iare idone iin iless itime ithan ithat istipulated iby ithe icustomer iin iorder ito ibring iback ithe 

imachines isooner ithan iexpected iso ias ito icontinue igenerating iincome ithus ireducing ilosses 

iassociated iwith inon-generation. iThis iultimately ileads ito iincreased iprofits ifor ithe 

iorganization”. 

Findings ishowed ithat ithe imanagers iconsidered itheir iemployees iwillingness ito igo ian iextra imile 

ito ihave icontributed ito iemployee icompetency iresulting iin ibetter iorganizational iperformance. 

iSome iof ithe iefforts imade iby iemployees ito igo ian iextra imile iwere iobserved ito ibe iproactive 

iemployees iforming iteams, iorganizing itraining isessions ifor iother iemployees ito iimprove ithe 

ientire iteam’s icompetence iand ireduce iskill igaps. iAll ithese iefforts iled ito iincreased iefficiency 

iand ibetter iperformance. i 

4.4.2 iEffect iof iEmployee iEngagement ion iMarket iShare i 

Results ishowed ithat iemployees’ ideliberate iefforts icontributed ito ithe igrowth iin imarket ishare. iA 

imiddle ilevel imanager ireported ithat, 

“Efforts iof iemployees ihave iimproved ithe iKENGEN ibrand iand imade iit iknown 

iinternationally. iGood iemployee iperformance iin idrilling ihas iled ito imore idrilling 

iprojects ie.g. iAkiira, iEthiopia iand ithese iprojects ihave icontributed ito irevenue igrowth.” 

Another imanager inoted ithat ideliberate iefforts iof iemployees ireduced iwastage iwhich iresulted iin 

irevenue igrowth ifor ithe icompany. iIn iline iwith ithe ifindings ihere iSwetha iand iKumar i(2014) ialso 

ipresented ithat iorganizations iwith ihigh iemployee iengagement ihave ia ipositive iinfluence ion 

iearnings iper ishare igrowth icompared ito iorganizations iwith ilower iemployee iengagement. 
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iSimilarly, iIddagoda i(2017) iaffirms ithe ifindings iof ithis istudy, iarguing ithat ithere iis ia iconnection 

ibetween iemployee iengagement iand ifinancial iperformance iof ia icompany. iThe i2018 iKENGEN 

iFinancial iResults ishowed ia igrowth iin iElectricity iRevenue, iSteam iRevenue, iFuel iRevenue iand 

iWater iCharge. iThe itotal irevenue igrowth ifrom ithese isources iwas iKshs. i45.2 iBillion iin ithe iyear 

i2018, iup ifrom iKshs. i43.4 iBillion iin ithe iyear i2017, iIntegrated iAnnual iReport i& iFinancial 

iStatements ifor ithe iyear iended i30 iJune i2018. iThe imanagers iinterviewed idirectly iattributed ithis 

igrowth ito ithe iefforts iof iemployees, ieven iif inot ithe ientire iemployee ipopulation. 

Further imanagers iagreed ithat iemployees’ ieagerness ito iwork ifor ithe iorganization ihad ihelped 

ithe iorganization iin iacquiring and retaining inew icustomers. iThis ihad ibeen iattained iby imore 

iexternal icontracts ifor idrilling. iIn iline iwith ithis iobservation iSubramanian i(2018) ipresented ithat 

ithe iquality iof icustomer iservice iis idetermined iwith iemployee iengagement. iHe inoted ithat 

iengaged iemployees iwill iprovide igreat icustomer iservice iand ia iunique iexperience ito ithe 

icustomers iwhich iwill imotivate icustomers ito ispend imore iwith ithe icompany. iIn iaddition, 

iHanaysha i(2016) iargued ithat iit iis iessential ithat iorganizations iengage itheir iemployees, ias ithis 

iwill ilead ito ihigher ilevels iof icustomer isatisfaction iand iloyalty, iproductivity iand iprofit. i i 

4.4.3 iEffect iof iEmployee iEngagement ion iRevenue iGrowth 

Findings ishowed ithat iemployee iengagement iin ithe iorganization icontributed ito ithe igrowth iin 

ithe icompany irevenue.  

iAccording ito ia isenior imanager, 

“We ihave iseen iinstances iwhere iour iemployees ihave ihelped ius ireduce iithe icost iof iour ibusiness 

ioperations iby isuggesting inew iways iof idoing ia itask ithat iend iup isaving ius ia ilot iof icash. iThis 

ihas ihelped iincrease iour iprofit imargins” 
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In ianother iinstance, ia imiddle ilevel imanager iattributed ithe igrowth iof iKENGEN’s irevenue ito ithe 

iefforts iof iemployee iwhom ihe iconsiders ito igo iout iof itheir iway iin itheir iline iof iduty. iAccording 

ito ithis imanager, 

“Our iemployees iwho ihave iput imore ieffort iat iwork ihave ihelped ithe icompany iobtain imore 

icontracts iwith iclients iwhich icontribute iimmensely ito ithe icompany irevenue.” 

Another imanager inoted ithat, 

“Deliberate iefforts iof iemployees ireduce iwastage iwhich iresulted iin irevenue igrowth ifor 

ithe icompany”. 

 iIn iline iwith ithe ifindings ihere iSwetha iand iKumar i(2014) ialso ipresented ithat ian 

iorganization iwith ihigh iemployee iengagement ihas ia ipositive iinfluence ion iearnings iper ishare 

igrowth icompared ito ian iorganization iwith ilower iemployee iengagement. iSimilarly, iIddagoda 

i(2017) iaffirms ithe ifindings iof ithis istudy, ihe iargues ithat ithere iis ia iconnection ibetween 

iemployee iengagement iand ithe ifinancial iperformance iof ia icompany. i 

4.4.4 iEffect iof iEmployee iEngagement ion iInnovation 

According ito ithe iinterview ifindings, iemployees’ iwillingness ito igo ithe iextra imile ifor ithe 

iorganization icontributed ito iinnovation iin ithe iorganization.  

iAccording ito ione imanager, engaged iemployees who went iout iof itheir iway ito ibring inew iideas 

iof idoing ithings ito ithe icompany, iimproved iprocesses iand ihandling icompany ibusiness. iIn 

ianother iinstance ia itop-level imanager iis iquoted ias isaying, 

“Teams iare iappointed ito iexamine ithe iperformance iof idrilling ioperations, ianalyze ithe idrilling 

iprocess iand iduration iof idrilling, iand ithen icome iup iwith iinnovative iways isuch ias iuse iof 
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imachines iwhere iprocesses iwere imanual, iwhich iultimately ileads ito iavoiding iidle itime, 

iimproved iperformance iof idrill ibits iand ishorter idrilling itime.” 

Another imanager iis iquoted isaying, i 

 Innovative iideas ifrom ithe ioperations iteam icame iup iwith ia iRapid iResponse iTeam ithat 

iencompasses imechanical, ielectrical iand icivil iengineers iand itechnicians ithat iare idomiciled 

iaround ithe ipower istations ieven iafter iworking ihours, isuch ithat iwhen ithere iis ia ibreakdown iin 

ione iof ithe iplants ior isteam ipipes, ithe iteam iresponds iin iless ithan i15 iminutes, iwhich ireduces 

ipenalties iand ilosses iexperienced ibefore iwhen iresponse itime iwould ieven itake ian ihour. iThis 

iultimately iimproves ithe iorganization’s iperformance. i 

The iResource iDevelopment iteam iin ithe iorganization icontinued ito icome iup iwith inew iways iof 

icutting icosts ifor ithe iorganization isuch ias ian iinnovative iidea ito iproduce ithe icompany’s iown 

isoap iused iin idrilling, iwhich iin inormal icircumstances iis ipurchased ifor imillions iof ishillings. 

iThis ireduced ioperating icosts ifor ithe icompany iand iincreased ithe iprofit ifor ithe iorganization. i 

 

 

Another imanager istates ithat, 

Engaged iemployees iin ithe iorganization imake ideliberate iefforts ito icome iup iwith 

iinnovative iideas iwhich iare ipresented iin ithe icompany’s iinnovation iforums isuch ias 

iCommunities iof iInnovative iPractices i(COPI) iand ithe iAnnual iG2G iInnovation iSeminar, iwhich 

iare iall ias ia iresult iof ithe icompany’s iGood ito iGreat iStrategy iformed iby ithe iStrategy iand 
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iBusiness iPerformance iDivision. iSome iof ithese iideas ihave ibeen iimplemented iand iare icurrently 

isaving ithe icompany igood imoney ifor iexample ithe iidea iof ie-newspapers iwhich iwas ipresented iby 

ian iemployee iat ithe i2015 iAnnual iG2G iseminar ithat irid ithe icompany iof ipaying ilots iof imoney ifor 

ihard icopies iof inewspapers ifor iall iemployees. 

These iresults ihere idemonstrate ithat iemployee iengagement iinfluences iinnovation iin ithe 

iorganization. iThis inotion iis ialso ishared iby iPedraza, iMesa iand iGaviria i(2016), iwho iheld ithat 

iinnovative ibehavior iis isignificantly iinfluenced iby iemployee iengagement. iFindings ihere iare 

ialso iaffirmed iby iGichohi i(2014) iwho iconcluded ithat iemployee iengagement itakes ia icritical 

iantecedent irole ito iinnovation iat ithe iworkplace. i 

These iresults ihere idemonstrate ithat iemployee iengagement iinfluences iinnovation iin ithe 

iorganization. iThis inotion iis ialso ishared iby iPedraza, iMesa iand iGaviria i(2016), iwho iheld ithat 

iinnovative ibehavior iis isignificantly iinfluenced iby iemployee iengagement. iFindings ihere iare 

ialso iaffirmed iby iGichohi i(2014) iwho iconcluded ithat iemployee iengagement itakes ia icritical 

iantecedent irole ito iinnovation iat iworkplace. 

4.5 Discussion of Findings i 

Findings analyzed were affirmed by various research findings on employee engagement and 

its effect on organizational performance. Muthike (2016) argued that for an organization to 

drive up employee engagement, it should enhance and strengthen its engagement strategies to 

the employees through awareness creation so that as employees keep performing their daily 

functions, they may feel proud of working in that particular organization and discharged their 

daily duties in the right manner. According to KENGEN, the notion of employee engagement 
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is only interaction between top management and management and union cadre of employees 

through activities outside the office.  

However, the organization needs to come up with different engagement strategies aside from 

only interaction, in order to improve the levels of engagement from 30 percent to a higher 

percentage. KENGEN, and organizations in general, should engage experts in the form of 

consultants for example, to formulate engagement strategies that will improve the levels of 

employee engagement in the organization and ultimately improve organization performance. 

A study done by Erajesvarie and Shamila (2018) that examined the impact of employee 

engagement on organizational performance in an insurance brokerage firm in Gauteng South 

Africa argued that organizations in an effort to stay competitive should encourage positive 

employee engagement. KENGEN can encourage positive employee engagement given that the 

20 -30 percent of employees who are engaged have a positive impact on the organization’s 

revenue and profits.  

 

The engaged employees who are proactive, innovative, are willing to put in deliberate extra 

effort should be harnessed to encourage positive engagement in the rest of the employee 

population that is not engaged, which will lead to increased revenues and growth of profits for 

the organization. 

4.6 iChapter iSummary 

This ichapter ipresents ithe iresults iand ifindings ifrom ithe idata ianalysis. iThe ichapter ifirst 

ipresented iresults ion ithe ibackground iinformation iof ithe irespondents. iIt ifollowed ithen iwith 
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iresults ion ithe istate iof iemployee iengagement iat iKenGen. iThe ieffect iof iemployee iengagement 

ion ithe iperformance iof iKenya iElectricity iGenerating iCompany ihas ibeen ipresented iwith 

irespect ito iperformance iindicators isuch ias, iorganizational igoals, imarket ishare, irevenue 

igrowth iand iinnovation. iThe inext ichapter ipresents ithe istudy isummary, iconclusion iand 

irecommendations. i i 
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CHAPTER iFIVE: SUMMARY, iCONCLUSION iAND iRECOMMENDATIONS 

5.1 iIntroduction i 

This ichapter ipresents ia isummary iof ithe iwhole istudy. iIt ifurther idraws ithe iconclusion iand 

irecommendation ias iinformed iby ithe ifindings. iSuggestions ifor ifurther iresearch iare ialso 

ipresented iin ithe ilast isection. i 

5.2 iSummary of Findings 

The ifindings ishowed ithat imajority iof ithe iemployees iat iKenGen iwere inot iengaged iat itheir 

iwork. iLess ithan i30% iof ithe iemployees iaccording ito imanagers iat iKenGen iwere ifully iengaged 

iin itheir iwork. iThe irest iof ithe iemployees, iaround i70% iare inot iengaged iand ithey iundermine ithe 

iperformance iof iKENGEN. iThe ifindings icorresponded iwith iother iresearch ifindings ithat 

ishowed ithe ilow ilevel iof iemployee iengagement iin ithe iorganization, iwith ithe iaverage 

iemployee iengagement iin iSub-Saharan iAfrica ibeing iat i14%. iFindings idemonstrated ithat 

iemployees iat iKENGEN iare inot ipassionate iabout itheir iwork. iThey iare ionly ipassionate iwhen 

ithere iis ipresence iof ia imotivating ifactor isuch ias imoney. iThese iemployees ihave ideveloped ithe 

iculture iof i‘what iis iin iit ifor ime?’. iThey iare ionly imotivated iwith iextrinsic irewards. i 

Results ishowed ithat iemployee iengagement iaffected igoal iattainment iat iKENGEN. iTheir 

ideliberate iefforts iwent ia ilong iway iin iensuring ithat ithe icompany igoals iwere iattained. iThe 

iemployees iwho iwere iengaged imade isure ithat itargets iwere iattained. iManagers ialso 

iconsidered isome iof itheir iemployees icompetent ienough iresulting iin ibetter iorganizational 

iperformance. i i 

Some iof ithe iefforts imade iby iemployees ito igo ian iextra imile iwere iobserved ito ibe, iproactive 

iemployees iforming iteams, iorganizing itraining isessions ifor iother iemployees ito iimprove 
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ieveryone’s icompetence iand ireduce iskill igaps. iAll ithese iefforts iled ito iincreased iefficiency iand 

ibetter iperformance. 

Findings ishowed ithat iemployees ideliberate iefforts iled ito ithe igrowth iin imarket ishare iof 

iKenGen. iThe iemployee’s iefforts iimproved ithe iKENGEN ibrand iand iplaced iit iin ithe 

iinternational imap. iThis iresulted iin ithe igrowth iin icustomers iwith iKENGEN isecuring iprojects 

iacross iborders. iEmployee iengagement ihas ihelped ithe icompany iimprove ion iits irevenue. 

iEmployees ihelped ithe icompany iacquire icontracts iwhich icontributed ito ithe icompany irevenue. 

iEmployees iefforts ialso iled ito ireduction iin iwastage iwhich iboosted irevenue igrowth. 

iEmployees’ ieagerness ito iwork ifor ithe iorganization ihelped ithe iorganization iin iacquiring inew 

icustomers. i 

Results ishowed ithat iemployees’ iwillingness ito igo ian iextra imile ifor ithe iorganization 

icontributed ito iorganizational iinnovation. iEngaged iemployees iwent iout iof itheir iway ito ibring 

inew iideas ito ithe icompany. iThey iintroduced inew iways iof idoing ithings iand iimproved ibusiness 

iprocesses. iThe iperformance iof ithe icompany iwas ialso iimproved iwhen iemployees iavoided 

iidling iat iwork. iThis iensured ithat itasks iwere icompleted iwithin ithe ishortest itime ipossible. i i 

5.3 iConclusion 

This istudy ireached ia inumber iof iconclusions ias iinformed iby ithe istudy. Employee iengagement 

iis ilow iin iorganizations iand ithe iresult iis ipoor iorganizational iperformance. iThe ipoor iemployee 

iengagement iemanates ifrom iemployee imotivation iin ithe iorganization, ialso ithe icrop iof 

iemployees iavailable iin iorganizations iis imotivated iwith imoney irewards.  
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iCompanies ithat ifail ito ireach ito ithe isalary iexpectations iof iemployees iwill icontinue ito 

iexperience ilow iemployee iengagement iunless ithere iis ia ishift iin iemployee ipriorities, iand inew 

iways iof imotivating iemployees iare ideveloped. 

The ifew iemployees iwho iare itotally iengaged ito ithe iorganization imake isignificant icontributions 

ito ithe iorganizational iperformance. iEngaged iemployees iin ithe iorganization iled ito 

iorganizational iefficiency iand ienhanced iperformance iby iforming iwork iteams, iorganizing 

itraining isessions ifor iother iemployees ito iimprove ieveryone’s icompetence iand ireduce iskill 

igaps. iWith ipoor iemployee iengagement, ithe iemployees’ ipassion iat iwork iwas ilacking iand imost 

iof ithem iare ionly iworking ifor ipay. iThese iemployees iare inot imotivated iby iintrinsic irewards ibut 

ithey ionly ifollow imonetary irewards. iEmployee iengagement iif iensured iin ithe iorganization 

iwould ienable ithe iorganizational iachieve iits igoals, isuch ias iexpanding ithe iorganizational imarket 

ishare iand irevenue ias iwell ias ienhancing iorganizational iinnovation. iThis iwill ieventually 

icontribute ito ithe ioverall iperformance iof ithe iorganization. i 

5.4 Limitations of the study  

The study encountered a few limitations in the course of the research. It was difficult to gain 

access to the respondents to be sampled, as some had very busy schedules, while some were 

not accessible and the interviewer had to seek the intervention of the Human Resource 

department in order to gain access to some of the respondents. Also, most of the respondents 

took time to understand the topic of the research as they were mostly from the technical or core 

business of the organization which is engineering, and they thought that employee engagement 

was synonymous with recruitment of employees. Thus the interviewer took quite a bit of time 

in explaining the purpose of the research first, which extended the interview period.  
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Also, some of the respondents thought that some of the interview questions had been repeated 

as a result of using statenments synonymous with the term employee engagement, thus some 

did not fully answer the interview questions. The interviews were very time consuming as well.  

5.5 Recommendations 

The ilevel iof iemployee iengagement iis isignificantly ilow, ithis iis idespite iits ipotential iin 

icontributing ito ithe iorganizational iperformance ithrough igoal iattainment, imarket ishare iand 

irevenue igrowth iand iinnovation. iThis istudy ithus irecommends ifor iorganizations ito itake 

imeasures ithat iwill ienhance iemployee iengagement. iOne iof ithe ifactors ithat ican ibe iused iin 

ienhancing iemployee iengagement iis ithrough ipaying ibetter isalary ithat iwill imotivate ithem iat 

itheir iwork. iOther itechniques ifor ienhancing iemployee iengagement ishould ibe isought iand 

iimplemented iin ithe iorganization, iincluding itraining iand idevelopment, iempowerment iand 

iparticipation. The study also recommends that the management of KENGEN should improve 

on the employee engagement startegies, as the existing strategies aren’t working. The idea that 

engagement can be improved by interaction of management and employees is not practical. A 

number of strategies have to be employed at any given time, not only one stategy at a time. 

Organizations will ne better off employing experts on employee engagement to guide their 

employee engagement programs in order to improve organizational performance. 

5.6 iSuggestions ifor iFurther iResearch 

This istudy iwas icarried iout ito iexamine iinfluence iof iemployee iengagement ion iorganizational 

iperformance. iOther istudies ican ibe idone iconsidering iemployee iengagement iand iemployee 

iperformance. iThis istudy iwas icarried iout iin ithe ipublic isector iorganization, iit ican ibe ireplicated 

iin ithe iprivate isector iwhere ithe ibusiness isetup iis idifferent. i i i i i i i i i i i i i i i i i i i 
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APPENDIX 1 – Interview Guide 

Interview Guide 

Section A: Background Information 

1. What is your gender?   

2. What is the highest level of education you have received? 

3. What is your management position?    

4. How long have you been working in this company?  

5. Which department do you work in? 

Section B: Determinants of Employee Engagement 

1. Do you feel as though employees put in deliberate efforts to achieve organization 

goals? If so, how have these efforts affected the performance of your organization? 

2. Would you consider your employees to be passionate about the organizational goals? 

3. How do the deliberate efforts of your employees in their work help the organization 

in attaining its goals? 

4. To what extent will your employees go to attain the organization goals? 

5. How have the employees’ proactive efforts to attain organization goals affected your 

customer satisfaction? 

6. How would you describe the levels of employees’ commitment to the organization as 

having contributed to your brand growth?  

7. How does the employees’ eagerness to work for the organization affect the 

company’s profits? 

8. Would you consider employees proactive efforts to have led to the expansion of your 

operations? 

9. How have employees’ deliberate efforts to organizational goals affected the team 

performance in the organization? 

10. Would you consider employees’ willingness to go the extra mile to have contributed 

to employee competency resulting in better organizational performance? 
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11. What is the contribution of employees’ deliberate efforts to the organizational goals 

on your market share growth? 

12. Has the employees’ eagerness to work for the organization helped the company in 

acquiring new customers? 

13. How has the employees’ willingness to go the extra mile for the organization 

contributed to innovation in the organization? 

14. Does the employees’ passion for their work influence the development of new 

product and services in the organization?  

 

 

 

 

 


