
 

  

Employee Engagement and Organizational 

Performance in Kenya 

 

  Vivian Komen 



International Journal of Business Strategies    

ISSN 2519-0857 (online)    

Vol.10, Issue 1, pp 52 - 63, 2024                                                              www.ajpojournals.org 

 

https://doi.org/10.47672/ijbs.2125                      52             Komen, (2024) 
 

Employee Engagement and Organizational Performance in Kenya 
 

 Vivian Komen 
Laikipia University 

 

Article history 

Submitted 01.04.2024 Revised Version Received 03.05.2024 Accepted 07.06.2024 

 

Abstract 

Purpose: The aim of the study was to assess 

the employee engagement and organizational 

performance in Kenya. 

Methodology: This study adopted a desk 

methodology. A desk study research design is 

commonly known as secondary data 

collection. This is basically collecting data 

from existing resources preferably because of 

its low cost advantage as compared to a field 

research. Our current study looked into 

already published studies and reports as the 

data was easily accessed through online 

journals and libraries.  

Findings: The study highlighted a strong 

correlation between employee engagement 

and organizational performance. Engaged 

employees demonstrate higher levels of 

productivity, innovation, and commitment to 

the organization's goals. They are more likely 

to go above and beyond their job 

descriptions, contributing positively to 

teamwork and overall workplace culture. 

Moreover, organizations with high levels of 

employee engagement tend to experience 

lower turnover rates, reduced absenteeism, 

and increased profitability. Effective 

communication, recognition of 

achievements, opportunities for growth and 

development, and a supportive work 

environment are key factors that contribute to 

enhancing employee engagement, ultimately 

leading to improved organizational 

performance. 

Implications to Theory, Practice and 

Policy: Social exchange theory, self-

determination theory and job demands-

resources model may be used to anchor future 

studies on assessing the employee 

engagement and organizational performance 

in Kenya. In terms of practical contributions, 

organizations should focus on designing and 

implementing tailored employee engagement 

initiatives that align with their specific goals, 

values, and cultural context. From a policy 

perspective, organizations can advocate for 

supportive policies and regulations that 

promote work-life balance, diversity, 

inclusion, and employee well-being.          
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Organizational Performance 
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INTRODUCTION 

Employee engagement and organizational performance are two interconnected elements that 

profoundly influence the success of any company. In developed economies like the USA, Japan, 

and the UK, organizational performance metrics often include revenue growth, customer 

satisfaction, and employee productivity. For instance, in the USA, data from the Bureau of 

Economic Analysis shows a consistent increase in real GDP over the past five years, reflecting 

overall economic growth and indicating positive performance across various industries. 

Additionally, a study by Smith and Johnson (2017) found that customer satisfaction levels in the 

UK have steadily improved, with an average increase of 3% annually, attributing this trend to 

advancements in service quality and customer-centric strategies. 

In developing economies such as Brazil and India, similar metrics are crucial for assessing 

organizational performance. For example, Brazil has experienced significant revenue growth in 

the technology sector, with a 15% increase in software exports reported by the Brazilian 

Association of Software Companies (ABES) from 2018 to 2022. Moreover, a study by Gupta, 

Singh & Sharma (2019) highlighted the positive impact of employee training programs on 

productivity in Indian manufacturing firms, leading to a 12% rise in output per worker over a three-

year period. 

In developing economies like Mexico and Indonesia, organizational performance metrics are 

critical for gauging economic progress. For instance, Mexico has seen a notable increase in export 

revenue in the automotive industry, with a 10% annual growth rate from 2018 to 2023, according 

to data from the Mexican Automotive Industry Association (AMIA). This growth reflects 

improved competitiveness and market penetration. Similarly, in Indonesia, a study by Wahab and 

Liem (2018) demonstrated that investments in employee training and development programs led 

to a 15% rise in productivity among manufacturing firms, showcasing the impact of human capital 

investments on organizational performance in developing contexts. 

In South Africa, organizational performance metrics have depicted noteworthy trends in various 

sectors, notably in the realm of renewable energy. Data sourced from the Department of Energy 

reveals a substantial 30% increase in investments in renewable energy projects from 2018 to 2023, 

Smith and Johnson (2017). This surge reflects not only a growing awareness of sustainability but 

also substantial commitments towards transitioning to cleaner energy sources, aligning with global 

environmental agendas and technological advancements. Such a shift underscores the importance 

of policy frameworks and incentives that encourage investments in sustainable practices, which in 

turn contribute to economic growth and competitiveness on a global scale. Additionally, these 

trends suggest a maturing market for renewable energy technologies, with potential implications 

for job creation, innovation, and long-term environmental sustainability strategies. 

Turning to Bangladesh, a notable development in organizational performance metrics is observed 

within the textile manufacturing sector. A comprehensive study conducted by Rahman, Islam, and 

Haque (2020) delved into the impact of lean management practices on productivity within these 

firms. The research revealed a significant 15% improvement in employee productivity following 

the implementation of lean management methodologies. This improvement signifies the efficacy 

of operational optimization strategies in enhancing performance outcomes, particularly in labor-

intensive industries like textiles. The adoption of lean management not only streamlines processes 

and reduces waste but also fosters a culture of continuous improvement, leading to tangible gains 
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in productivity and overall organizational performance. Such findings highlight the critical role of 

strategic management practices in driving efficiency, competitiveness, and sustainability within 

developing economies. 

In Vietnam, organizational performance metrics have shown significant progress in the technology 

sector, particularly in software development and IT services. Data from the Ministry of 

Information and Communications highlights a robust 25% annual growth in software exports from 

2018 to 2023. This growth is indicative of Vietnam's emergence as a key player in the global tech 

market, driven by factors such as skilled workforce availability, favorable business environment 

reforms, and strategic investments in digital infrastructure. Such advancements underscore the role 

of the technology sector as a driver of economic growth and competitiveness in the region, 

Ministry of Information and Communications, Vietnam. (2023). 

Moving to Egypt, a noteworthy trend in organizational performance metrics is observed in the 

tourism and hospitality industry. The sector has experienced a revival, with a 20% increase in 

international tourist arrivals over the past five years, according to data from the Ministry of 

Tourism and Antiquities. This growth is attributed to various factors including improved security 

measures, marketing campaigns promoting cultural heritage, and investments in tourism 

infrastructure, Ministry of Tourism and Antiquities, Egypt. (2023). The resurgence of tourism 

contributes significantly to job creation, foreign exchange earnings, and overall economic 

resilience, highlighting the sector's importance in driving economic recovery and diversification 

efforts. 

In Nigeria, the agricultural sector stands out as a focal point for assessing organizational 

performance metrics. A study by Olaniyan and Oyewunmi (2021) examined the impact of 

agricultural technology adoption on productivity among smallholder farmers. The research 

revealed a substantial 30% increase in crop yields following the adoption of modern farming 

techniques and technologies. This improvement underscores the potential of agricultural 

innovation in driving sustainable economic development, food security, and rural livelihood 

improvements in developing economies. 

Moving to Sub-Saharan economies, let's consider Ethiopia and Ghana. Ethiopia has experienced 

significant infrastructure development, resulting in a 20% increase in foreign direct investment 

(FDI) inflows, as reported by the Ethiopian Investment Commission (EIC). This uptrend 

underscores the importance of infrastructure investment in attracting external capital and fostering 

economic growth. In Ghana, a study by Owusu and Asante (2021) highlighted the positive 

correlation between customer satisfaction and repeat business in the retail sector, with a 25% 

increase in loyal customer base attributed to improved service quality and customer experience 

initiatives. 

In Sub-Saharan economies like Nigeria and Kenya, organizational performance metrics also play 

a vital role. For instance, data from the World Bank indicates a steady improvement in Kenya's 

Ease of Doing Business Index, reflecting positive trends in business environment and efficiency. 

Furthermore, a study by Adekunle and Mohammed (2020) observed a 20% increase in customer 

retention rates among Nigerian startups implementing customer relationship management (CRM) 

systems, highlighting the importance of technology adoption in enhancing organizational 

performance in the region. 
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Employee engagement initiatives such as training programs, recognition systems, work-life 

balance policies, and performance feedback mechanisms play a vital role in enhancing 

organizational performance metrics. Training programs contribute to employee skill development, 

leading to improved productivity and efficiency. For example, a study by Chen and Lin (2019) 

found that companies investing in comprehensive training programs experienced a 15% increase 

in employee productivity, translating into higher revenue growth. Additionally, recognition 

systems that acknowledge and reward employee contributions foster a positive work environment 

and boost morale, resulting in higher levels of employee satisfaction and engagement. This, in 

turn, can lead to improved customer satisfaction as satisfied and engaged employees are more 

likely to deliver exceptional customer service, thereby enhancing overall customer experience and 

loyalty. 

Moreover, work-life balance policies are instrumental in promoting employee well-being and 

reducing burnout, ultimately enhancing organizational performance metrics such as employee 

retention and productivity. Study by Wong and Ko (2021) demonstrated that organizations with 

flexible work arrangements and supportive policies experienced a 20% decrease in employee 

turnover rates and a 10% increase in employee engagement levels. These policies not only attract 

top talent but also contribute to a more motivated and committed workforce, positively impacting 

revenue growth through increased employee retention and higher productivity levels. Additionally, 

performance feedback mechanisms, including regular performance evaluations and constructive 

feedback loops, provide employees with clear goals and expectations, leading to improved job 

performance and goal attainment. This aligns with findings from a study by Smith and Jones (2018) 

showing a direct correlation between effective performance feedback and a 12% increase in overall 

employee performance, contributing to enhanced organizational performance metrics across 

various dimensions. 

Problem Statement 

The relationship between employee engagement and organizational performance remains a critical 

area of inquiry in contemporary management research. Despite extensive literature acknowledging 

the positive impact of employee engagement initiatives on various facets of organizational 

performance, including revenue growth, customer satisfaction, and employee productivity, there 

is a need for further empirical investigation to understand the nuanced dynamics and underlying 

mechanisms driving this relationship. For example, recent research by Johnson (2021) highlights 

the complexities involved in measuring and assessing employee engagement and its direct 

influence on key performance indicators within organizations. Similarly, a study by Lee and Park 

(2019) emphasizes the need for a deeper understanding of how specific employee engagement 

initiatives, such as training programs and recognition systems, contribute to organizational 

performance metrics. These studies underscore the ongoing debate and gaps in knowledge 

regarding the causal pathways and effectiveness of different engagement strategies in achieving 

desired organizational outcomes. 

Theoretical Framework 

Social Exchange Theory 

Originating from Blau (1964), the Social Exchange Theory posits that relationships are based on 

the exchange of resources and mutual benefits. In the context of employee engagement and 

organizational performance, this theory suggests that engaged employees contribute more effort 
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and dedication to their work in exchange for rewards, recognition, and support from the 

organization. Study by Smith (2020) supports this theory by demonstrating that organizations 

fostering positive social exchanges through engagement initiatives experience higher levels of 

employee commitment, job satisfaction, and ultimately, improved organizational performance. 

Self-Determination Theory (SDT) 

Developed by Deci and Ryan (1985), SDT focuses on intrinsic motivation and autonomy in driving 

human behavior. It posits that individuals are motivated when they have a sense of autonomy, 

competence, and relatedness in their work environment. In the context of employee engagement, 

SDT emphasizes the importance of providing employees with meaningful work, opportunities for 

personal growth, and a supportive work environment. Studies by Ryan and Deci (2019) have 

shown that organizations aligning their engagement strategies with the principles of SDT witness 

higher levels of employee engagement, job satisfaction, and performance outcomes. 

Job Demands-Resources (JD-R) Model 

The JD-R Model, proposed by Bakker and Demerouti (2007), suggests that job demands (e.g., 

workload, stress) and job resources (e.g., support, autonomy) influence employee engagement and 

well-being. This model posits that high job demands can lead to burnout, while sufficient job 

resources can enhance engagement and performance. In the context of organizational performance, 

this theory emphasizes the need for organizations to manage job demands effectively while 

providing adequate resources to support employee engagement. Research by Demerouti, Bakker 

& Leiter (2021) demonstrates the applicability of the JD-R Model in understanding the relationship 

between employee engagement, job satisfaction, and organizational outcomes. 

Empirical Review 

Green (2018) aimed to understand the relationship between employee engagement and 

organizational performance in the healthcare sector. The purpose was to investigate whether higher 

levels of employee engagement translate into tangible benefits for healthcare organizations in 

terms of patient care and operational outcomes. The methodology involved conducting surveys 

among healthcare professionals, including doctors, nurses, and support staff, to assess their levels 

of engagement and perceptions of organizational performance indicators. The study utilized 

validated scales to measure employee engagement dimensions such as job satisfaction, 

commitment, and discretionary effort. Additionally, organizational performance metrics such as 

patient satisfaction scores, clinical outcomes, and employee turnover rates were analyzed. The 

findings of the study revealed a significant positive association between higher levels of employee 

engagement and improved patient satisfaction, reduced turnover rates, and enhanced clinical 

outcomes. Engaged employees were more likely to exhibit behaviors that positively impact patient 

care, such as going above and beyond their job requirements and fostering collaborative teamwork. 

Based on these findings, the study recommended that healthcare organizations prioritize employee 

engagement initiatives, such as training programs, recognition systems, and leadership 

development, to create a supportive work environment that enhances both employee well-being 

and organizational performance. 

Yang (2019) delved into the impact of employee engagement initiatives on financial performance 

within manufacturing firms. The study's purpose was to investigate whether comprehensive 

engagement strategies contribute to improved profitability, cost efficiencies, and productivity 

gains for manufacturing organizations. The methodology employed a mixed-methods approach, 
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including surveys, interviews with key stakeholders, and financial data analysis. The study 

surveyed employees across various departments to assess their perceptions of engagement 

initiatives, such as training programs, communication strategies, and recognition systems. In-depth 

interviews were conducted with senior managers and HR professionals to gain insights into the 

implementation and effectiveness of these engagement efforts. Financial data, including revenue 

growth, profit margins, and operational costs, were analyzed to measure the impact of engagement 

initiatives on organizational performance metrics. The findings indicated that companies with 

comprehensive employee engagement programs experienced higher profitability, cost savings, and 

productivity gains compared to those with limited engagement efforts. Engaged employees were 

more committed, innovative, and aligned with organizational goals, leading to improved 

operational efficiency and customer satisfaction. Based on these findings, the study recommended 

that manufacturing firms invest in tailored engagement initiatives that align with their 

organizational context and strategic objectives to achieve sustainable financial performance and 

competitive advantage in the industry. 

Patel (2020) explored the influence of leadership styles on employee engagement and 

organizational performance within the banking sector. The study aimed to understand how 

different leadership approaches, such as transformational, transactional, and laissez-faire styles, 

impact employee engagement levels and key performance indicators. The methodology involved 

conducting surveys and interviews with bank employees across various hierarchical levels, 

including frontline staff, middle managers, and senior executives. The surveys assessed employees' 

perceptions of leadership behaviors, organizational culture, and engagement levels, while 

interviews provided qualitative insights into the leadership practices within the organization. 

Organizational performance metrics, such as customer retention rates, profitability, and market 

share, were also analyzed to measure the impact of leadership styles on business outcomes. The 

findings revealed that transformational leadership was positively correlated with higher levels of 

employee engagement, job satisfaction, and customer retention rates. Employees under 

transformational leaders exhibited greater motivation, commitment, and initiative, leading to 

improved financial performance for banks. Based on these findings, the study recommended that 

banks promote transformational leadership behaviors, provide leadership development programs, 

and foster a supportive organizational culture to enhance employee engagement and drive positive 

organizational outcomes in the banking industry. 

Garcia (2021) evaluated the effectiveness of recognition systems in improving employee 

engagement and performance in retail organizations. The study aimed to assess whether structured 

recognition programs contribute to higher levels of engagement, job satisfaction, and sales 

performance among retail employees. The methodology utilized a quasi-experimental design, with 

one group receiving recognition interventions, such as employee of the month awards, peer 

recognition programs, and verbal acknowledgments, while another group served as a control with 

no specific recognition initiatives. Pre- and post-intervention surveys were conducted to measure 

changes in employee engagement levels, job satisfaction scores, and sales performance metrics. 

Additionally, qualitative feedback from employees and managers was gathered to understand the 

perceived impact of recognition initiatives on work motivation and performance. The findings 

indicated that employees exposed to recognition interventions showed significantly higher levels 

of engagement, job satisfaction, and sales performance compared to the control group. Recognition 

programs fostered a positive work culture, improved morale, and enhanced teamwork, leading to 
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increased productivity and customer satisfaction. Based on these findings, the study recommended 

that retailers implement structured recognition programs, align them with performance metrics, 

and communicate their impact on employee engagement and business outcomes to drive 

continuous improvement and performance excellence. 

Kim (2018) assessed the relationship between employee engagement, customer satisfaction, and 

financial performance in the hospitality industry. The study aimed to understand how engaged 

employees contribute to positive customer experiences, revenue growth, and profitability for 

hospitality firms. The methodology involved collecting data from employee surveys, customer 

feedback mechanisms, and financial reports from hotels and resorts. Employee engagement levels 

were measured using validated scales, such as the Gallup Q12 survey, which assesses engagement 

dimensions like job satisfaction, commitment, and discretionary effort. Customer satisfaction 

scores were obtained through surveys, online reviews, and comment cards, while financial 

performance metrics, such as RevPAR (revenue per available room), ADR (average daily rate), 

and occupancy rates, were analyzed to gauge business outcomes. The findings revealed a strong 

positive correlation between higher levels of employee engagement, improved customer 

satisfaction scores, and enhanced financial performance metrics. Engaged employees were more 

likely to deliver exceptional service, build rapport with guests, and contribute to a positive brand 

image, leading to increased repeat business, positive word-of-mouth referrals, and revenue growth. 

Based on these findings, the study recommended that hospitality firms prioritize employee 

engagement initiatives, such as training programs, recognition systems, and employee 

development, to create a culture of service excellence and drive positive organizational outcomes. 

Sharma (2019) investigated the impact of work-life balance policies on employee engagement and 

organizational performance in IT firms. The purpose was to understand how flexible work 

arrangements, supportive policies, and a healthy work-life balance contribute to higher levels of 

engagement, job satisfaction, and project performance among IT professionals. The methodology 

employed surveys and focus group discussions with IT employees across different job roles and 

departments. The surveys assessed employees' perceptions of work-life balance policies, including 

remote work options, flexible hours, parental leave, and wellness programs. In-depth interviews 

and focus group discussions provided qualitative insights into the effectiveness of these policies 

in promoting work-life balance, reducing burnout, and enhancing employee well-being. Project 

performance metrics, such as project completion rates, client satisfaction scores, and team 

collaboration, were also analyzed to measure the impact of work-life balance initiatives on 

organizational outcomes. The findings indicated that organizations offering flexible work 

arrangements and supportive policies experienced higher levels of employee engagement, reduced 

absenteeism, and improved project outcomes. Employees appreciated the autonomy and flexibility 

to manage their work and personal responsibilities, leading to increased job satisfaction and 

performance. Based on these findings, the study recommended that IT companies implement and 

communicate work-life balance initiatives effectively, tailor them to employees' needs, and 

leverage technology to support remote work arrangements and collaboration, thereby attracting 

and retaining top talent and enhancing overall performance in the industry. 

Tan (2022) explored the role of employee voice in driving engagement and performance 

improvements in manufacturing organizations. Through surveys, interviews, and performance data 

analysis, the study examined the relationship between employee voice mechanisms (e.g., 

suggestion systems, feedback mechanisms) and engagement/performance outcomes. The findings 
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indicated that employees who felt their voices were heard and valued reported higher levels of 

engagement, job satisfaction, and operational performance metrics such as quality and efficiency. 

The study recommended creating a culture of open communication and empowering employees to 

contribute ideas and feedback to drive continuous improvement and performance excellence in 

manufacturing firms. 

METHODOLOGY 

This study adopted a desk methodology. A desk study research design is commonly known as 

secondary data collection. This is basically collecting data from existing resources preferably 

because of its low cost advantage as compared to a field research. Our current study looked into 

already published studies and reports as the data was easily accessed through online journals and 

libraries. 

RESULTS 

Conceptual Gap: While the studies by Garcia (2021) provide valuable insights into the 

relationship between employee engagement and organizational performance, there is a need for 

further conceptual exploration. Specifically, research could delve deeper into the underlying 

mechanisms through which employee engagement initiatives, such as training programs, 

recognition systems, and leadership styles, directly impact specific organizational performance 

metrics. Understanding the mediating factors and causal pathways would provide a more nuanced 

understanding of how engagement strategies translate into tangible business outcomes across 

different industries and organizational contexts. 

Contextual Gap: The existing studies predominantly focus on specific sectors such as healthcare, 

manufacturing, banking, retail, hospitality, and IT firms. However, there is a lack of comparative 

research that examines how employee engagement initiatives vary in their effectiveness across 

diverse organizational contexts. Future studies could explore how factors such as organizational 

size, industry dynamics, cultural differences, and regulatory environments influence the 

implementation and outcomes of engagement strategies. This contextual analysis would provide 

valuable insights for organizations seeking to tailor their engagement initiatives to suit their unique 

circumstances and challenges Green (2018). 

Geographical Gap: The studies by Sharma (2019) primarily draw data and insights from 

developed economies, with limited representation from emerging markets and developing 

economies. There is a notable gap in understanding how employee engagement initiatives and their 

impact on organizational performance differ between developed and developing economies. 

Future research could explore these geographical variations to uncover cultural, economic, and 

institutional factors that shape the effectiveness of engagement strategies in driving business 

outcomes. This comparative analysis would contribute to a more comprehensive understanding of 

the global implications of employee engagement on organizational performance and strategic 

management practices. 

CONCLUSION AND RECOMMENDATIONS 

Conclusion 

In conclusion, the relationship between employee engagement and organizational performance is 

a multifaceted and dynamic one that significantly impacts the success and sustainability of 

businesses across various industries. The empirical studies reviewed shed light on the positive 
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association between higher levels of employee engagement and improved organizational 

outcomes, including enhanced customer satisfaction, increased productivity, reduced turnover 

rates, and higher profitability. These findings underscore the strategic importance of investing in 

employee engagement initiatives, such as training programs, recognition systems, leadership 

development, and work-life balance policies. 

Moreover, the studies highlight the role of effective leadership styles, contextual factors, and 

geographical variations in shaping the effectiveness of engagement strategies. Transformational 

leadership, supportive organizational cultures, and tailored engagement programs emerge as key 

drivers of employee engagement and performance excellence. However, there remain conceptual, 

contextual, and geographical research gaps that warrant further exploration to deepen our 

understanding of the underlying mechanisms and nuances in the employee engagement-

organizational performance nexus. 

Overall, the evidence suggests that fostering a positive work environment, promoting open 

communication, empowering employees, and aligning engagement efforts with strategic 

objectives are crucial for unlocking the full potential of employee engagement and driving 

sustained organizational success. As organizations navigate evolving market dynamics and 

workforce expectations, prioritizing employee engagement as a strategic imperative can yield 

long-term benefits in terms of competitive advantage, innovation, and stakeholder value creation. 

Recommendations  

The following are the recommendations based on theory, practice and policy: 

Theory Contributions 

Conducting further research on the mechanisms underlying the relationship between employee 

engagement and organizational performance is crucial. This involves delving into mediating 

factors such as job satisfaction, commitment, and discretionary effort to enhance theoretical 

frameworks. Additionally, encouraging interdisciplinary collaboration among fields like 

organizational behavior, psychology, economics, and sociology can lead to holistic theories that 

integrate individual, team, and organizational levels of analysis. This interdisciplinary approach 

can provide a deeper understanding of how employee engagement impacts organizational 

outcomes, contributing significantly to theoretical advancements in the field. 

Practice  

In terms of practical contributions, organizations should focus on designing and implementing 

tailored employee engagement initiatives that align with their specific goals, values, and cultural 

context. This includes incorporating feedback mechanisms, flexible work arrangements, 

recognition systems, and leadership development programs based on empirical evidence and best 

practices. Moreover, investing in continuous learning, skill development, and empowerment 

initiatives can foster a culture of growth, autonomy, and accountability among employees. 

Providing opportunities for career advancement, mentorship, and meaningful work experiences 

enhances engagement and performance at the individual and organizational levels. 

Policy  

From a policy perspective, organizations can advocate for supportive policies and regulations that 

promote work-life balance, diversity, inclusion, and employee well-being. This may involve 
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advocating for flexible working arrangements, parental leave policies, and anti-discrimination 

measures that contribute to a positive work environment and enhance engagement. Additionally, 

promoting ethical leadership practices, transparency, and accountability in organizational 

governance structures is essential. Ensuring fairness, equity, and social responsibility in decision-

making processes fosters trust, loyalty, and commitment among employees, ultimately leading to 

improved performance outcomes. These policy contributions are crucial in creating an 

environment conducive to high levels of employee engagement and organizational success. 
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