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Abstract: The purpose of the study was to examine the effect of employee retention strategies on organizational 

performance.  The study was guided by the following specific objective: to examine the effect of employee 

empowerment on organizational performance in TransNzoia County, Kenya, The study’s theories were; self-theory, 

equity theory, McClelland theory. The study used descriptive research design.  The target population of the study 

was 100 employees in human resource department within County government of TransNzoia. Census was adopted 

since the target population is small. Data collection instruments was questionnaires. Data collection methods was 

both primary and secondary. Pilot test was carried out for validity and reliability of research instruments. The data 

was analyzed using Statistical Program for Social Sciences (SPSS) windows version 23.Multiple linear regression 

analysis was carried out to examine the effect of retention strategies on employee performance in the county 

government of TransNzoia, Kenya. Regression analysis was carried out to test the significant levels of one variable 

to the other in the study. ANOVA was carried out to test the hypotheses of the study. In conclusion basing on the 

findings, employee empowerment (β = 0.670) was found to be positively related organizational performance in the 

County Government of TransNzoia, Kenya. From t-test analysis, the t -value was found to be 4.330 and the ρ -value 

0.000. Statistically, this null hypothesis was rejected because ρ<0.05. Thus, the study accepted the alternative 

hypothesis and it concluded that employee empowerment affects organizational performance in the County 

Government of TransNzoia, Kenya.The study came up with a number of recommendations.  The study recommends 

that the county government of TransNzoia should empower employee to perform highly since it plays a significant 

role in the success and survival abilities of the organization and as it encourages better connection amongst workers 

and their administrators as well as cultivation of innovation, to offer more thoughts and critical thinking 

arrangements. Providing employees with the necessary guidance and skills, to enable autonomous decision making 

(including accountability and the responsibility) for making these decisions within acceptable parameters that are 

part of an organizational culture. Enable flexibility in the work design of employees and, consequently to improve 

work-life balance and enhance organizational performance. Employees are at liberty to exert their efforts towards 

the organizational goals when provided with flexible work environment. provision of equitable salary, effective 

incentive pay program and bonuses to motivate employees to increase their performance in the subsequent year as 

it makes them expect a repeat in the following year  in expectancy and vice versa. The study will be significant to the 

government of Kenya, stakeholders, academicians in formulation of different strategies of attracting and retaining 

talented and qualified employee in the organisation. 
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1.   INTRODUCTION 

Employees are a crucial resource for any organization, and the company’s failure or success is often linked with its ability 

to attract, retain and reward talented and capable employees appropriately. The retention of skilled employees can be 

considered an important advantage source for any organization. Nevertheless, while an organization seeks to retain its 

employees, different challenges also need to be faced (Barney 1991; Pettman 1975; Wernerfelt 1984). Generally, creative 

employees are encouraged to stay in organizations, while employees who are weak performers with low productivity are 

encouraged to leave. If it were calculable, companies should retain employees who contribute positively to the value and 

profit of the company and who also have a higher positive effect on the company. Employee retention, in this case, is 

preferable to hire a new employee as a substitute for an effective employee as well as taking into account the cost of hiring 

the new employee.  Globally, organizations are facing difficulties especially on retention of the most talented employees. 

They have no option rather than adopting strategies to enable them retain those employees in the organisation. According 

to the World Health Organization (2013), global human resources crisis coupled with poor performance of health workers 

in the health sector in low and middle-income countries is receiving increased global attention. According to Zahargier and 

Balasundaram (2011), the most treasured asset in any organization are the employees. By engaging employees in cultivating 

their performance, an efficacious and highly dynamic organization can be achieved. Therefore, in order to sustain the 

competitive advantage, employees should be able to display total commitment to the performance ethics that are required. 

To align with great demands, unpredictable business environments as well intense competition, companies are now forced 

to greatly improve their performance (Muda, Rafiki & Harahap, 2014). 

Abeysekera (2007) in a study evaluated the HR practices like realistic information about job, job analysis, work life balance 

and career opportunities, supervisor support and compensation and their impact on employees’ intentions to leave which 

resulted that compensation and job analysis have positive impact on employee turnover. Holtom et al. (2008) discussed in 

this study that the factors that makes the employee for staying and leaving were different. Hay Group (2009) stated that 

employee engagement includes components such as commitment and discretionary effort. Commitment refers to 

employees’ attachment with an organization and the intent to continue with. Discretionary effort refers to the employees’ 

readiness to leave. It is discussed that these two components must be considered seriously. Taylor (2010) while explaining 

turnover stated that pull and push factors are to be considered. Positive attraction towards alternative job opportunity is pull 

factors, in which employees are searching for alternative job opportunities even if they are happy and satisfied. In this 

circumstance, it is highly essential that employer/management must understand the real value of their employees and 

identify the reasons for searching or what they are expecting in the current job and this would help to retain the talents. The 

next important factor is push factors, in which some dissatisfied circumstances are prevailing in the current organization 

which makes the employee to leave for refining work life. There are several attributes for pull  and push factors that need 

to be identified and focussed more.  

Cardy and Lengnick-Hall (2011) conducted a study on retention of employees, which emphasizes more on customer-

oriented approach. Employee equity model is the method followed in this research. This study explores more regarding 

employees’ values rather than external factors which have effects on the employees whether to stay or to leave. In other 

words, this study was concentred towards internal factors which makes the employees to stay or leave. Chitra Devi and 

Latha (2011) conducted a research on employee retention in IT sector. The main aim of the research is to identify why 

employees are migrating one from companies to another i.e. reasons for migration and to analyse the retention benefits. 

Discriminate analysis tool was used and resulted that the sector has to focus on compensation, job satisfaction and job 

security as these were some of the important tools used for retention of employees in organizations. Tripathi et al. (2011) 

attempted to analyse the problems faced by the professional institutions i.e. private and government institutions and the 

factors to overcome the difficulties faced by them. Analysis with respect to private and government institutions for Level 

of job satisfaction, tenure of working, working environment, working hours, job switches and its reasons, faculty loyalty 

and tenure of service and retention tools were suggested in this study. Pay Dissatisfaction, lack of career growth 

opportunities, uncomfortable work environment, unsecured job, Loyalty are the factors which determine an attitude in 

faculties concerning their institutions. The study cited reasons for faculties leaving in existing employment and what made 

them to stay in the current employment.  

Sadaf Zahra et al. (2013) conducted a study in Pakistani Universities and found that compensation, support of the supervisor 

and work-life policies are some of the key factors in turnover intention and employees consider these a lot when compared 
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to recognition and rewards. It is concluded that less flexibility and heavy work load affects family life. Apart from these 

motivation, competitive pay, supervisory support, leadership, programs for career development would reduce intention to 

leave. Regionally, companies are busy and consistently looking for means of retaining talented and hardworking employees 

in their organisation. Chartered Institute of Personnel and Development report i.e CIPD (2015) has identified the factors for 

employee leaving as push and pull factors. Gary Dessler and Biju Varkkey, while discussing a comprehensive approach to 

retaining employees, stated that after identifying problems of retention, action can be taken to boost employee retention by 

way of pay rise, hire smart, discuss careers, provide direction, offer flexibility, attractive employee welfare measures, HR 

practices for high performance, binding contracts and others. Priyanka and Dubey S K (2016) in their study performed 

exploratory factor analysis using principal component technique. They have identified employee turnover intentions through 

eight factors such as; quality of management practices, low salary, no career growth opportunity, lack of support from the 

peer, supervisors and family members, v. little learning opportunities, poor working environment that is. no workplace 

safety, communication and insecurity in job.  

Employee performance refers to outcomes that have been achieved and accomplishments that are made at work. It also 

indicates the financial or non-financial outcome of the employee that creates a direct link with the performance of an 

organization as well as its success (Anitha, 2014). According to Ahmad, Farrukh and Nazir (2015), employee performance 

refers to the tasks and activities that an employee performs efficiently and effectively. Jerome (2013) mentions that 

employee performance refers to the behaviors and actions that can be observed to explain how a job is meant to be done as 

well as showcase the expected results for a good job performance. The benefits that an organization has to offer have a huge 

impact on an employee’s performance and satisfaction. The overall efficiency and productivity of an organization’s 

processes is as a result of good employee performance.  

It is very easy to lose an employee than making the same.  Talented and qualified employees are very important assets for 

the company. One of the major drivers for investing in a retention program is the financial impact of recruiting and training 

valued employees (Abraham, 2007). Job dissatisfaction can be a cause for labor turnover. Labor turnover levels can be very 

high in organizations with poor working conditions, undesirable jobs, pay inequities and limited opportunities for 

advancement (Nzuve, 1997). It is therefore of the firm to be able to bring on the table strategies to apply on these employees 

for the survival of the organisation.   Studies have shown that one of the major concerns of any organization in a high-

growth business is employee retention (Peterson, 2005). This is because the human resource is the most valuable asset in 

any organization (Adebayo, 2001; Ejiofor and Mbachu, 2001). So, for the goals and objectives of any organization to be 

achieved, the importance of effective implementation of adequate employee retention strategies cannot be overemphasized. 

In order to accomplish their goals, organizations put in place measures to retain their workforce for enhanced performance. 

However, one major problems facing organizations is on how to retain competent workforce for performance. This problem 

has deprived many organizations of having in their employment capable workforce needed to achieve their desired goals 

and objectives (Cascio, 2003; Heneman and Judge, 2003). Where competent employees are available arising from 

appropriate recruitment strategies of an organization, frequent labour turnover arising from non-provision of adequate 

employee retention strategies have made it almost impossible for organizations to have in their employment competent staff 

to carry out the tasks of these establishments (Cascio, 2003). To overcome this negative development, organizations spend 

a lot of resources to put in place 'well packaged' incentives and 'proper working environment' to enable these staff to 

contribute meaningfully towards the realization of organizational goals. Despite these measures, the problem still persists 

in some organizations. 

One of the reasons that informed this study has to do with the unique role under-taken by competent workforce in bringing 

about the realization of the goals and objectives of organizations. In so far as competent employees are necessary for 

organizational performance, there is the need therefore to identify and examine how best to retain these competent 

employees for the achievement of the goals and objectives of organizations. Employees are a crucial resource for any 

organization, and the company’s failure or success is often linked with its ability to attract, retain and reward talented and 

capable employees appropriately. The retention of skilled employees can be considered an important advantage source for 

any organization. Nevertheless, while an organization seeks to retain its employees, different challenges also need to be 

faced (Barney 1991; Pettman 1975; Wernerfelt 1984). The strategies that an organization employs to retain their staff have 

great impact on an employee’s performance (Gberevbie, 2010). It is critical for any successful organization to understand 

the employees’ perspectives and measure their retention factors. A study conducted by Earle (2014), mentions that 

organizations should provide a good environment where people enjoy being, where they feel energised and valued and they 
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will definitely want to stay and that negative associations are often reinforced when employees feel like they are always 

dragging themselves to an unpleasant environment on a daily basis. Osibanjo, Adeniji, Falola and Heirsmac (2014) in their 

study mention that compensation is strategic to the goals of any organization and that it ensures employee retention, 

satisfaction, development as well as better performance of the employees. The study established that there is a positive 

relationship between salaries, incentives, bonuses which in turn affect employee performance. In order to achieve employee 

satisfaction and retention, it is critical for organizations to have a structured compensation management system. Iyria, 

Namusonge and Karanja (2014) found that most companies that are listed in the Nairobi Securities Exchange (NSE) have 

put in place retention practices that are effective. This is achieved through availability of flexible hours and good 

compensation packages. In the county government of TransNzoia, there has been challenges of high turnover of most 

talented and innovative employees, lots of discrimination, lack of management support in form of employee growth, low 

pay, poor working condition, non-inclusivity in making of decision and others. Therefore the study sought to examine the 

effect the effect of employee empowerment on organizational performance in the County Government of TransNzoia, 

Kenya. 

2.   EMPLOYEE EMPOWERMENT ON ORGANIZATIONAL PERFORMANCE 

The greatest assets of any organization are its human resource and many resources are spent by organizations in building 

the capacities of their employees. This is due to the fact that human resource capacity building equips employees to achieve 

organizational goals and objectives and mandate, Mouallem and Analoui (2014). Employee empowerment is giving 

employees a certain degree of autonomy and responsibility for decision-making about their specific organizational tasks 

(Dobre, 2013). It allows decisions be made at the lower levels of an organization where employees have a unique view of 

the issues and problems facing the organization at a certain level. Empowerment is the process of enabling or authorizing 

an individual to think, behave, take action, and control work and decision making in autonomous ways. It is the state of 

feeling confident to take control of one's own destiny (Heathfield, 2007).  Empowerment has become one of the most salient 

concepts in modern management theory and practice. Definitions vary, but for the purposes of this study, empowerment is 

defined as: the process of providing employees with the necessary guidance and skills, to enable autonomous decision 

making (including accountability and the responsibility) for making these decisions within acceptable parameters that are 

part of an organizational culture. 

Employee empowerment plays a significant role in the success and survival abilities of the organization in this era of 

globalization. Empowerment gives critical advantages as said underneath improve morale: When employees are 

empowered, their morale also, certainty enhances, and the association sees a noteworthy pick up in the distinctive features, 

for example, profitability and dedication.  Expanded profitability: Representatives with an interest to the best advantage of 

the organization increases their role and become more efficient and develop a good working relationship with their 

managers.  Team Unity: Empowerment encourages better connection amongst workers and their administrators. As every 

observe alternate as commonly profiting by their working relationships. Innovation: Empowerment cultivates innovation, 

workers will offer more thoughts and critical thinking arrangements when conceivable. This employee empowerment brings 

a sense of belongingness of the employees together with the employers in the organisation. Empowerment as a 

demonstration of building, creating and expanding power by working with others, which is called "intuitive empowerment” 

and has the ability to influence their own behavior, Call "self-empowerment” (Barroso Castro, Villegas Perinan, & Casillas 

Bueno, 2008). An important aspect for any organization to empower employees is to seek a high level of employee 

involvement, flexibility, and market response (Aydogmus, Camgoz, Ergeneli, & Ekmekci, 2018). Empowerment and its 

organizational effects both of the scholars and staff members get enough attention in the past decade (Ali, & Ali, 2018). 

Psychological empowerment, is consider as “increased intrinsic task motivation”, is shown to show people and to improve 

the performance of individual works (Hechanova, Regina, Alampay, & Franco, 2006). 

Environmental changes and increased global competition leads the employee empowerment has a main importance role in 

management. Because organizations with strong employees, committed, skilled and motivated will be better able to compete 

and adapt to changes. Furthermore, technology development has caused organizations in twenty century has taken a 

different form from traditional organizations. In traditional organizations the staff energy managed but in 21 century 

organizations need to be that the addition of energy, managing the intellectual power and creativity of employees. Under 

these conditions, hierarchy and controlling methods is not suitable and personnel must show their own initiative and quickly 

act to solve problems in completely autonomous teams that are playing their role (Maqaly, 2009). A number of studies 

proposed that to fully build the human resource capacity of the public sector in kenya, empowerment through training of 
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employee providing inputs and control employee access to information flow are the key requirements to improve job 

performance. The main goal of employee empowerment is to help the organization achieve its mission and business goals 

(Pinnington & Edwards, 2000). Essentially, successful managers and owners of the firm, they have a habit of helping the 

employees feel competent. Furthermore, they usually consider the interests of others (Kouzes and Posner, 2002). Goodly 

(2008) pre assumed that empowering others are the major leadership improvement initiatives and depends on the type of 

leadership i.e. servant leaders possess this attribute. The social skills of leaders nowadays are many, but, a notable one is 

developing others (McCauley and Van Velsor, 2004). 

Empowering others is a leaders‘ability, which allows them to reinforce and develop their constituents by sharing power and 

giving visibility and give credit to their employees (Kouzes and Posner, 2002). Empowerment of people is a major 

contributor to the development of subordinates by allowing them to do extremely well by investing in themselves, even at 

the risk of making mistakes (Page and Wong, 2000). Servant leadership theory emphasizes empowering employees, serving 

them and being committed to cultivating them (Page and Wong, 2000; Spear, 2004). Empowering others to act, will lead 

followers to do a better job, and will aware them about their full Service potential (Kouzes and Posner, 2002). According 

to Wagner & Hater (2014), an implementation of employee empowerment is an effective way to increasing employee 

satisfaction, that leads to an increase in loyalty and resulting with an increase in employee by the Global Business and 

Technology Association retentions ratios. Quality of work produced by happy empowered employees is high and the 

number of defects and poor services issues is reduced. It is vital for organizations to perceive that, skillful representatives 

are one of their most noteworthy resources and they will require them to confront test of holding them (Zemke & Schaff, 

1990). Worker inclusion and empowerment approaches go for upgrading obligation, expanding expert, and making 

occupations testing and intriguing to representatives, in view of their capacities and the necessities of the association. 

The organization's ability to maintain quality products and services for long-term success is necessary (Anderson, 1995). 

Dess and Robinson (1984) state that trust this ability is a learnable organizational capability. In the event that the ability to 

manage elite is a learn capable skill. The execution of businesses (estimated through efficiency, productivity or business 

pointers) relies upon their practices as for work contracts (García-Sánchez, GarcíaMorales, & Martín-Rojas, 2018). The 

strain to increase profits has encouraged staff to distinguish and actualize managing methods (Gary, Yetton, & Sterman, 

2017). Effectiveness of the process to improve the success, skills and capabilities of both financial and non-financial targets, 

and improvement in implementation of the process. (Loosemore, & Lim, 2017). Organizations have focus on organizational 

performance either than individual performance. It also focuses on consolidation of performance measurement and 

measurement results (ParaGonzález, Jiménez-Jiménez, & Martínez-Lorente, 2018).  

It is well known that the companies which know how to use and invest in their resources can grow faster, making from this 

a business strategy on the emerging markets. This is mainly considered a managerial responsibility and the results depend 

not only on management's capabilities, but also on the hired employees. We can discuss here about the performance 

management concept, which is mandatory to be put into practice when referring to the company's most important resource 

– the employee. Thus, a high performing employee will be targeted to remain within the company as long as possible for 

the benefits he brings and for the positive image he creates. But together with high performance, also the expectations 

increase, for both the employee and employer.  Employee’s performance depends on various factors but the most important 

factor is training, which enhances the capabilities of employees (Raja, Furqan & Khan, 2011). Employees who have more 

on the job experience tends to perform better because there is an increase in the both their skills and competencies resulting 

from more on the job experience (Fakhar & Khan, 2008). The challenges associated with the changing nature of work and 

the workplace environment is as real for the campus as elsewhere. Rapid change requires a skilled and knowledgeable 

workforce with employees who are adaptive, flexible, and focused on the future. Hence, to address this challenge requires 

an ‘active and aggressive' intervention on both sides of the labour market (Webster, et al., 2008).  

According to Armstrong,  2006  develop  a  high  performance  culture,  and  Gruman  and  Saks,  (2011)  consider  that  

performance  management  is  a  critical  aspect  of  the  organizational  efficiency.  The  performance  management  is  a  

systematic  process  of  the  workload  planning  and  expectations  setting,  of  the  continuous  performance  monitorization,  

development  of  the  performing  capacity,  periodically  performance  evaluation and high performance recommendation 

(United States Office of Personnel Management, 2001). With respect to employees, Rasch, (2012) concluded in a study that 

high tech organizations are laying off employees in their developed markets in order to devote capital to these emerging 

markets. Pitt and Foreman, (1999) talk about performance as resource consumer factor.  Thus, the higher performance 

ambiguity within the employer-employee exchange will increase the negotiation cost. When the exchange object is complex, 
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the value adding is  possible  only  on  long  term,  and  the  performance  ambiguity  increases.  Thus,  the  expectations  

level  and  requirements  must  be  defined  as  clearly  as  possible  and to offer  any  possible  interpretations here, the  

communication  has  a  huge  importance  and  one  must  pay  a  special  attention  to  the  ways  this  is  performed,  as  

efficient as possible. To note, according to Massey and Dawes, (2006), one must take into account three variables of 

communication, for this to be successfully completed: frequency, bidirectionaly and quality. The appropriate 

communication will lead to relationship consolidation.  Thus, Schweitzer and Lyons, (2008) highlight the importance of a 

high value relationship creation between the employees and employers. For this to be possible, those  types  of  potential  

employees  must  be  identified  and  recruitment  of  these  persons  in  an  employment  relationship, which will develop 

in benefits for both the employer and employee, fact that will inevitably lead to the increase of the performance. The point 

is to create a feeling of safety and to reduce the fear of failure. Fear leads to inefficiency and poor performance. The 

employees must feel secure and this can be accomplished by making  sure  that  they  have  the  necessary  and  relevant  

knowledge  in  relation  to  their  jobs    Martensen  and  Gronholdt, (2006).  

Leeflang, (2011) believes that the orientation, organization and operationalization are the three pillars  that  determine  the  

degree  of  distinction  that  firms  performing  marketing  activities  can  achieve  above  other  firms.  Thus,  for  the  

employer,  the  sustainable  competitive  advantage  is  created  when  the  employees  are  instructed and encouraged to use 

their abilities for creating knowledge, advantage that has as basis the formation of organizational competencies, according 

to Shahzad et al., (2012),  who underlines in the same time that more than 60 studies taken between 1990-2007 have shown 

that a strong organizational culture has a positive impact over the employee performance. Another author Gounaris, 2005 

considers that job satisfaction is an important index  of  performance  measurement  as  efficiency  of  the  internal  marketing  

strategy  of  the  comapany,  next  to  in  decision  making,  and  Gruman  and  Saks,  (2011) agree that the high degree of 

the employee commitment leads to performance increase. Similiar Ind, (2007) mentions that those companies that share 

their earnings with the employees have a higher financial performance in comparison to those that do not do this, as well as 

those that provide flexible working hours and development programs which encourage the active intellectual participation. 

A person's motivation in working can affect his or her performance as well as discipline in work (Pawirosumarto et al., 

(2017); Nabi et al., (2017); Nadeem et al., (2014); Prophet et al., (2017) and also on organizational performance (Dobre, 

2013). Referring to the theory of motivation and the theory of expansion that when a person has a certain purpose, then he 

will work well and achieve his goals can be achieved. Mike Johnson (2004) in his book “The new rules of engagement” 

described that one of the utmost organizational battles for the future 10 years and it is the ability of the organization to 

engage employees to work with the business of the organization successfully.The difference in the character of the internal 

factor of employees have a different impact also on the performance of the employees themselves and because employees 

is a part of the organization then employee performance impact on organization performance (Hatane, 2015; Vosloban, 

2012). 

3.   METHOD 

The study adopted a descriptive research design. The target population for the study comprised of 100 employees in human 

resource department within County government of TransNzoia, Kenya. The study adopted census since the population was 

small. The questionnaire was used as a research instrument in order to analyze the effect of retention strategies on employee 

performance in TransNzoia County. Both primary and secondary data was used. Pilot testing was undertaken in West pokot 

by administering 10 questionnaires to respondents. Piloting was carried out to test validity and reliability of the data 

collection instrument. This study used both descriptive and inferential statistics to analyse the data. The coded data was 

entered into a computer and the SPSS computer package version 23 was used. The mean and standard deviation, correlation 

and regression analysis was carried out in order to establish the contribution of each independent variable to the dependent 

variable. Correlation was used to measure the relationship between the variables’ (independent and dependent variables). 

Regression was used to estimate the average relationship and predict the most likely values of one variable for specified 

values of the other variable. The function specification for the study was the multiple regression models which basically 

revealed the significant level of one variable over the other.  

4.   DISCUSSION 

The study sought to examine the effect of employee empowerment on organizational performance in the County 

Government of TransNzoia, Kenya. The findings are presented in a five point Likerts scale where SA=strongly agree, 

A=agree, N=neutral, D=disagree, SD=strongly disagree and T=total. Table 4.1 below contains a summary of data relating 

https://www.paperpublications.org/
https://www.paperpublications.org/


ISSN  2349-7807 
 

International Journal of Recent Research in Commerce Economics and Management (IJRRCEM)  
Vol. 10, Issue 3, pp: (141-155), Month: July - September 2023, Available at: www.paperpublications.org 

Page | 147 
Paper Publications 

to attitude of respondents towards effect of employee empowerment on organizational performance in the County 

Government of TransNzoia, Kenya. For instance when respondents were asked whether providing employees with the 

necessary guidance and skills, to enable autonomous decision making (including accountability and the responsibility) for 

making these decisions within acceptable parameters that are part of an organizational culture. The distribution of findings 

showed that 50.0 percent of the respondents strongly agreed to the statement that the organisation has very low employee 

turnover, 30.0 percent of them agreed, 16.0 percent of the respondents were neutral, 4.0 percent disagreed while none of 

them strongly disagreed. These findings implied that providing employees with the necessary guidance and skills, to enable 

autonomous decision making (including accountability and the responsibility) for making these decisions within acceptable 

parameters that are part of an organizational culture. 

The respondents were also asked whether employee empowerment plays a significant role in the success and survival 

abilities of the organization. The distribution of the responses indicated that 41.0 percent strongly agreed to the statement, 

48.0 percent of them agreed, 9.0 percent of them were neutral, 2.0 percent of them disagreed while none of them strongly 

disagreed to the statement. These findings implied that employee empowerment plays a significant role in the success and 

survival abilities of the organization.  

The respondents were also asked whether when employees are empowered, their morale also, certainty enhances, and the 

association sees a noteworthy pick up in the distinctive features, for example, profitability and dedication. The distribution 

of the responses indicated that 36.0 percent strongly agreed to the statement, 44.0 percent of them agreed, and 18.0 percent 

of them were neutral, 1.0 percent of them disagreed while 1.0 percent of them strongly disagreed to the statement. These 

findings implied that when employees are empowered, their morale also, certainty enhances, and the association sees a 

noteworthy pick up in the distinctive features, for example, profitability and dedication. 

The respondents were further asked whether empowerment encourages better connection amongst workers and their 

administrators. The distribution of the responses indicated that 44.0 percent strongly agreed to the statement, 43.0 percent 

of them agreed, 10.0 percent of them were neutral while 2.0 percent and 1.0 percent of them disagreed strongly and disagreed 

to the statement respectively. These findings implied that empowerment encourages better connection amongst workers and 

their administrators. 

The respondents were further asked whether empowerment cultivates innovation, workers will offer more thoughts and 

critical thinking arrangements when conceivable. The distribution of the responses indicated that 53.0 percent strongly 

agreed to the statement, 33.0 percent of them agreed, 11.0 percent of them were neutral, 2.0 percent of them disagreed while 

1.0 percent of them strongly disagreed to the statement respectively. These findings implied that empowerment cultivates 

innovation, workers will offer more thoughts and critical thinking arrangements when conceivable. 

Table 4.1: Employee Empowerment on Organizational Performance 

Statements on Employee Empowerment  SA A N D SD 

Providing employees with the necessary guidance and skills, to 

enable autonomous decision making (including accountability 

and the responsibility) for making these decisions within 

acceptable parameters that are part of an organizational culture 

% 50.0 30.0 16.0 4.0 0.0 

Employee empowerment plays a significant role in the success 

and survival abilities of the organization 

% 41.0 48.0 9.0 2.0 0.0 

When employees are empowered, their morale also, certainty 

enhances, and the association sees a noteworthy pick up in the 

distinctive features, for example, profitability and dedication 

% 36.0 44.0 18.0 1.0 1.0 

Empowerment encourages better connection amongst workers 

and their administrators  

% 44.0 43.0 10.0 2.0 1.0 

Empowerment cultivates innovation, workers will offer more 

thoughts and critical thinking arrangements when conceivable 

% 53.0 33.0 11.0 2.0 1.0 
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4.1 Inferential Statistics 

4.1.1 Pearson Correlation 

The study sought to establish the strength of the relationship between independent and dependent variables of the study. 

Pearson correlation coefficient was computed at 95 percent confidence interval (error margin of 0.05). Table 4.6 illustrates 

the findings of the study. 

Table 4.2: Correlation Matrix 

 Organizational Performance  

Employee Empowerment   

Pearson Correlation .582** 

Sig. (2-tailed) .000 

N 90 

As shown on Table 4.2 above, the p-value for employee empowerment was found to be 0.000 which is less than the 

significant level of 0.05, (p<0.05). The result indicated that Pearson Correlation coefficient (r-value) of 0.582, which 

represented an average, positive relationship between employee empowerment on organizational performance in the County 

Government of TransNzoia, Kenya.  

4.1.2 Multiple Linear Regression 

Multiple linear regressions were computed at 95 percent confidence interval (0.05 margin error) to show the multiple linear 

relationship between the independent and dependent variables of the study. 

4.1.2.1 Coefficient of Determination (R2) 

Table 4.3 shows that the coefficient of correlation (R) is positive 0.231. This means that there is a positive correlation 

between effect of employee retention strategies and organizational performance in the County Government of TransNzoia, 

Kenya. The coefficient of determination (R Square) indicates that 53.0% of organizational performance in the County 

Government of TransNzoia, Kenya is influenced by the employee retention strategies. The adjusted R2 however, indicates 

that 13.0% of organizational performance in the County Government of TransNzoia, Kenya is influenced by the effect of 

employee retention strategies leaving 87.0% to be influenced by other factors that were not captured in this study.  

Table 4.3 Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .231a .053 .013 .9331610 

a. Predictors: (Constant), Employee Empowerment,  

4.1.2.2 Analysis of Variance 

Table 4.4 shows the Analysis of Variance (ANOVA). The p-value is 0.000 which is < 0.05 indicates that the model is 

statistically significant in predicting how employee retention strategies affects organizational performance in the County 

Government of TransNzoia, Kenya. The results also indicate that the independent variables are predictors of the dependent 

variable.  

Table 4.4 ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 5.248 1 1.214 26.001 .268b 

Residual 93.365 89 .993   

Total 98.613 90    

a. Dependent Variable: Organizational Performance  

b. Predictors: (Constant), Employee Empowerment,   
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4.1.2.3 Regression Coefficients 

From the Coefficients table (Table 4.9) the regression model can be derived as follows: 

 Y = 39.122+ 0.659X1   

The results in table 4.5 indicate that all the independent variables have a significant positive effect on employee 

empowerment. The influential variable was employee empowerment with a coefficient of 0.659 (p-value = 0.000). 

According to this model when all the independent variables values are zero, organizational performance in the County 

Government of TransNzoia, Kenya will have a score of 49.551. 

Table 4.5: Regression Coefficients 

Model Unstandardized Coefficients Standardized Coefficients t Sig. 

B Std. Error Beta 

1 
(Constant) 39.122 3.712  49.551 .000 

Employee empowerment .659 .134 .612 4.330 .000 

4.1.3 Hypotheses Testing 

4.1.3.1 Hypothesis One 

Ho1: Employee empowerment does not have a significant effect on organizational performance in the County Government 

of TransNzoia, Kenya. 

From Table 4.5 above, employee empowerment (β = 0.670) was found to be positively related organizational performance 

in the County Government of TransNzoia, Kenya. From t-test analysis, the t -value was found to be 4.330 and the ρ -value 

0.000. Statistically, this null hypothesis was rejected because ρ<0.05. Thus, the study accepted the alternative hypothesis 

and it concluded that employee empowerment affects organizational performance in the County Government of TransNzoia, 

Kenya. 

5.  CONCLUSION AND RECOMMENDATION 

In conclusion basing on the findings, employee empowerment (β = 0.670) was found to be positively related organizational 

performance in the County Government of TransNzoia, Kenya. From t-test analysis, the t -value was found to be 4.330 and 

the ρ -value 0.000. Statistically, this null hypothesis was rejected because ρ<0.05. Thus, the study accepted the alternative 

hypothesis and it concluded that employee empowerment affects organizational performance in the County Government of 

TransNzoia, Kenya. 

The study came up with a number of recommendations.  The study recommends that the county government of TransNzoia 

should empower employee to perform highly since it plays a significant role in the success and survival abilities of the 

organization and as it encourages better connection amongst workers and their administrators as well as cultivation of 

innovation, to offer more thoughts and critical thinking arrangements  

Providing employees with the necessary guidance and skills, to enable autonomous decision making (including 

accountability and the responsibility) for making these decisions within acceptable parameters that are part of an 

organizational culture. Enable flexibility in the work design of employees and, consequently to improve work-life balance 

and enhance organizational performance. Employees are at liberty to exert their efforts towards the organizational goals 

when provided with flexible work environment. provision of equitable salary, effective incentive pay program and bonuses 

to motivate employees to increase their performance in the subsequent year as it makes them expect a repeat in the following 

year  in expectancy and vice versa.  
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