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DEFINITION OF TERMS
Corporate Social Responsibility (CSR): Business practices that involve initiatives to benefit
society and contribute positively to social, economic, and environmental sustainability (Albdour

& Altarawneh, 2017).

Diversity and Inclusion (D&I): Organizational practices and policies aimed at creating a

workplace that values diversity and fosters a culture of inclusion (Chaudhary, 2019).

Employee Net Promoter Score (eNPS): A metric used to measure employee loyalty and their

likelihood of recommending their workplace to others (Raza et al. 2021).

Environmental, Social, and Governance (ESG): A framework used to evaluate a company's
commitment to sustainability and ethical practices in environmental stewardship, social

responsibility, and governance transparency (Al Amosh & Khatib, 2023).

Employee Engagement: The level of psychological investment, motivation, and commitment
employees have towards their organization, often linked to productivity and job satisfaction

(Clack, 2021).

Global Reporting Initiative (GRI): International standards designed to help organizations
disclose their ESG performance in a standardized and transparent manner (UNFCC, 2016).

Nairobi Securities Exchange (NSE): Kenya's principal stock exchange where publicly listed
companies trade their shares (NSE, 2023).

Sustainable Development Goals (SDGs): A collection of 17 global goals set by the United
Nations to address social, economic, and environmental challenges for sustainable development

(United Nations, 2004).



ABSTRACT

This research sought to determine the influence of Environmental, Social, and Governance (ESG)
practices on employee engagement in companies listed on the Nairobi Securities Exchange in
Kenya. This study was guided by the following research objectives: to analyse the influence of
environmental practices on employee engagement in NSE-listed companies, to establish the
influence of social practices on employee engagement in NSE-listed companies, and to determine
the influence of governance practices on employee engagement in NSE-listed companies. This
study was grounded in stakeholder theory and social exchange theory. This study was based on the
positivist research philosophy. This study adopted a descriptive cross-sectional research design.
The study assumed a census approach. The study adopted a quantitative approach in data analysis.
To analyze all three objectives of the study, descriptive statistics and inferential statistics were
employed. The findings showed that the regression model was statistically significant, and the
analysis confirms that environmental, social and governance practices have a significant and
positive influence on employee engagement. The study concluded that environmental, social and
governance practices have a significant and positive influence on employee engagement in NSE-
listed companies. The study recommended that NSE-listed companies should enhance ESG
practices, focusing on environmental and social initiatives to boost engagement. Further research
should explore how Stakeholder Theory and Social Exchange Theory apply to ESG practices,
particularly in aligning practices with employee expectations and fostering greater engagement.
Companies should strengthen CSR initiatives, integrate ESG compliance into policies, prioritize
inclusive decision-making, and align ESG initiatives with cultural values to enhance engagement.
Future studies should explore the long-term impact of ESG practices on employee engagement,
examine industry-specific relationships, and investigate the role of cultural factors in ESG
effectiveness.

xi



CHAPTER ONE: INTRODUCTION
1.1 Background of the Study

Environmental, Social and Governance (ESG) practices have recently attracted a lot of attention
as more companies’ stakeholders strive for sustainable business practices in the market. ESG refers
to a vast contrary of corporate activities for sustainability about environment, social responsibility,
and corporate governance. Around the world, ESG standards are now viewed as essential for
future-oriented business success as more companies begin to implement elements of sustainability
in observance of the new expectations and directions from various stakeholders, including
investors, customers, and legislators (Chams & Garcia-Blandon, 2019). Velte (2017) pointed out
that there was a positive relationship between the level of ESG performance and changes in the
financial outcomes in Germany. Nevertheless, the work also revealed that there was emerging
research interest in how ESG impacted other factors such as employee satisfaction and

engagement.

ESG standards have featured more attention given the fact that companies globally adopt
sustainable business processes owing to the evolvement of stakeholder expectations and the
development of environmental conservation legislation (Chams & Garcia-Blandén, 2019). At the
global level, ESG started as a result of increasing consciousness of challenges facing the world
such as environmental deterioration, social injustice and bad governance whose impacts
are reflected in the economic systems. Global accords like the Paris Climate Agreement and the
UN Sustainable Development Goals provided the corporate sustainability global blueprint
(UNFCC, 2016). All these frameworks provided direction of how organizations must run their
operations in a manner that has a minimal impact on the environment offers socially fair results,

and is ethically sound.

Over the past decade, institutional investors have demanded more stringent compliance of
companies with ESG policies to meet not only the current laws but customer expectations in the
market as well. For instance, in 2023 BlackRock, one of the largest asset management companies
globally, declared that it would start integrating ESG into its investment process, which hints at

the increasing importance of sustainability for world financial markets (RAO, 2023). This has gone



through a cycle affecting almost every industry in the world where various companies are

encouraged to adopt ESG to sustain themselves in the global economy.

Thus, as ESG practices become more widely discussed globally, they have begun to appear at the
corporate level more often. ESG factors are no longer being applied merely to support corporate
objectives of sustainability and risk minimization, but also as a determinant of attracting
investment and as a step toward reputational building. However, the internal benefits including;
better employee engagement, satisfaction, and retention are further rising as inherent outcomes of
exemplary ESG performance. Velte (2017) established that there is a positive relationship between
manufacturing companies’ ESG performance and their financial performance in Germany which
means that organizations with good sustainable business practices are also good performers in
terms of their financial status. It is not the preserve of developed nations alone, but also many
organizations in developing economies have started adopting ESG practices to be relevant in the

global market.

At the corporate level, ESG is reflected in outcomes that are concrete business initiatives to
enhance environmental responsibility (carbon footprint, energy usage), social responsiveness
(labour relations, diversity and stakeholder engagement), and strong governance structures
(transparency, accountability, and ethical standards). Such actions not only improve the company’s
reputation to the public but at the same time create a sense of purpose and engagement among
employees. Employees from U.S. organizations showed higher job satisfaction when their
companies maintained strong environmental and social initiatives (Raza et al. 2021). According
to Zhang et al. (2024) studied China and determined that social aspects of ESG which deal with
employee and community management proved superior at both motivating staff and retaining labor

compared to environmental and governance issues.

Global awareness of ESG does not address the distinct research and performance patterns of
developed nations compared to emerging market economies (Velte, 2017; RAO, 2023;Raza et al.
2021;Zhang et al. 2024). Kenya presents one of many developing economies where ESG practices
remain underdeveloped due to insufficient research about their implementation outcomes from a

regional perspective. ESG implementation in Kenya has distinct hurdles and prospects to



overcome and achieve. The implementation of ESG practices by listed companies on the Nairobi
Securities Exchange (NSE) has started despite the fact that employee engagement remains an

unclear organizational outcome (Karanja, 2023).

The focus of this study is to explore how ESG practices influence employment within companies
listed on the NSE, specifically in the context of employee engagement. As the Kenyan market
becomes more integrated with global standards, it is crucial to understand how global ESG trends
can be adapted and implemented in the Kenyan business environment. The study also examined
the key ESG-related factors that drive employee engagement, offering insights into how these
practices can be optimized to meet global sustainability standards. By investigating the impact of
ESG on employee engagement, this research aims to fill a critical gap in both local and global ESG
literature, ultimately contributing to the development of more sustainable business practices in

Kenya.

1.1.1 ESG Practices

The term ESG was formally introduced in 2004 with the release of the UN Global Compact
Initiative’s report, Who Cares Wins: Connecting Financial Markets to a Changing World. The
initiative aimed to integrate three core ethical pillars: environmental, social, and governance into
financial and investment decision-making. The report was a collaborative effort by the United
Nations Global Compact, involving major financial institutions to explore how these non-financial
factors could be integrated into capital markets. ESG serves as a framework that bridges traditional

financial analysis with the growing recognition of sustainability issues in corporate performance

(United Nations, 2004).

ESG has emerged as a crucial determinant in investment decisions globally, with increasing
awareness that sustainability and governance influence both financial outcomes and corporate
reputation. Studies indicate that companies with high ESG performance tend to attract greater
investor confidence. For instance, Rewachanda (2022) found that South African firms with high
ESG scores experienced increased investor trust due to their lower perceived risks. This
demonstrates that ESG practices are not just ethical imperatives but also strategic business
considerations that enhance long-term financial stability. Despite the extensive research on ESG

and financial performance, there remains a gap in understanding its internal benefits, such as its



impact on employee engagement. While financial returns are well-documented, the link between
ESG practices and employee motivation, satisfaction, and productivity remains underexplored

(Puriwat & Tripopsakul, 2022).

In Kenya, ESG frameworks are still evolving, with regulatory requirements in their infancy.
However, listed companies on the Nairobi Securities Exchange (NSE) are increasingly integrating
ESG principles into their strategic models (Karanja, 2023). ESG practices adoption in Kenyan
firms is becoming essential not only for investor relations but also for operational efficiency and

employee engagement (Nyamongo & Temesgen, 2018).

In this study, ESG is conceptualized as a three-dimensional construct. The environmental
dimension includes practices like waste reduction and energy efficiency. It is operationalized
through employee awareness of such initiatives, their perceived impact on engagement, and their
effect on job satisfaction. The social dimension encompasses diversity, inclusion, and wellness
programs, measured by employee awareness, perceived impact on engagement, and sense of
belonging. The governance dimension involves ethical conduct, transparency, and accountability,
assessed through awareness of governance practices, trust in leadership, and perceived influence
on engagement and loyalty. These dimensions are measured using a structured Likert-scale
questionnaire designed to capture employee perceptions. This approach is justified by the need to
address a key methodological gap in existing ESG research, which often overlooks internal

stakeholder perspectives.

1.1.2 Employee Engagement

Employee engagement refers to the level of emotional and psychological commitment employees
have toward their organization, often reflected in their enthusiasm, loyalty, and willingness to
advocate for their workplace (Turner, 2020). It goes beyond job satisfaction to encompass a deeper
sense of purpose and connection, which directly influences employee retention, productivity, and
overall organizational performance (Clack, 2021). Engaged employees are more likely to stay with
the company, speak positively about their experiences, and invest discretionary effort into their
roles. In this study, employee engagement is examined using four key indicators: employee
satisfaction, employee retention rate, employee net promoter score (eNPS), and the availability of

employee well-being programs.



Leadership, organizational culture, and corporate social responsibility (CSR) play a critical role in
shaping employee engagement, as they influence how connected and valued employees feel in
their workplace (Yasir et al., 2020). In recent years, the scope of engagement has expanded to
include Environmental, Social, and Governance (ESG) factors. Employees increasingly align their
personal values with organizations that prioritize sustainable and ethical practices, which
strengthens their commitment and motivation (Grewatsch & Kleindienst, 2021). As such, ESG has
become a strategic lever for organizations to enhance engagement by fostering an environment of

purpose, inclusivity, and accountability.

Globally, companies that adopt ESG initiatives have reported higher engagement levels. For
instance, in developed countries, sustainable practices and employee wellness programs have been
linked to greater morale and job satisfaction. In Ghana, organizations that invest in community-
focused CSR and inclusive workplace initiatives have seen improved engagement outcomes
(Baffoe, 2018). Similarly, in Kenya, employee engagement is increasingly driven by green
initiatives, equity and inclusion strategies, and social investments in local communities (Kangure,
2014; Raufet al., 2023). These programs not only address environmental and social challenges but

also reinforce employees’ sense of pride and belonging within the organization.

Moreover, employee engagement has become integral to ESG strategies, as it reflects how well an
organization integrates ethical and sustainable values into its internal culture. When employees
perceive their organization as socially responsible and aligned with broader societal goals, they
are more likely to experience a sense of purpose and fulfillment in their roles (Albdour &
Altarawneh, 2017). This relationship between ESG practices and engagement is particularly
relevant in Kenya’s unique socio-economic context, where regulatory, cultural, and economic
dynamics shape how employees connect with their work. By aligning ESG efforts with employee

values and expectations, organizations can foster a more committed and productive workforce.



1.1.3 Companies in the Nairobi Stock Exchange

Established in 1954 as the Nairobi Stock Exchange, The Nairobi Stock Exchange (NSE) is the
leading stock exchange in East Africa. It is based in Nairobi, the capital of Kenya, and operates
under the jurisdiction of the Capital Markets Authority of Kenya. It has listed 61 publicly traded
companies across diverse sectors such as finance, energy, telecommunications, manufacturing, and
agriculture. These companies contribute significantly to Kenya’s GDP, employment, and
innovation. By raising capital and fostering sustainable development, NSE-listed firms have a
profound impact on both economic growth and social progress. Out of the 61 publicly traded

companies, only thirty-one companies listed on the NSE reported on ESG as of 2023 (NSE, 2023).

With the increasing adoption of ESG practices worldwide, more Kenyan listed companies are
expected to embrace this practice, given its significance. The uptake of ESG reporting by
companies listed on the NSE has been increasing in recent years, driven by investor demand for
more comprehensive information beyond just financial performance (Mumo, 2022). According to
a report by The Capital Markets Authority (CMA, 2023) , the NSE is collaborating with listed
companies to implement ESG frameworks. CMA has expressed support for the publication of
standards for Sustainability-related Financial Information (IFRS S1) and Climate-related (IFRS
S2) Disclosures by the International Sustainability Standards Board (ISSB), which have set
globally acceptable benchmarks in reporting (CMA, 2023).

The NSE's ESG Disclosures Guidance Manual aims to further promote and standardize ESG
reporting practices among listed companies in Kenya. This enabled investors and the public to
understand and compare the ESG performance of different companies. ESG factors have become
key considerations for investors seeking sustainable and socially responsible investment
opportunities. According to the NSE report, the Global Reporting Initiative (GRI) Standards have
been recommended as the standard for ESG reporting by listed companies in Kenya. The GRI
Standards are the most widely used standards for ESG reporting globally (NSE, 2023).

ESG reporting is currently voluntary for listed companies in Kenya, with thirty-one companies
having adopted the practice thus far. Through the ESG reporting process, the majority of the listed

Kenyan companies are demonstrating their contribution to the Sustainable Development Goals



(SDGs) by aligning their material ESG topics with the targets contained in SDGs. The uptake of
ESG reporting by NSE-listed companies is increasing, driven by investor demand and the potential
benefits it offers in terms of company value, stock returns, and sustainability (Mumo, 2023).
According to Mwenda (2023), only 15 out of the 61 companies listed on the Nairobi Securities
Exchange (NSE) had adopted ESG disclosures by December 2021. This number rose to 31
companies by December 2023 (NSE, 2023), reflecting a growing recognition of sustainable

business practices among Kenyan firms.

The integration of ESG practices is seen as both a necessity for corporate responsibility and a
strategic imperative for long-term success. According to a KEPSA report (2024), companies are
encouraged to conduct self-audits on their ESG matters, align with investor expectations, and
continuously monitor their practices to adapt to emerging challenges. The report goes on to state
that despite the positive correlation between good ESG performance and financial success, the
journey towards comprehensive ESG maturity faces obstacles such as limited awareness and initial

implementation difficulties among companies.

In Kenya, to the best of my knowledge, no prior research work has investigated the relationship
between ESG practices and employee engagement. To meet this goal, this research study aims to
investigate the effect of ESG practices on employee engagement in companies listed on the NSE.
In this way, the study identified particular ESG-related factors stimulating engagement through the

investigation of Kenyan employees’ perceptions of their company’s activities in this area.

This study conceptualized the influence of ESG practices comprising environmental, social, and
governance practices on employee engagement. The research sought to investigate how each of
these ESG practices influences employee engagement (Karanja, 2023; Rafaqat, 2023; Baffoe,
2018; Torelli, 2021). Although prior literature has focused on the external value of ESG
investment, namely investors’ confidence and the company's reputation, the impact of ESG on
internal, specifically employee, levels has not been thoroughly investigated (Bode et al., 2022). In
addition, more of this research has been done in developed countries with little contribution from
emerging economies such as Kenya (Albdour & Altarawneh, 2017; Cole, 2023; Zhang et al. 2024;
Rewachanda, 2022; Grewatsch & Kleindienst, 2021). To fill these gaps, this study focused on



NSE-listed companies and explored how ESG standards influence employee engagement in a
developing market environment. The insights not only extend the academic literature but also
present practical suggestions for companies and their desire to boost both their sustainability
activities and workers’ satisfaction.

1.2 Problem Statement

ESG reporting in Kenya remains largely voluntary, but its adoption is gaining momentum.
According to Mwenda (2023), only 15 out of the 61 companies listed on the Nairobi Securities
Exchange (NSE) had adopted ESG disclosures by December 2021. This number rose to 31
companies by December 2023 (NSE, 2023), reflecting a growing recognition of sustainable
business practices among Kenyan firms. Despite this progress, there is a limited empirical
understanding of how ESG practices influence internal organizational outcomes specifically
employee engagement in the Kenyan context. Most companies are implementing ESG strategies
without clear evidence of how these efforts affect their human capital, which remains an

underexplored yet critical aspect of ESG success.

The conceptual gap highlights the need for extensive exploration of ESG’s impact on employee
engagement, particularly within the unique organizational and socio-economic contexts of Kenya.
This is because the previous studies have mainly examined the mediated relationship of ESG on
financial performance, corporate reputation and external stakeholders in developed countries
(Velte, 2021; Chams & Garcia-Blandon, 2019). Current studies often prioritize financial metrics,
leaving the critical role of human capital in realizing ESG benefits underexplored (Mumo, 2022;
Karanja, 2023). Bode et al. (2022) argue that employees are central to an organization’s operational
success, yet the literature inadequately conceptualizes how ESG practices influence key aspects

such as motivation, commitment, and productivity.

The contextual research gap exists where the connection between ESG practices and employee
engagement remains largely unexplored in Kenya. Prior literature has established employee
engagement's role as a productivity driver which leads to improved performance and sustainability
outcomes (Clack, 2021) but existing research about ESG initiative effectiveness in this area is
limited within Kenyan workplaces. The current understanding deficit is substantial since Kenya

operates under its own distinct socio-economic system with separate regulatory conditions when



compared to developed countries. The Kenya Institute of Management (2022) finds that 60% of
investors believe ESG performance drives organizational sustainability but managers currently
lack proof about how these practices affect their internal workforce. Due to this limitation, they
lack effectiveness in using ESG initiatives to boost workforce performance and increase workplace

efficiency.

The methodological research gaps is evident where the methodologies employed in previous
research have predominantly focused on financial metrics and external stakeholder perceptions,
with limited use of qualitative or mixed-method approaches to capture employee perspectives
comprehensively. This methodological oversight underscores the need for studies that adopt
localized, employee-centered research designs to generate actionable insights for Kenyan

companies.

In response to these gaps, this study sought to examine the influence of ESG practices on employee
engagement among NSE-listed companies in Kenya. The study aimed to generate actionable
insights for practice and policymakers to optimise ESG strategies for improved workforce

engagement and sustainable organisational performance



1.3 Objectives of the Study
1.3.1 Broad Objective
To determine the influence of ESG practices on employee engagement in companies listed on the

Nairobi Securities Exchange in Kenya.

1.3.2 Specific Objective

1.To analyse the influence of environmental practices on employee engagement in NSE-listed
companies.

2. To establish the influence of social practices on employee engagement in NSE-listed companies.

3. To determine the influence of governance practices on employee engagement in NSE-listed

companies.

1.4 Research Questions
1. What is the influence of environmental practices on employee engagement in NSE-listed

companies?
2. How do social practices influence employee engagement in NSE-listed companies?

3. What is the influence of governance practices on employee engagement in NSE-listed

companies?
1.5 Scope of the Study

The conceptual scope was confined to exploring the influence of Environmental, Social, and

Governance (ESG) practices on Employee Engagement.

The contextual scope was limited to companies listed on the Nairobi Securities Exchange (NSE)
that publicly disclose ESG information. As of 2023, there were thirty-one such companies. These
firms formed the population of interest due to their regulatory obligations and visibility in ESG

reporting, which made them suitable for analyzing the study objectives.

On the methodological scope, the study adopted a census approach due to the small population

size, engaging all thirty-one eligible companies. The unit of analysis was the company, and data
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were gathered through primary data collection using a structured questionnaire administered to
relevant respondents within the firms. The data were analyzed quantitatively to meet the stated

objectives.

The time scope covered the period from February 2025 to March 2025, during which data
collection was conducted. The study reflects ESG practices and employee engagement levels as

observed during this specific timeframe.

1.6 Significance of the Study

The study on the impact of ESG practices on the engagement levels of employees in the companies
that are listed in the NSE holds much significance to policy, practice and theory.

To policy: This research provided certain insights into how ESG practices influence employee
engagement. As ESG rules remain dynamic in each country, this research was drawn to learners’
attention to the innate value of ESG practices beyond the financial aspects, focusing on positive
impacts on workforce motivation and retention. The results was useful for creating policy
incentives for companies to integrate and report on ESG activities. Further, the study helped
government bodies, stock exchanges, and other regulators fine-tune ESG reporting guidelines to

reflect not only environmental or governance outcomes but also the impact on employees.

To practice, this research was of great importance to corporate stakeholders such as corporate
executives, managers, and investors. Research gaps derived from previous studies indicate that
there is aneed for organizations to deepen their understanding of some of the non-financial
benefits derived from ESG commitment, specifically relating to employees’ engagement for
productivity, innovation and retention. In this regard, ESG factors that contribute to employees’
engagement were prioritized by the HR managers. The compliance of ESG standards was
supplemented by the study, which investors have a better understanding of in terms of human

capital management.

To theory, the study was to help supplement literature in the field of sustainability and human
resource management. Previous studies have established a positive relationship between the

implementation of ESG practices and organizational financial returns and companies’ reputations,
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but a lack of information is available concerning the effects of ESG practices on employees’
engagement, especially in developing countries like Kenya. Moreover, the study provides a basis
for further investigation and the development of more detailed theoretical frameworks regarding
sustainability and human capital management in organizations, especially in emergent economies,

about the effects of ESG on organizational performance.

1.7 Chapter Summary

Chapter One has provided the background to the study, the chapter has also provided a highlight
of ESG practices and employee engagement concluding with a conceptualizing of the study
variables and a brief highlight of the research gaps, the problem statement, research objectives and

questions, the significance of the study and the scope.
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CHAPTER TWO: LITERATURE REVIEW

2.0 Introduction
This chapter contains the theoretical foundation, empirical literature review, summary of
knowledge gaps, conceptual framework, operationalization of study variables, and chapter

summary.

2.1 Theoretical Foundation

This study was grounded in stakeholder theory and social exchange theory.

2.1.1 Stakeholder Theory

Stakeholder Theory was initially developed by Edward Freeman in 1984. Freeman stated that
achieving the highest possible return on company investments should not be the only shareholders'
interest. The company should have regard for the effects that any management decisions might
have on any of the stakeholders. Based on this theory, organisations bear a duty to various
stakeholders, and not merely concentrate on profits for shareholders (Freeman, 1984). In the
context of ESG practices, Stakeholder Theory is highly applicable. ESG practices can be seen as
a company’s commitment to meeting the needs of diverse stakeholders beyond shareholders
(Rezaee, 2017). For companies listed on the NSE, embracing ESG practices aligns corporate
actions with the well-being of both internal and external stakeholders. According to Stakeholder
Theory, when firms act responsibly towards diverse stakeholders by showing concern towards
sustainability and ethical values employee motivation and, therefore, engagement improves (Habib

& Mourad, 2024).

This theory directly supports the study’s objectives by explaining how companies that embrace
ESG practices align their corporate actions with the welfare of their stakeholders, especially
employees. Specifically, Stakeholder Theory addresses all the objectives of this study. It supports
examining the influence of environmental, social, and governance dimensions of ESG on
employee engagement, each aligning with stakeholder interests. For example, by ensuring fair
labour practices and community support, organizations meet employee needs, enhancing

engagement (Chaudhary, 2019).
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Empirical evidence supports the use of Stakeholder Theory in analyzing ESG practices and
employee engagement. For example, Harrison et al. (2023) found that stakeholder-centered ESG
practices positively affect employee morale and loyalty. However, the theory’s limitations include
its assumption of equal stakeholder importance, which can challenge the prioritization of specific
ESG dimensions in practice (McGahan, 2023). For instance, NSE-listed firms may prioritize
shareholder needs over environmental concerns, which can impact how employees engage with

ESG initiatives (Mumo, 2022;Velte, 2017;Rafaqat, 2023;Karanja, 2023).

Therefore, this theory provides a basis for affirming the proposition that ESG practices in NSE-
listed companies enhance employees’ engagement as the organizations’ goals are made responsive
to the wider stakeholders ‘interests. For example, the Social dimension of ESG, which includes
fair labor practices and community engagement, directly benefits employees and local
communities. When companies uphold high standards in governance and environmental
responsibility, they contribute to a positive corporate reputation, leading to improved employee

morale, reduced turnover, and enhanced engagement (Baffoe, 2018; Clack, 2021).

Although the stakeholder theory is acclaimed as progressive in guiding the ethical system of
corporate governance, it has been criticized and has some limitations. The theory fails to provide
sufficient advice on how to integrate stakeholder claims or accommodate competing interests,
which might pose operational issues to management ( Harrison et al. 2023). For instance, choices
that are in the best interest of the workforce may be contradictory to shareholders’ wealth

enhancement objective, thus endemic hostility.

Furthermore, critics such as Gersel & Johnsen (2020) have argued that Stakeholder Theory does
not offer a tool for evaluating the consequences of stakeholder management policies which would
help managers to assess whether their concerted actions are actually efficient. Another drawback
of the theory is that it uses an assumption that all the stakeholders of equal significance (McGahan,
2023). It emerged that some of the stakeholders named (shareholders, regulatory authorities, etc.)
may exert much more power and control over corporate matters than others do. For example, when

ESG is applied some listed firms may have more interest in shareholders or investors than the
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environment or in certain years when it is evident that ESG constraints the stocks’ performance

(Chams & Garcia-Blandon, 2019).

Stakeholder Theory is highly applicable to the study of ESG practices and employee engagement
within NSE-listed companies. The theory’s emphasis on the ethical and balanced treatment of all
stakeholders aligns well with the foundational principles of ESG, where the environmental, social,
and governance dimensions cater to different stakeholder groups. Companies that demonstrate a
commitment to sustainability and transparency in their ESG practices align with the welfare of
their stakeholders, including employees. This approach not only benefits employees by creating a

positive workplace but also enhances the company’s reputation and social capital.

2.1.2 Social Exchange Theory

Social Exchange Theory (SET) was developed by George Homans in 1958, who proposed that
human behavior in social contexts is driven by an exchange process where people sought to
maximize benefits while minimizing costs. Later, Peter Blau (1964) expanded this theory to
include relationships within organisational contexts. In a workplace setting, Social Exchange
Theory suggests that when employees enjoy positive effect of ESG compliance such as through
ethical and sustainable practices they are more likely to respond with loyalty and increased

engagement (Abdou et al. 2022).

The theory of Social Exchange is quite relevant in analyzing the influence of ESG practice and
employee engagement in NSE-listed companies in Kenya. According to the theory, the actions of
organizations towards sustainability and ethicality translate into positive change being made to
benefit society and take ethical action. This belief creates loyalty, and commitment from
employees who, in return, involve themselves more with the businesses of the organization

(Torelli, 2021).

Social Exchange Theory is particularly relevant in explaining how positive organizational
behaviours like ESG initiatives create a reciprocal positive effect where employees feel valued
and engage more deeply with the organization. Social Exchange Theory contributes to all the

Objectives of the study It explains how the effect of ESG practices influence employee
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engagement. When employees observe their organization engaging in socially and
environmentally responsible actions, they are more likely to respond with commitment and
enthusiasm. Research supports the application of Social Exchange Theory to ESG and employee
engagement. Torelli (2021) found that ESG compliance generate heightened employee loyalty and
a deeper sense of belonging. However, Social Exchange Theory limitation lies in its assumption
that all employees value reciprocity equally, overlooking individual differences in motivations and

responses to ESG practices (Kilroy et al., 2023).

While Social Exchange Theory provides valuable insights, it is not without limitations. According
to Kilroy et al. (2023), all people are thought to react the same to positive effect that ignores the
variety of human motivations. Another limitation is the theory’s emphasis on reciprocity without
accounting for individual differences in values and motivations. Some employees may respond
positively to the effects of ESG factors, while others may not view these as sufficient grounds for
increased engagement, especially if they do not align with their values or goals. Additionally,
Social Exchange Theory has been criticized by Gottfredson et al. (2020) for not addressing how to
measure the perceived value of ESG practices across different employee groups, making it

challenging to predict engagement outcomes consistently.

In studying the effect of ESG practices on employee engagement within NSE-listed companies in
Kenya, Social Exchange Theory is highly relevant as it provides a framework to understand how
employees might respond to organizational commitments to ESG practices. By implementing
strong ESG practices, companies enhance engagement levels. The social aspect of ESG, such as
ethical labor practices and community involvement, is particularly relevant to employee
engagement, as these actions signal the organization’s dedication to social values that employees

may identify with.

16



2.2 Empirical Review
This study sought to determine the effect of environmental, social & governance practices on
employee engagement of companies listed on the Nairobi Securities Exchange. The empirical

review is organised according to the study objectives.

2.2.1 Environmental Practices and Employee Engagement

Research indicates that the environmental dimension of ESG impacts engagement indirectly,
primarily through organizational reputation and alignment with employees' personal values.
Globally, Anwer et al. (2023) found that employee stock ownership plans linked to environmental
initiatives boosted engagement by instilling a sense of corporate responsibility among employees
in Pakistan. However, findings by Piao et al. (2022) suggest that while environmental initiatives
enhance an organization’s reputation, their direct impact on engagement is often limited unless

they align with employees’ personal values on sustainability.

Environmental factors also influence engagement, albeit indirectly. Habib and Mourad (2023)
argue that employees in firms with sustainable practices experience improved job satisfaction,
particularly when such practices are visible and authentic. However, the impact of environmental
factors tends to vary by sector, with employees in high-impact industries like manufacturing and

energy showing stronger engagement due to alignment with personal values on sustainability.

Studies on environmental impacts in Kenya reveal similar patterns. Chege and Wang (2020)
investigated the influence of environmental sustainability practices on small and medium
enterprises (SMEs) in Kenya and found that engagement is enhanced when employees perceive a
positive social impact from their organization’s environmental efforts. However, the impact on
engagement varies significantly across industries, with higher engagement reported in sectors
more directly related to environmental initiatives, such as agriculture and manufacturing. These
findings suggest a need for further research on sector-specific environmental initiatives and how

they can be optimized to foster engagement.

Several studies, including those by and Nyamongo and Temesgen (2018), recommend further

exploration into the specific social and governance aspects that resonate most with employees,
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particularly in emerging economies. Additionally, Tauetsile (2021) suggests that cultural factors
such as the Ubuntu philosophy could moderate the effectiveness of ESG practices in fostering
engagement. This aligns with Kangure's (2014) findings in Kenya, highlighting the importance of
understanding regional cultural nuances in the application of ESG practices to maximize
engagement. Liu et al. (2022) advocate for comparative studies across high-impact industries to
better understand sector-based engagement drivers. Similarly, Piao et al. (2022) emphasize the

need for research on how environmental factors influence engagement in Kenya.

2.2.2 Social Practices and Employee Engagement

The social dimension of ESG, which includes fair labor practices, workplace safety, diversity, and
community engagement, has been widely recognized as a significant contributor to employee
engagement. Globally, Zimand Sheiner et al. (2021) found that congruent social messaging in
organizations enhances employees’ psychological attachment and commitment. This is
corroborated by Liu et al. (2022), who observed that employees in organizations with inclusive
labor policies are more engaged and dedicated, suggesting that the social aspects of ESG directly

resonate with employees' work-life quality.

Albdour and Altarawneh (2017) suggest that employees, tend to value ESG practices that directly
impact their communities. This perspective is especially important for NSE-listed companies as it
underscores the role of corporate social responsibility in improving employee perceptions and
overall engagement. The literature indicates both convergences and divergences in how various
ESG dimensions drive employee engagement globally and regionally. A notable difference in

Kenya is the high value placed on social contributions to local communities.

In Kenya, studies have shown that social factors such as work-life balance and workplace culture
positively influence employee engagement. Kangure (2014) found that supportive work policies
and corporate culture in Kenyan state corporations increased employee morale, a key indicator of
engagement. The study emphasizes the importance of social factors in enhancing employee
engagement and recommends that further research explore how specific social initiatives, such as

community involvement, could impact engagement across different sectors in Kenya.
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A study by Chege and Wang (2020) highlighted that Kenyan firms prioritizing community
engagement, ethical labor practices, and social welfare initiatives see increased employee
commitment and reduced turnover. The emphasis on social impact is particularly notable in
emerging markets, where employees often value tangible community benefits from corporate ESG
efforts. Additionally, Chege and Wang (2020) recommend exploring the cultural underpinnings of
social responsibility perceptions in African countries. Understanding how regional cultural values,
such as communalism and social cohesion, influence the impact of ESG on engagement could

yield valuable insights for companies tailoring their ESG practices to local contexts.

2.2.3 Governance Practices and Employee Engagement

The governance aspect of ESG, encompassing transparency, accountability, and ethical leadership,
has a strong positive impact on employee engagement by fostering trust and loyalty. Luo & Jiang
(2018) assert that employees are more engaged when they perceive organisational governance as
fair and ethical. This finding aligns with Nyamongo and Temesgen's (2018) study in Kenya, which
revealed that governance practices, particularly the presence of independent board members and
ethical management in commercial banks, enhance organisational performance and employee
satisfaction. Their findings support the argument that ethical governance creates an environment

where employees feel secure and engaged.

Habib and Mourad (2023) emphasise that companies with a structured compliance approach to
ESG enjoy better employee commitment and loyalty. However, Wang et al. (2023) argue that
compliance alone may not suffice if employees perceive it as a mere regulatory formality without
tangible impact on their work environment. They call for more integrated ESG strategies that

communicate the value of compliance to employees in meaningful ways.

According to Chaudhary (2019), perceptions of CSR initiatives as fair, relevant, and socially
impactful strongly influence employees' psychological sense of safety, leading to enhanced
engagement. Governance practices, especially ethical leadership and transparent communication,
are also recognized as pivotal. Piao et al. (2022) found that companies with strong governance

frameworks increase employee trust and engagement by aligning corporate and individual values.
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A comparative analysis with global studies shows that governance may have a heightened impact
in regions where corporate transparency and accountability are critical concerns, as is the case in
Kenya. Albdour and Altarawneh (2017) also suggest further research into how regional differences
in governance standards affect employee engagement, especially in countries with evolving

corporate regulatory environments.

Additionally, governance practices such as ethical leadership and transparent communication have
been found to improve engagement levels. Governance is another significant factor in Kenya and
Sub-Saharan Africa. Nyamongo and Temesgen (2018) examined governance in Kenyan banks,
finding that ethical leadership and inclusive decision-making significantly boost employee morale.
In firms where employees perceive governance as transparent and inclusive, engagement levels
are notably higher, which aligns with findings by Liu et al. (2022), who emphasise the universal

importance of governance in enhancing employee loyalty.
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2.2.4 Employee Engagement

Employee engagement is a vital organizational factor linked to multiple positive outcomes,
including satisfaction, retention, net promoter scores, and well-being. Recent studies have
increasingly emphasized these indicators, supporting the view that engaged employees contribute
significantly to an organization’s success. According to Karkoulian et al. (2020), motivation means
that employees dedicate themselves to their work, and this depends on satisfaction in the
employee-organization relations such as communication, management support and career
advancement. Additionally, Rofcanin et al. (2019) point out that satisfied employees do more than
perform better; they incur additional behaviors that go beyond the call of duty. Some of these
proactive engagements are seen as a result of the positive organizational culture, which fosters

employees’ commitment towards organizational objectives.

Engagement has a strong connection with retention strategies as engaged employees do not search
for a new job. Rafaqat (2023), shows that organizations with greater engagement levels have
employees with lower turnover more often. About retention, Rafaqat’s study revealed that
organizational work environment, job importance and career advancement opportunities are the
variables that influence retention directly as the employee feels linked to the organisation. Another
advantage is that lower turnover ratios also lower recruitment and training costs, which give a firm

substantial monetary gain where they engage employees.

The Employee Net Promoter Score (eNPS) is the modern form of the engagement index since it
measures the propensity of the employees to recommend the firm to others. More specifically,
research, including that of Tamara et al. (2021), recognizes that employees with higher eNPS are
also more loyal, satisfied and motivated. eNPS positive rating are characterized by strong
employee advocacy where workers market the organization to other potential employees and
customers. They are also linked to higher internal culture since recommending organization

employees are always committed and engaged (Tamara et al. 2021).

For social well-being of employees, organizations have in recent past considered featuring
engagement programs that meet the overall well-being of the workers. According to a report by

the British Council (2023) companies investing in integrated well-being initiatives show increased
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engagement because people feel valued across their work-life and personal lives. Mental and
physical health, provention have an impact on decreasing burnout rates and increasing engagement
which equals job satisfaction, as long as it is supported by well-being programs. They promote
positive employer-employee relations with increased loyalty and organizational culture pride

(British Council, 2023).

Some of the key highlights of empirical evidence also point to the fact that employee engagement
is complex and has multiple dimensions; where satisfaction, retention, eNPS, and well-being are
very important factors that can inform organisations today. In particular, satisfaction can be
encouraged, retention promoted, eNPS rating improved, and different well-being programs
implemented to achieve higher engagement levels for organizations. Technicians’ satisfaction thus,
is accompanied by enhanced performance and lower turnover, and a reinforced organizational

culture that orients workers to organizational goals and sustainability.
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2.2 Summary of Knowledge Gaps Table

The empirical literature on the effect of environmental, social & governance practices on employee

engagement of companies listed on the Nairobi Securities Exchange reveals several critical gaps

that need addressing. Table 2.1 shows the summary of the knowledge gaps.

Table 2.1: Summary of Knowledge Gaps

Author Topic Findings Research Gap Focus of Your Study
Zimand Social Congruent social Lack of focus on sector- | Examine how specific social
Sheiner et | dimension of messaging specific social initiatives | initiatives in NSE-listed
al. (2021) | ESG and enhances and their impacts on companies impact employee
employee psychological employee engagement in | engagement.
engagement attachment and Kenya.
commitment.
Liuetal. | Inclusive labor | Employees in Need for comparative Assess sector-specific ESG
(2022) policies and organizations with | studies across sectors to | practices and their impact on
employee inclusive policies determine specific employee engagement.
engagement show higher drivers of engagement
engagement. within ESG practices.
Kangure Social factors Supportive work Limited exploration of | Investigate the impact of
(2014) influencing policies and community involvement | community involvement on
employee corporate culture as a factor influencing employee engagement in NSE-
engagement in improve employee | engagement in Kenyan | listed companies.
Kenya morale. sectors beyond state
corporations.
Nyamongo | Governance Ethical governance | Limited research on Explore governance practices in
& practices and and independent regional and industry- NSE-listed companies and their
Temesgen | employee board members specific governance influence on employee
(2018) engagement enhance satisfaction | practices' impact on engagement.
and performance. engagement.
Chege & | Environmental | Positive perceptions | Lack of sector-specific | Analyze the impact of
Wang sustainability of environmental studies to determine environmental initiatives on
(2020) and employee efforts enhance how environmental engagement in NSE-listed
engagement in engagement, initiatives influence companies by sector.
Kenyan SMEs especially in high- | engagement across
impact industries. different industries.
Chen et al. | ESG compliance | Strong ESG Insufficient investigation | Examine how ESG practices
(2023) and employee compliance of how compliance is affects employee engagement in
morale frameworks communicated to NSE-listed companies.

improve morale and
reduce turnover.

employees and its direct
impact on engagement
in different Kenyan
industries.
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Wang et ESG compliance | Transparent Need for research on Identify challenges in ESG
al. (2023) | across regions compliance challenges NSE-listed practices affects engagement in

reporting increases | companies face in NSE-listed companies.

trust, but perceived | implementing ESG

formality reduces compliance and how

impact. these affect employee

engagement.
Tamara et | Employee Net Higher eNPS Lack of focus on the Explore the influence of ESG
al. (2021) | Promoter Score | correlates with link between ESG practices on eNPS ratings in
(eNPS) loyalty, satisfaction, | practices and NSE-listed companies.
and employee improvements in eNPS
advocacy. ratings in the Kenyan
context.
British Well-being Integrated well- Limited understanding Investigate the role of ESG
Council initiatives and being initiatives of how ESG well-being | well-being programs in
(2023) employee reduce burnout and | programs influence enhancing employee
engagement improve engagement in specific | engagement in NSE-listed

satisfaction and industries in Kenya. companies.

loyalty.
Rafaqat Retention Engagement Lack of emphasis on the | Analyze the interplay between
(2023) strategies linked | correlates with interplay between retention strategies and ESG

to employee
engagement

lower turnover, job
importance, and
career
advancement.

retention strategies and
ESG practices in
fostering engagement.

practices in NSE-listed
companies.

Source: Researcher (2025)
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2.4 Conceptual Framework
This section shows how the independent variables (Environmental, Social and Governance

practices) instigate change in the dependent variable( Employee Engagement).

Independent Variables
Dependent Variable
Environmental Practices
e Waste reduction
e Energy efficiency
Employee Engagement

e Employee satisfaction
Social Practices

e Diversity e Employee retention rate

e Inclusion, _" e Employee net promoter score
e Employee wellness programs e Employees’ well-being

e Fairness programs

Governance Practices

e Ethical guidelines

e Transparency in decision-making

e Accountability

e Trust in Leadership
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2.5 Operationalization of Study Variables

Table 2.2: Operationalization of Study Variables

Variable Measurement (Variable | Measurement Source Supporting Theories
Indicators) Scale
Independent Five-point Nyamongo & Stakeholder Theory

Variables Waste reduction Likert scale(1- | Temesgen (2018),
Environmental | Energy efficiency 5)
Practices
Social Diversity Five-point Nyamongo & Stakeholder Theory
Practices Inclusion, Likert scale(1- | Temesgen (2018)
Employee wellness 5)
programs
Fairness
Governance Ethical guidelines Five-point Chen et al. (2023) | Stakeholder Theory
Dimension Transparency in decision- | Likert scale(1-
making 5)
Accountability
Trust in Leadership
Dependent Employee satisfaction Five-point Clack (2021) Stakeholder Theory
Variable Likert scale(1-
5)
Employee
Engagement Employee retention rate Five-point Grewatsch & Stakeholder Theory
Likert scale(1- | Kleindienst
5) (2021)
Employees’ well-being Five-point Turner (2020) Social Exchange Theory

programs

Likert scale(1-
5)
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Employee net promoter

Score

Five-point
Likert scale(1-
5)

Habib & Mourad
(2024)

Social Exchange Theory

Source: Researcher (2025)

2.6 Chapter Summary

This chapter delves into the theoretical foundations and empirical studies to explore the effect of

environmental, social & governance practices on employee engagement of companies listed on the

Nairobi Securities Exchange. The theoretical foundation explores the stakeholder’s theory and the

social exchange theory. The empirical review explores literature in respect to the study objectives.

Additionally, the chapter outlines the conceptual framework, operationalizing these variables to

examine their effect on employee engagement. The literature reveals gaps in understanding the

interplay of these factors, suggesting areas for further research.
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CHAPTER THREE: METHODOLOGY

3.1 Introduction

This chapter outlines the research methodology, providing a framework for systematically
addressing the research problem. It details the research philosophy, design, target population,
sampling strategy, data collection, analysis methods, and ethical considerations. Guided by the
positivist paradigm and a descriptive research design, the study uses a census approach and
structured questionnaires. This methodology lays the foundation for rigorous analysis, aligning

with the study's objectives.

3.2 Research Philosophy

When selecting a research philosophy, four approaches are typically considered: pragmatism,
interpretivism, post-positivism and positivism. The paradigm of research used in this research was
pragmatist philosophy. Creswell (2013 ) explains that pragmatic researchers are interested in both
"what" and "how" to examine, guided by what they want to attain with their research. Pragmatism
is not devoted to any single system of reality, and therefore, mixed-methods researchers are free

to take on both quantitative and qualitative worldviews (Christensen, 2022).

Interpretivism focuses on understanding the subjective reality, particularly in social environments.
This approach emphasizes the importance of human perception and the meaning individuals attach
to what they experience (Pervin & Mokhtar, 2022). Post-positivism, however, is a philosophy that
borrows elements from both positivism and interpretivism. Post-positivism calls for the adoption
of both quantitative and qualitative approaches, with the understanding that diverse sources of
information and methods can result in a more comprehensive explanation of a phenomenon

(Alharahsheh & Pius, 2020).

Positivism is grounded in the belief of an objective reality, often relying on numerical data. is based
on the premise that reality is objective and can be observed and measured through empirical data.
This approach emphasizes the use of quantitative methods, particularly numerical data, to identify
patterns, test hypotheses, and establish generalizable findings (Ryan, 2018). This study was based
on the positivist research philosophy. Positivism is based on the corpus of ‘objective’ reality and

uses quantitative data (Ryan, 2018). This research philosophy was favourable for this study
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because it supported the use of quantitative data collected by questionnaires with predominantly

closed-ended questions, is designed to accumulate quantitative data.

3.3 Research Design

According to Gikenye (2018), research design provides a framework for the collection and analysis
of data. This study is quantitative by nature, and based on the research questions, this study adopted
a descriptive cross-sectional research design. The descriptive cross-sectional research design was
appropriate for this study as it enables the systematic collection of quantifiable data to describe the
relationships between ESG practices and employee engagement at a specific point in time. To
achieve this, the study utilised structured questionnaires as the primary data collection instrument,
allowing for the efficient gathering of numeric data from a broad sample of employees within the
targeted companies (Pandey & Pandey, 2021). This approach aligns with Creswell et al., (2018)
assertion that descriptive cross-sectional research designs support the use of standardized tools,
such as questionnaires, to capture and analyze data for pattern identification and detailed

description.

3.4 Target Population
According to Nyakundi (2023), a population refers to the collection of elements that possess
information sought by the researcher. The target population for this study was thirty-one companies

listed on the NSE that reported on ESG as of 2023 (NSE, 2023).

3.5 Sampling

The study used a census approach since the study population is small; therefore, there was no
sample size determination (Lohr, 2021). Since the study population is relatively small (31
companies), a census approach was applied at the company level. However, within each company,
purposive sampling was used to select key respondents, ensuring one respondent from the
corporate affairs/sustainability department, one respondent from the human resource department,
and three employee representatives, thus targeting a total of 155 respondents. Further, judgmental
sampling was employed in the choice of employees with access to the right information on the

research topic (Pandey & Pandey, 2021).
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Therefore, the unit of analysis is the company, as ESG practices and employee engagement are
evaluated at the corporate level. The choice of the respondents is because the corporate
affairs/sustainability department plays a key role in developing strategies on ESG practices and
overseeing sustainability efforts within the organization. Their insights can help understand the
impact of environmental practices on employee engagement and corporate culture. The human
resource department is key in maintaining employee engagement and is directly involved in
employee engagement strategies and can provide insights into how ESG practices influence
employee morale, retention, and overall engagement levels. Employee representatives offer a
grassroots perspective on employee sentiment regarding ESG initiatives and their effects on

engagement.

3.6 Data Collection Methods

The study used primary data collected using structured questionnaires. Franker (2006) asserts that
questionnaires are less expensive and require less time to collect data. The questionnaire was
predominantly designed with closed-ended questions in a Likert scale format to collect quantitative
data. The questionnaire was subdivided into five sections. Section 1 of the questionnaire captures
the demographic details of the respondents, Section 2 covers employee engagement, Section 3
covers the influence of environmental practices on employee engagement, Section 4 covers the
influence of social practices on employee engagement, and Section 6 covers the influence of
governance practices on employee engagement. The questionnaire was administered online using
Google Forms accessed via an invite link shared with the email addresses of the respondents. Data

collection took one month, from February 2025 to March 2025.

3.7 Research Quality

3.7.1 Reliability

Cronbach’s alpha, a statistical measure for reliability of a set of items, especially with multiple
Likert-scale questions, was used to ensure reliability. This measures how closely the questions
asked are related. According to Cooper and Chindelr (2016), a Cronbach’s alpha coefficient
ranging between 0.7 and 0.9 is regarded as good. For this study, a coefficient of 0.7 was regarded
as acceptable. Table 3.3 shows the reliability test results
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Table 3.3: Reliability Test Results

Variable Component Cronbach’s Alpha | Interpretation of the
Coefficient Study
Influence of environmental practices on 0.791 Reliable

employee engagement

Influence of social practices on employee 0.783 Reliable
engagement
Influence of governance practices on 0.774 Reliable

employee engagement

Source: Researcher (2025)

The reliability test results in Table 3.3 show that the variables in the study are highly reliable, as
indicated by the Cronbach’s Alpha coefficients. The influence of environmental practices on
employee engagement has a coefficient of 0.791, which is considered reliable, suggesting that the
items used for measurement are internally consistent and provide stable results. The influence of
social practices on employee engagement has a coefficient of 0.783, demonstrating good reliability
and internal consistency for the data collection tools. Similarly, the influence of governance

practices on employee engagement has a Cronbach's Alpha of 0.774, indicating strong reliability.

3.7.2 Internal Validity

Internal validity is the confidence that we have in whether or not the results of the research study
reflect the connection between variables (Mohajan, 2020). To obtain internal validity, the
researcher made sure that all the research questions effectively cover what is intended in the study.
The research supervisor reviewed the research questions to ascertain whether they adequately

respond to the research topic of study.
3.7.3 External Validity

To ensure external validity, the researcher ensured participants possessed relevant experience and
knowledge about the research. In this research, the respondent possesses relevant experience and
knowledge. The corporate affairs department plays a key role in developing strategies for
environmental, social & governance practices, while the human resource department is key in

maintaining employee engagement.
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3.8 Data Analysis

The data collected was coded and classified appropriately to ensure responses were processed
correctly. The study adopted a quantitative approach in data analysis and utilised statistical tools,
which included MS Excel software and SPSS v27 software. To analyze all three objectives of the
study, descriptive statistics and inferential statistics were employed. Descriptive statistics,
including Mean, frequencies, and standard deviations, were used in analyzing. Inferential statistics

were also conducted using multiple linear regression analysis with the regression equation of;
Y= B0+ BIX1+B2X2+ B3X3+a

Where: Y is the dependent variable (Employee Engagement)
B1, B2, B3 and B4 are the slopes of the regression equations,
X1 is the Environmental practices

X2 is the Social practices

X3 is the Governance practices

3.9 Ethical Considerations

Ethics in research is important in enhancing the aims of the study. More often than not, research
involves learning and getting information from people independent of the researcher and
the researcher’s affiliation (University). The researcher remained keen on ethical considerations
such as confidentiality, anonymity, privacy, and informed consent in carrying out this study.
Further, the conduct of the study was guided by Strathmore University’s code of ethics. Permission
to carry out the research, code of ethics approval and NACOSTI permit was obtained before
the commencement of the study. Lastly, published and unpublished materials used in the study

were fully acknowledged by referencing to avoid chances of plagiarism.
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