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ABSTARCT
In any organization, employee engagement is most significant as it forms the foundation where an employee works in an organization in the best interest as he or she has the desire to do so. Employees need to be motivated to be engaged and it may be through the employees’ sense of achievement, recognition, enjoyment of the job, promotion opportunities, responsibility, and the chance for personal growth. Employee motivation and engagement are tied directly to the style of management that is applied. Employee engagement is the level of commitment and involvement and employee has towards his or her organization and its values.  The engaged employee goes an added mile, they are aware of the business context, and works with colleagues to improve performance within the job for the benefit of the organization. The research focuses on how employee engagement at works a forerunner of job involvement is. The main objective of the study was to determine the effect of employee motivation on engagement at work in restaurants in Nairobi. A descriptive research survey design was used in this study. The sample size consisted of 60 respondents working in different restaurants within the proximity of Nairobi CBD. The tool used to collect the data was a questionnaire. From this research it is evident that employee at the restaurant is committed with their work as long as they are motivated. 
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CHAPTER ONE.
1. INTRODUCTION. 
1.1. Background of study 
The restaurant business is prevailing with each smart and unhealthy stereotype regarding the work and the employees, outrageous stories, and a few rather extreme operating conditions. Per Li & Chanchai (2019) employee engagement sometimes refers to employee physical, psychological features, and emotional input within the work. Motivation can be outlined as a neurotic method that directs someone to behave and react in a manner that helps them to satiate bound unfulfilled desires (Latham G., 2011). Extremely driven people and employees have a temperament to induce the duty done expeditiously and effectively, leading to higher productivity, magnified revenue, value savings, and glad workers and business homeowners (McKay, 2012). Low motivation is often caused by a scarcity of direction deliberately and may typically be reversed by the introduction of goals. Inline with McKay (2012) motivation has been as cause of the spark that sets as it gets things started. Work motivation has been seen as the need to begin new tasks; therefore workers will begin with the correct angle to achieve success. Kenexa work trends Report (2012) to that workers are driven to contribute to structuring success and are willing to use discretionary effort to accomplishing tasks necessary to the accomplishment of structure goals. The invention of the psychological issue has led to the best breakthrough in fashionable management. World war warfare II most of the good advancements have been specializing in additional social control and psychological. Gallup Instituted (2014) described 3 varieties of workers with concern to engagement levels concerning Engaged, Not Engaged, and disengaged. There's a typical notion in each Blessing White, and Gallup's (2014) model of engagement levels. Although their approach different totally different, “Engaged” workers are the most fascinating ones in accomplishing structure needs, and “Disengaged” workers are extremely contradictory and try to diminish structure fame by injecting negativity into the co-workers. “Not engaged” workers are not disengaged, they merely show a bit of passion and place less energy, pay time with no accomplishment. Astonishingly extremely engaged workers might step by step become disengaged. And workers with low levels of engagement, if supported by organizations by facilitating workers with acceptable resources would end in controlled engagement levels. Both Blessing White and Gallup Have are conducive contributing within the space of employee engagement globally. The models developed by the institutes are widely followed by several academicians and practitioners. Service organizations owners and managers have conjointly magnified their interest and need for direct worker involvement and participation to realize larger commitment, generate larger involvement in commission quality, and reduce turnover. If AN worker feels smart concerning being in their work, then authorization conjointly will increase (Whitmore, 2003).
1.2.  Problem Statement
Employee motivation and performance are tied directly to the style of management that is applied and to the principles of positive and negative reinforcements (Mohanan et al., 2012). Organizations that have already recognized these are reaping the rewards of a more motivated, better-engaged workforce; those that haven’t are struggling to “do more with less” (Burton, 2012). In Kenya, research related to employee motivation and employee engagement at work has been done. Ndugo, (2010) conducted research on employee engagement in Afya Savings and credit cooperation society (SACCO) concluded that pay rise, promotions, training, and seminars were the factors affecting employee performance. In another research, (Otieno et al., 2019) concluded that they established that employee motivation significantly the relationship between idealized influence and employee engagement in parastatals in Kenya, based on their findings, it is recommended that other organizations should invest in effective human resources management systems that systematically motivate employees to positively influence engagement levels. Crawford, (2015) put out an article on McDonald’s Restaurant successfully implementing schemes to make its employees feel motivated and engaged, not only with the organization, but also with the reward and benefit provision, in the conclusion of the article, engaged, and motivated restaurant employees are at the heart of the positive experience. According to a recent restaurant customer service survey done by Buchanan, (2017) from Deloitte LLP, a staff of friendly, hospitable employees is the most important element needed for a positive experience at a restaurant. Prior to the COVID-2019 Lockdown, restaurants were already challenged with a labour shortage, and as restaurants reopen, ensuring that employees are ready, willing, and enthusiastic to return to work may be difficult, increasing the already-present labour shortage. (Cioppa, 2020) Ndirangu, (2014) study also concludes there was a strong correlation between motivations and employees have an opportunity to be involved in activities that promote their professional development. With the review of the existing literature, no known research has been carried out to determine the relationship between motivation and employee engagement at work in Nairobi, Kenya.

1.3 Research Objectives and Questions 
In relation to the above problem statement, the objectives of this study are to find the components of employee engagement and the components and to find the relationship between employee engagement and motivation. Afya Savings and credit cooperation society limited conducted a study for their organization and concluded that further research is necessary to determine the effect of employee engagement on employee enthusiasm.  
To provide better insights into the areas that enable employers in the restaurant industry to improve the management of their employees, the following research questions were formulated:
i. What are the components of employee motivation?
ii. What are the elements of work engagement in restaurants? 
iii. Is there relationship between employee motivation and work engagement in restaurants? 














1.4 Significance of study 
It is crucial to notice that employee engagement continues to be a challenge for several organizations worldwide (Iqbal, Khan & Iqbal, 2012). Employee engagement is vital to organizations due to the link between engagement associated motivation; additionally, usually than not once an organization talks regarding up levels of engagement what they really mean is that they require workers to be additionally motivated. motivated workers work more efficiently; work is completed quicker, with bigger levels of collaboration, ability, and commitment all that features a positive impact on the lowest line. fortunately, the link between engagement and motivation could be a two-way street; improve one and you furthermore may improve the opposite. therefore, the key to know a way to get motivation from improved levels of engagement is first off to understand what motivates other employees in different organizations. 
Today, restaurants’ company budgets are weighted powerfully toward the client and digital investments. This usually causes worker initiatives to be beneath endowed, which may lead to a spot between a customer’s digital and in-person expertise. Considering this gap, investments in employee engagement have not been more necessary. A company’s commitment to worker engagement will have a hefty reach and strategic price, each as a driver of geographical point satisfaction and as a profit-enabling initiative.
Employee engagement is not simply an associate time unit issue; it is a strategic imperative that ought to be self-addressed and supported at the executive level, with responsibility at each tier of the business. firms seeking to boost employee engagement face several challenges and opportunities,
The study findings would arouse curiosity in researchers and scholars and add additional literature on the sector of study. Further, the study findings would contribute to the worldwide data on workplace motivation; the study would additionally determine and counsel areas for additional studies.
In particular, the study would be a very important reference for the management and workers of restaurants in understanding what factors and the way they might influence employee’s motivation. The suggestions and proposals from the study would provide valuable input in addressing any gaps and problems associated with employees' workplace motivation within the organizations.
CHAPTER TWO
2.0. LITERATURE REVIEW.
2.1 Employee motivation 
Employees are a basic element of service delivery within the restaurant business, as such, it's necessary for building managers to keep workers driven all the time (Cetin, 2013). Motivation could be a approach of making a high level of enthusiasm to achieve organizational goals, and this case is accommodated by satisfying some individual desires (Mohammad et al 2014), they additionally brought up motivation as achieving organizational main goals by satisfying individual employees' wants or demands. 
 2.1.1 Motivation theories 
There are many theories of motivation, psychologists and behavioral scientists have developed some motivation theories and a few of those theories are developed by researchers.
2.1.1.1 Hierarchy needs of Ibrahim Maslow’s Theory of needs 
Abraham Maslow (1908 – 1970) in conjunction with Frederick Herzberg (1923) introduced the NeoHuman Relations college within the 1950s, that centered on the psychological wants of workers. Maslow suggests a theory that there are five levels of human needs that workers got to have consummated at work (Mary & Ann, 2011). Before the worker will move to the higher level of the hierarchy, he/ she must be happy and have the requirements from the previous level. The 5 levels of wants according to Maslow are;
[image: ]
 Figure-1: Hierarchy Needs Of Abraham Maslow's 

1. Physiological Needs: These needs are the essential wants that each individual must survive. If these basic wants do not seem to be met, then the worker won't be able to undergo different levels of the hierarchy. (Mary & Ann, 2011). 
2.  Safety Needs- Safety needs are the wants connected to the feeling of the worker of being secure and safe like having medical insurance, job security, etc. 
3. Social wants — Love & Belonging- These wants are associated with the interactions with others. The relationship of the individual with the folk's surroundings. Like having friends and feel accepted by others. 
4. Esteem needs- Esteem is the feeling of being important. Esteem wants are classified into internal and external wants (Vance & Pravin 1976). Internal esteems are associated with self-esteem like respect and action. External esteem wants are those like position and recognition that come with the action. 
5. Self-Actualization Needs- it's the requirement of reaching the complete potential as AN worker. Consistent with Vance & Pravin (1976) this want is not absolutely achieved. Self-Actualization wants are like truth, knowledge, and justice.
 Social wants are often met by providing the worker a workplace during a method that it's simple to speak and collaborate with others. Also, organizations get to assemble and diversion activities can build sensible relationships between staff from completely different levels which is able to satisfy the social / Love & happiness wants (Bradley, 2003). Recognitions and rewards either verbally or formally can enhance the conceit of the worker. Finally, providing a difficult job with somehow fascinating aspects can enrich the self-actualization wants of the worker (Gardener and Lambert, 1972). 2.1.1.2. Erg Theory: Alderfer re-categorized Maslow’s hierarchy of wants into a few straightforward categories of wants, which are: 1. Existence needs (Physiological and Safety want): These needs are basic and necessary to measure like food and shelter. 2. relatedness (Social belonging needs): These embrace the aspiration people have for maintaining important social relationships obtaining public fame and recognition. Maslow’s social needs and external part of esteem wants to fall into this category of want (Ryan, & Deci, 2000). 3. Growth (Self-esteem and Self-actualization): These embrace need for self-development and private growth and advancement (Ryan & Deci, 2000). Maslow’s self-actualization needs and intrinsic part of esteem wants to fall into this class of want.[image: ]
Figure-2: Alderfer ERG Theory 

Every employee’s needs and satisfaction factors take issue from the opposite and each one in all they have quite one satisfaction factor and needs, and this can be what the manager ought to bear mind. in step with the heat unit theory, the manager shouldn’t concentrate solely on one want at a time which cannot effectively inspire the employee (Ryan & Deci, 2000). 
2.1.1.3 Two-Factor Theory of Fredrick Herzburg 
In 1959 Fredrick Herzberg introduced a theory with 2 motivation factors. The two factors are hygiene factors and motivators. The speculation explains the factors that inspire workers by identifying their individual desires and needs. The dissatisfaction factor is termed, “hygiene” and therefore, the satisfaction issue is, “motivators” (Bradley, 2003).
1. Hygiene factors- Hygiene factors are organization connected. Just like the policies, and procedures, regular payment, and job security. Dissatisfaction comes if these factors don't exist within the work. It simplifies the physiological desires that the workers expected and wish to be happy (Bradley, 2003). 
2. Motivator factors- motivator factors determine satisfaction. They are intrinsic factors like a sense of accomplishment, recognition, responsibility, and personal growth that inspires workers for greater performance (Bradley, 2003)

[image: ]
Figure-3: Two-Factor Theory of Fredrick Herzberg 
2.1.1.4 Acquired-Needs Theory of David McClelland’s 
 1961 David McClelland identified three, needs that staff need to be happy and intended within the workplace (Ryan & Deci, 2000). 
1. Need for Achievement- the employee with high need of accomplishment tries and does the best to realize difficult goals and objectives. Taking responsibilities could be a character of the necessity for accomplishment person.
2.  Need for Affiliation- The one that person who high want for affiliation is person who oriented over task familiarized. The desire and wishes of constructing relationships with individuals is there.
3. Need for Power- The one features a need for power is in a very managerial level wherever he needs to administer orders and direct staff. 
2.1.1.5 Conclusion of the motivation theories
 Despite the variability of the number of theories have been studied by researchers, they need they have to progressively emphasize on the importance of various motivation approaches toward employee’s performance. Motivation approaches are outlined as tools and techniques which might be accustomed to encourage staff. Saying thanks and admire people are the most typical ways that of motivating staff. It's straightforward to use, and it's said sometimes from the guts and naturally. Looking at the employee’s eyes ahead of others and say thanks, extremely means that a lot (Salasiah, 2010). The staff appreciates being recognized for doing a great job and also the feeling of being valued as a personal. The praise tends to hold even meaning which means and psychological feature result ( archangel, 2004). Financial aspects like payments, allowances, salaries, and bounces increase and have an effect on employee’s productivity absolutely as a result of a study that has been done by philosopher (1980). Most researchers in agreement that to encourage staff and acquire the required outcome from them, we need leaderships, not managers. So, being a leader rather than a manager is additionally necessary for motivation (Yongsan, 2002). Roth, & Jackson (1995) processed that organizations with extremely intended staff would enhance the extent of the service quality, client satisfaction and loyalty wherever the loyal staff is plausible to be absolutely correlative with business productivity.
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Figure-4: Acquired-Needs Theory of David McClelland’s
2.1.1.5 Conclusion of the motivation theories 
Despite the variety of number of theories have been studied by researchers, they have come to increasingly emphasize on the importance of different motivation approaches toward employee’s performance. Motivation approaches have been defined as tools and techniques which can be used to motivate employees. 
Saying thanks and admire individuals is the most commonly ways of motivating employees. It is easy to use, and it is said usually from the heart and naturally. Looking on the employee’s eyes in front of others and say thanks, really means a lot (Salasiah, 2010). Employees appreciate being recognized for doing a great job and the feeling of being valued as an individual. The praise tends to carry even greater meaning and motivational effect ( Michael, 2004).
Financial aspects like payments, allowances, salaries and bounces increase and affect employee’s productivity positively as a result of a study which has been done by Locke (1980). Most researchers agreed that in order to motivate employees and get the desired outcome from them, we need leaderships, not managers. So, being a leader instead of a manager is more important for motivation (Yongsan, 2002). Roth, & Jackson (1995) clarified that organizations with highly motivated employees would enhance the level of the service quality, customer satisfaction and loyalty where the loyal employees are presumed to be positively correlated with business productivity.

2.2 Employee engagement 
There are completely different definitions of worker engagement among different scholars, organizations, and totally different countries. The earliest definition of employee engagement can trace back to Louis Isadore Khan (1990). His analysis has been recognized as one of the foremost potent studies of engagement and set the milestone for future studies. He applied motivational theories and conceptualized employee engagement from Maslow’s hierarchy of needs. He outlined engagement because the simultaneous employment and expression of a person’s preferred self in task behaviors will promote connections with others and active full role performances. Further, he reported employee engagement as harnessing employees to their work roles, and permitting workers to express themselves physically, cognitively, and showing emotion throughout role performances (Khan, 1990). Empirical analysis of rich et al. (2010) showed that nuclear self-evaluation (self-esteem, self-efficacy, management points, and stable emotion) and engagement are positively correlated. Thompson et al. (2015) stated the direct and indirect impact of positive psychological capital on analysis engagement. At present, the analysis on employee engagement outcomes is mainly targeted at 2 aspects—individual performance and organizational performance. Bakker (2011) summed the engagement as a positive, extremely awakened emotional state with 2 features: energy, and involvement. Soane et al. (2012) developed a model of employee engagement that has 3 requirements: a work-role focus, activation, and positive have an effect on. Xu et al. (2013) divided worker engagement into four dimensions: organizational identity, work perspective, condition, responsibility effectiveness. Xiao and Duan (2014) declared that employee engagement was a conceptualization including 5 dimensions: initiative, loyalty, effectiveness, identity, and commitment. Liu (2016) stated that employee engagement of knowledge employees was composed of 5 dimensions: organizational identity, dedication, absorption, vigor, pleasant harmony.



2.3 Employee motivation and engagement at work in restaurants. 
Feinberg, (2017) expressed that employee engagement, or rather, an absence of is one among the largest challenges facing hospitality these days. (Carouthers, 2017) Keeping staff happy creates semi-permanent, engaged manpower and ensures that guests get the most effective service with each visit. Not solely will programming, and communication technology facilitates restaurants to keep staff and cut back hiring expenses, however, these happier staff also can facilitate drive sales and client loyalty, (Carouthers, 2017) that reflects the need for worker motivation in any organization not solely within the hospitality business. Engaged staff is motivated to travel on top of and on the far side, however businesses are missing out as a result they are not providing their employees with the motivation within the first place. (Buchanan et al., 2017) If your staff does not see the worth of what they're doing daily, guests won't either. The work they are doing is indispensable, it’s up to the distributor to inspire groups by reminding them of that reality (Buchanan et al., 2017). Bringing their client and talent ways into alignment would force restaurants to form worker engagement a strategic, enterprise-wide priority. The article put out by Deloitte on the ability of worker engagement gave a corporation model restaurant companies a framework for specializing in five core parts of worker engagement that is; meaningful work, supportive management, Positive work atmosphere, Growth opportunity, and Trust in leadership working toward excellence in each of those areas can help restaurants build a motivated workforce of brand ambassadors who are committed to their employers and take personal responsibility for the customer experience. Cultivating employee engagement will facilitate restaurants to produce positive client experiences, and cut back expensive turnover. By specializing in the 5 core parts of worker engagement, restaurants will produce motivated manpower of brand ambassadors that take possession of the client's expertise. (Buchanan et al., 2017) Management consulting firm Aon Hewitt asserts that engaged staff, say (“Given the chance, I will tell other great things regarding working here”). Stay (“I rarely think about working this organization to figure somewhere else”). Strive (“This organization motivates me to contribute more than is normally required to finish my work”). They derive personal satisfaction from serving to guests and going above and beyond, care regarding their success individually, as a store team associate degree as an organization and feel an emotional connection with their organization, and therefore, the brand. According to Gallup, (2018) companies within the high grade for worker engagement were 22nd more profitable than their competitors. In other words, engaged employees create the company extra money. Hospitality chains would be nothing without the diligence of their employees. However, if they’re given little reciprocally, they’ll go elsewhere. And even if they don’t, guests can sense their tolerance, and they’ll dine elsewhere. Providing consistently positive restaurant expertise is what creates client loyalty, and companies cannot achieve it without engaged manpower. The restaurant market may be a difficult place; brands fight for each sale, and labour expenses are continuously in flux. The secret is to seek out tools to assist you to adapt to form and keep your customers and staff. Today’s market makes it important for restaurants to interact with the workers they need and retain them. Job satisfaction greatly impacts the way team members feel at work, and one of the largest influences is empowerment, especially because it relates to scheduling. Many employees opt for the hospitality business due to scheduling flexibility, which frequently allows them to attend a school or take care of members of the family, however, this flexibility will cause a challenge for employers. Working around availabilities, also as shift swaps and no-shows, are often a headache for management and may cause frustrations for workers once they are scheduled incorrectly or don, 't realize they're scheduled thanks to shifting changes. Additionally, the nature of restaurants means that it is troublesome to communicate important messages to team members at the correct times, which may make staff feel unimportant or underprepared. (Carouthers, 2017)
2.4. Conceptual framework 
                        Dependent variable  Engaged employees 
Increased performance
Job satisfaction 
Employee engagement  


 Organizational commitment 
Self-motivation 
                   
             Employee motivation



                                                                                                                Independent variable




CHAPTER THREE
3.0 RESEARCH METHODOLOGY 
3.1   Introduction
 This chapter presents the methods, the tools and instruments that will be  used to carry out the study. The success or failure and the credibility or confidence on the results of this research process depended largely on the methods, techniques, tools and the instruments among other factors. 
1.2 Research Design
This study is aimed at investigating the influence of employee motivation to their engagement at work in restaurants in Kenya. Thus, the study will use both descriptive and exploratory research designs.  The research designs are chosen to increase validity of the findings. Descriptive technique serves a variety of research objective such as descriptions of phenomenon associated with a subject population, estimates of proportions of a population that have these characteristics and discovery of associations among different variables. The dependent variable was employee engagement at work while the independent variables was employee motivation. In this study both qualitative and quantitative data will be collected to endure that in-depth analysis of the relationship between the variables is achieved. 
1.3 Population and Sampling Design 
The study will be conducted within Nairobi. The target population for the study is the managers, supervisors, and employees of restaurants in the Nairobi area. The respondents will be selected randomly, this implies easy sampling will be utilized, whereas convenience sampling techniques are going to be employed in choosing the building managers. All building managers of the sampled will be restaurants included in the study. Restaurants are going to be collected from a sample of workers from a minimum of ten restaurants in Nairobi, Kenya. The selection of restaurants is going to be from random divisions in the study space to eliminate sampling biases of restaurants.

1.4 Sample size 
A sample of 60 employee respondents will be chosen with managers and supervisors from 3 restaurants concerned in the study qualified to be a part of the respondents. This study will use different sampling techniques for every category of the targeted population. Judgment sampling techniques are going to be employed in this case, as many employee members are going to be selected to require taking in it. This method has been chosen as a result it is time and cost-effective to perform, whereas, leading to a range of responses. Convenience sampling also will be used because of the participants are selected based on convenience and willingness to take part. Since the intent is to create a press release regarding the entire population of fifteen restaurants, a sample of sixty employees is going to be drawn, and their measurements are going to be used to represent the cluster. The 3 will be selected by simple random sampling.       
3.4 Data Collection Methods
 The type of data collection method that will employ in the study is primary data. The data will be collected with the assistance of a form consisting of each open-ended and closed inquiry to modify the scientist to get direct information from the respondent that could be even later within the resulting chapters. The utilization of a questionnaire can modify the researcher to gather original information from a large population that is geographically distributed has been not are potential under alternative data collection methods (Kothari, 2009). The questionnaire will have two parts. Part A consists of demographic profiles of the respondents, whereas part B determined the responses of the employees to the questions directly questions the study. The questions were presented in the form of statements on a 1-5 Likert scale for respondents to get factors that the majority impact on their engagement at work. Structured questionnaires are going to be employed in effort-relevant info from workers. A sample list of questions is attached as an appendix Open-ended interview schedule will be used in gathering information from restaurant managers while an unstructured observation checklist will be used in capturing occurrences related to worker engagement. This will make it easy and less time-consuming for targeted respondents To respond to the questions while at the same time standardizing responses for ease of analysis. Thorough analysis is made out about existing and potential employee engagement, and motivational activities from information collected from the primary data.
3.5.  Data Analysis and presentation 
Descriptive statistics are going to be employed in analysing the demographics and behavioural characteristics of respondents. Correlation analysis and multiple regression analysis are going to be used to test the hypotheses. Data analysis will be done using descriptive statistics, mainly frequencies, percentages, mean scores, and standard deviation. The results are going to be presented in table form. Descriptive statistics, correlation,, and regression analysis are going to be used to analyse the data. The data from the respondents will be summarized using frequencies percentages and mean scores. the Variance will also be used to determine whether there were variations in responses of the restaurants being studied.






















CHAPTER FOUR
4.0. RESULTS AND FINDINGS 
         4.1 Introduction 
The chapter represents the analysis of data. For a clear and enhanced understanding of the topic of this research paper, the results are organized in 3 subsections each corresponding to one question of the interview: (1) demographic characteristics, (2) descriptive questionnaires for employee motivation (3) descriptive questionnaires for employee engagement. Out of the 60 questionnaires issued to the restaurants, the response rate was 63% (38 respondents) this is shown below. 
Figure 4.1 


          4.2. Demographic characteristics    
The first part of the questionnaire gives a short overview of the respondent regarding details such as age, gender, and education. 



         4.2.1 Age
The age distribution gap is as follows:
Figure 4.2 

 37 out of 38 respondents are between the age of 20 and 40. For the remaining 1 was between 41 and 50 years of age. 
           4.2.2. Gender
27 out of 38 respondents are female, the other 11 are male. 

    

 4.2.3. Marital status 
A question was included in the questionnaires which sort for information on the marital status of all the respondents. Figure 4.4 presents the findings 

According to figure 4.4, 78.9 percent of the respondents are single. 21.1 percent of the respondents are married. This indicates that most respondents are single and need motivation to build a career and a future for their family.

4.2.4 Level of Education. 

According to the chart in figure 4.5, majority of the respondents is 73.7% were graduates completed 21.1%. this indicates the respondents are well educated enough to respond to issues related to staff motivation and their engagement at work in the questionnaires. 

Number of years in operation 
The number of distributions of the respondents in terms of the number of years that they have been in operation in the restaurant industry is shown in the figure below.

This indicates a high level of job retention as the respondents have been working for the shortest period less than five years stood with 74% respondents.  
4.3 Employee engagement 
The main objective was to determine the effect of employee motivation on engagement at work in restaurants in Nairobi County. Each statement of employee engagement was rated on a five-point Likert scale from 1= Strongly disagree 2= Disagree 3= Neutral 4= Agree 5= Strongly agree.
        4.3.1. Descriptive questionnaires for employee motivation.
The study sought to assess motivational state with respondents being required to indicate how much  they experienced certain feelings at work. The results are presented in Table....
	DESCRIPTION
	STRONGLY AGREE 
	AGREE 
	NEUTRAL 
	DISAGREE 
	STRONGLY DISAGREE 

	I am proud of the work I do 
	43.2%
	27%
	16.2%
	5.4%
	8.1%

	I am enthusiastic about my job 
	39.5%
	36.8%
	13.2%
	5.3%
	5.3%

	I find the work that I do full of meaning and purpose 
	39.5%
	39.5%
	15.8%
	-
	5.3%

	I find my job challenging 
	50%
	15.8%
	13.2%
	7.9%
	7.9%

	I am very happy being a member of this organization
	36.8%
	39.5%
	15.8%
	2.6%
	5.3%

	I really feel as if this organizations’ problem were my own 
	15.8%
	34.2%
	23.7%
	15.8%
	10.5%

	I don’t feel strong sense of belonging in this organization
	13.2%
	13.2%
	26.3%
	23.7%
	13.2%

	My life would be disrupted if I were to leave the organization now 
	13.2%
	13.2%
	26.3%
	23.7%
	23.7%

	I like working in this organization because it shares my values 
	18.4%
	50%
	18.4%
	7.9%
	5.3%



The study found that employees are very often proud of their jobs with a percentage of 43.2 while there are high levels of enthusiasm with the job (39.5%). This implies that almost more than half of  employees of research and training state corporations in Kenya very often experience psychological state engagement. This could be an indication engagement with the job itself as opposed to engagement with the organisation.  In return, employees reciprocate by being engaged with their work and organisations.
4.3.2 Descriptive questionnaires for employee engagement 
	Description 
	STRONGLY AGREE
	AGREE
	NEUTRAL 
	DIASGREE 
	STRONGLY DIAGREE 

	At work, I feel bursting with energy 
	26.3%
	44.7%
	23.7%
	2.6%
	2.6%

	When I get up in the morning, I look forward to going to work 
	21.1%
	34.2%
	34.2%
	5.3%
	5.3%

	I can continue working for very long periods at a time 
	26.3%
	31.65
	21.1%
	18.4%
	2.6%

	At my job, I feel strong and vigorous 
	23.1%
	42.1%
	23.7%
	5.3%
	5.3%

	When I am working, I forget everything else around me.
	26.3%
	23.7%
	31.6%
	18.4%
	-

	I get carried away when I am working
	10.5%
	28.9%
	28.9%
	23.7%
	7.9% 

	Time flies when I work 
	36.85%
	21.1%
	26.3%
	10.5%
	2.6%

	I feel happy when I am working intensely 
	36.8%
	31.6%
	13.2%
	13.2%
	5.3%

	I am immersed in my work 
	28.9%
	39.5%
	21.1%
	5.3%
	5.3%

	It is difficult to detach myself from my job 
	21.1%
	26.3%
	26.3%
	21.1%
	5.3%



The result indicates that employees of the restaurants in subject have a proactive personality which is reflected by the first two statements which have the highest scores on agreed (percentage 44.7 and 34.2). Most employees agreed with questions in this section which indicates that the employees often have a positive view of life and work, are dependable and have proactive personalities which are all indicators of traits engagement. This may also imply that the complexities of tasks performed in the specific restaurants create conditions conducive for engagement. The findings fromthis data support Castellano (2015) employee engagement model in which traits and psychological state engagement are depicted as predictors of behavioural engagement. 






4.4. Summary of findings 
The study sought to determine the relationship between employee motivation and engagement at work. The were no significant variation between the gender. This research revealed that majority of employees have served for less than five years therefore, they are not familiar with employee engagement and motivation matters. From the study finding, it was evident that most of those who participated in the research had degrees.
Organizations which have achieved success have knowledge that to be a winner in today’s competitive sphere development is a must, absorb, and talents retained in workforce which is productive. Restaurants which are top in performance remain top as compared to their competitors due to ways to motivate employees put in place which enhances procurement of great talents, align with their individual performance position them in the right order, with the vision of organization and strategic objectives. 
Positive outcomes of employee engagement at work include increased ability in that there is improvement in both the way people conduct themselves at their workstations and the results they produce. 












                                           CHAPTER FIVE:
5.0 SUMMARY, CONCLUSION AND RECOMMENDATIONS.
5.1 Introduction. 
This chapter represents a summary of the findings, conclusions, limitation of the study, and recommendations of the data previously presented in the last chapter. The objective was to establish the effects of employee motivation on engagement at work in restaurants with reference to Nairobi County. 

5.2 Summary 
The study's main objective was to investigate the effects of employee motivation on employee engagement at work and how this relationship is qualified by demographic characteristics and led to their commitment to work. The study contributes to knowledge within the space of employee motivation and engagement in many ways. Previous studies on the influence of employee engagement on organizational performance were mostly conducted in developed countries of Western Europe and the USA with very few studies being based on developing countries,, especially from the African continent. This gap in knowledge has therefore been addressed through this study The study contributes to the field of employee engagement by developing and testing a strong conceptual framework that links three variables; employee engagement, demographic characteristics, and employee motivation. This model has been found to better account for organizational performance based on employee engagement. In addition, the study gives support to social exchange theory that mutually beneficial relationship at the workplace results in a win-win scenario. By providing employees with a challenging, secure, and safe work environment, employers reap the advantages of engaged employees that in turn positively influence organizational performance. Performance of employees with traits to engage and who have a supportive work atmosphere and ability to have interaction isn't enough to enhance organizational performance. Employee motivation and the sort of commitment impact the relationship between employee engagement, and organizational performance. It's so vital for organizations to ensure that engaged employees are committed for organizations to receive the most benefits. Lastly, employees react differently to organizational policies reckoning on their demographic profiles. Therefore, employers ought to take the demographic characteristics of their hands into account while introducing changes within the organization.
1.3 Conclusion 
 The employee’s nature of work at the restaurants confirms that the respondents had knowledge of the operations of the restaurants and as such their feedback was relevant In the study. The outcome has a clear picture that the research work was able to get that from staff in the restaurant. Based on the results and findings the feedback gotten from the analysis of data of the research, conclusion can draw that the respondents know what employee motivation and engagement all is about. Conclusion can as well be drawn that motivating employees through various aspects of management helps them become more engaged in their assignments. To conclude, there is direct relationship between employee motivation and engagement levels at work. 
1.4 Recommendations 
This study will add substantial knowledge to the literature on employee engagement and organizational commitment. The human resource [practitioners and policy formulators will also use the results of this research to help them in understanding the significance of motivating an employee in an organization. 
From the outcome of this study, it is evident that for an organization to have engaged and committed employees, it is necessary to provide a conducive environment that ted to promote growth and learning of employees. The government should review policies on Human Resource Management to fully address motivational needs of the employees in restaurants. Therefore, with a positive relationship between the two concepts, the organizations in the structuring of the selection process they should hire employees who  have the desired traits that promote commitment and engagement. 
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APPENDIX

SAMPLE QUESTIONNAIRE
SECTION A: TELL US ABOUT YOURSELF
Please tick the box that corresponds to your 
GENDER
· Male 
· Female 
AGE 
· Below 30 
· 30-40 
· 41-50
· 51-60 
· Over 60 
MARITAL STATUS 
· Married 
· Single 
· Divorced 
· Separated 
LEVEL OF EDUCATION 
· Primary education
· Secondary education
· Diploma/certificate
· Degree 
YEARS IN EMPLOYMENT 
· 6-10 
· 11-15
· 16-20
· OVER 20 
YEARS WORKED IN THIS RESTAURANT 
· Below 5 years 
· 5-10 years 
· 11-15 years 
· 16-10 years 










SECTION B:  HOW DO I LIKE MY WORK? Consider giving a title like this one instead of the two you will delete above.
I am proud of the work I do. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
    I am enthusiastic about my job. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
My job inspires me. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
[bookmark: _Hlk68041296]I find the work that I do full of meaning and purpose. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
[bookmark: _Hlk68041322]I find my job challenging. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
[bookmark: _Hlk68041346]I am very happy being a member of this organization. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
[bookmark: _Hlk68041362]I really feel as if this organizations’ problem were my own.
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 


[bookmark: _Hlk68041387]I do not feel a strong sense of belonging in this organization. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
My organization has a great deal of meaning to me. Repetitive, you have a similar question prior.
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
[bookmark: _Hlk68041409]My life would be disrupted if I were to leave this organization now. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 




[bookmark: _Hlk68041437]I Like working in this organization because it shares my values. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 















Descriptive questionnaires for employee engagement 
DESCRIPTION  
[bookmark: _Hlk68041496]At work I feel bursting with energy.
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree.  
[bookmark: _Hlk68041516]When I get up in the morning, I look forward to going to work.
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
[bookmark: _Hlk68041532]I can continue working for very long periods at a time. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
[bookmark: _Hlk68041584]

At my job, I feel strong and vigorous. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
[bookmark: _Hlk68041613]At my job, I am very resilient mentally.
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
[bookmark: _Hlk68041632]When I am working, I forget everything else around me. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
[bookmark: _Hlk68041647]I get carried away when I am working. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
[bookmark: _Hlk68041661]Time flies when I work. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
[bookmark: _Hlk68041672]I feel happy when I am working intensely. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
[bookmark: _Hlk68041696]I am immersed in my work.  
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 
[bookmark: _Hlk68041707]It is difficult to detach myself from my job. 
· Strongly agree. 
· Agree 
· Neutral 
· Disagree 
· Strongly disagree. 



Respondents 	
Respondents	Nonrespondents 	38	22	


Age Bracket	
20-30	31-40	41-50	51 and above 	0.76300000000000001	0.21099999999999999	2.5999999999999999E-2	


Gender	
Female 	Male 	4th Qtr	27	11	

Marital status 

Single 	Single 	Married	30	21	Series 2	Single 	Married	Column1	Single 	Married	


  

Column3	Degree	Diploma/Certificate	Secondary education 	Primary education 	28	8	2	4.5	Column1	
Degree	Diploma/Certificate	Secondary education 	Primary education 	Column2	
Degree	Diploma/Certificate	Secondary education 	Primary education 	



Years in employment 	
1-5 years 	6-10  years	11-15 years 	16-29 years	over 20 years	0.73699999999999999	0.184	5.2999999999999999E-2	2.5999999999999999E-2	
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