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ABSTRACT

This study explored the effect of organizational culture on the performance of the Orphan and
Vulnerable Children (OVC) program at the Presbyterian Church in Njoro, Nakuru County,
due to limited research on the role of organizational culture in faith-based social programs.
The study aimed to assess the effect of employee engagement, reward systems, organizational
values, and stakeholder engagement on program performance. Using a descriptive survey
design, data was collected from 335 respondents, including program officers, beneficiaries,
and church leaders, from a target population of 2,592. Quantitative data analyzed using SPSS
and qualitative data analyzed thematically. Spearman’s rank correlation chosen, as it is
suitable for assessing relationships involving ordinal data. The chi-square test for
independence was used to assess whether there was a significant association between
categorical variables, such as different dimensions of organizational culture and the binary
response categories of program performance (Agree/Disagree). This test helped determine if
organizational culture factors had a statistically significant relationshipswith \the perceived
performance of the OVC program. Since the dependent variable (pefformanceef the OVC
program) was measured as a binary outcome (Agree/Disagree), binomial logistic regression
was used to model the probability of a specific outcome oceurringbased on predictor
variables (organizational culture). For qualitative data, a theématic analysts was conducted.
The study found that employee engagement, stakeholder partieipation, reward systems, and
organizational values significantly impacted program performiance. The study highlights that
employee engagement, stakeholder involvement, reward\systemis, and organizational values
all significantly enhance the performance of the OVC pregram. Employee engagement, with
an odds ratio of 4.859, increases the likelihgodtef improved performance by nearly five
times. Stakeholder engagement (odds ratiehof 4#415)“emphasizes the value of involving
stakeholders in decision-making. Well-Stsuctuzedyreward systems (odds ratio of 5.551)
motivate employees and improve program-eutcomes, while strong organizational values
(odds ratio of 3.629) align actions with program-goals, fostering a culture of accountability.
Additionally, the model constant (0ddsTatio of 3.136) suggests that the program’s inherent
structure also contributes to its, Sdecess, even without external factors. Employee engagement
showed a moderate positive “Correlation with program effectiveness, while stakeholder
engagement demonstrated “@, sttong, significant correlation with program success.
Additionally, well-strmeturediseward systems and shared organizational values were found to
enhance program outeomes. The study concluded that employee engagement, stakeholder
involvement, reward systems, and organizational values all play a crucial role in enhancing
the performénce of the” OVC program. Specifically, higher employee engagement
significantly?boosts, ‘program effectiveness, with engaged employees contributing more
effectively to theyprogram’s success. Similarly, stakeholder engagement fosters collaboration
and supports€ptogram sustainability. Reward systems motivate employees, leading to
improved performance, while strong organizational values align employee actions with
program objectives, creating a culture of commitment and accountability. Based on these
findings, it is recommended that strategies be implemented to increase employee engagement
through regular training and feedback, establish reward systems that recognize both
individual and team contributions, and reinforce organizational values through consistent
communication and training. These strategies should align with program goals to improve
program effectiveness and sustainability. Further research areas suggested include
longitudinal studies, comparative analyses of reward mechanisms, and the influence of socio-
economic factors on OVC program performance. This research provides actionable insights
for improving the OVC program, with the potential to enhance service delivery and support
for vulnerable children in the community.

xi
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CHAPTER ONE
INTRODUCTION
1.1 Chapter overview
This chapter serves as the introduction to the proposal. It covers the background of the study,
the problem statement, the objectives and research questions, the significance of the study,

the scope and limitations, and the definitions of key terms.

1.1.1 Background to the Study

Over the past two decades, there has been a growing interest among scholars and
practitioners in understanding organizational culture due to its significant)influence on
organizational processes, personnel, and overall performance.€Organizational culture
encompasses the shared norms, values, symbols, ideologies, and practices that shape the
collective behavior and identity of a firm (Spicer, 2020), 1t acts agya guiding framework,
directing how members of an organization interact and weork towards achieving common

goals.

Munyao et al. (2020) argue that organiZationall culture not only fosters unity among
employees but also aligns their efforts withierganizational objectives. They emphasize that a
strong organizational culture binds\members mto a cohesive entity, providing direction
toward shared aspirations. In 4elation t@y¢Presbyterian Church’s OVC program in Njoro,
Nakuru County, a strong c@ilturéyof shared values, commitment to service, and collaboration
among church leaders, ‘programyofficers, and volunteers is essential for improving child
welfare outcomes. Ajwell-aligned culture enhances teamwork, ensuring that resources are
efficiently mafiaged and*that program initiatives are implemented effectively to support the

needs of vulnerablexchildren.

Similarly, Akpa et al. (2021) highlight that a robust organizational culture is crucial for
achieving long-term, sustainable performance, while weak or misaligned cultures often result
in organizational failure. In faith-based organizations for instance the Presbyterian Church, a
misaligned culture characterized by poor communication, lack of shared vision, or ineffective
leadership can hinder program sustainability. For instance, if program staff and church
leadership do not share a common approach to caregiving, resource allocation, or stakeholder
engagement, the program’s ability to provide consistent support to OVCs maybe

compromised. Conversely, a cohesive culture that encourages collaboration between church
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leaders, caregivers, and external partners fosters a stable and supportive environment,
ensuring long-term benefits for the children. By embedding values of compassion,
accountability, and teamwork within the OVC program, the Presbyterian Church can
strengthen service delivery, enhance donor confidence, and build sustainable interventions

that address the holistic needs of vulnerable children.

The importance of a healthy organizational culture is further underscored by Vegro et al.
(2018), who assert that cultures failing to support an organization’s strategy can create
significant barriers to implementation ultimately leading to poor performance. On the
contrary, strong organizational cultures facilitate employee engagement‘and organizational
effectiveness, critical factors in achieving an organization’s mission ‘and vision (Spicer,
2020). Consequently, organizational culture serves as both{ a” unifying” force and a
performance driver. This study builds on these perspectives(to €xamine the specific role of
organizational culture in influencing the performance ofthc @rphan‘and Vulnerable Children

(OVC) program under the Presbyterian Church in Njoro, Nakurtt County, Kenya.

Globally, organizational culture and its impaet ‘omipetrformance have been widely recognized.
In the United States, Postolov et al. (2019) highlight, that leadership in American companies
is significantly shaped by both national and“organizational cultural influences. Many
organizations prioritize recruiting employees whose values align with those of the enterprise,
and American organizatignal Jeulturéyis characterized by flexibility in leadership and
informality in manager<employee telationships. This emphasis on individualism, personal
achievement, and freedom of expression fosters innovation and independent decision-making

(Postolov et alg 2019).

Conversely,fin 'Russia, Spencer and Skalaban (2017) note that organizational culture is
shaped by the eountry’s communist legacy, emphasizing adaptability and flexibility despite
challenges in coordination and integration. The collectivist orientation in Russian
organizations fosters teamwork and shared responsibilities, even as centralized decision-

making sometimes slows responsiveness to emerging issues.

Applying these insights to the OVC program at the Presbyterian Church in Njoro, Nakuru
County, it is essential to examine whether a collectivist or individualist approach is more
effective in improving program sustainability and service delivery. Faith-based organizations

often operate within a collectivist framework, where shared responsibility, teamwork, and

2



St. Paul’s University Repository

community engagement are prioritized. However, elements of individualism such as personal
initiative and leadership flexibility can be beneficial in decision-making and resource
mobilization. A leadership structure that balances these cultural dimensions may enhance
coordination among church leaders, program officers, and volunteers, ensuring that OVCs
receive consistent and holistic support. Additionally, the flexibility observed in American and
Russian organizations can offer lessons for the OVC program. A rigid leadership style may
hinder adaptability in responding to emerging child welfare needs, while excessive
informality might lead to coordination challenges. The program's effectiveness depends on
cultivating an organizational culture that embraces teamwork, adaptability, and a shared
vision while allowing space for individual contributions in caregiving, z€Seurce management,

and stakeholder engagement.

In East Asia, countries such as Japan and Korea have l@veraged, unique organizational
cultures to achieve remarkable economic growth. Takashi«(2020)“observes that Japanese
organizational culture prioritizes collectivist valdes, ‘emphasizing group harmony and
consensus-building over individual achievements. “Fhis“approach fosters high employee
engagement and collaboration, which are “Vital to“organizational performance. Similarly,
Hong et al. (2019) describe Indian organizatienal culture as a blend of traditional values and
modern workplace practices, fostetingyfléxibility and adaptability. These global perspectives
underscore the diversity in “organizational cultures and their potential for driving

organizational success.

In Africa, Ravindran (201 8)‘argues that organizational culture reflects both the past colonial
history and thefdiverse cultural identities of the continent. This unique blend influences how
organizatign® opetaté,ywith cultural diversity often posing challenges and opportunities for
success in mtermational business settings. While these global insights provide valuable
perspectives, it 1s crucial to contextualize them within the specific challenges faced by the
OVC program of the Presbyterian Church in Njoro, Nakuru County. Understanding cultural
dimensions such as collectivism and adaptability could inform strategies to foster teamwork,

overcome resource constraints, and align program goals with employee engagement.

Numerous studies have explored the relationship between organizational culture and
performance, yet the findings remain inconsistent. For instance, Cura (2018) and Gorondutse
and Hilman (2019) argue that organizational culture enhances strategy implementation and

performance. In contrast, Rashid and Shah (2016) and Leithy (2017) contend that
3
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organizational culture does not significantly influence performance during strategy
implementation. Leithy (2017) specifically notes that structural equation modeling eliminates
the relationship between organizational culture and organizational growth, rejecting the
hypothesis of a significant link. Such inconsistencies in findings highlight the need for more

nuanced, context-specific research, particularly within developing countries.

In Kenya, research on organizational culture’s effect on performance has primarily focused
on business entities, often neglecting faith-based organizations. For example, Ombeta (2018)
examined the relationship between organizational culture and operational ;performance in
Kenyan insurance firms, while Mbuva (2022) investigated its influéfiee \on employee
performance within health non-governmental organizations in Nairebi County.“While these
studies offer valuable insights, they do not address the unique“dynamics’of faith-based

organizations.

Faith-based organizations, such as the Presbyterian Church’s QVC program, play a critical
role in societal development, often surpassing thetinfluenee of public or business entities.
Existing research on faith-based organizatigns rémains limited. For instance, Muriithi and
Louw (2017) analyzed the effects of organizational ¢ulture on the performance of theological
training institutions in Kenya, while Wambugu(2019) assessed the impact of church strategic
leadership and organizational culture on ghe growth of the Anglican Church of Kenya. These
studies underscore the impertance efdorganizational culture within faith-based settings but
also reveal significant gaps, injunderstanding its impact on specific programs, such as the

OVC initiative.

The OVC_program ainder the Presbyterian Church addresses critical social challenges,
including child abandonment, lack of basic necessities, and lack of education. The program’s
operations are shaped by its unique organizational culture, which reflects its shared norms,
beliefs, and values. However, the relationship between organizational culture and the
program’s performance has not been thoroughly investigated. This study aims to bridge this
gap by examining how organizational culture influences the performance of the OVC

program in Njoro, Nakuru County.

Notably, the study also situates the OVC program within the broader framework of
Sustainable Development Goals (SDGs). While the program addresses immediate social

issues, its contributions to SDGs such as Quality Education (SDG 4), Reduced Inequalities

4
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(SDG 10), and Peace, Justice, and Strong Institutions (SDG 16) remain underexplored.
Understanding how organizational culture can enhance the program’s alignment with these
development goals is critical for fostering long-term community resilience and social
transformation. This research will provide valuable insights into culturally appropriate
strategies for improving employee engagement, leadership effectiveness, and overall program

success, ensuring the OVC initiative’s sustainability and broader developmental impact.

1.2 Statement of the Problem

Faith-based organizations (FBOs) such as the Presbyterian Church of East Africa (PCEA)
play a crucial role in addressing societal challenges by offering social“programs like the
Orphan and Vulnerable Children (OVC) initiative. This program aims‘te support children
facing abandonment, lack of necessities, and limited access to education. However, recent
reports indicate that the PCEA OVC program in Njoro, Nakuru Ceunty, faces significant
challenges, including reaching only 60% of its target befieficiaries, ahigh staff turnover rate
of 25%, and a 15% decline in donor funding ovefithe pastitwo years. These issues raise

concerns about the program’s effectiveness and sustainability:

One critical but underexplored factor that may contribute to these challenges is organizational
culture. For instance, high staff turnever couldreflect weak employee engagement, lack of
motivation, or poor alignment with the organization’s values. Similarly, the decline in donor
funding may be linked to cultural aspeéts such as perceived lack of accountability, ineffective
communication with stadkeéholders, or insufficient demonstration of transparency and shared
values. Donors are‘more, likely™to support organizations that project a culture of integrity,
stewardship, andyvimpactiorientation. Where such cultural attributes are weak or inconsistent,

donor confidence'mayerode, reducing financial support.

While research*has extensively examined organizational culture in business settings, limited
empirical studies have investigated its role within faith-based organizations. Understanding
how cultural elements such as leadership dynamics, employee engagement, reward systems,
and stakeholder management influence the performance of the PCEA OVC program is
crucial for addressing existing challenges. Without such insights, administrators may struggle
to implement culturally aligned strategies that enhance program effectiveness and long-term

sustainability.
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This study seeks to bridge this gap by examining the relationship between organizational
culture and the performance of the PCEA OVC program in Njoro, Nakuru County. The
findings will provide valuable recommendations for strengthening the program, improving
service delivery to vulnerable children, restoring donor confidence, and contributing to the

broader discourse on organizational culture in faith-based initiatives.

1.3 Purpose of the Study

The primary aim of the study was to investigate the effects of organizational culture on the
performance of the OVC program run by the PCEA church in Njoro town, Nakuru County.
Specifically, the following objectives guided the study

1.4 Study Objectives
The specific objectives of the proposed research were as follows;
1. To examine the effect of employees engagemenponthegperformance of the OVC
program in PCEA Church Njoro, Nakuru County
il. To analyze the effect of reward systems‘on the performance of the OVC program
in PCEA Church Njoro, Nakuru County
1. To evaluate the effect of organizational' values on the performance of the OVC
program in PCEA ChurchfNjoro, Nakuru County
iv. To assess the effect of Stakeholdér Engagement on the performance of the OVC
program in PCEA"Chuteh Njoro, Nakuru County

1.5 Research Questions
1. What is the effeéct of employees’ engagement on the performance of the OVC

progrdm in PCEA"Church Njoro, Nakuru County?

ii. How.dees ateward system affect the performance of the OVC program in PCEA
ChurcliiNjoro, Nakuru County?

iii.  In which way does an organizational value affect the performance of the OVC
program in PCEA Church Njoro, Nakuru County?

iv.  What is the effect of Stakeholder Engagement on the performance of the OVC
program in PCEA Church Njoro, Nakuru County?

1.6 Significance and Justifications of the Study
This study holds significant relevance for church organizations, program managers,

policymakers, and scholars in Development Studies and Organizational Development, as it

6
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addresses the critical research problem of how organizational culture impacts the
performance of faith-based programs, specifically focusing on the Presbyterian Church of

East Africa’s (PCEA) Orphan and Vulnerable Children (OVC) program.

For church organizations, understanding the relationship between organizational culture and
program performance will provide them with evidence-based insights into how cultural
practices can either enhance or hinder the effectiveness and sustainability of their programs.
By identifying cultural elements that promote employee engagement, accountability, and
alignment with organizational goals, church organizations can implement targeted strategies
to improve the outcomes of initiatives like the OVC program, ensuring thafythey better serve

the needs of the community.

For program managers, the findings will offer practical toolsffor developing and nurturing a
positive organizational culture that supports high levels of performance. By focusing on key
elements such as reward systems, communication, and ‘Organizational values, this study will
guide managers in both faith-based and seculamy organizations on how to create an
environment that fosters innovation, collaberation, andyefficiency, thus improving overall

program effectiveness.

Policymakers at both the church and national levels will find the study valuable in informing
policy development. At théychurch, level, the research will offer insights into how
organizational culture imfluences yprogram outcomes, which could be used to guide the
creation of internal polieies that promote cultural practices conducive to achieving program
goals. For natienal-level policymakers, the study will shed light on how organizational
culture can affeet the,performance of social programs. Understanding this relationship will
enable polieymakers’ to design policies that address cultural barriers and improve the
effectiveness of faith-based initiatives. This could involve introducing cultural competency
frameworks, employee engagement practices, and other policy recommendations that foster a

positive organizational culture in faith-based and community organizations.

For scholars in development studies and organizational development, this research will
make a substantial contribution by filling a significant gap in the existing literature. Although
studies on organizational culture abound, there is a lack of research focused specifically on
the impact of organizational culture on the performance of programs within faith-based

organizations, particularly those involved in social development. By examining how cultural

7
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elements such as values, leadership styles, and reward systems influence program outcomes
in the context of a faith-based organization, this study will enrich the theoretical discourse on
organizational culture. It will also provide empirical data to validate and expand on existing
organizational development frameworks, particularly in the unique setting of religiously
oriented organizations. The findings could inform the development of new models or
adaptations of existing theories that address the cultural dynamics of faith-based

organizations and their impact on social programs.

Ultimately, the study’s contribution will not only enhance the practical undegstanding of how
organizational culture affects program performance but also fill theoretical'gaps, thus offering

valuable insights for scholars, practitioners, and policymakers alike.

1.7 Scope of the Study

The study was limited in scope and location. It focused onfthe OVECiprogram in Njoro. This is
because it is one of the programs that the PCEA church runsand has attained recognition
because of its performance in terms of assisting many, childten from the sub- county of Njoro
and its environs. The choice of this study's lecation.18,based on statistical reports indicating a
notably high staff turnover rate within the PEEAYOVIC program, with an annual turnover rate
of 25%, which is significantly highér than th¢*national average of 15% observed in similar
nonprofit organizations (Nonprofit Reseurce Institute, 2022). This elevated turnover rate
suggests potential underlying 18sues a@lated to employee engagement and job satisfaction,

which may adversely affeégtheprogram's sustainability and overall performance.

In addition, thegprogram has‘experienced a 15% decline in donor funding over the past two
years, which hasbeen,partly attributed to inefficiencies and perceived lack of transparency in
the managementyand”operation of the program (Global Fund Accountability Report, 2023).
While this claim”highlights the concerns of stakeholders regarding organizational processes,
it remains critical to substantiate these issues through further empirical evidence and detailed

analysis to guide potential interventions.

1.8 Limitations of the Study

This study anticipated several challenges in the course of the research process. The first one
borders the collection of data; since the data deals more with issues of children who are
vulnerable, they may be sensitive in nature, and it may be hard to solicit the necessary

information. However, this was handled by assuring the respondents of their confidentiality
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and ensuring that they sign the consent form. Secondly, the research experienced the problem
of getting accurate responses from the respondents. However, this was countered by ensuring
that the questions asked are specifically tied to the objectives and as such, elicit the correct
responses. In all, care was taken to ensure that the limitations do not adversely affect the

outcome of the study in any way.

1.9 Study Assumptions
In conducting this study, several assumptions were made to guide the research process. These

assumptions are as follows:

Organizational culture is consistent across staff members: It 48 assumed that the
organizational culture within the PCEA OVC program is consistent,ameng all staff members,
meaning that the cultural elements influencing employee behavior, perfoermance, and job
satisfaction are uniformly perceived and shared acrosshe “organization. This assumption

allows for a generalized analysis of the organizational culture's impact on performance.

Program performance data is accurate: The study assumies that the performance data provided
by the PCEA OVC program, such as staffingstatisttes, donor funding trends, and program
outputs, are accurate and reliable.gFhis assumption is critical for the analysis of the

relationship between organizationalieulture and program outcomes.

Staff participation in the study 1§, voluntary: It is assumed that all participants in the study,
including employees_and ‘progtam managers, will voluntarily participate, and that their
responses will be ‘truthful and reflective of their experiences and perceptions. This

assumption isfecessary for obtaining valid and reliable data.

Stability of key variables: It is assumed that the key variables under investigation (employee
engagement, reward systems, and organizational values) remain relatively stable throughout
the study period. This assumption is crucial for understanding how these factors contribute to

program performance over time.

No major organizational changes during study: The study assumes that no major
organizational changes, such as leadership transitions or restructuring, will occur during the
study period that would significantly alter the culture of the PCEA OVC program. Such
changes could potentially affect the validity of the findings.
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1.10  Definition Terms

Appraisal: Refers to a system that is used by the management to recognize and appreciate
employees who are outstanding in their responsibilities in an organization

Performance: This is the measurement of an organization’s success through the extent which
it achieves its objectives

Organizational culture: Patterned manners, values and behaviours that members of an
organization embrace

Employee engagement: It is where the management actively involves the employees in
policy formulation and decision making involving the organization
Organizational Values: Refers to the attitudes, expectations and prigriti t guides an

organization

Stakeholder engagement: This is the involvement of t e%i people in the
management of the organization %

Reward system: This is deliberate structure put i the management in an

anding contribution towards

organization that ensures it appreciates members

the performance. %
\
»

N
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CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This chapter presents a review of literature on studies related to organizational culture and
organizational performance. It includes a theoretical review, an empirical review of relevant
literature, and a conceptual framework. The chapter also identifies a research gap that this

study aims to address.

2.2 Theoretical Review
The guiding theoretical review for this study was Organizationaldeulture theory and

Stakeholder Engagement Concept.

2.2.1 The Concept of Organizational Culture

The concept of organizational culture, as propounded by Edgar Schein (2019), asserts that
culture within organizations is not something that, ishadoptéd spontaneously. Rather, it
evolves gradually over time as the organizationfgoes,through transitions aimed at fostering
adaptation to internal and external changes@iSchein'sytheory emphasizes that organizational
culture is shaped by several factors, includingthe»organization's history, leadership, and
external environment. According to Sehein, effective leadership is influenced by both visible
and hidden elements of culturegsuch as aftifacts (e.g., dress codes) and espoused values (e.g.,
organizational goals, stratégies,nanddphilosophical outlooks). These elements collectively

guide the behavior of employcesyand shape the organization's operations.

Schein (2019) facther explains that organizational culture consists of three primary levels:

Artifacts: "Fhese, arejthe visible aspects of culture, such as office layout, dress code, and
organizational“fituals. While they can be easily observed, they often hold deeper, less

conscious significance.

Espoused values: These are the values and principles that an organization explicitly
promotes, such as its mission and strategic goals. These values guide decision-making and

provide a framework for behavior.
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Basic underlying assumptions: These are the deeply ingrained, often unconscious beliefs and
values that form the core of an organization's culture. These assumptions influence the way

members of the organization interact, solve problems, and make decisions.

According to Schein's framework, effective organizational culture is essential for
organizational success. A positive culture encourages employees to engage in problem-
solving and decision-making processes that align with the organization’s goals, whereas a
toxic or negative culture can undermine employee performance and overall organizational
effectiveness. One of the central elements that organizations must recognize is the importance
of maintaining a positive organizational culture to avoid the developméntyof dysfunctions

within the organization.

This theory is particularly relevant to the proposed study bee@isc it offers’a comprehensive
framework for understanding how organizational culture@hapes beéhavior, performance, and
organizational outcomes. In the context of church-sponsered organizations such as the PCEA
OVC program, Schein's theory suggests that adepting a‘deliberate and shared culture based
on common values is crucial for improvinggperformance. The theory provides insights into
how organizational culture can be intentionally ‘cultivated by managers through various
interventions, including the transfotmation of“employee behavior, alignment of espoused
values with day-to-day actions, and addeessing underlying assumptions about work and
organizational roles. By understanding‘these cultural elements, church leaders and managers
can create a culture “that “promotes high employee engagement, enhances program

effectiveness, and stipports organizational sustainability.

The relevance ofySchein’s Organizational Culture Theory to this study is particularly clear
when considering the challenges faced by faith-based organizations in fostering a work
environment that encourages high performance. For example, the PCEA OVC program’s
struggles with staff turnover and donor funding challenges can be examined through the lens
of organizational culture. By identifying and addressing the underlying cultural issues, such
as employee engagement and alignment of values, the organization can potentially improve
its performance. This theory guides managers in shaping a positive organizational culture that

enhances employee satisfaction, organizational cohesion, and overall effectiveness.
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Schein’s Organizational Culture Theory is directly linked to the research questions of this
study by providing a structured approach to understanding how organizational culture
impacts performance. Specifically, it can inform how church-sponsored organizations, like
the PCEA OVC program, can foster a culture based on shared values and beliefs that drive
program success and sustainable growth. This framework not only provides an explanation
for the challenges faced by the program but also offers a pathway for creating interventions

that can improve organizational outcomes and achieve long-term sustainability.

2.2.2 Stakeholder Engagement Theory

Stakeholder Engagement Theory, as developed by Freeman (1984), argues‘that organizational
management must consider and address the interests of a broad range of constituents, beyond
just shareholders or owners. Freeman (1984) posits that orgadizations, aré’most effective
when they respond to the needs and demands of their diverse{stakeholders, which can include
employees, customers, local communities, regulatory bodies;, and competitors. This theory
suggests that the success of an organization is linked‘het ‘Only:to its financial performance but

also to how well it manages relationships with varieus stakeholders.

Freudenreich et al. (2020) further explain that stakeholder theory emphasizes the importance
of organizational performance from the perspeetive of these various stakeholders. According
to them, organizational successyis dependent on satisfying the interests of all stakeholders,
particularly in complex settings, like fion-profits and faith-based organizations. Armstrong
and Taylor (2023) add" that “effective leadership in stakeholder engagement ensures that
businesses and organizations operate for the benefit of all stakeholder groups, promoting
long-term valu€rand sustainability rather than short-term profit maximization. This aligns
with Freeman’s (1984) assertion that managing stakeholder relationships is critical for the
overall success of an organization, particularly in non-profit sectors where stakeholders often

extend beyond financial contributors to include service recipients and community members.

In the context of non-profit organizations, such as church-sponsored programs, stakeholder
engagement takes on added significance. Freeman et al. (2021) outline two central

propositions supporting the importance of stakeholder engagement:

The social issues argument: Organizations have a moral responsibility to act in ways that
support the well-being of their broader stakeholder groups, regardless of the direct impact on

their performance.
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The stakeholder argument: Engaging with non-financial stakeholders, such as those involved
in faith-based or community programs, can lead to competitive advantages, both in terms of

enhancing social capital and improving the organization’s reputation within the community.

For example, church-sponsored programs like the PCEA OVC (Orphans and Vulnerable
Children) program are deeply affected by how effectively they engage with key stakeholders
such as donors, local communities, church members, and government agencies. Through
active stakeholder engagement, these organizations can improve program outcomes, enhance
community support, and ensure sustainability. Armstrong and Taylor (2023) argue that
leaders of faith-based organizations must go beyond fulfilling finan€ial obligations to
stakeholders, recognizing that the values and well-being of the broader'communityrare central
to their mission. Therefore, integrating stakeholder engagement into the strategic approach
can lead to improved organizational performance and helpdalign the church's mission with

community needs.

A key example of effective stakeholder engagement €an be seen in various non-profit
organizations that rely on both financial and mon-financal stakeholders to achieve their goals.
For instance, the Salvation Army’s focusten engaging local communities and government
bodies, alongside traditional donors} has_allowed it to expand its services and improve its
impact. Similarly, faith-based erganizatiens that engage effectively with both their internal
community (church members;woluntéers) and external stakeholders (local communities,

government) are more likehy to'build trust and achieve long-term program success.

Stakeholder theory, therefore, is highly applicable to church-sponsored organizations. In
these contexts, the, theory highlights the importance of maintaining positive relationships with
a wide rang@ ofistakeholders to ensure that the organization can meet both its mission and
operational goals. By recognizing and responding to the needs of stakeholders, church-
sponsored programs can enhance their organizational performance, improve donor relations,
and sustain community support, ultimately leading to better outcomes for the populations
they serve. Stakeholder Engagement Theory provides a valuable framework for
understanding how organizations, including church-sponsored and faith-based organizations,
can achieve success by recognizing and responding to the interests of a wide array of
stakeholders. By applying this theory, the PCEA OVC program and similar organizations can
strengthen their community ties, improve program effectiveness, and ensure sustainable

organizational growth.
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Despite its relevance to the current study, stakeholder theory has several limitations.
Attempting to benefit all stakeholders may lead to significant competitive disadvantages and
can be unmanageable (Freeman et al. 2020). Another issue is that the theory considers the
performance measures for each group or constituency within or outside the organization with
a stake in its overall performance. Each organizational constituency is presumed to have
common interests regarding the organization. However, members within a specific category
are not always homogeneous; often, they are quite diverse, and the theory has largely
overlooked intra-stakeholder heterogeneity (Misigo et al. 2019). Therefore, this study will

also be guided by the theory of organizational culture.

2.3 Empirical Review of Literature

2. 3.1 Employee Engagement and Organizational Performance

The concept of staff commitment is multifaceted and varies widely Jamong scholars. For
some, it means commitment, morale, and participatiofi ofgemploy€es who remain in the
organization. It is equated to the antithesis of job fatigue(Riyanto et al. 2021). Engagement
may be a worker’s status that starts from the _social'éxchange at work and ends with higher
organizational performance. According to Eldor and \Vigoda-Gadot (2018,p.526), the term
"engagement" describes attitudes like energy, concentration, and obligation, which can be
different depending on one’s state©f ‘mifidhin the work setup. The authors explain that when
employees are engaged, they.rfeveal who'they are by how they apply their own emotional,

physical, and mental assistaniee toycatfy out their respective roles and duties.

Harter, (2019) carriéd out ‘admeta-analysis in the US to establish how employee engagement
related with the orgamizational performance. The authors confirmed that employee
engagementywas assoeiated with all the performance outcomes of investigation. The study
sheds light“and explains why organization’s performance can be pegged on the level of
employee engagement. However, this research has not been conducted within the context of a
church-sponsored program, making its findings and conclusions inapplicable to the current
study. Additionally, it relied solely on secondary data, which may not directly address the
study's questions due to being collected by others. The present study aims to bridge this gap
by gathering primary data to investigate the relationship between employee engagement and

organizational performance.
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Gapor and Rubang (2020) conducted a study on employee engagement and performance at
Nakhon Nayok School in Thailand using a descriptive-quantitative research method. They
collected data from 22 principals/deputy principals, 22 directors/deputy directors, and 176
department heads and deputy department heads from public secondary schools in Nakhon
Nayok, Thailand. The results showed a strong positive correlation between employee
engagement and performance. However, this study did not examine different types or
practices of engagement, creating a conceptual gap with the current study. Additionally, since
the research was conducted in Thailand, the socio-economic and cultural differences limit the

generalizability of the findings to the Kenyan context.

Another study by Sungmala (2021) explored the link between employee engagement and
organizational performance. Using descriptive statistics, the findmgs indicated that overall
employee engagement was moderate, with slightly higher €éngagement levels in the parent
company compared to the Thai subsidiary. The study€alsoafound that engagement in the
subsidiary positively affected engagement in the par€nt company.’A notable limitation of this
study is the use of a cross-sectional approach, whichlenly“provides a snapshot of employee
engagement and its causes, rather than insights mto'changes over time, making the findings

potentially non-representative.

In Jordan, Al-Dalahmeh et al. £2018) examined how employee engagement influenced the
performance of the IT departmentWwithin the country's banking sector, with job satisfaction
serving as a mediating® factory, The researchers employed a quantitative research design,
selecting a sample 0f 429 ‘t€spondents from the IT department and analyzing the collected
data using regtession amalysis. The findings revealed a significant relationship between
employee @figagementyand organizational performance, particularly in terms of enhancing
employee dedication and vigor. However, the study did not discuss potential limitations, such
as whether the sample accurately represented the broader workforce in the banking sector.
Additionally, issues like non-response bias or selection bias in the data collection process
were not addressed, which could affect the generalizability of the findings to other sectors or

contexts.

Mbabazi (2022) conducted a study in the region aimed at exploring the connection between
employee engagement and job satisfaction at Makerere University. The study found no
relationship between these two variables, but it did find a relationship between employee

engagement and work performance. This research provides a basis for understanding the link
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between engaging employees and their performance. However, the study's limitation is that it
focused solely on university staff, making the perspective on employee engagement less
comprehensive. Additionally, since the study was conducted in Uganda, the socio-economic
and cultural differences may limit the applicability of the findings to the current study in
Kenya.

2.3.2 Reward system and Organizational Performance

A reward system encompasses the interconnected processes and practices that ensure
effective reward management, benefiting both the organization and,its employees
(Armstrong, 2018). It can be seen as a set of strategies for distributing“beth tangible and
intangible returns within an employment relationship. These returns mayinclude base pay,
cost-of-living adjustments, contingent pay, short-term and long-ferm ingentives, allowances,
promotions, and job security. An organizational reward systefm focusgs on selecting the types
of rewards to implement, ensuring that the system is fair, equitable™for all employees, and
clearly communicated. Rewards can consist of bothpmonctary and non-monetary benefits
earned for work performed. Given this definition, the “eurrent study adopts Armstrong's
perspective, as it emphasizes the benefits ofyreward practices for both employees and the

organization.

The reward system that is adoptedyby“a“€empany has an immense net effect in terms of
motivating employees to performpin a creative was. A study by Armstrong (2018) revealed
that a majority of the ananagersyare fond of using extrinsic rewards to motivate their
employees. These réwards, -as, many studies have come to affirm, do play a major role
towards enhancing employee performance. According to Azasu (2019), added that this
motivation_has ayereat role in fostering creativity in employees. In a famous work that he
wrote on ‘th€ 'Prineipal Agency theory, he emphasized the driving force towards the
performance offmost people is an actually monetary consideration. However, other studies
contradict this work by stating that people are driven by other factors other than monetary
alone but the impact that they may have in the organization and the passion for the task that
they are performing. Using these two approaches, both monetary and non-monetary
considerations ought to be the guiding factors that should be employed by originations in

their quest for employee development.
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The Expectancy theory suggests that employees can receive motivation when they can
discern a strong sense of a reward system. Harter et.al (2019) avers that when companies
share profits, this ends up establishing linkages between the employee interests with the
organizational interests and goals and this positively impacts on performance. According to
Azasu (2019), the driving forces behind people towards performance are: valence,
expectancy as well as instrumentality. As such, a proper reward system must factor in these
three factors as it guides performance of the employees as it fosters their skills, knowledge as
well as abilities that will ensure the attainment of organizational goals. This view is
complimented by Bakker (2017) when he states that reward practices play a@ery vital role in
enhancing the employee performance. In factb, Towers (2018) avers thatywhen organization
decides to ignore this fact, the end result is usually a decrease in“the pesformance of the
employees. In the final end, the organization is bound to face lewmproductivity from the
employees’ couples with high levels of absenteeism, highsturnover ¥ates as well as internal
conflicts. All these bring a negative and toxic envirofunent to the organization. Hokororo
(2020) on the other hand investigated how rewardf#systemjatfects employees. His focus was
on Rombo District, Tanzania. He establighedythat, monetary reward and employee
performance are significantly related to psomotioniand‘motivation of employees. As much as
the study yields a lot of insights intenthe issues0f performance and rewards, the context is

quite different from Kenya, hence a‘gap thatithis study seeks to fill.

Research has demonstratédythatya“€ompany's reward system is essential for motivating
employees to be creative. @0 “€ncourage creativity, many managers implement extrinsic
rewards, such as monetary incentives and recognition (Armstrong, 2018). While studies
indicate thatgXtrinsic rewards can enhance individual creative performance, the literature
remains divided regarding their overall impact on creativity. Armstrong offers valuable
insights into thereward system but tends to emphasize its effects on individual performance

rather than on the organization as a whole. This study aims to address that gap.

Azasu (2019), in his foundational work on "Principal-Agent" theory, proposed that many
individuals are opportunistic and primarily motivated by monetary rewards. In contrast,
socioeconomic theorists argue that people are not solely driven by monetary rewards and may
respond better to a mix of monetary and non-monetary incentives that can boost their
motivation and commitment. Azasu found that the effectiveness of skilled employees is often

limited if they lack motivation to perform. He noted that performance-related compensation
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is a key method organizations can use to enhance employee motivation and performance.
Additionally, individuals are likely to choose behaviors they believe will lead to desirable
outcomes, considering factors such as valence, instrumentality, and expectancy when
deciding how much effort to invest in their work. The study concludes that reward systems
can improve employee performance by developing their skills, knowledge, and abilities to

achieve organizational goals.

Despite providing valuable insights into reward systems, the study has several limitations. It
primarily focuses on employee performance, offering little understanding,of how reward
systems impact organizational performance. Furthermore, the researchilargely relies on
secondary data, raising concerns about the validity and relevance ofithe findings.*To address
these gaps, the current study will gather primary data from 335({respondentsito examine the

effects of reward systems on the performance of the OVC program.

According to Bakker (2017), reward practices areessential, for enhancing employee
performance and achieving organizational objectives:yAs previously noted, numerous
researchers have found a direct link between ‘employeeyrewards and performance. Towers
(2018) indicates that if an organization failsito réwatd its employees, it will adversely impact
their performance. An effective rewatd System ean serve as a strong motivator, while a poorly
designed system may lead to employee demotivation, resulting in low productivity, internal
conflicts, absenteeism, high, turhover #ates, reduced commitment and loyalty, tardiness, and
grievances. While these‘three ‘authors provide valuable insights into reward systems, they do
not specify the exXact/)mechanisms by which these systems influence organizational
performance. Additionally, their studies rely solely on secondary data. This current study

aims to cofiplement that data with primary research.

To further explore the impact of reward systems on organizational performance, Hokororo
(2020) investigated the effects of reward systems on employee performance in the Rombo
District Council. The findings indicated a significant positive relationship between monetary
rewards and employee performance, employee promotions and performance, as well as
employee recognition and performance. The research offers valuable direction except that is
carried out in Tanzania a different cultural setting from that of Kenya. The study also relied
solely on quantitative approach hence may have overlooked the meanings, motivations,
emotions, or experiences of the respondents. To fill this gap, the present study will use both

quantitative and qualitative approaches to allow for triangulation of the findings.
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As a faith-based initiative, the program OVC relies heavily on the commitment and
dedication of its staff and volunteers. In Kenya, Kimathi & Henry, (2020) suggests that a
well-structured reward system can enhance employee motivation, leading to improved
program outcomes. This encompasses financial rewards, including salaries and bonuses, as
well as non-financial incentives such as recognition, opportunities for professional
development, and a supportive workplace. Effective reward systems can lead to numerous
positive outcomes for the OVC program. These include higher employee retention rates,
increased job satisfaction, and enhanced organizational commitment, all of which contribute
to the overall performance of the program. According to a study by Mutunga and Gachunga
(2015), organizations that implement comprehensive reward systemis) experience better

performance and achieve their strategic goals more efficiently.

2.3.3 Organizational Values and Performance of Organization

A study conducted in the US by Polychroniou and Trivellas, (2018) aimed to evaluate the
impact of national culture and economic ideology ommanagers' values. The research found
that workplace culture significantly influences employee selection and development across
nearly all companies. It also affects the types of employees hired and retained, which
ultimately impacts overall employee performanee.” This study is relevant to the current
research as it provides insights intoyth@yrelationship between organizational values and
performance. However, it does, not ¢stablish a clear connection between values and
organizational performancé.JAdditionally, since it was conducted in the US, the findings may

not be directly applicableto'the Kenyan context due to differing conditions.

In another study, Wu“et al. (2017) examined how Chinese values affected employee
satisfactiofi’and foundithat employees were motivated and content with various factors. The
research indicated that Taiwanese workers were more satisfied with career planning, salary
and benefits, balanced workloads, and organizational management, while employees in
Chinese firms expressed higher satisfaction with organizational management, age, and
education. These elements were seen as core values that define the companies and are
regarded as sources of strength within the organizations. The study offers good background
information on the importance of values but are more focused on the employee performance.
This means that the question on how organizational values influence its performance remains
unanswered hence leaving a research gap. The present study will be conducted to fill the

apparent research gap.
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Msuya and Nyangara (2016) on the study about organizational values and the performance of
OVC programs found that organizations in Tanzania with strong values of community
involvement and accountability were more successful in mobilizing local resources and
support for OVC programs. These values fostered a sense of ownership and participation
among community members, leading to more sustainable and impactful interventions.
Furthermore, the values of transparency and integrity were highlighted as crucial for building
trust with beneficiaries and donors. According to Mtoka and Mkumbo (2018), OVC programs
that emphasized transparent operations and ethical practices were better positioned to secure
funding and support from international donors, thereby enhancing their capacity to deliver

services to vulnerable children.

Kasirye (2017) examined the role of organizational values infthe effectiveness of OVC
programs in Uganda and found that values such as empathy,despect, and\empowerment were
critical in shaping positive outcomes. Programs that grioritized “these values were more
successful in creating supportive environments fordehildren,yptomoting their psychological
and social well-being. Additionally, the value ofieollaboration was identified as a key factor
in the success of OVC programs in Uganday According to Nannyonjo and Okello (2019),
organizations that fostered partnerships and, collaborative efforts with other stakeholders,
including government agencies and fensgovernmental organizations, were able to leverage

resources and expertise more effectively,@sulting in improved program performance.

The literature review ofiithe “impact of organizational values on the performance of OVC
programs in Tanzania and Uganda highlights the crucial role values play in shaping program
outcomes. Strofig organizational values, such as accountability, transparency, empathy, and
collaborationy areitalfor the success and sustainability of OVC programs. These values not
only guide ethical and operational practices but also foster trust, community engagement, and
effective partnerships, ultimately improving the care and support provided to orphans and
vulnerable children. Additional research is necessary to explore how these values can be
systematically integrated and strengthened within OVC programs to ensure lasting impact

and effectiveness.

Locally, Kariithi (2018) examined the strategic implementation of effective employee
practices on the performance of Nairobi County Huduma Centres. Analyzing data from a
sample of 130 employees through questionnaires, the study utilized descriptive and

regression methods. The results indicated a positive and significant relationship between staff
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training, leadership, communication, and performance within the Huduma Centre. While the
study linked these factors to performance, it overlooked the influence of organizational
values on Huduma Centre outcomes. Consequently, the proposed study focused on
organizational values and their impact on the performance of OVCs in Njoro, Nakuru

County.

Additionally, Otwori and Juma (2017) investigated the effect of organizational values on
employee performance within the Kenya Urban Roads Authority. Their findings revealed a
significant positive effect of organizational values on employee performance. They
recommended a deeper understanding of organizational value concepfshand the need to
sensitize employees. Although the study provides valuable insights“into organizational
values, it fails to address the aspect of organizational performanee;’ creatinga research gap.
This study aimed to fill that gap by examining the effect4f otganizational values on the

performance of the OVC program.

2.3.4 Stakeholder Engagement and Organizational Performance

According to Talley et.al (2017), Stakeholder engagements entails ensuring that all the
components and stakeholders in an organization are fully involved in the planning as well as
decision making in the organization for the sake'of fulfilling their needs and expectations. In
New Zealand, the main contributor towatds efficiency was found to be in the construction
projects. One major factos, that, wasdidentified as a major contributor to efficiency and
effectiveness was early stakeholder engagement. At the inception of the project, constructor
involvement is low‘and jone‘remedy for this was that it was important to identify contactors
and fully involve them“@arly enough. This, according to Heravi (2015), would hasten the

process ofiptoject.completion.

Shaufeli (2002)/ reported that in India, the lack of effective stakeholder involvement in
construction projects led to increased project costs. This issue stemmed from weak
foundational relationships among stakeholders, which hindered collaboration and efficiency.
Similarly, Durdyey et al. (2017), in a study conducted in Cambodia, identified that, aside
from poor project management skills, factors such as inadequate planning, inefficient
resource allocation, and limited stakeholder participation significantly contributed to
escalating project costs. Both studies underscore the critical role of stakeholder engagement

in reducing project inefficiencies and enhancing overall performance.
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However, these findings are based on contexts that differ significantly from Kenya in terms
of cultural, economic, and institutional frameworks. For instance, stakeholder engagement
dynamics in Kenya may be influenced by unique cultural norms, resource availability, and
institutional policies that shape organizational practices. The limited applicability of these
studies to the Kenyan context highlights the need for localized research to better understand
how stakeholder engagement strategies can be tailored to address the specific challenges
faced by Kenyan organizations. By doing so, it becomes possible to develop more effective
stakeholder engagement frameworks that reflect Kenya's socio-economic realities and

enhance organizational performance.

Mambwe et al. (2020) investigated the relationship between stakeholder €éngagement and the
performance of construction projects in Zambia, focusing on(the [[400 roads project in
Lusaka, the country’s capital. The findings revealed that stakeholder engagement contributed
to increased costs in the construction projects under thefL400 roads‘initiative. Additionally,
the study established that stakeholder engagementywas closely related to project cost,
specifications, and scheduling. These findings prowidewaluable insights into the link between
stakeholder engagement and organizational, ‘performance, emphasizing how involving

stakeholders can influence key project parameters.

However, the study lacks a eritical exploration of why stakeholder engagement led to
increased project costs. Fopinstance, avere the higher costs attributed to inefficiencies in the
engagement process, suChias delays or miscommunication? Alternatively, could the increased
costs reflect positive, outcomes; such as improved project quality, enhanced stakeholder
satisfaction, onfbetter alignment with stakeholder needs? A deeper examination of both the
positive afidy negative) consequences of stakeholder engagement would provide a more

balanced perspective on its overall impact.

Furthermore, the study’s focus on a construction project in Zambia limits its applicability to
other contexts, particularly those outside the construction sector. The socio-economic,
cultural, and institutional differences between Zambia and Kenya may affect how stakeholder
engagement is implemented and its resulting outcomes. This underscores the need for
localized research to explore stakeholder engagement within specific contexts, such as
PCEA’s OVC in Njoro, Nakuru County. By examining stakeholder engagement in this
unique setting, the current study seeks to address the gaps identified and provide a more

comprehensive understanding of its influence on organizational performance.
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Achoru (2016) highlights that in Nigeria; cost overruns are a major factor hindering project
performance, particularly in the construction industry. The study found that ignoring
stakeholders' interests often led to disputes, which in turn slowed down project completion.
These findings underscore the critical role of effective stakeholder engagement in minimizing

conflicts and ensuring timely project delivery.

However, the study does not delve into the underlying reasons why stakeholder
disengagement resulted in such negative outcomes. For instance, were the disputes primarily
due to a lack of communication, misaligned expectations, or failure to consider stakeholder
priorities during project planning? Additionally, the review does notseXplore how these
lessons from the Nigerian context could inform strategies forgimproving stakeholder

engagement in other settings, such as Kenya.

Applying these insights to the Kenyan context, particulafly in projects like those involving
PCEA’s OVC in Njoro, Nakuru County, could help “addressgsimilar challenges. A more
critical examination of the factors contributing “te ‘stakeholder disengagement and its
consequences would provide valuable guidance ofighow to foster more inclusive and effective

engagement processes, ultimately enhancingyprojectperformance and sustainability.

This was complimented by the finding byy Mwanaumo (2019) that once stakeholders are
engaged on a project, it reducesythe chances of accidents as well as fatalities and ugly
incidents at the site. Ingermsyof'seheduling projects, several factors are responsible. Kothai
(2014) stated that thihgsysuch as, improper tabulations and estimations. Therefore, the authors
stated that when there(is effective stakeholder involvement, the chances for the projects
succeeding are very high. It was further revealed that when there is effective stakeholder
involvement] décisions are arrived at in a way that fosters great quality of meeting the
expectations of‘the Clientele (Durdyev, 2017). Besides, Rahman and Alzubi (2015) argued
that there are various things that are essential in preventing the failure of a project. These
entails: service quality, communication skills, adherence to budget, safety performance,

adherence to schedule, sit personnel skills, and management capabilities.

In Kenya, studies have highlighted the significant impact of stakeholder engagement on
organizational outcomes. According to Nyamori and Bagaka (2018), effective engagement
with stakeholders such as employees, customers, and community members enhances

organizational responsiveness and agility, thereby improving overall performance metrics.
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Similarly, Kinyanjui and Ochoti (2016) emphasize that proactive stakeholder engagement
fosters trust, reduces conflict, and promotes shared goals among organizational participants,
leading to enhanced operational efficiency and financial performance. These findings
underscore the critical role of stakeholder engagement strategies in driving organizational

success in the Kenyan context.

Machuki and Ongori (2017) provide insights into specific stakeholder engagement strategies
adopted by organizations in Kenya and their impact on performance. The study identifies
collaborative decision-making, transparent communication channels and inclusive policy

formulation as key strategies that promote stakeholder satisfaction

effectiveness. By involving stakeholders in decision-making proc
harness diverse perspectives and expertise, leading to innovati
service delivery. Furthermore, Odera and Bwisa (2015) ar
stakeholders builds social capital and strengthens org ilience against external
pressures, contributing to long-term sustainability advantage in the Kenyan

market.

»

N
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2.4 Conceptual Framework

Independent Variable
Dependent Variable
Employee Engagement
In policy making
In monitoring and evaluation > PERFORMANCE OF OVC
In decision making PROGRAM IN NJORO
Coverage of more children

Reward Systems
Merit based rewards
Appraisal rewards — >

Recognition for outstanding }
|

A NAKURU
[
[
[
[
[
[
[

Intervening Variable

‘XTI'\‘"]{

Stakeholder Engagement Training on best practices

Engagement in needs analysis
consultations

Organizational Values
Integrity SN
Tolerance

Result driven

Figure 2.1: ConceptuabFramework

Independent Variables:

Employee engagenmient: Indicators include involvement in policymaking, monitoring and
evaluation, and decisionsmaking processes. Measurement methods may include surveys
assessing gmployees “level of participation, feedback mechanisms, and their contribution to
organizational decisions. High employee engagement is expected to enhance motivation,
accountability, and overall project outcomes, positively influencing organizational

performance.

Reward systems: Indicators include merit-based rewards, performance appraisals, and
recognition for outstanding work. Measurement can involve analyzing reward policies,
frequency of appraisals, and staff satisfaction surveys. A well-structured reward system
motivates employees, fostering higher productivity and better service delivery in the OVC

program.
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Stakeholder engagement: Indicators include participation in needs analysis and consultations.
Measurement may focus on the frequency and effectiveness of stakeholder meetings,
representation in decision-making, and stakeholder satisfaction surveys. Effective stakeholder
engagement ensures alignment with community needs, leading to improved program

outcomes and sustainability.

Organizational values: Indicators include integrity, tolerance, and being result-driven.
Measurement methods can include internal audits, adherence to ethical guidelines, and
achievement of stated organizational goals. Strong organizational values, establish trust,
accountability, and a performance-driven culture, contributing to the sdceess of the OVC

program.

Dependent Variable:

Performance of the OVC Program in Njoro, Nakuru Gounty: Organizational performance is
measured by the program's ability to achieve it§hobjectives. Key performance indicators

include: Coverage of more children: The numbes,of ehildren benefiting from the program.

Efficient service delivery: The program's ‘ability to provide timely and quality services.
Measurement methods include trackingbeneficiary numbers, evaluating service delivery

timelines, and collecting feedbaek, from stakeholders.

Intervening Variable:

Training on Best Practices: Training is a crucial factor influencing the relationship between
independent, ‘and), dependent variables. Training on best practices equips employees,
stakeholders; "and “other parties with skills and knowledge to improve program
implementation:“Indicators for training include: Frequency and content of training sessions,
the proportion of staff and stakeholders trained and post-training evaluations to assess

knowledge transfer and practical application.

2.5 Research Gap

From the literature review above, it is apparent that most of the studies reviewed have dwelt
on the issue of organizational culture from a company perspective. None have reviewed the
issue from the context of religious organizations. This therefore leaves a gap that the study

seeks to fill, particularly with regard to the OVC program run by the PCEA. Most of the
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studies done so far (Bakker,2017; Al-Dalahmeh, et al., 2018; Harter, et al., 2019; Azasu,
2019; Gapor & Rubang, 2020; Sungmala, 2021;Mbabazi, 2022) are based on other countries
implying that their findings may not be entirely applicable to the Kenyan setup due to
contextual differences. Other studies such as Gapor and Rubang (2020) seem to take
employee performance as the dependent variable as opposed to organization performance

hence leaving a conceptual gap.

2.6 Chapter Summary

This chapter delved into the relationship between stakeholder engagement and organizational
performance, examining various studies conducted globally and loeally. Stakeholder
engagement is understood as the active involvement of stakeholders, ifi decision=making and
planning processes to meet their expectations and contribute tofthe ‘otganization's success.
Studies from countries such as New Zealand, India, and Cambodia“emphasize that involving
stakeholders early can significantly enhance project efficiency, ré€duce costs, and ensure
timely completion. On the other hand, a lack of proper‘stakeholder involvement can lead to

project delays, cost overruns, and weakened stakéholder relationships.

In Africa, research conducted in Zambiayshowsthat stakeholder engagement influences
project costs, scheduling, and overall'ptoject petformance. However, these findings may not
be entirely applicable to other contexts, such as Kenya, due to different economic and
organizational environments.“In ‘the Kenyan context, studies demonstrate that stakeholder
engagement has a notdble ‘pesitive” effect on organizational performance. Research by
Nyamori and Bagaka (2018)%and Kinyanjui and Ochoti (2016) indicates that effective
engagement with stakeholders improves organizational responsiveness, fosters trust, and
enhances operational@fficiency. Additionally, Machuki and Ongori (2017) identify practices
such as collaberative decision-making and transparent communication as key strategies that
drive stakeholder satisfaction and improve organizational outcomes. Thus this chapter
underscores the critical role of stakeholder engagement in achieving organizational success.
Proactive and inclusive engagement strategies not only enhance operational efficiency but
also contribute to long-term sustainability and competitiveness, particularly in the Kenyan

business environment.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction
This section covers the research methodology and design, data sources, sampling methods
and techniques, data collection instruments, procedures for gathering data, analysis methods,

and ethical considerations.

3.2 Research Design

This study employed a descriptive survey design to thoroughly examine the effects of
organizational culture within the OVC program. Both the questionnairesfand key informant
interviews were used as quantitative and qualitative methods for data‘collection‘tespectfully.
This approach enabled the researcher to gather comprehensive @pinions, describe, analyze,
and interpret the relationships between the relevant variable$. Additionally, this design was
suitable for the study, as Kothari (2019) emphasized its@ole an‘producing statistical insights
about aspects of the research issue (in this case, organizational eulture) that are relevant to
policymakers. Furthermore, this design was esséntialifor ‘determining any effects among the
various variables being investigated and théip impaction organizational performance. It also
ensured that the research questions were ‘effectively addressed during the data collection

process.

3.3 Research Area

This research was conddeted in, Njoro town, situated along the Nakuru-Mau road, where the
PCEA (Presbyterian{/Church©fEast Africa) church has established a comprehensive program
specifically dedicated to Orphans and Vulnerable Children (OVC). The program falls under
the management of the PCEA Njoro Presbytery in Nakuru County, reflecting the church's

commitmentito-addressing the needs of the community's most vulnerable members.

Njoro town serves as the focal point for the OVC program, strategically positioned at the
intersection of the road leading to Olenguroine in Nakuru County. The PCEA Njoro
Presbytery, overseeing the program, comprises three parishes, two outreaches, and one
Nendeni area. Within this presbytery, there are thirty-four (34) congregations boasting a
collective membership of 2035 individuals. Notably, the congregations include 1818
children, demonstrating the significant impact and outreach of the PCEA church in
addressing the welfare of the youth. Additionally, the presbytery is supported by 91 active

elders, 49 retired elders, 5 parochial ministers, one retired minister, and 3 evangelists,
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contributing to the diverse and dedicated team working towards the community's well-being

(PCEA, 2018).

The choice of Njoro town as the study area is particularly strategic and meaningful due to
several compelling reasons. Firstly, Njoro serves as the epicenter of the comprehensive
Orphans and Vulnerable Children (OVC) program established by the Presbyterian Church of
East Africa (PCEA). This centralized location ensures accessibility and concentrated focus on
the specific dynamics of the program. The town's strategic position along the Nakuru-Mau
road, intersecting with the road to Olenguroine, enhances the program's visibility and impact

within Nakuru County.

Moreover, the PCEA Njoro Presbytery, responsible for overseeimg they OVC program,
represents a diverse and vibrant community. With three parishesyftwo, outreaches, and one
Nendeni area, the presbytery encompasses a mix of rural and semi=urban settings, providing a
nuanced context for the study. The rural predominance of‘parishes’ and outreaches, with the
exception of the semi-urban Njoro Parish, adds layets ofieomplexity to the examination of the

OVC program, enriching the research with diverse perspectives.

3.4 Target Population

The study focused on a populatioh, 012,592 individuals, which includes 2,035 employees
from the OVC program across thirty-four’(34) PCEA churches in Njoro, Nakuru County,
along with 91 elders, 8 clergy members (5 parochial ministers and 3 evangelists), 10 parish
groups totaling 390 officialsjyl 3“congregation chairpersons, and 55 beneficiaries of the OVC
program, consisting of adult, orphans and vulnerable children (PCEA, 2018). The target
population refers, to specific cases that meet certain criteria defined for the study, outlining
which elements,areiincluded or excluded (Creswell & Poth, 2018). This target population is
significant for{this research as it identifies the key characteristics of individuals eligible for

the study and helps determine the overall scope for calculating the sample size.

3.5 Sampling Size and Sampling Procedures

The sample size for this study was determined using the Krejcie and Morgan (1970) Table
(refer to Appendix II). Based on the table, the recommended sample size for a population of
2,592 is 335, assuming that 50% of the population exhibits the characteristics relevant to the
study (population proportion = 0.5) and a confidence level of 95%. The respondents was

proportionally distributed among the six groups as shown in Table 3.1.
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Table 3.1: Sample Size of the Study

Proportio Sample
Respondents Population n Size
Program employees 2035 78.5 263
Officials 390 15.0 50
Church elders 91 3.5 12
Beneficiaries (adult orphan and vulnerable
. 55 2.1 7
children)
Chairperson of congregations 13 0.5 2
Clergy 8 0.3 1
Total 2592 100x0 335

The study employed a stratified random sampling technique to sélect 335,respondents from a
target population of 2,425 program employees and officials{ This method ensured that each
distinct subgroup, or stratum, within the population“was) adequately represented. The
identified strata included program employees, offitials, chutéh elders, beneficiaries (adult

orphans and vulnerable children), chairpersons of‘€engregations, and the clergy.

First, the population was divided into these distinet strata. The size of each stratum was
determined by calculating the total number of individuals in each subgroup, information that
was obtained from organizatiomnal recouwds or databases. Next, the proportion of the total
population that each stratum representsywas calculated. For instance, if program employees
constituted 40% of the total population, then 40% of the sample was to be drawn from this

stratum.

To set the size ofythegsample for each stratum, the entire population subset size of 335 was
multiplied by the, proportion of each stratum. For example, if program employees made up
40% of the population, then 40% of 335, which is 134, were to be sampled from this stratum.
Within each stratum, all members were listed and assigned a unique identification number. A
random sampling technique, such as using a random number generator or drawing lots, was
be employed to select the necessary number of respondents from each stratum. For example,
if 134 program employees needed to be sampled, 134 random numbers corresponding to their
unique identification numbers was generated to identify the selected individuals. This
procedure was repeated for each stratum to ensure that the sample accurately reflects the

diversity within the population. By following these steps, the stratified random sampling
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method guaranteed adequate representation of each subgroup in the sample, resulting in more

reliable outcomes and minimizing sampling bias.

3.6 Data Collection Instruments and Procedures

3.6.1 Questionnaires

Semi-structured questionnaires were shared with program employees and officials within the
study area. They will be given the questionnaires and allowed sufficient time to fill them
before being collected again by the researcher. Some of the information to be collected
includes socio-demographic characteristics of the respondents, their length of stay at the
centre as well as their experience in management. Kothari (2019) notes thaty semi-structured
questionnaires help in collecting information from the main actors, who the context of this

study are the program employees in the OVC program.

3.6.2 Key Informant Interviews

Key informant interviews were used on the 22 church elders, bencficiaries (adult orphan and
vulnerable children), chairperson of congregationshandithe clergy. Each interview will last
for approximately 45-60 minutes. Key informantintesviews (KIIs) can be defined as a type of
qualitative in-depth interviews often done"with ‘people who are familiar with issues pertaining
to the topic under study or what is{going within the community under investigation. The
purpose of KlIs is generally to gather infermation from a wide range of individuals including
community leaders, professionals, ox residents and who have first-hand information about the
topic under the study. These groups of individuals or experts, with their knowledge and
understanding, can<givesusefuliinsights on the nature of existing community problem and

provide recommendations,for appropriate solutions.

The choice efithis method is also based on the fact that it provides a deeper understanding of
how the organization is run. Besides, this method helps in examining the beliefs, perceptions
or motivation of an individual or group of people on certain issues including sensitive
matters, in which one to one communication is important (Creswell & Poth, 2018). This
method of data collection is also flexible and its suitability to talk about sensitive topic while
providing rich and relevant data (Kothari, 2019). This approach of data collection therefore
allows the researcher to explore participant's perception, experiences and knowledge with

thorough understanding and explanation of reasons in the content of research problem.
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3.7 Data Analysis and presentation

The collected questionnaire data was analyzed using the Statistical Package for the Social
Sciences (SPSS, version 25.0). The analysis encompassed both descriptive and inferential
statistical techniques to examine the effects of organizational culture on the performance of
the OVC program run by the PCEA Church in Njoro Town, Nakuru County. Descriptive
statistical analysis was conducted to summarize and present the data effectively. This
involved coding, cleaning, and analyzing responses using frequencies and percentages, which

were then tabulated to provide a clear overview of the data distribution.

For inferential analysis, since the independent variables (aspects of orgamizational culture)
were measured on an ordinal scale, spearman's rank correlation analysis was“@mployed to
determine the strength and direction of relationships between theséifactors and the dependent
variable (program performance). Spearman’s rank correlation‘was specifically chosen as it is
suitable for assessing relationships involving ordindl “data., “The chi-square test for
independence was used to assess whether there gwas)a “sigdificant association between
categorical variables, such as different dimensiéns ‘Of organizational culture and the binary
response categories of program performancei(Agrée/Disagree). This test helped determine if
organizational culture factors had a statisticallyisignificant relationship with the perceived

performance of the OVC program.

Since the dependent variable{(petformance of the OVC program) was measured as a binary
outcome (Agree/Disagree), binomial logistic regression was used to model the probability of
a specific outcome g€curring based on predictor variables (organizational culture). This test
helped establish, how different aspects of organizational culture influenced the likelihood of
positive program, performance while controlling for other factors. By applying these
statistical techmiiquesy the study was able to quantitatively assess the relationship between
organizational “eulture and the performance of the OVC program, ensuring robust and

meaningful interpretations of the data.

For qualitative data, a thematic analysis was conducted which focused on identifying
recurring themes and patterns within the data obtained from key informant interviews. This

process included coding techniques to categorize and analyze data.
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The analyzed data was presented using frequencies, percentages, and tables for the
quantitative data. For qualitative data, responses from interviews were grouped into themes
based on the research aims and questions. These analyses were presented through prose,

excerpts, and direct quotations to complement the quantitative findings.

Thematic analysis involved identifying recurring themes related to organizational culture and
the performance of the OVC program. Responses from interviews were coded, categorized,
and grouped into key themes, such as communication practices, resource allocation, and staff
morale. Direct quotations were used to emphasize key points and provide,richer, context-
specific insights into the experiences and views of participants. Thé%sesults from the
qualitative data were presented under each identified theme, providing a nagrative that
aligned with the research objectives and complemented the quantitativeidata:> Triangulation
was used to integrate the findings from both the quantitativesand qualitative data. This
method ensured that the conclusions drawn from on€ type “of data were validated and
enhanced by the other, providing a more robustfanalysisi¢The integrated results were
presented in a structured format, with both quantitative and qualitative data supporting each
section. Each key research question was addréssed using a combination of statistical data and

thematic insights, ensuring that the findings were well-rounded and comprehensive.

3.8 Ethical Considerations

The scholar accurately pursued-@ppreyal, from the pertinent authorities, including the National
Commission for Sciencé, Bechnelogy and Innovation (NACOSTTI), St. Paul’s University, and
the PCEA Church “in, Nakuru “County, to conduct the study. Additionally, the study was
submitted for dpproval By institutional review board (IRB) to ensure adherence to ethical
standards @n@ the'protection of participants' rights. This ensures compliance with ethical and

regulatory standards.

Furthermore, a crucial aspect of ethical research involves informing and reassuring the
respondents about their anonymity and confidentiality. The researcher utilized codes when
referring to participants during the reporting of data to effectively conceals their identities,
maintaining the utmost privacy and protection of sensitive information. Special attention was
given to children involved in the study, ensuring that they were appropriately guided and
fully comprehend the details before signing the informed consent. Participation was entirely

voluntary, and no respondent was coerced or pressured to provide responses.
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Stringent measures were in place to safeguard the confidentiality of collected data.
Completed questionnaires were securely stored under lock and key during transportation and
storage, minimizing the risk of unauthorized access. The researcher commits to maintaining a
high level of objectivity throughout the entire research process, from data collection and

analysis to interpretation.

To uphold the integrity of the study, the researcher adhered to principles of accuracy and
honesty in reporting the results. Disseminating findings to participants and stakeholders was
comprehensive and transparent process aimed at maximizing the impact of the research. Key
strategies include organizing participant feedback sessions to present findings directly and
facilitate discussion. Stakeholder workshops were conducted to engageyofficials from the
PCEA Church, local community leaders, program beneficiaries, JandJether relevant
organizations. These workshops featured presentations on thefresearch outcomes, followed by
discussions on implications, recommendations, and poténtial, actionsr Additionally, detailed
reports and executive summaries outlining the research methodology, key findings, and
conclusions were distributed electronically and“in ‘print-“Findings were published through
journals in peer-reviewed papers and exhibitiens at .educational conferences and seminars to
reach a broader audience and enhance credibilityy Digital platforms such as websites, social
media, and email newsletters were ‘utilized for wide accessibility. Furthermore, feedback
mechanisms were established 4o, gathefifesponses and suggestions from participants and
stakeholders, ensuring ongoing engagement and relevance of the research outcomes. This
holistic approach aims to ‘festeérfinformed decision-making, facilitate dialogue, and drive
meaningful improvements in the OVC program and similar initiatives within the PCEA
Church and peyond. Thisycommitment to ethical considerations and methodological rigor
ensures the trustworthiness of the research and promotes the well-being and privacy of all

participants inyolved.

3.9 Chapter Summary

This chapter outlined the methodology for assessing the impact of organizational culture on
the OVC program managed by the PCEA Church in Njoro town. A descriptive survey design
was employed, combining qualitative and quantitative methods to provide a thorough
analysis of how organizational culture affects the program's performance. The study focused
on Njoro town in Nakuru County, known for its central role in the OVC program and its

diverse community structure. The target population includes 2,592 individuals such as
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program employees, church officials, elders, clergy, chairpersons, and beneficiaries. A
sample of 335 participants was selected using stratified random sampling to ensure
representation across different subgroups. Data collection involved semi-structured
questionnaires for program employees and officials, and key informant interviews with
selected church leaders and beneficiaries for deeper insights. Quantitative data was analyzed
using SPSS to perform descriptive and inferential statistical analyses, while qualitative data
underwent thematic and narrative analysis to identify key patterns and insights. Ethical
considerations were addressed by securing necessary approvals, ensuring participant

ough feedback

confidentiality, and obtaining informed consent. The findings were shared

sessions, workshops, and publications to ensure transparency and stakeholders

N

effectively.
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CHAPTER FOUR
DATA ANALYSIS, PRESENTATION AND DISCUSSION OF FINDINGS

4.1 Introduction

This chapter provided a comprehensive overview of the analysis and presentation of data
collected during the study, along with a discussion of the findings in relation to the research
objectives. It began by detailing the response rate to the questionnaires and analyzing the
demographic characteristics of the participants. Following this, the discussion delved into the
various dimensions of organizational culture and their impacts on the performance of the

Orphans and Vulnerable Children (OVC) program at Njoro PCEA.

Data collected through both the semi-structured questionnaires and key, informant interviews
were analyzed, with a focus on presenting quantitative findings,thtough descriptive statistics
such as frequencies and percentages alongside tables forfelatity.gloferential statistics were
also applied to assess relationships between key variables. The qualitative data gathered from
interviews underwent thematic analysis, highlighting key themes and narratives to provide

deeper insights.

The primary aim of this chapter was,to investigate the effects of employee engagement,
reward systems, organizational valtigs;and training on the performance of the OVC program.
Findings were contextualizedgagainst existing literature, identifying both corroborations and
discrepancies. The discussion alse ‘addressed the practical implications of these findings,
emphasizing how insights\gaincd could inform strategies for enhancing the effectiveness of
the OVC program, ‘improving organizational culture, and fostering greater employee

commitment@ndymotivation.

Table 4.1: Study Response Rate

Questionnaires Frequency Percentage

Questionnaires completed and returned

320 95.5
Not Returned
15 4.5
Total Questionnaires distributed
335 100.0

Source: Research Data (2024)
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The overall response rate achieved was remarkably high, with 95.5% of the distributed
questionnaires being completed and returned. This finding aligned with previous research,
which indicated that effective engagement strategies can significantly enhance response rates
in survey studies (Dillman et al., 2014). Only 4.5% of the questionnaires remained
unreturned, which suggested a successful data collection approach that facilitated the
participation of a substantial number of respondents (Creswell & Creswell, 2018). The robust
response rate contributed to a comprehensive data set for analysis, thereby bolstering the
reliability and validity of the study's findings regarding the impact of organizational culture

on the performance of the OVC program in Njoro PCEA.
4.2 Background Characteristics of Survey Respondents

4.2.1 Gender

The research also wanted to determine the respondents'gGender ofiythe respondents in in
PCEA Church Njoro, Nakuru County. The attained results'wére deliberated and are shown in
Table 4.2: Gender

Gender Frequency Percent Cumulative Percent
Male 154 42 42.0
Female 166 58 100.0
Total 320 100.0

Source: Research Data (2024)

The findings revealed,thatthe“génder distribution of the respondents was slightly skewed
towards females, with)l66 female respondents (58%) and 154 male respondents (42%). This
distribution geflects trends noted in community engagement studies, where women's
participation_often jexceeds that of men (Kabeer, 2015). The predominance of female
respondents may indicate a higher level of involvement by women in the programs
implemented at the PCEA Church, suggesting that efforts to engage community members

should consider these gender dynamics for effective participation (Schuler et al., 2016).

4.2.2 Age of Respondents
The researcher sought to understand the age distribution of respondents from the PCEA
Church in Njoro, Nakuru County. The findings regarding the age brackets of respondents

were summarized and are presented in Table 4.3.
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Table 4.3: Age Bracket of Respondents

Age bracket Frequency Percent Cumulative Percent
18-29 40 12.5 12.5
30-39 40 12.5 25.0
40-49 122 38.1 63.1
50-59 118 36.9 100.0
Total 320 100.0

Source: Research Data (2024)

The age distribution revealed a significant concentration of respondents in the 40-49 age
bracket, comprising 122 individuals (38.1%), followed closely by the 5059 age group with
118 respondents (36.9%). Both the 1829 and 30-39 age Mrackets were notably
underrepresented, each accounting for only 12.5% of the respéndentsy The» dominance of
respondents in the 40—49 and 50-59 age groups may be attfibuted to several factors. First,
individuals in these age brackets are likely to have established roles”within the community
and the church, making them more inclined to parti€ipate, injidittatives such as the Orphans
and Vulnerable Children (OVC) program. Theymay, alse have a stronger sense of social
responsibility and available resources, such‘@s, time and financial stability, enabling them to
contribute actively. Additionally, culturaljjexpectations may place a higher value on
community engagement and leadershipmamong individuals in this age range. While these
factors might be true for many, older “iidividuals, it's not necessarily applicable to all.
Financial stability or a senSe,of'secial reésponsibility may vary widely even within older age

groups.

In contrast, thé wmnderrepresentation of younger respondents in the 18-29 and 30-39 age
brackets could “be ‘nfluenced by competing priorities, such as pursuing education,
establishing “careers, or managing young families. Younger individuals may also perceive
community programs as less relevant to their immediate goals or face a lack of targeted
outreach strategies that appeal to their interests and capabilities. The implications of this age
distribution extend beyond fostering broader community engagement. The overrepresentation
of older age groups in the OVC program could potentially lead to a generational disconnect
in the design and delivery of services, which might limit the program's appeal and
accessibility to younger beneficiaries or stakeholders. Furthermore, the absence of younger
perspectives may hinder innovation and sustainability, as younger participants can bring fresh

ideas, energy, and long-term continuity to the program.
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Addressing this imbalance is critical for enhancing the performance of OVC programs.
Efforts should focus on inclusive strategies to engage younger demographics, such as
mentorship opportunities, flexible participation options, and the use of digital tools to raise
awareness and interest. Incorporating diverse age groups into program planning and
execution can strengthen intergenerational collaboration, ensuring that the programs meet the
needs of all stakeholders effectively while fostering a culture of shared responsibility and

long-term sustainability.

4.2.3 Length of stay in the organization
The researcher sought to understand the length of stay of respondents withiifythe organization.

The findings were summarized and are shown in Table 4.4.

Table 4.4: Length of stay in the organization

Length of stay in the organization  Frequency Percent Cumulative Percent
0 to 2 years 110 34.4 34.4
3 to 4 years 102 31.9 66.3
above 4 years 108 33.7 100.0
Total 320 100.0

Source: Research Data (2024)

The analysis showed that 34.4% ofyrespondents had been with the organization for 0 to 2
years, 31.9% for 3 to 4 yearshand 33.7% for more than 4 years. While the proportions are
relatively close, they domot teflect an entirely equal distribution across the three categories.
This suggests a mederate, répresentation of employees with varying tenures within the

organization, theugh 1it'may not conclusively indicate balanced tenure diversity.

The findifigs” do not ‘provide direct evidence to link tenure with specific perceptions of
organizationalgculture or program performance. However, existing literature suggests that
tenure can influence employee engagement and insights. For instance, longer-serving
employees often develop a deeper understanding of organizational systems, norms, and
historical challenges, which can enhance their contributions to program performance and
strategic initiatives (Bakker & Demerouti, 2017). On the other hand, newer employees bring
fresh perspectives, adaptability, and openness to innovative practices, which can complement
the institutional knowledge of their more experienced colleagues (Johnson & Smith, 2020).

Compared to findings in similar contexts, studies such as those by Meyer et al. (2019)

highlight that organizations with a mix of newer and long-serving employees often benefit
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from a balance of institutional memory and innovation. However, they also face challenges
related to knowledge transfer and alignment of diverse perspectives. This underscores the
importance of fostering an inclusive organizational culture that bridges the experiences of
employees with varying tenures. The implications for the OVC program at the PCEA Church
are multifaceted. For instance: Long-serving employees’ insights could be leveraged to
mentor newer staff, ensuring continuity in program implementation and adherence to
organizational goals, retaining newer employees could enhance organizational adaptability
and promote innovative solutions for addressing emerging challenges in the OVC program
and tailored strategies, such as mentorship programs, cross-generational collaboration
initiatives, and regular feedback mechanisms, could help integrate the stféngths\of employees
with varying tenures, ultimately enhancing organizational performafice. Toystrengthen future
analyses, it would be beneficial to investigate how tenure-specifiegeharacteristics, such as
engagement levels, satisfaction, and organizational commutment, direetly influence program
outcomes. Incorporating such insights would provide @ mefe 'nuanced understanding of the

relationship between employee tenure and programiperformance.

4.2.4 Current position in the organization
The study aimed to determine the currentypositions held by the respondents within the
organization. The results obtained weresummarized and presented in Table 4.5.

Table 4.5: Current position in‘the organization

Position Frequency Percent Cumulative Percent
Subordinate 165 51.6 51.6
Administrative 125 39.1 90.7
Managerial 30 9.3 100.0
Total 320 100.0

Source: ResegrchPata,(2024)

The analysis gevealed that a majority of the respondents occupied non-managerial roles,
accounting for 51.6% of the total sample. Additionally, 39.1% held administrative positions,
while only 9.3% were in managerial roles. This distribution indicates that the majority of
employees were in non-managerial positions, which may influence their perspectives on
organizational culture and the performance outcomes of the Orphans and Vulnerable

Children (OVC) program at PCEA Church, Njoro.
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Understanding the position of employees within the organization is crucial, as it can affect
their level of engagement and perceptions of organizational culture (Kahn, 1990).
Specifically, Kahn's theory on employee engagement posits that individuals in non-
managerial positions may have different levels of emotional and cognitive engagement with
organizational culture, as they often have less influence over decision-making processes and
may be more focused on day-to-day tasks. This may lead to varied insights regarding the
effectiveness of organizational practices and the overall success of programs like the OVC

initiative.

Moreover, the work of Saks (2006) highlights that engagement levels are0ften\shaped by the
nature of the individual's role in the organization. For employees in‘non-managerial roles,
engagement may be driven by a sense of contribution to the program’s outcomes, though they
may have fewer opportunities for strategic influence. I contrast, ) administrative and
managerial employees, with greater involvement i deeision-making processes, may
demonstrate higher levels of organizational commitfent anda'more nuanced understanding
of how organizational culture impacts program perfonmance. This distinction between non-
managerial and managerial employees underseores theyneed to consider diverse perspectives

in organizational assessments and to tailor engagement strategies accordingly.

Baker (2019) further suggestsgthat employees in non-managerial positions may perceive
organizational culture through @ymeregsactical lens, focusing on the direct outcomes of their
daily tasks. Their engagement, with the culture may therefore differ from managerial
employees, who aré&more likely to interpret organizational values and practices in strategic
terms. The lower percemtage of managerial employees (9.3%) may limit the breadth of
insights ol ‘@rganizational culture from this group, highlighting a potential area for future
exploration 'to better understand how managerial practices can influence the broader
organizational culture and, ultimately, the performance of programs like the OVC initiative.
The distribution of positions within the organization reflects the varying roles and
responsibilities employees have in shaping and experiencing organizational culture.
Understanding these dynamics can help in designing targeted strategies to engage different
employee groups, thus enhancing the overall performance of the OVC program and

improving its alignment with the church's organizational values.
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4.3 Descriptive Analysis of Study Objectives

This section analyzed the study's objectives by examining the responses gathered from the
survey. The objectives focused on understanding the effects of organizational culture on the
performance of the Orphans and Vulnerable Children (OVC) program at PCEA Church in
Njoro, Nakuru County. Each objective was addressed through the respondents' feedback,
which provided insights into employee engagement, reward systems, organizational values,

and training.

4.3.1 Employee’s Engagement and Performance of the OVC Program

The primary objective of this study was to examine the effect of employee@ngagement on the
performance of the Orphans and Vulnerable Children (OVC) program eperating under the
auspices of PCEA Church in Njoro, Nakuru County. UnderStanding the dynamics of
employee engagement is essential in the context of organizafional performance, particularly
in programs aimed at supporting vulnerable populationsdTo capturéythe multifaceted nature
of employee engagement, the research employed fous targeted items, each designed to probe
different aspects of how engagement influence§ypetformance outcomes. Participants rated
their level of agreement with these items usifig a fivespoint Likert scale, where 1 represented
"Strongly Disagree," 2 represented "Disagree," 3, indicated "Neutral," 4 indicated "Agree,"

"

and 5 represented "Strongly Agree.'gFhe results, which reflect the responses of the

participants, are systematically Summarizéd in Table 4.6.

Table 4.6: Employee’s Engagementand Performance

Statement 5 4 3 2 1

Workers are goroud and, resilient to work for OVC 40% 29% 7% 17% 7%
Centre — PCEAQNjoro, and improve its performance

There is“’high participation of employees in 30% 35% 12 16% 7%
organizational activities %

The OVC Centre — motivates employees to be 31% 30% 10 16% 13%
creative and innovative so as to enhance its %

performance

Employees are able to access things they need 30% 35% 11 12% 12%
undertake their work as well as to improve %

performance of the organization
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From Table 4.6 above, the analysis of the findings revealed that a substantial majority of
respondents (69%) expressed a profound sense of pride and resilience in their roles at the
OVC Centre. This high level of emotional investment, with 69% of respondents expressing

pride and

resilience in their roles at the OVC Centre, suggests a strong alignment between employees
and the organizational mission. This connection is vital for sustaining motivation and driving
performance. Research has established that employee pride is closely linked to organizational
commitment, which plays a significant role in enhancing performance (Kahn, 1990; Saks,
2022). However, while this study’s findings show a notable sense of pride‘among employees,
further analysis is needed to directly connect this pride to tangible erganizational outcomes,

such as improved program performance or greater impact on the target population.

Furthermore, it is valuable to consider how this 69% ceimpares tépsimilar organizations or
programs in the field. Previous studies have shown yarying levels of employee pride, and it
would be insightful to contextualize the current, findings within these broader trends. For
instance, if other similar community-basedgorgamizations report lower levels of pride, the
higher percentage in this study could “signaly afstronger emotional connection to the
organization, potentially translating  into_enhaneed performance outcomes. Without such
comparisons, it is difficult togully integpret the significance of this pride in relation to

organizational success.

Moreover, the datadndicated that 65% of participants reported experiencing high levels of
participation ingvarious erganizational activities. This finding suggests that employees were
actively engagedyin contributing to the overarching goals of the organization. Previous
research highlights “that when employees are involved in organizational processes, they
develop a heightened sense of belonging and accountability, which ultimately leads to
improved performance outcomes (Bakker & Demerouti, 2017). This participatory culture is
particularly vital in community-centered programs, where collaboration and shared

commitment are crucial for success.

Additionally, the results showed that 61% of respondents acknowledged that the OVC Centre
cultivated an environment conducive to creativity and innovation among its staff members.
This finding resonates with the research conducted by Zhou and George (2021), which posits

that a supportive organizational culture plays a pivotal role in encouraging employees to
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engage in creative problem-solving and innovative practices. The ability to foster such an
environment is essential for organizations operating in dynamic and challenging sectors, as it

can lead to enhanced program performance and responsiveness to community needs.

The analysis revealed that 65% of participants felt they had adequate access to the resources
necessary for effectively completing their tasks. This perception is crucial, as it directly
influences employees' ability to perform their duties and contribute positively to the
organization’s objectives. However, a deeper examination of the data, such as comparing
responses across different employee groups (e.g., managerial versus subordinate staff), could
provide further insights into how access to resources might vary dependiifgien role or tenure.
Research by Adnan et al. (2023) highlights that access to essential zesoutees is foundational
for employee performance, but this study’s findings suggest that{tesource aceess may not be
uniformly perceived across the organization. Understanding these variations can help tailor

strategies to address resource gaps and optimize performancesacross all levels of staff.

The findings from this study underscore the significantimpact of employee engagement on
the performance of the OVC program at PCEA“Chureh 1 Njoro. The results clearly highlight
that a supportive, participatory, and resourcesequipped organizational culture enhances
employee satisfaction and contributes to_improved outcomes for the program. To build on
these findings, it is recommended that!/the organization prioritize ongoing employee
engagement through the implémentation of policies that encourage active participation,
provide professional develepment opportunities, and ensure continuous access to essential
resources. Additionally, fostering a feedback-rich environment where employees can express
their ideas and' eoncernsjcould further strengthen engagement. These actionable strategies
will not ofillp sustain“program success but also enhance the long-term impact of the OVC

program on the community.

To complement the survey findings, insights from a key informant interview further reinforce
the role of employee engagement in enhancing the performance of the Orphans and
Vulnerable Children (OVC) program at PCEA Church in Njoro. One of the key informant

emphasized the significance of employee motivation and commitment, stating:

"Our employees take great pride in working for the OVC Centre. Many of them go beyond
their regular duties, often volunteering extra time to support the children. This strong sense

of commitment is what keeps the program running effectively. When employees feel valued
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and involved, their dedication translates into better services for the children and the overall

success of the program."

This statement directly supports the survey results, where 69% of employees expressed a
strong sense of pride and resilience in their roles. The informant’s perspective aligns with
existing research, which suggests that employees who are emotionally invested in their work
demonstrate higher levels of organizational commitment and improved performance
outcomes (Kahn, 1990; Saks, 2022). Additionally, the key informant highlighted the

importance of participation in decision-making, stating:

"We actively involve employees in planning activities, and their input has ledte_innovative
solutions, especially in child welfare programs. Their participation, fosters a sense of

ownership and responsibility, which enhances both morale andprogramyimpact.”

This observation is consistent with the survey finding that 65% ofwespondents reported high
participation in organizational activities. Researchy byjpBakker and Demerouti (2017) also
suggests that when employees are engaged@in, decision-making, they develop a deeper
connection to their work, leading to better ‘perfosmance outcomes. Furthermore, the key

informant noted the role of resource aceessibility/in influencing engagement:

"Providing staff with the necessary resoureces whether it’s training, materials, or support has
been crucial. When employees havewhat they need, they are more confident and effective in

their roles.”

This perspectiweérsupportsythe survey finding that 65% of employees felt they had adequate
access to he resourées necessary for their work. As highlighted by Adnan et al. (2023),
resource availability is fundamental to employee efficiency and overall organizational
success. The key informant’s insights reinforced the quantitative findings by illustrating how
pride, participation, and resource access contribute to employee engagement and the
performance of the OVC program. These qualitative perspectives add depth to the analysis
and confirm that a motivated and well-supported workforce is critical for the sustainability

and effectiveness of community-based programs.
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4.3.2 Reward systems and Performance of the OVC Program

This section delves into the vital role that reward systems play in enhancing the performance
of the Orphans and Vulnerable Children (OVC) program at PCEA Church in Njoro, Nakuru
County. Recognizing that effective reward systems can significantly elevate employee
motivation and subsequently improve overall program performance, this research sought to
investigate how various types of rewards affect employee engagement and productivity. To
gather insights on this matter, survey participants were asked to assess their perceptions
regarding the existing reward systems within the OVC program. A Likert scale was employed
for this evaluation, with responses ranging from 1 (Strongly Disagree) to 5 (Strongly Agree).

The findings from this assessment are summarized in Table 4.7 below.

Table 4.7: Reward systems and Performance of the OVC Program

Statement 5 4 3 2 1
Praise for a job well done from the supervisor #40% < 35%, 7% 10% 8%
encourage employees to perform their job better

Employees increase their job performance increases,if935% " 40 9% 11% 5%

given bonus %

Promotion of employees really motivates them wotk “36% 27% 10 16% 11%
harder during the year %

Job  performance increases gwith “ihcreasing 34% 40% 9% 7% 16%
remuneration

The findings from Table 4.78xcveal a strong consensus on the role of various rewards in
enhancing employee performancenA‘significant 75% of respondents agreed that praise from
supervisors for a job' well\done positively influenced their job performance. This supports
Herzberg’s Two-Factor Theory, which identifies recognition as an important motivator for
job satisfaction‘and .performance (Herzberg, 1966). Herzberg posits that such intrinsic
motivators, liképraise, can lead to increased satisfaction and higher performance levels when
properly leveraged. However, in the context of the OVC program, it is essential to critically
evaluate whether praise functions as a true motivator or if it merely serves as a hygiene
factor, preventing dissatisfaction. Given the resource constraints typical of community-based
programs, consistent verbal praise may act as a cost-effective and impactful tool for
enhancing employee engagement, albeit with a limited ability to drive deeper, sustained

motivation without additional intrinsic or extrinsic incentives.
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The study further reveals that 75% of participants believe that bonuses enhance job
performance. Financial incentives, such as bonuses, are well-documented as extrinsic
motivators that drive employees to meet or exceed performance goals. This finding aligns
with Kira et al. (2020), who argue that monetary incentives are instrumental in creating a
competitive and high-performing organizational culture. However, it is crucial to recognize
the financial constraints that non-profit organizations like the OVC program face, which may
limit the sustainability of offering regular bonuses. Therefore, the OVC program could
explore alternative financial recognition mechanisms, such as performance-based stipends or
non-monetary rewards, which can provide a sustainable balance between motivating

employees and maintaining financial viability.

Additionally, 63% of respondents indicated that promotions sigiificantly motivated them to
work harder. The opportunity for career advancement is{@ Strong motivator, providing
employees with a sense of professional growth and reéognitiom, This finding is consistent
with Ng and Burke (2022), who emphasize that, €aseer)adyvancement opportunities foster
long-term employee satisfaction and organizational“leyalty» However, the OVC program's
limited organizational hierarchy may restrict'tegularpremotion opportunities. To address this
challenge, the program could implement lateral\promotions, skill-building workshops, or
certifications as forms of recognition“fefthigh-performing employees. These alternatives can
align with the structure of thenaOVC program while fostering a culture of growth and

professional development.

Moreover, 74% of fespondents felt that higher remuneration improved their job performance.
Adequate and£€ompetitive, compensation has been widely recognized as a key driver of job
satisfactiofland commitment (Luthans & Youssef, 2021). In a non-profit setting like the OVC
program, however, budgetary limitations may restrict the ability to provide regular salary
increases. To address this issue, the program could consider alternative strategies such as
aligning remuneration policies with performance reviews, offering cost-of-living adjustments,
or providing flexible benefits that can enhance employee morale without placing undue

financial strain on the program.

These findings align with Herzberg’s Two-Factor Theory, which classifies rewards into
motivators (intrinsic factors like recognition and career growth opportunities) and hygiene
factors (extrinsic factors like salary and job security). Praise and promotions can be

categorized as intrinsic motivators, which directly influence job satisfaction and performance.
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In contrast, bonuses and remuneration serve as extrinsic hygiene factors, addressing
employees' basic needs and preventing dissatisfaction. The dual role of these rewards
highlights the importance of a balanced approach that incorporates both motivators and

hygiene factors to ensure sustained employee engagement.

When compared to findings in broader organizational contexts, this study’s results show
notable similarities and differences. Kira et al. (2020) and Luthans & Youssef (2021)
emphasize the efficacy of financial rewards in enhancing organizational performance. These
studies suggest that monetary incentives are effective in fostering a competitive culture and
encouraging high performance across various industries. However, tHegOVC program's
unique context, characterized by resource constraints and the non-prefit nature of the
organization, calls for a more nuanced application of financial rewards. ‘While financial
incentives are undeniably effective, their role in the OVCY program may need to be
complemented by cost-effective motivators such as verbal recognition, career development

opportunities, and non-monetary rewards.

This study reinforces the critical role that rewardisystems play in motivating employees and
enhancing the performance of the OVC pregram ‘at PCEA Church in Njoro. The findings
demonstrate that praise, bonuses, promotions, and competitive remuneration can significantly
impact employee engagementgHoweven,/the limited resources available to the program
necessitate a thoughtful, context=spéeific approach to reward systems. By addressing
challenges such as budgetieonstraints and limited promotion opportunities, the OVC program
can develop a sustainable réward system that motivates employees, drives performance, and

contributes to the overallisuccess of the program.

The quantitativéyfindings on the role of reward systems in enhancing employee motivation
and performance within the OVC program was further supported by qualitative insights from
key informant interviews. One of the key informant emphasized the significance of
recognition and financial incentives, stating: "Employees working in this program are deeply
committed, but recognition and fair compensation play a crucial role in sustaining their
motivation. When supervisors acknowledge their efforts, even with a simple ‘thank you’ or
public recognition, it significantly boosts morale. Additionally, whenever financial resources
allow for bonuses, we see a noticeable improvement in enthusiasm and job performance.”
This perspective aligns with the survey findings in Table 4.7, where 75% of respondents

agreed that praise from supervisors enhanced their job performance. This supports Herzberg’s
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Two-Factor Theory, which posits that recognition serves as a critical motivator for employee
satisfaction and engagement (Herzberg, 1966). The informant’s remarks highlight how
praise, though a cost-effective measure, can have a meaningful impact when financial
incentives are limited. Additionally, the key informant noted: "Career growth opportunities
are limited in this type of organization, but when we offer skill development workshops or
additional responsibilities with some incentives, employees feel valued and are more likely to

stay committed to their work."

This statement supports the survey finding that 63% of respondents found prgmotions to be a
strong motivator. While formal promotions may be challenging within“agsmall non-profit
structure, the suggestion of lateral career growth aligns with Ng and ‘Burke (2022), who
emphasize alternative career advancement mechanisms, such a8 professional development
programs, as effective retention strategies. Furthermore, th€ mfermant stressed the role of

financial compensation in sustaining employee motivation:

"While we may not always afford salary increments, “aligning pay with performance and
providing periodic allowances or stipends has-helped maintain staff dedication. Employees

who feel financially secure tend to deliver betterservices to the children.”

This observation corroborates the study’s finding that 74% of respondents agreed that better
remuneration led to improved ‘performance. As Luthans and Youssef (2021) highlight,
financial incentives semve a$, essential hygiene factors that prevent dissatisfaction and
contribute to overall{job,satisfaction. The key informant’s insights reinforce the quantitative
findings by illustrating‘how praise, financial rewards, and career development opportunities
contribute to employee motivation and performance. These qualitative perspectives provide a
deeper undefstanding’ of the practical application of reward systems within the OVC program
and emphasizethe need for a balanced approach that integrates both intrinsic and extrinsic

motivators.

4.3.3 Stakeholder Engagement and Performance of the OVC Program

This section delves into how Stakeholder Engagement affects the performance of the Orphans
and Vulnerable Children (OVC) program at PCEA Church in Njoro, Nakuru County.
Organizational values encompass the fundamental principles and beliefs that guide the
behavior and decision-making processes within an organization. By fostering a shared

understanding of purpose among employees, Stakeholder Engagement plays a crucial role in
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shaping motivation, commitment, and overall program effectiveness. To evaluate the
interplay between Stakeholder Engagement and the performance of the OVC program,
participants in the survey were asked to assess statements concerning the organization’s
values and their perceived impact on program outcomes. The survey utilized a Likert scale,
ranging from 1 (Strongly Disagree) to 5 (Strongly Agree), to gauge the respondents' opinions.

The results are summarized in Table 4.8.

Table 4.8: Stakeholder Engagement and Performance

Statement 5 4 3 2 1
The level of stakeholder engagement in the OVC 40%  28% 8%w \12% 12%

program significantly contributes to its overall

effectiveness

Stakeholder involvement has a positive impact on the 37% 1 330%. 15% 11% 7%
quality of services provided to Orphans and

Vulnerable Children in the Presbyterian ChutCh's

program.

Regular stakeholder meetings and forums “Centribute, 30%  28% 10% 15% 19%
to a better understanding of community needs, [eading

to improved program adaptation

Stakeholders bring various “talents “towards the 40%  30% 8% 16% 6%

management of the organization

From Table 4.8,above; the findings reveal a strong consensus among respondents on the
critical rolegof stakehelder engagement in enhancing the overall effectiveness of the OVC
program. Notably, 68% of participants affirmed that stakeholder engagement significantly
contributes to the program's success. This result underscores the importance of cultivating
ownership and accountability among stakeholders, as emphasized by Jones et al. (2021).
Their research demonstrated that meaningful engagement fosters collective responsibility and
a shared commitment to achieving program goals. The current finding aligns with this
perspective but also raises questions about the specific mechanisms through which
stakeholder engagement translates into improved outcomes. For instance, the active
participation of stakeholders in decision-making and resource allocation may contribute to

greater alignment between program activities and community priorities.
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Similarly, 67% of respondents agreed that stakeholder involvement positively impacts the
quality of services delivered to orphans and vulnerable children. This finding supports the
observations of Allen and Roberts (2022), who argued that inclusive stakeholder participation
enables organizations to identify and address community needs effectively. However, while
the results affirm the general principle of stakeholder-driven service delivery, they invite
further analysis. For example, how do these levels of perceived impact compare to similar
programs in other regions or organizations? Studies in other community-based initiatives,
such as those by Nguyen et al. (2020) in Southeast Asia, report slightly higher engagement
success rates, with over 75% of respondents citing improvements in serviée quality due to
stakeholder involvement. The difference may indicate opportunities forthe OVC program to
deepen stakeholder engagement through more structured and regulag invelvement, such as

co-designing services or increasing feedback loops.

The interpretation of these findings could benefit from a €loses examination of the underlying
dynamics. For instance, the 68% agreement on stakeholderdengagement's role in overall
effectiveness might be linked to stakeholders’ ability“te, mobilize resources, provide technical
expertise, and advocate for community-spécific interventions. Similarly, the 67% positive
response regarding service quality could stempfrom the program's ability to tailor its activities
based on insights provided by stakchelders who are directly embedded in the community.
These factors highlight the praetical ways in which engagement contributes to improved

outcomes.

The results suggestiseveralfopportunities for the OVC program to enhance its impact by
strengthening stakeholdemengagement. The program could establish formalized mechanisms
to ensuref @onsisterit) stakeholder input during key stages of program design and
implementation, | potentially increasing the percentage of stakeholders who perceive their
involvement as impactful. Comparing the OVC program's 68% and 67% agreement rates to
benchmarks from similar programs could reveal gaps and provide insights into areas for
improvement, such as broader representation of stakeholders or targeted training to enhance
their capacity. While the findings indicate a positive relationship between stakeholder
engagement and program performance, a more nuanced understanding of the specific
contributions made by stakeholders and how these align with trends in other contexts would

provide deeper insights. By leveraging these findings and addressing any identified gaps, the
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OVC program can further enhance its ability to deliver impactful services to orphans and

vulnerable children.

The data from this study underscored the importance of regular stakeholder meetings and
forums in enhancing the adaptability of the OVC program, with 58% of participants agreeing
that such engagements foster a better understanding of community needs. These results align
with the findings of Thompson and Wu (2020), who emphasized the importance of
continuous dialogue between organizations and stakeholders to ensure that programs remain
flexible and responsive to changing community needs. However, a closer comparison with
Thompson and Wu’s study, which focused on large-scale health initiatiy€siin urban settings,
reveals an interesting discrepancy. In their research, 72% of participants,identified regular
stakeholder forums as pivotal for enhancing adaptability, a higher<levelvof satisfaction

compared to the 58% agreement found in this study.

The difference between the 58% agreement in this studysand the/72% in Thompson and Wu’s
study could be attributed to several factors. Firstly, the séale and scope of the programs may
play a significant role. Thompson and Wu’gstudy,examined urban health initiatives, which
typically have access to larger resources, mere extensive stakeholder networks, and perhaps
more frequent interactions between stakeholders."These factors could contribute to the higher
satisfaction levels observed in their studysln contrast, the OVC program in Njoro operates in
a rural setting, where resource eonstraints and logistical challenges may limit the frequency
and depth of stakeholder éngagement. This difference in context may contribute to the lower

levels of perceived impact of regular meetings in the current study.

Moreover, thenature of the communities involved in these programs may also influence the
effectiveness’ ofystakeholder forums. Urban communities tend to be more diverse, with
stakeholders often representing a wider range of organizations, institutions, and service
providers, leading to more dynamic discussions and a greater variety of ideas and
perspectives. In rural settings like Njoro, the stakeholder base may be narrower, which could
affect the breadth of input and the perceived impact of regular forums on program

adaptability.

To further explore this discrepancy, it would be valuable to compare these findings with other
similar studies in the field. For instance, a study by Jackson et al. (2019) on community-

driven health programs in rural regions reported a 65% agreement among stakeholders that
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regular meetings enhanced program adaptability. This finding, which falls between the 58%
from the current study and the 72% from Thompson and Wu, suggests that rural settings may
face particular challenges that affect stakeholder engagement, but that there is still significant

potential for improvement.

While the findings of this study highlight the importance of regular stakeholder meetings in
enhancing program adaptability, the discrepancy between the 58% agreement and the 72%
agreement in Thompson and Wu’s research suggests that contextual factors, such as program
scale, community dynamics, and research methodology, may influence stakeholder
satisfaction. To optimize the effectiveness of stakeholder forums in the QV:€program, it may
be beneficial to increase the frequency and structure of engagement, ineorporaterqualitative
feedback to gain deeper insights, and consider expanding the ‘diversity ‘of stakeholders
involved in program discussions. These adjustments could lead t0, more robust and adaptable
programs that are better equipped to respond to the evolving aceds of'orphans and vulnerable

children in rural communities.

The context of the OVC program at PCEA &hureh in Njoro presents unique challenges and
opportunities. Regular stakeholder forumstin this setting likely address specific community
needs, such as tailoring services for @rphans andvulnerable children in a rural context. This
localized focus may result in lower perceived adaptability compared to larger, more resource-
intensive programs examined by ¥IHompson and Wu. Additionally, the methodologies
employed in the two stlidies could influence the results. Thompson and Wu utilized mixed
methods, incorporating qualitative interviews that provided richer insights into the perceived
impact of stak€holder forums, while the current study relied on survey data, which might

capture pefceptions,léss comprehensively.

The effectiveness of regular meetings and forums for the OVC program can also be attributed
to their role in facilitating open communication, identifying emerging challenges, and
generating innovative solutions aligned with community expectations. For instance, through
these forums, stakeholders may identify gaps in service delivery, such as the need for more
targeted psychosocial support or improved educational resources, and collaboratively develop
actionable strategies to address them. This underscores the importance of maintaining
structured and consistent stakeholder engagement processes to ensure adaptability in a
rapidly changing environment. While 58% agreement highlights the importance of

stakeholder forums in improving adaptability, further exploration of how these forums
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operate in the OVC program compared to other settings is necessary. Understanding
contextual and methodological differences will provide deeper insights into how stakeholder

engagement can be optimized to better address the needs of orphans and vulnerable children.

Lastly, 70% of respondents acknowledged that stakeholders contribute a wide range of talents
and perspectives to the organization’s management. This highlights the critical role of
leveraging diverse skills and viewpoints to enhance decision-making processes and foster
innovation. According to Carter and Sanchez (2023), diversity in stakeholder engagement not
only broadens the pool of ideas but also promotes more inclusive and informed strategies,
leading to improved organizational performance. In the context of the OMC program, this
diversity likely facilitates more effective resource allocation, creatiy¥e problem-solving, and
alignment with community needs. By harnessing the uniqu€ “Contributions of various
stakeholders, the organization can better navigate challenges, tadapt to evolving

circumstances, and enhance its overall impact on orphans.andevulnerable children.

The results from Table 4.8 underscore the criticahrole that organizational values, particularly
that emphasizing stakeholder engagement, play impinfluéncing the performance of the OVC
program at PCEA Church in Njoro. By fostering an environment where stakeholders are
actively involved, organizations can enhance“their effectiveness in delivering services to
orphans and vulnerable children. The alighment of organizational values with stakeholder
engagement strategies notgonly, mproyes program outcomes but also contributes to the

overall mission of the ofgamization to serve its community effectively.

Direct quotations fromone of the key informants provided valuable qualitative insights into
the relationship between stakeholder engagement and the performance of the OVC program.
"The success ofithe OVC program at PCEA Church is largely driven by how well we involve
our stakeholders. When community members, donors, and church leaders actively participate
in decision-making, we see better resource allocation, improved service quality, and a
stronger sense of ownership among those involved. Without this engagement, the program

would struggle to address the real needs of the children effectively."

This statement aligns with the findings presented in Table 4.8, where 68% of respondents
agreed that stakeholder engagement significantly contributes to the program's effectiveness.
The informant’s emphasis on participation in decision-making supports the idea that

involving stakeholders enhances accountability, aligns program activities with community
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needs, and fosters better outcomes. Additionally, the key informant’s observation about
resource allocation and service quality corresponds with the 67% agreement that stakeholder
involvement improves service delivery for orphans and vulnerable children. This suggests
that beyond financial contributions, stakeholders play a crucial role in shaping the program’s
direction and effectiveness. Moreover, the mention of a "stronger sense of ownership"
reflects the importance of regular stakeholder meetings and forums, as noted in the study
where 58% of respondents agreed that such engagements improve program adaptability. The
informant’s insight confirms that maintaining open communication channels and involving

diverse stakeholders strengthens the program's ability to respond to changingfheeds.

4.3.4 Stakeholder Engagement and Performance of the OVC Program

This section explores the effect of organizational values on the performancetof the Orphans
and Vulnerable Children (OVC) program at PCEA Chufch in Njoto, Nakuru County.
Organizational values serve as the guiding principles and belicfs,that shape the actions and
decisions of an organization. These values can pfofoundlyyimpact employee motivation,
commitment, and the overall effectiveness of thejprograms they implement. To assess how
organizational values relate to the perforniance of'the ‘OVC program, survey participants
were asked to evaluate various statementsieeflécting the organization’s values and their
perceived impact on program effectivenesss Participants utilized a Likert scale, where a score
of 1 indicated "Strongly Disagree," and'a score of 5 indicated "Strongly Agree." The

summarized findings from this evaluation are displayed in Table 4.9

Table 4.9: Organizational Values and Performance

Statement > 4321
The orgafuzation®sycore values align with the goals of the OVC42% 30% 12% 9% 7%
program, enhancing its effectiveness.

Organizational values promote a culture of collaboration and40% 35% 10% 8% 7%

teamwork among staff members.

Employees feel that the organization’s values inspire them to
. . . 38% 32% 15% 9% 6%
perform their duties better in the OVC program.

The organization actively promotes its values through training and
S ‘ 35% 30% 14% 12% 9%
development initiatives for its employees.

Source: Research Data (2024)
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A significant 72% of respondents agreed that the organization's core values align with the
goals of the OVC program, enhancing its effectiveness. This finding is consistent with
research by Kaczmarek et al. (2023), who argue that aligning organizational values with
program objectives strengthens goal congruence and drives performance. However, this study
does not provide a benchmark for comparing the 72% alignment with other similar programs
or organizations. For example, studies in comparable community-focused programs might
show higher or lower alignment levels, providing a clearer understanding of whether this
result is typical or unique to the OVC program at PCEA Church. The alignment of values
with program goals can also be analyzed through Organizational Culturé\Theory, which
posits that shared values create a unified sense of purpose, resulting \in improved
organizational outcomes. By grounding these results in such a th&eretical framework, the

connection between values and performance can be more explicitlyarticulated.

Additionally, 75% of participants acknowledged that organizational values foster a culture of
collaboration among staff members. This observatidmaligns'with the findings of Smith and
Johnson (2022), who emphasize that collaborative ‘cultures enhance employee satisfaction
and lead to better program outcomes. Social, Exchange Theory provides a useful lens for
interpreting these results, as it suggests thatyfostering collaboration through shared values
creates reciprocal relationships between@mployees, which, in turn, improve teamwork and
overall program performance, . However, the'study lacks a comparative discussion on how this
collaboration level comparegyto findings in similar organizations. For instance, organizations
with higher engagement levels may report even greater teamwork benefits, while those with

weaker cultural alignment may struggle to achieve similar outcomes.

Furthermofel 70%nofirespondents reported that the organization’s values inspire them to
perform their duties better in the OVC program. This finding is supported by Chen and Tan
(2024), who assert that a strong organizational culture, rooted in well-defined values,
enhances employee motivation and productivity. The results can be further contextualized
using Motivation Theory, particularly Herzberg’s Two-Factor Theory, which highlights the
role of intrinsic motivators like shared values in driving employee satisfaction and
performance. Despite these positive findings, the study could have explored how this level of
motivation compares to other organizations or similar programs. For example, are 70% of
employees feeling inspired a relatively high or low figure in the context of community-

focused initiatives? Such comparisons would enhance the depth of the analysis.
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Moreover, 65% of respondents indicated that the organization actively promotes its values
through training and development initiatives. This finding aligns with Lewis and Clarke
(2023), who argue that integrating values into ongoing employee training is essential for
cultivating a high-performing workforce. Training programs that emphasize core values
enable employees to internalize these principles, translating them into more effective program
execution. This finding could be contextualized using Organizational Behavior Theories,
such as the Competing Values Framework, which suggests that embedding values into
employee development fosters a more cohesive and high-performing culture. However, the
study does not compare the extent or effectiveness of these training initiaties with those in

similar organizations, limiting the ability to generalize the findings.

The findings underscore the critical role of organizational values'in‘shaping the performance
of the OVC program at PCEA Church in Njoro. The alignment of walues with program
objectives, the promotion of collaboration, and the motivation of,employees through shared
principles all contribute significantly to program<“Success..However, the analysis would
benefit from broader contextualization, such as‘benchmarking these results against similar
organizations and connecting them to relevant theoretical frameworks. By addressing these
gaps, future studies can provide a more compreheénsive understanding of how organizational

values drive performance in community=foeused programs.

One of the key informants quoted “AtPCEA Church, we emphasize our core values in every
aspect of the OVC program. Qur commitment to teamwork and integrity ensures that all
stakeholders, including staff; volunteers, and donors, work towards a common goal. This has

significantly improved “Service delivery and strengthened the program’s impact on the

children."

The statement highlights how the church emphasizes its core values in every aspect of the
OVC program. This aligns with the 72% agreement among respondents that the
organization’s values enhance program effectiveness. The quote reinforces Kaczmarek et al.
(2023), who argue that aligning values with program objectives strengthens performance. The
informant explicitly mentions teamwork as a guiding principle, which supports the survey
finding that 75% of respondents agreed that organizational values foster collaboration among
staff. This aligns with Social Exchange Theory, which suggests that shared values promote
reciprocal relationships and better teamwork. The reference to commitment and integrity

reflects how values inspire employees, supporting the 70% agreement in the survey that
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values motivate them to perform better. This is consistent with Herzberg’s Two-Factor
Theory, which highlights intrinsic motivation as a key driver of job performance. The
mention of ensuring that all stakeholders work towards a common goal suggests a structured
effort in reinforcing values, which supports the 65% agreement in the survey that values are
actively promoted through training. This aligns with Lewis and Clarke (2023), who
emphasize the role of training in embedding values into workplace culture. The key
informant's perspective, helped in gaining qualitative depth, reinforcing how stakeholder

engagement through shared values contributes to the overall success of the OVC program.

4.3.5 Performance of the OVC Program

This section analyzed the overall performance of the Orphans and Vulnerable Children
(OVC) program at PCEA Church in Njoro, Nakuru County. The{program's performance was
assessed through indicators like the quality of services provided; how,efficiently the program
was implemented, and the extent to which it addressed the“meeds of the beneficiaries.
Participants were asked to rate their agreement with, variousfstatements on the program’s

performance, with the results summarized in Table4 .10,

Table 4.10: Performance of the OVC Program

Statement 1 2
The OVC program effectively meetsthe aeeds of orphans and vulnerable children in 750 25%
the community.
The q.uality of services provided toyorphans and vulnerable children has improved 75 25,
over time.
The.: program is efficiently run, with minimal delays and disruptions in service 70% 30%
delivery.
The OVC program has had a significant positive impact on the community. 73% 27%

Source: Reséarech Data (2024)

The results in Table 4.10 reveal that 75% of respondents agreed that the OVC program at
PCEA Church in Njoro effectively meets the needs of orphans and vulnerable children in the
community. This high percentage suggests that the program has largely achieved its core
objective of addressing the essential needs of its target group. However, the remaining 25%
who disagreed or had reservations indicate that there may be gaps in the program’s reach or
in the nature of support provided. Further investigation into these concerns would be

important to understand the specific aspects of the program that are perceived as inadequate.
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For example, are there particular services or resources those respondents feel are lacking, or

is there an issue with the accessibility or equity of the services offered?

This positive perception aligns with existing literature that underscores the value of
community-based programs in child welfare. Programs like the OVC initiative are often more
successful when they are directly responsive to local needs (Jones et al., 2021). However,
addressing the needs of the remaining 25% could involve conducting focused assessments to
identify specific barriers to service delivery or dissatisfaction. In addition, 75% of
participants agreed that the quality of services provided to the children has improved over
time. This suggests that the OVC program is focused on continuous imprévement, which is
essential in ensuring that the care and support offered evolve to meet‘theichanging needs of
vulnerable populations. It would be valuable to explore how theSe‘imprevements have been
achieved — whether through regular feedback mechanisms§ capacity _building for staff, or
resource allocation — to identify best practices that cotild be ‘shared with other programs.
Given the importance of feedback loops in programjsuceessyaimnderstanding the nuances of

service quality improvements could guide future developments.

From an operational efficiency perspective, 70% ‘of respondents agreed that the program
operates with minimal delays and disruptions. This reflects a strong level of coordination in
program delivery, ensuring thatgservices ate provided consistently and on time. However, the
30% who disagreed suggestthatiinefficiencies still exist. Factors such as resource constraints,
logistical challenges, of. €emmunication breakdowns may contribute to these operational
delays. Future evaluations should consider a deeper dive into the root causes of these
disruptions, withya particular focus on areas where delays tend to occur, and strategies to
minimize ghese disrGptions. Efficient program implementation is critical, as delays can

undermine trust and satisfaction among beneficiaries (Smith & Brown, 2021).

Furthermore, 73% of respondents felt that the OVC program has had a significant positive
impact on the community. This indicates that the program’s benefits are not only felt by the
orphans and vulnerable children but also resonate throughout the broader community. This
impact is consistent with findings from other community-based child welfare programs,
where improved child welfare often results in greater social cohesion and collective
responsibility (Muriuki & Wanjohi, 2023). However, 27% of respondents who disagreed with
this statement might indicate that the program’s community-level impact is perceived

differently depending on the respondent's experience or proximity to the program's direct
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beneficiaries. Future studies could explore how community members not directly involved

with the OVC program perceive its broader social benefits.

While the findings indicate positive results, it would be helpful to situate the OVC program
within a wider context by comparing it with similar initiatives either regionally or globally.
Are other programs in the region reporting similar effectiveness in meeting the needs of
orphans and vulnerable children? For instance, studies from neighboring regions, such as
those conducted in Uganda or Tanzania, often report challenges in meeting the diverse needs
of beneficiaries due to resource limitations (Nwogu & Ochieng, 2022). A comparison with
these programs could provide valuable insights into areas of improvementand\highlight best

practices.

The effectiveness of the OVC program can be better underste@d,through relevant theoretical
frameworks. For example, Social Capital Theory could explain howathe program’s success is
influenced by community involvement and networks, Aceordingtto this theory, programs that
foster strong relationships among community members areymore likely to generate positive
outcomes, as these networks provide mutualgsupportyenhiance trust, and facilitate the sharing
of resources (Putnam, 2000). Similarly, applying, the Theory of Change could help explain
how the OVC program achieves its positive outecomes by outlining the mechanisms through
which its activities lead to desired changes in beneficiaries' lives. The Theory of Change
framework emphasizes the gmportancefof clearly defined pathways and outcomes, which can
provide a deeper understanding,of how this program achieves its success and where further

improvements may be needed.

While the OV, pregram has demonstrated significant success, there are areas for
improvemenf. First, to address the 25% of respondents who feel that the program does not
meet the needs“of the children, the program could conduct more targeted needs assessments
to understand and address the specific gaps in service delivery. Engaging beneficiaries and
community members in the design and evaluation of services may also help ensure that the
program remains responsive to evolving needs. In terms of operational efficiency, the
program could invest in capacity-building efforts to reduce delays and enhance the speed of
service delivery. Streamlining administrative processes, improving staff training, and
increasing collaboration with local partners could help overcome some of the challenges that
contribute to inefficiencies. Additionally, engaging with local authorities and community

leaders could help facilitate smoother coordination and resource mobilization. Finally, to
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further enhance the program's positive impact on the community, it would be beneficial to
increase outreach efforts to engage a broader segment of the community in the program’s
activities. Strengthening partnerships with other local organizations and stakeholders can

expand the program’s reach and amplify its impact.

Overall, the OVC program at PCEA Church in Njoro has made significant strides in fulfilling
its mission of supporting orphans and vulnerable children, demonstrating quality service
delivery, operational efficiency, and a positive community impact. However, there is room
for improvement, particularly in addressing the concerns of the 25% of respondents who felt
the program fell short of meeting their needs. By considering the fagtots, contributing to
operational inefficiencies, engaging with beneficiaries more effcetively, and applying
theoretical frameworks such as Social Capital Theory and Thedry”of ‘Change, the program

can continue to evolve and provide even greater benefits to the community.

4.4 Inferential statistics
4.4.1 Correlation between organizational cultuxes on the performance of the OVC
program

This section explores the spearman's rank cortelation between key organizational culture
components employee engagement, teward systems, organizational values, and stakeholder
engagement and the performange of the @rphans and Vulnerable Children (OVC) program at
PCEA Church, Njoro, NakurahyCountyr The spearman's rank correlation test was used to
determine the direction and,stréngth of these relationships. This method provides insight into
whether an increaséin one variable relates to an increase or decrease in another, as well as

the intensity ofithese assoeiations. The results are displayed in Table 4.11 below.
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Table 4.11: Correlation
Perform | Employees | stakeholder | Reward | Organizat
ance engagement | engagement | systems ional
values
Performance Pearson 1.00 .684 .827 841 .647
Correlation 0.175 .015 .005 025
Sig. (2-tailed)
N 320 320 320 320 320
Employees Pearson .684 1.00 .0254 417 297
engagement Correlation 0.175 .050 054 019
Sig. (2-
tailed) 320 320 320 320 320
N
Stakeholder Pearson 827 0254 1.00 492 262
engagement Correlation .015 .050 .049 016
Sig. (2-tailed)
N 320 320 320 320 320
Reward Pearson .841 417 492 1.00 562
systems Correlation .005 .054 .049 .046
Sig. (2-tailed)
N 320 320 320 320 320
Organizational | .647 .647 297 262 562 1.00
values .025 .025 019 016 .046
320 320 320 320 320 320

Source: Research Data (2024).

From Table 4.11, Employec Engagement and Program Performance: The spearman's rank
correlation coefficient of W684pbetween employee engagement and program performance
suggests a modesately streng positive relationship. This means that when employees are more
engaged, the performance of the OVC program tends to improve. Although the significance
value is .175;amplying that further investigation may be necessary to clarify the depth of this
association, the positive direction of the correlation still points to the role of engagement in
driving program success. Engaged employees tend to be more motivated, which in turn

boosts their productivity and enhances the program’s overall performance.

Stakeholder Engagement and Program Performance: The correlation between stakeholder
engagement and performance of the OVC program is exceptionally strong, with a Pearson
coefficient of .827 and a significance value of .015. This indicates a statistically significant
positive relationship, showing that active participation of stakeholders greatly benefits the

program’s effectiveness. When stakeholders such as community members and donors are
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regularly involved in the program’s activities, it creates a sense of ownership and collective
responsibility, leading to better outcomes for the children. The data suggests that fostering
stakeholder engagement should be a priority for improving the performance of the OVC

program.

Reward Systems and Program Performance: A Pearson correlation coefficient of .841
indicates a robust positive relationship between reward systems and the performance of the
OVC program. This strong correlation, along with a significance level of .005, suggests that
when employees receive appropriate rewards, their job performance improves, directly
influencing the success of the program. The data highlights the importaniee of developing
effective reward systems such as bonuses, recognition, and promotiens as, they significantly

contribute to motivating employees to deliver better results in thejr réleswithin the program.

Organizational Values and Program Performance: The s€lationship,between organizational
values and performance also demonstrated a positive correlation, with a Pearson coefficient
of .647 and a significance value of .025. Thisghows that, when organizational values are
clearly communicated and adhered to, therc"iSpanmeaningful improvement in program
performance. Strong values provide a moralicompassyand foster unity within the organization,
which ultimately enhances commitment to the program’s goals. The alignment between staff,
stakeholders, and the values of ghe OVCgrogram drives a higher level of service quality and

consistency in delivering results:

4.4.2 Model Paraméter, Estimates

This section presents the analysis of model parameter estimates to evaluate the impact of key
organizational fagtorsyemployee engagement, stakeholder engagement, reward systems, and
organizational values on the performance of the OVC program at PCEA Church, Njoro,
Nakuru County-*These estimates reveal both the strength and significance of these variables
in influencing program performance. The odds ratio (Exp(B)) for each factor shows the
likelihood that changes in these variables will result in improved program outcomes. Table

4.12 outlines the model parameters.
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Table 4.12: Model Parameter Estimates

B df Sig. Exp(B)
Employees engagement 1.581 1 .006 4.859
Stakeholder engagement 1.485 1 .014 4.415
Reward systems 1.714 1 .007 5.551
Organizational values 1.289 1 .024 3.629
Constant 1.143 1 .009 3.136

Table 4.12 demonstrates that the coefficient (B) for employee engagement is 12881, with a
significance value of .006, indicating that this variable has a significantipositive effect on the
performance of the OVC program. The odds ratio (Exp (B)) ofi4.859 means that for every
unit increase in employee engagement, the likelihood of impreved program performance is
approximately 4.86 times higher. This suggests thatgwhen employees are more engaged and
committed to their roles, they contribute moréyeffectively to the overall success of the

program, enhancing service delivery and opetational efficiency.

Stakeholder engagement, with a cogfficient offl.485 and a significance level of .014, also
shows a significant positive impact on program performance. The odds ratio of 4.415 implies
that stronger stakeholder engagement increases the chances of better program performance by
4.41 times. This highlights, thésimportance of involving key stakeholders in decision-making
and operational pro€esses, as their input and support help tailor the program to community
needs, therebyfimproving service effectiveness and program sustainability. The reward
systems vamablcthasda coefficient of 1.714, with a significance value of .007, indicating a
strong and “statistically significant effect on program performance. The odds ratio of 5.551
suggests that improved reward systems enhance the probability of better performance by
about 5.55 times. This finding reinforces the value of a well-structured reward system in
motivating employees to excel in their roles, which in turn positively influences the

efficiency and quality of the program’s outcomes.

The coefficient for organizational values is 1.289, with a significance value of .024, showing
that organizational values have a positive and statistically significant relationship with
program performance. The odds ratio of 3.629 indicates that when the organization’s core

values are deeply ingrained and reflected in its operations, the likelihood of improved
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performance increases by approximately 3.63 times. Strong organizational values help to
align employee actions with the program’s objectives, fostering a culture of commitment and
accountability, which boosts overall performance. The constant in the model, with a
coefficient of 1.143 and a significance value of .009, suggests that even in the absence of
changes in the employee engagement, stakeholder engagement, reward systems, and
organizational values , there are other variables not in this study that have a probability of
success. The odds ratio of 3.136 implies that there is an inherent strength in the program's

structure or operational foundation, which supports its effectiveness even without external

influences from employee engagement, stakeholders, rewards, or values. a
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CHAPTER FIVE: SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This chapter provides a summary of the main findings, draws conclusions, and presents
recommendations based on the analysis of the OVC program’s performance at PCEA
Church, Njoro. The study focused on four key areas employee engagement, reward systems,
stakeholder engagement, and organizational values and how they influence the success of the
program. The chapter begins with a summary of the findings from the descriptive analysis,
followed by conclusions and actionable recommendations that can guide the future direction

of similar programs.

5.2 Summary of Findings
5.2.1 Descriptive findings

The analysis revealed that a notable 69% of respondents expresscd a deep sense of pride in
their roles at the OVC Centre. This sense of pride directly‘influenceditheir motivation and job
performance. Furthermore, 65% of the employeespactively, pasticipated in organizational
activities, indicating a strong level of engagementhandia,sense of belonging within the
organization. Engagement in activities fostered 'a sense of ownership, which positively
impacted their performance. Creativity andynnovation were also highlighted, with 61% of
the respondents acknowledging that the organization supported a work environment
conducive to innovative solutiens. Meteover, 65% of the respondents stated they had
sufficient access to the resetircesitheymeeded to perform their roles effectively, which further

contributed to their overall'engagement and ability to deliver results.

In relation to mewards, 25%" of respondents agreed that receiving praise from supervisors
positively affectedytheir job performance. This finding underscores the motivational power of
recognition'within the workplace. Additionally, 75% of participants confirmed that financial
rewards, such as bonuses, significantly enhanced their commitment to achieving performance
targets. Promotions were also recognized as a motivating factor, with 63% of respondents
indicating that opportunities for advancement within the organization encouraged them to put
in extra effort. Lastly, 74% of the respondents linked higher remuneration to improved job
performance, confirming the critical role of competitive compensation in employee

satisfaction and productivity.
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The data indicated that 68% of respondents acknowledged that stakeholder engagement
played a key role in the success of the OVC program. 67% of respondents believed that
involving stakeholders in the decision-making process improved the quality of services
delivered to orphans and vulnerable children. Regular forums and meetings with stakeholders
were identified as valuable, with 58% of respondents agreeing that these engagements helped
the organization remain adaptable to the changing needs of the community. Additionally,
70% of respondents noted that stakeholder involvement brought diverse skills and

perspectives, which positively contributed to the management and success of the program.

The findings revealed that 72% of respondents believed that the organiZation’s core values
aligned with the goals of the OVC program, which in turn supported ats effectiveness. 75% of
respondents agreed that the organization's values promoted” a“)ecollaborative work
environment, which enhanced employee satisfaction and pregram, outcomes. Moreover, 70%
of participants felt inspired by these values to performtheindutics‘more effectively, while
65% acknowledged that the organization actively, féinforcedythese values through ongoing
training and development initiatives, further promoting a‘high-performance culture. These
findings illustrate the significant role thathemployee “engagement, rewards, stakeholder
involvement, and strong organizational values play 1 enhancing the overall performance of
community-based programs. Eachdactef@entributed to creating a work environment that not
only motivated employees butialso improved service delivery, ultimately benefiting the

vulnerable groups served by the ' QVC program.

5.2.2 Inferential findings

The inferenti@l findings from this study reveal important relationships between different
aspects of organizational culture and the performance of the OVC program. A moderately
strong positivépeorrelation exists between employee engagement and program performance,
as indicated by a Pearson coefficient of 0.684. This suggests that increased employee
engagement is associated with better program outcomes, though the significance value of

0.175 indicates a need for further exploration of this relationship.

In contrast, stakeholder engagement demonstrates a robust and statistically significant
correlation, with a Pearson coefficient of 0.827 and a significance level of 0.015. This finding
underscores the value of active stakeholder participation in enhancing program effectiveness,

as it fosters a sense of ownership and accountability among all involved parties. Similarly, the
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relationship between reward systems and program performance is compelling, with a
correlation coefficient of 0.841 and a significance level of 0.005. This indicates that effective
reward mechanisms play a crucial role in motivating employees, directly contributing to

improved program success.

Additionally, organizational values have a positive correlation with performance, highlighted
by a Pearson coefficient of 0.647 and a significance value of 0.025. This suggests that when
organizational values are well-communicated and embraced, they can enhance program

outcomes by aligning employee behaviors with the program's goals.

Further regression analysis supports these insights, showing that €mployeelengagement
(coefficient 1.581, significance 0.006, odds ratio 4.859) has a significant pesitive effect on
program performance. Stakeholder engagement (coefficient 48485, sighificance 0.014, odds
ratio 4.415) also substantially contributes to program suceess, as dojeffcctive reward systems
(coefficient 1.714, significance 0.007, odds ratio 5.551). The amportance of organizational
values is reinforced by a coefficient of 1.289 and ‘aysignificance value of 0.024 (odds ratio
3.629), indicating that strong organizational ‘values, enhance employee commitment and

overall program effectiveness.

Finally, the model constant suggests, that other factors not examined in this study may also
influence program success, With'a, coefficient of 1.143 and a significance value of 0.009
(odds ratio 3.136). Collgetively, these findings highlight the critical importance of fostering
employee engagemént,) stakeholder involvement, effective reward systems, and strong

organizational values in énhancing the performance of the OVC program.

5.3 Conclusion ofithe Research Study

The conclusiofg©Of this research study underscores the critical importance of organizational
culture in shaping the performance of the OVC (Orphans and Vulnerable Children) program.
The findings reveal that several key elements namely employee engagement, stakeholder
involvement, reward systems, and the alignment with organizational values play a pivotal

role in driving program effectiveness.

The analysis indicates a moderately positive correlation between employee engagement and
program performance, with a Pearson coefficient of 0.684. However, the statistical

significance value (p = 0.175) suggests that this relationship is not statistically significant.
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While the data implies that higher levels of employee involvement and commitment could be
associated with improved motivation and productivity, the findings do not conclusively

establish that employee engagement alone directly translates into enhanced service delivery.

Instead, the results point to the potential role of employee engagement as one of several
contributing factors that may support the successful implementation of OVC initiatives.
Further investigation is needed to explore additional variables and contextual factors that

might mediate or moderate this relationship.

Equally important is the role of stakeholder engagement, which emerged as,a'vital component
in the program's success. The research highlights that when stakeholders, including
community members and donors, actively participate in the progsam'shactivities; it fosters a
sense of ownership and collective responsibility. This active dfivolvementnot only improves
program outcomes but also strengthens community ties, theteby enhancing the sustainability

of the program.

Moreover, the study emphasizes the significan@e,ofwell-structured reward systems. The data
illustrates a strong correlation between weward, systcms and program effectiveness, with a
significance level of 0.007. This findifigysuggests that appropriate recognition and rewards for
employees appear to significantly ‘centribute to enhanced job performance, which, in turn,
positively impacts the overallyeffectiveness of the program. While the research indicates a
strong association, it dees “hot ‘definitively establish causality. Nonetheless, the results
highlight the importanee,of.developing and implementing reward strategies that motivate and

incentivize employees,ultimately fostering better outcomes in their work.

Additionally,.the “alighment of organizational values with program goals was found to
moderately influénce performance, as indicated by a correlation of 0.647 (p = 0.025). When
the core values of an organization are clearly communicated and embraced, they help create a
moral framework that guides employee behavior and fosters a culture of commitment. This
alignment supports team members in working collaboratively toward common objectives,
thereby contributing to enhanced service quality and consistency. While the influence of
organizational values is moderate, it plays an important role in aligning the organization

toward achieving its goals.
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This research study affirms that the interconnectedness of these organizational culture
elements employee engagement, stakeholder involvement, reward systems, and
organizational values creates a comprehensive framework for improving the performance of
the OVC program. By prioritizing these cultural aspects, organizations can effectively
enhance their initiatives, leading to sustained positive outcomes for vulnerable children and
their communities. Future research may further explore additional factors and dynamics
within organizational culture that could enrich the understanding of program performance,
ultimately contributing to more effective strategies for OVC program implementation and

SucCcCcEss.

5.4 Recommendations of the Research Study

Based on the insights gathered from this research study, recomimendations ‘are proposed to
enhance the performance of the Orphans and Vulnerable €htldten {OVC) program. These
recommendations aim to create a more effective and sustainable erganizational culture while

fostering meaningful collaboration with stakeholderst

To enhance employee engagement, organizations shouldimplement a comprehensive strategy
that directly builds on the findings of this study-"With,69% of respondents expressing pride in
their roles, it is essential to sustain and strengthen'this sense of pride. This can be achieved by
fostering an environment wheresemployees regularly receive recognition and appreciation for
their contributions. A consistentyand,formalized approach to acknowledging their efforts will
not only affirm their valuewithin the organization but also deepen their emotional investment
and commitment tothe program’s success. Additionally, providing continuous support for
creativity and4€mnsuring ‘@ecess to necessary resources can empower employees to perform
their dutig§8feffectivély. Initiatives such as quarterly workshops, team-building exercises,
mentorship progtams, and structured feedback sessions can make staff feel valued and
integral to the program’s success. By addressing these aspects, organizations can enhance

productivity and commitment, ultimately improving the program's outcomes.

To enhance stakeholder involvement, it is crucial to actively integrate stakeholders into the

planning, decision-making, and execution phases of the OVC program.

Organizations should establish structured communication channels, led by program managers
or dedicated community liaisons, that not only allow but actively encourage community

members, donors, and beneficiaries to contribute their insights, feedback, and skills. These
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channels could include regular community meetings, feedback surveys, and interactive
workshops facilitated by trained staff to ensure meaningful engagement and inclusion at all
stages of the program. Organizations should establish structured communication channels, led
by program managers or dedicated community liaisons that not only allow but actively
encourage community members, donors, and beneficiaries to contribute their insights,
feedback, and skills. These channels could include regular community meetings, feedback
surveys, and interactive workshops facilitated by trained staff to ensure meaningful
engagement and inclusion at all stages of the program. For instance, involving stakeholders in
collaborative planning sessions and decision-making processes fosters a serdse of ownership
and accountability. Regular stakeholder meetings, focus groups, and idteractive workshops
can further strengthen this connection, ensuring that stakeholdess, fcel, integral to the
program’s success. This active involvement enhances programyeffectiveness and builds

lasting partnerships that support the program’s sustainability.

Effective reward systems are essential for motivating ‘€mployees and improving program
performance. Organizations should design tailoréd réward programs that include a mix of
monetary and non-monetary incentives. For‘example, bonuses and promotions can recognize
exceptional individual achievements, while‘teamisuccesses could be celebrated with public
praise, group rewards, or professional®development opportunities such as training and
workshops. These targeted rewatds encourage both individual and collective excellence. By
fostering a positive work envirehment where employees feel appreciated and incentivized,
organizations can boest ‘motale,jjob satisfaction, and overall commitment to achieving the

program's goals.

Organizatidonial valuesyshould be central to every program’s operations. To ensure these
values are embraced and upheld, it is essential to consistently communicate and reinforce
them across all levels of the organization. The study revealed that 65% of respondents felt the
organization reinforced its values through training, highlighting the importance of continuous
education in this area. Therefore, regular training sessions should be implemented, focusing
on the application of these values in decision-making processes and day-to-day operations.
This approach will not only align employee actions with the program’s mission but also
cultivate a culture rooted in shared values. Such reinforcement enhances teamwork,

accountability, and a collective commitment to achieving the program’s objectives.
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5.5 Areas for Further Studies

Longitudinal studies on program outcomes: Conducting longitudinal research can provide
valuable insights into the long-term impacts of various engagement strategies on OVC
program performance. By following these programs over an extended period, researchers can
better understand the sustained effects of employee and stakeholder engagement, identifying

critical factors that contribute to ongoing success and areas for improvement.

Stakeholder engagement dynamics: Investigating the dynamics of stakeholder relationships
within OVC programs would provide deeper insights into how collaboration and
communication affect program outcomes. Understanding the roles and uffluences of various
stakeholders including government agencies, NGOs, community membets, and ‘denors—can
help organizations optimize their engagement strategies to foster @ sénselof shared ownership

and responsibility.

Capacity building and professional development: Futureystudiesashould assess the impact of
specific training and capacity-building initiatives ‘0n employee performance and program
effectiveness. Identifying the most effective training) strategies and content can help
organizations develop targeted professionalydevelopment programs that equip staff with the

necessary skills to excel in their roles.

The role of technology in progtamumanagement: As technology continues to evolve, research
focusing on its role in enhancing the efficiency and effectiveness of OVC programs is crucial.
Studies could explorenyhow digital tools and platforms facilitate communication, data
collection, andy stakeholder™engagement, ultimately contributing to improved program

performance and accountability.
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APPENDICES

Appendix 1: Questionnaire

Dear Respondent,

My name is Nancy, a Masters student at St. Pauls’ University. I am pursuing a Master’s
Degree in Development Studies. I am carrying out a research entitled ‘The effects of
organizational culture on the performance of the OVC program in Njoro PCEA. 1 kindly
request you to help me gather data by filling this questionnaire. All information that you will
give will be treated with confidentiality and anonymity. All responses are to be used for

academic purposes only.

SECTION A: DEMOGRAPHIC INFORMATION \« ‘

QI. Kindly state your Gender
a. Male [ ]
b. Female [ ]
Q2. State your age bracket:

a. 181029 [
b. 30to 39 [
c. 40to49 [
d. 50to 59 [

Q3. Length of stay in the or
a. 0to2 years

b. 3 to4 years

c. above 4 years ]
Q4. Wha %t position in the organization?
a. Mana [ ]
b. Administrative [ ]
c. Subordinate [ ]
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SECTIONB: EFFECTS OF EMPLOYEE’S ENGAGEMENT ON THE
PERFORMANCE OF THE OVC PROGRAM
Q5. Please indicate the score (1-5) if you are in agreement with the statements below: Where:

Strongly Agree - 5, Agree - 4, Don’t Know - 3, Disagree - 2 and Strongly Disagree - 1

Statements 514|321

Workers are proud and resilient to work for OVC Centre — PCEA, Njoro,

and improve its performance

There is high participation of employees in organizational activities

The OVC Centre — motivates employees to be creative and innovative so a

to enhance its performance

Employees are able to access things they need undertake their wo \

as to improve performance of the organization

SECTION C: THE EFFECTS OF REWARD &I‘HE PERFORMANCE
OF THE OVC PROGRAM

Q6.  Please indicate the score (1

if yo in agreement with the statements below:

Disagree - 1

Statements

Praise for a job the supervisor encourage

Promotion of employees really motivates them work harder

during the year

Job performance increases with increasing remuneration

SECTION D: EFFECTS OF STAKEHOLDER ENGAGEMENT ON THE
PERFORMANCE OF THE OVC PROGRAM
Q7. On a Likert scale where “1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, and

5=Strongly Agree," please indicate your degree of agreement or disagreement with the
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following statements regarding the impact of stakeholder engagement on the
effectiveness of the Orphans and Vulnerable Children (OVC) program at the
Presbyterian Church in Njoro, Nakuru County.

Statement 5/4|13|2]1

The level of stakeholder engagement in the OVC program significantly

contributes to its overall effectiveness

Stakeholder involvement has a positive impact on the quality of

services provided to Orphans and Vulnerable Children in the

Presbyterian Church's program.

Regular stakeholder meetings and forums contribute to a bett
understanding of community needs, leading to improved pr

adaptation

Stakeholders bring various talents towards the mana

organization

SECTION E: EFFECTS OF ORGANIZA
PERFORMANCE OF THE OVC PR

LUES ON THE

On a Likert scale where “1=Stro Di , 2=Disagree, 3=Neutral, 4=Agree, and

5=Strongly Agree," please in 'ce& egree of agreement or disagreement with the

following statements regardi t of organizational values on the effectiveness of the
Orphans and Vulnerab

Nakuru County.

Statement

The organi (‘e values align with the goals of the OVC

program, ing its effectiveness.

Organizational values promote a culture of collaboration and teamwork

among staff members.

Employees feel that the organization’s values inspire them to perform

their duties better in the OVC program.

The organization actively promotes its values through training and

development initiatives for its employees.
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SECTION F: PERFORMANCE OF OVC PROGRAM

Repository

Q8. Do you agree or disagree on the overall performance of the Orphans and Vulnerable

Children (OVC) program at PCEA Church in Njoro, Nakuru County.

Statements Agree

Disag

ree

The OVC program effectively meets the needs of orphans and

vulnerable children in the community.

The quality of services provided to orphans and vulnerable children has

improved over time.

The program is efficiently run, with minimal delays and disruptions 1

service delivery.

The OVC program has had a significant positive impact on t

community.

N

&
»
%Q
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Appendix 2: Interview Schedule

Q1. How would you describe the level of engagement between employers and staff within
the OVC program?

Q2. Can you share specific instances where employer engagement has positively impacted
the performance of the OVC program?

Q3. How would you characterize the existing reward systems within the OVC program, and
how do they contribute to or hinder program performance?

Q4. Can you provide examples of instances where the current reward systems have positively
influenced the performance of individuals or the overall program?

Q5. How would you describe the core organizational values upheldywithin the Ptesbyterian
Church's OVC program?

Q6. Can you share examples of situations where organizationalgvalues have played a
significant role in shaping the performance of the QVIC ptogram?

Q7. In your opinion, how do the organizational valuesyalign with the goals and objectives of
the OVC program, and how might this alignmentimpact performance?

Q8. Are there areas where organizatiopal “values“may conflict with effective program
performance, and if so, how are these conflicts managed or addressed?

Q9. How would you characterizethelcurtent level of stakeholder engagement within the
OVC program?

Q10. Can you provide examplestof specific contributions or impacts resulting from
stakeholder engagement on the performance of the OVC program?

QI11. What challenges or obstacles exist in the current stakeholder engagement practices?

QI12. What{strategies or improvements could be implemented to enhance stakeholder

engagement andysubsequently improve the OVC program's performance?
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Appendix 3: Krejcie and Morgan Table

N S N S N S N S N S

10 10 100 80 280 162 800 260 2800 338
15 i 110 86 290 165 850 265 3000 341
20 19 120 92 300 169 900 269 3500 346

30 28 140 103 340 181 1000 278 4500 ERES
33 32 150 108 360 186 1100 285 5000 357
20 36 160 113 380 191 1200 291 6000 361
43 40 170 118 400 186 1300 287 7000 364
50 =< 180 123 420 201 1400 302 8000 367
335 48 190 127 440 205 1500 306 9000 368
60 32 200 132 460 210 1600 310 10000 370
65 56 210 136 480 214 1700 513 15000 375
70 59 2 140 500 217 1800 317 20000 377
63 230 14l 550 226 1900 320 30000 379
80 66 240 148 600 234 2000 3 40000 380
83 70 250 152 650 242 2200 327 50000 381
90 13 260 155 700 24 2400 331 75000 382
95 76 270 159 750 254 2600 335 1000000 | 384

Note: N is Population Ste; S i Sampie Ske Source: Krejcie & Morgan, 1970

>
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Appendix 4: SPU Research Recommendation Letter

V' 4

ST. PAUL’S UNIVERSITY

EWEMM” Linzsu, r/r\}. Elwwi-l:u”“ e
iy \ s
Ematl: office@spuocke | l| Mobile: «254 (0) T2H-GG3000

Wehslie: www spuac ke '; (0 TG-42aa40

REF: SPU/241 /2024 Date: 2rd September 2024

TO:  Mancy W. Kahulhu
5. Paul's University

Dear Nancy,

REF: Organizaional Cullure and Pedormance of Orphon and Vulneroble
Children [OVE) Pragram of Presbylerdan Church, Njora, Nakuru Counby

Greetings,

Thig & ta inform you thal SPU- Ingdilufional Scienlilic Emics Raview Camrriiltes
Fuiri revisswnad Ihe above-named reiearch propasal. Your ERB approval
number is 280, for the perod befween Znd Seplember 2024 - 2nd
September 2025 (1 year).

Thig approval is subject o complianee wilh he Fallowing reguirements;

L Only approved documents including (infarmed consends, shedy
irsbrurresrile] will e uiad.

ii Al changes neluding [amesndments, devialions, and violaBiors| ore
abrrifled Tor review ond approval by SPU- Inslibelional Scienliic
Eficy Review Corrmilles,

iL  Dealh and fe-hreatening problems ond serious advess evenls o
unespecied advese evenls whelher reloled o urreloled lo lhe
shucly must be reported fo SPU- IngliluBional Scienlilic Erhics Review
Cormmilles within 72 hours of nefilication

iv.  Any changes, anlicipaled or alherwise hal may increase e rgks o
affecled safety o welfare of shedy parlicipanls and olhers ar affect

Ihe inleghity of ihe reseorch musl B2 reporled to SPU- Irsffulionad
Scienlific Elhics Review Cammiltes within 72 hours

v. Clearance o axporl of biolegical specimans mus] be ablaned fram
relevanl insfilufons.

i Supmission of a request for renewnal of approsal al beos) 60 days prior
I expiry of the approval period. Allach a comprehensive progress
rapar ba support he renewe.

Wil Submission of an execulive semmary repoed within 90 doys upon
cormglelion al M slugy e SPU- Insfulional Scientilic Eihics Review
Cornmiltles,

wili. Please node thatb it is wilhin the [3ERC’s maondate to monilor your
research and to do random visi#s fo the site.  All research is subject 1o
pos approval monitaring.

Pricor 1o commencing yaur study. you wil be expecied lo ablain a research

licanse Inorm Malional Commgtion for Science, Technology and Inravalion

[MACOET)  hitps: Yresearch-porfolpocosfipo ke ond aolso obbgin olber
slegrances needad,

Yiours sincersy,

A

Dr. Daniel Nzengya, PhD
Chairperson
SPU- Insfitulional Sclentific & Eihics Review Commiltes

(ISERC)
APPROVAL WITH
CONTIGEMGIES

RESEARCH
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Appendix 5: Postgraduate Approval letter

ST. PAUL’S UNIVERSITY

Private Bag 00217 LIMURL, KENYA
Email; officelzispu.ac.ke
Website: worw.spu.ac ke

Tl Ovfffice: +254 (0) 20-2020505/10
Mohile: +254 (0) T28 - 669000
(0) 736 - 424440

BOARD OF POSTGRADUATE STUDIES

12 Seplember, 2024

Mational Commission for Science and Technology,
P.0. BOX 30623-00100,
Mairobil,

Dear SiMadarn,

RE: RECOMMENDATION FOR NANCY WANJIKU KAHUTHU - MDSNKR7T30321 TO CONDUCT
RESEARCH

This letler confirms the above-named person is a studenl in Ihe Masier of Business Administralion :h:BA}
Program &t St Pauf's University.

The second wear consists of & major research work leading o a Thesis. The student’s selacled topic is:

“Organizational culture and performance of orphan and vuinerable children (OVC) program of
Presbyterian Church, Njoro, Nakuru County. "

Kindhy grant this student the required pesrmit,
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