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Abstract 
This study followed a cross-sectional and descriptive research design. The study aimed at estab-
lishing the relationship between strategic leadership and employee engagement. A simple random 
sampling design was employed to a sample obtained from one of the leading breweries in Uganda. 
The findings showed that strategic leadership was indeed evident in the organization. They also 
revealed that strategic leadership and employee engagement were significantly and positively 
correlated and that strategic leadership was significant predictor of employee engagement. It was 
therefore concluded that organizations should invest in training their managers in strategic lea-
dership skills to improve on their relations with the subordinates. 
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1. Background 
The performance and wellbeing of employees in an organization is to an extent dependent on the type of leader-
ship prevailing. The Upper Echelon Theory, one of the major antecedents of Strategic Leadership suggests that 
an organization is a reflection of the cognitions and values of its top lead [1]. Strategic leadership is centered on 
6 components: strategic direction, ethical practices, exploitation and maintenance of core competences, devel-
opment of human capital and sustaining of a corporate culture [1] [2]. Based on this Boal [1] suggested that the 
essence of strategic leadership is the creation and maintenance of absorptive capacity (capacity to learn), adap-
tive capacity (capacity to change) and Managerial wisdom (Discernment). Despite the fact that organizations be-
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lieve the human resource to be an asset to their effective performance, they have grappled with the problem of 
keeping them engaged. As more and more employees are looking for work environments that are fulfilling, and 
offer prospects for full engagement and self expression. Organizations are then put to task to not only embark on 
formulating a vision but also endeavor to ensure that organizational members work together to achieve viable 
change or risk losing their employees to their competitors. Once leaders exercise discernment in dealings with 
their subordinates then they are able to elicit collaborative behavior and more engagement levels.  

For example Toni Fourie, the appointed CEO of Ellerine Holdings Ltd. after its acquisition by African Bank 
Investments Ltd., was able to reverse the company’s declining financial position by sowing a new organizational 
culture; encouraging innovation and creative thinking, collaborative and participatory engagement. The case 
concluded that successful organizational transformation is dependent on strategic leaders, who are committed to 
the vision and are resilient to competitors in turbulent economic conditions [3]. The continued success of an or-
ganization is reflective of the leaders’ decisions of its leaders [4]. For effective transformation to take place the 
leader needs to win the trust of his subordinates by exhibiting integrity in their dealings, showing concern and 
interest in subordinates goals and values [2] [5]. Once employees perceive fairness in the latter they are likely to 
reciprocate with collaborative behavior. 

Employee engagement is referred to as the harnessing of organization members’ selves to their work roles; in 
engagement people employ and express themselves physically, cognitively and emotionally during role perfor-
mances [6]. Recent studies have related, job satisfaction, high organizational commitment and performance as 
positive outcomes of engagement [7] [8]. However many organizations are facing a challenge in keeping their 
employee engaged.  

In Uganda, one of the leading breweries (Nile Breweries) established in 1951 by the Madhivani Group re-
ported a commitment to treating employees with fairness and respect; however they still grappled with the issue 
of employee engagement evidenced by more than half (52%) the population spending less than 3 years in the 
organization. Similarly in Ghana, Guinness Ghana Breweries reported a 16% level of super engaged employees 
in 2007. It was attributed to employee perception of management as not making any deliberate attempt to prop-
erly and adequately improving engagement levels [9]. Building an engaged workforce is certainly a working 
progress; therefore this study attempted to examine the challenge faced by modern industries in trying to create 
an engaged workforce.  

1.1. Review of Related Literature 
1.1.1. Perspectives of Strategic Leadership 
A number of perspectives attempt to explain strategic leadership. The upper echelon theory argues that organi-
zations are a reflection of its leadership [1]. Borrowing from the latter the Strategic Leadership theory contends 
that organizations are reflection of experience, values, abilities, social connections, aspirations of its top execu-
tives [8]. It can therefore be assumed that strategic leadership attempts to offer an explanation for the behavior 
of strategic leaders while the upper echelon theory basically emphasizes the influence of leaders on the organi-
zation. 

The positive agency theory too attempted to explain the action of leaders. It claimed that top executives 
mainly acted in their own interests as opposed to those of shareholders [10]. However, if subject to control sys-
tems then their interests would be related. While some scholars argue that it’s a theory about strategic leaders 
some say it’s more of a theory of corporate governance [1].  

Strategic leadership has also been linked to transformational leadership theory. Boal [1] contends that they 
both predict similar situations but differ in the process and effect on followers. They argue that strategic leader-
ship is concerned with the psychological makeup of leaders and its influence on information and strategic deci-
sion making, while transformation leadership involves charisma, intellectual stimulation and inspiration by 
which leaders cause change in the organization. It can be concluded that they each complement each other. It’s 
actually supposed that charisma is the missing link in strategic leadership [10].  

The understanding of strategic leadership is too accentuated by a number of emergent theories. The cognitive 
complexity perspective that assumes that, once a leader has a high cognitive capacity their ability to receive in-
formation, analyze it, interpret it and use it to make decisions is enhanced. Social intelligence perspective facili-
tates emotional intelligence and discernment in action. It ensures that the values of the organization and interest 
groups are analogous [1]. The behavioral complexity perspective prompts that when strategic leaders vary their 
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behaviors in accordance with the characteristics of people they interact with they are likely to effect change. The 
above examination depicts strategic leadership as a conglomerate of ideas from different leadership perspec-
tives.  

1.1.2. Conceptualization of Strategic Leadership 
A few scholars have attempted to conceptualize strategic leadership. Strategic leadership is understood as a per-
son’s ability to anticipate, envision, maintain flexibility, think strategically and work with others to initiate 
change that will create a viable future for the organization [2]. Based on this understanding, they conceptualized 
strategic leadership based on six (6) components; strategic direction, exploiting and maintaining core compe-
tences, developing human capital, sustaining an effective organizational culture, enhance practices and estab-
lishing organizational control. They are explained below in detail. 

One of the major functions of top executives is to define the mission, vision of the organization [11]. They 
need to ensure that the vision for the future is challenging enough to encourage engagement of employees [1] 
[12]. The vision should be communicated amply, reasonably articulated, implications and significance for its 
undertaking spelt out [4]. However, to ensure implementation it’s essential that employees are involved in the 
formulation and determination of the course of action.  

Involvement of employees ensures that the organization effectively recognizes and utilizes it’s core resources 
and capabilities. The success of an organization depends on how the leaders make decisions to encourage 
knowledge sharing and learning through fostering relationships [2]. Effective utilization of the core competen-
cies of an organization yields a competitive advantage. 

To effectively utilize core competencies and capabilities, an organization requires the development of human 
capital. This involves investment in employees with the necessary skills, knowledge and information to be more 
involved in organizational activities [2]. This improves the absorptive capacity (ability to recognize, assimilate 
and use knowledge to advance a competitive stance) of the firm [12]. Organizations benefit from employees 
when they make a decision to invest in their knowledge base and skills. 

The ability of an organization to respond to complex changing situations depends on the culture. The onus 
therefore is on strategic leaders to create a culture that is all embracing [2]. It is claimed that the influence on 
culture is through the personality of leaders [4]. This has a ripple effect on the performance of the organization. 
A personality that is focused on achievement, risk and ambiguity tolerant coupled with charisma is able to create 
a formidable culture that will enhance the position of the firm in the industry. 

Sustaining a formidable culture requires presence of strategic controls. These controls ensure that work is 
done according to the guidelines stipulated [2]. However for these controls to be effective the leaders need to 
maintain honesty and integrity in all strategic dealings. Many employees would like to work for organizations 
that exhibit ethical values. More than often these values are embedded in vision and mission statement and the 
conduct of managers [5]. The creation of an engaged work place is critical to trust and fairness [13]. Once 
processes in an organization are governed by ethical values of honesty and integrity, a favorable impression is 
mirrored of its leaders.  

Based on the above conceptualization Boal [1] suggested that the essence of strategic leadership lay in leaders 
being able to develop three (3) capabilities in the organization; absorptive capacity (ability to recognize, assimi-
late and apply information to new ends), adaptive capacity (capacity to change) and managerial wisdom (dis-
cernment and kairos time-ability to make the right timing when making decisions). 

A critical glance at these capacities presents some form of correlation between the two conceptualizations. 
Absorptive capacity recognizes the need to learn and encourages knowledge sharing, development of human 
capital through training [14]. Adaptive capacity is facilitated by a well articulated vision and structure of the or-
ganization [15]. In order to create a culture that is all embracing, leaders need to have managerial wisdom 
coupled with integrity to enable them make rational and fair judgments [15]. Therefore its essential that manag-
ers develop a cognitive ability and effective decision making skills to ensure that all employees in the organiza-
tion align towards the achievement of organizational goals [16]. Though somehow different combined they 
create a comprehensive view of strategic leadership and its outcomes for the organization. One of the riding 
theme, points towards the function of strategic leaders being able to formulate a vision for the organization and 
ensuring that members work towards its implementation. This compliance can be gained once trust is earned 
between managers and subordinates. 
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1.1.3. Employee Engagement 
Kahn [6] conceptualized employee engagement as the harnessing of organizational members selves to their 
work roles; physically, cognitively and emotionally. Kahn [6] prompted that the degree at which people are 
physically involved, cognitively vigilant and emotionally connected depends on their psychological state. Kahn 
identified three (3) psychological conditions of meaningfulness, safety and availability. These conditions predict 
that individuals will be more engaged in meaningful tasks (that grant autonomy, challenge, dignity and worth- 
whileness). The employees will be engaged in situations where there is freedom of expression without fear of 
consequence and in situations where they feel more available [17]. This essentially means that the ability of 
people to engage is depended on their current psychological state. 

Meaning in work is what every individual seeks to obtain. This means doing something that someone believes 
in [5]. Meaningfulness in work is facilitated by personal growth and motivation that is influenced by Job 
enrichment, work role fit and co-worker relations [18]. It’s therefore important for managers to design jobs that 
offer challenge, opportunities for growth and learning and self expression [5] [6] [18] [19]. It can therefore be 
understood that once employees get meaning at the work place they will be engaged. The reverse leads to cynic-
ism. 

When employees do not trust in the process chances of them being engaged are lean. To engage employees 
organizations need to resort to relational contracts where commitment and trust is gained overtime [5]. This trust 
and integrity is the obligation of leadership in an organization. Individuals feel safe when co-worker relations 
are supportive and trustworthy and open [16] [18] [20]. Hence once organizations provide supportive and con-
ducive environment employees are likely to feel safe and obligated to reciprocate with high levels of engage-
ment.  

Without much difference from Kahn [6] and Schaufeli [21] argue engagement as a positive fulfilling work re-
lated state of mind characterized by vigor, dedication and absorption. Where vigor is related to Kahn’s physical 
component, dedication relates to emotional component and absorption the cognitive dimension of Kahn’s en-
gagement model. They however compare engagement to burnout, claiming that engagement and burnout are an-
tipodes. It can be concluded from their argument that since engagement is a persistent and pervasive, affective 
cognitive state, then excessive engagement may lead to burnout of an individual. Thus engagement needs to be 
managed at reasonable levels. 

For employees to be engaged they need to be provided with appropriate conditions. Some studies have 
showed that job resources are positively related to engagement [22] [23]. Resources like social support, leader-
ship, knowledge, autonomy facilitate enhanced engagement. This notion is based on the JD-R model [23] that 
purports that job demands cause strain when they exceed an employees’ adaptive capacity hence should be re-
duced. Job resources on the other hand promote engagement. Therefore once an employee is facilitated in their 
work processes it’s safe to say they may be engaged.  

Availability of resources contributes to a positive work environment. Research shows that when organizations 
resources; training, autonomy and technology are available then the service climate is enhanced [8]. Thus once 
employees have a belief in their emotional, physical and cognitive resources, they will be able to engage the self 
to work [18]. Aside from organizations investing in employees it’s essential they managers encourage em-
ployees to invest in their own skills and create environments that facilitate the need for balanced participation by 
employees [24]. When employees are not only motivated but engaged when provided with the necessary re-
sources to perform their work roles and are involved in workplace decision making and implementation. 

Organizations therefore have a role to play in influencing employee engagement levels. It’s no longer a one 
way requirement [19]. In retrospect Waldman [19] too argues that individuals tend to be more engaged in activi-
ties that offer meaning and purpose. Although it’s argued that purpose is created by an individuals, organizations 
have a role to play in creating environments that foster meaning and purpose or else individuals will become 
disengaged. Organizations’ therefore need to focus on improving teams, wellbeing of individuals, the develop-
ment of individuals and their ability of give and develop others [19] [24] [25]. It’s therefore important to note 
that employee engagement is limited when employees are not challenged beyond the limit of their competences 
[26]. If organizations do not fully facilitate an engagement process that contributes to the wellbeing of individu-
als then little can be expected of performance and productivity. 

1.1.4. Strategic Leadership in Organizations 
The success of an organization is dependent on the decisions its leaders make [2] [4]. Other scholars concluded 
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that an organization is a reflection of it top managers [11]. The latter too contend that the experiences, values, 
abilities, social connection, aspirations and human relations of leaders determine the choice of decisions they 
make and shape the performance of the organization. Thus the conduct of leaders determines the performance of 
their followers. 

For a strategic leader to be effective it requires that they add charisma to one of their skills [27]. The latter 
argue that when CEOs adapt charismatic relationships with their subordinates, employee concerns reduce and 
confidence is generated. Korsgaard [28] too contends that lack of commitment constrains decision implementa-
tion. Thus once CEOs adapt charisma as one of their skills with a combination of Justice Principles then they 
can be able to successfully influence their followers to accomplish their goals. 

In a studies carried out by Kontakos [29] and Korsgaad [28], they concluded that individuals trust their lead-
ers if their interests are put into consideration. Leaders therefore need to build and maintain trust within an or-
ganization through enhancing their interpersonal and relational competences [30]. It’s therefore important that 
leaders embark on creating trusting relationships with the followers so as to elicit commitment to organizational 
goals and objectives.  

1.1.5. Strategic Leadership and Employee Engagement 
Trust and integrity in leadership are necessary to create enjoyable relationships. For employees to be engaged 
it’s important that organizations revert to more relational contracts where commitment and trust is created over 
time [5]. Supervisor and coworker relations are too ranked high in enhancing employee engagement [20] [23]. A 
study carried by Rothmann [17] among organizations in South Africa concluded that Leadership among other 
resources facilitated enhanced engagement among employees. It can therefore be assumed that once leaders are 
supportive of their subordinates’, invest in creating trusting relationships and commit to what they pledge to do 
then, an organization can expect engaged employees. 

2. Methods 
This study took a cross sectional and descriptive research design. The population was 260 in a large Breweries 
company operating in Uganda. A sample of 155 employees was taken as respondents. The sample was deter-
mined using the table provided by Krejcie [31]. The sample of respondents was selected on the basis of gender 
distribution, marital status, level of education, length of employment and age distribution, all of which are fac-
tors one’s level of engagement. 147 closed ended usable questionnaires were returned representing a high re-
sponse rate of 94.8%. In regards to the measurements; Boal [1] measured strategic leadership based on the es-
sence that strategic leadership lay in a leader being able to sustain the following capacities in an organization; 
capacity to learn, capacity to change and exercising managerial wisdom. A slightly comprehensive view meas-
ured strategic leadership based on six components; determining the strategic direction, exploiting and maintain-
ing core competencies, developing human capital, sustaining an effective corporate culture, emphasizing ethical 
practices and establishing strategic controls [2]. This study therefore measure strategic leadership based on 4 
items; strategic direction, capacity to learn, capacity to change and managerial wisdom. All items will be anc-
hored on a 5 point likert scale ranging from 1-no extent to 5-very large extent.  

Employee Engagement had a number of well established models for measurement; The Work Engagement 
Scale (WES) [18] and The JD-R model [23]. For the purpose of this study, the Utrecht Work Engagement Scale 
(UWES) by Schaufeli [21] was adopted. It was based on 17 items that measure the 3 sub scales of engagement; 
vigor/physical (6 items)-am bursting with energy every day at work, Dedication/emotional (5 items)-my job in-
spires me and Absorption/cognitive (6 items)-time flies when am at work and for consistency reasons it was 
anchored on a 5 point scale ranging from 1-never to 5 always. The instrument was tested for reliability and va-
lidity to satisfy their application. 

3. Results and Discussion 
Our respondents were 86 equaling 58.5% male and 61equivalent 41.5% female. This was important in this anal-
ysis as gender dimension will influence both leadership and employee engagement. Another important demo-
graphic aspect was marital status in which (80) 54.4% were single and the rest (67) were married employees. 
We also looked at their age distribution in which the majority (75) were found to be relatively young employees 
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in the 31 - 40 age group, those above 50 years who can be said to be in the late adult category were relatively 
few (14) counting at 9.5% of the respondents. We noted that a small number (15) of employees (10.2%) had 
worked for more than 6 years in that organization, depicting that of the total establishment; many had not been 
engaged with the organization for a long time pointing to serious concerns on leadership among other factors. 
The respondents were professionals with degree qualifications.  

The factor analysis results in the Table 1 were presented to examine the extent to which Strategic Leadership 
is both applied in Nile Breweries. The factor analysis was preferred in this case because it helped identify the 
most important dimensions of a study variable and thus gave an indication of the direction that should be pur-
sued when an intervention regarding the variable is to be introduced. On the side of the management of the or-
ganization, the factor analysis highlighted the pressing issues that ought to be immediately attended to. In this 
case, statements which had loadings of less than 0.5 were eliminated to retain the issues that really counted re-
garding strategic leadership in the organization. 

Results indicated that Capacity to Learn, Capacity to Change, Managerial Wisdom and Strategic Direction are 
some of the major dimensions of the Strategic leadership in the organizations and they explain about 66.165% of 
the variable. 

Capacity to Learn: Explaining 35.926% of the strategic Leadership Variable, results indicated that this 
component is dominantly characterized by issues such as investment in the training of human resources, (0.912), 
promotion of learning by Line Managers through asking challenging questions which encourage learning (0.881) 
and their encouragement and building of strong relationships among members (0.846). Overall, it was observed 
that this component needs to be promoted in the company as it has not yet attained satisfactory levels (Mean = 
1.891, SD = 0.408). 

Capacity to Change: On the capacity to change dimension, it was noted that the dominating issues of this 
variable had to do with the capacity of Top Management Team to recognize the needs and goals of each units 
(0.882), the application of appropriate leadership role for interactions with subordinates, peer and superiors by 
the line managers (0.866) and the establishment of control systems that facilitate flexible and innovative em-
ployee behaviors (0.882). 

Managerial Wisdom: This component explains 7.809% of the study variable and was dominated by the abil-
ity of the Line Managers to show compassion in different situations (0.840) and the use of honesty and integrity 
when making decisions (0.595). This was followed by the Strategic Direction dimension. 

Strategic Direction: This component was characterized by how well the Top Management Team determine 
the vision of the organization (0.513), making very reasonable action plans which are implementable (0.514), 
and empowering employees to design strategies to achieve the vision (0.895). With a mean of 2.939 and Stan-
dard Deviation of 0.724, it was clear that just like all the other components of the Strategic Leadership variable 
which had means below 3.00, even the Strategic Direction needs great improvement.  

From the above factor analysis results it shows that employees were more affected by the strategic leadership 
dimension of capacity to learn, compared to the other dimensions of capacity to change, managerial wisdom and 
strategic direction. This therefore implies that organizational leaders were keener to encouraging and creating an 
environment of learning and knowledge sharing. Similar studies have shown that resources like training enhance 
the service climate of the organization [8]. Ireland [2] too consents that the success of an organization lay in 
leaders making decisions that encourage knowledge sharing and learning. Thus when leaders are supportive of 
their subordinates and build meaningful relationships then they are susceptible to eliciting cooperation from the 
employees and thus increase their level of engagement in their work.  

The findings too showed that Strategic Leadership was evident in the organization. These are in line with 
Saks [20] who concluded that the essence of strategic leadership lay in leaders being able to steer an organiza-
tion towards change, promoting learning in an organization and being able to exercise managerial wisdom with 
relating with their subordinates and making critical decisions. Strategic direction too as a dimension of strategic 
leadership is supported by Ireland [2]. It is argued that one of the major functions of top executives is to define 
the mission and vision of the organization [11]. Other scholars argue that once a vision is established in an or-
ganization uncertainty is reduced and the vision also shows opportunity is turned to success [11]. It’s also im-
portant that leaders communicate the vision to their followers in its broadest sense [27]. This ensures that em-
ployees understand the vision and therefore makes it implementation easier.  
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Table 1. Factor analysis. 

Factor Analysis Results: How strategic Leadership Perceptions in the 
Company 

Capacity to 
Learn 

Capacity to 
Change 

Managerial 
Wisdom 

Strategic 
Direction 

The organization invests in training it’s human resources 0.912    

Line Managers ask  
challenging questions that encourage learning 0.881    

Line Managers encourage and build strong relationships among  
members 0.846    

Top Management Team develop structures through which knowledge 
can be shared 0.795    

Employees are encouraged by their Line Managers to work as groups 0.666    

Top Management Team have the ability to recognize the needs and 
goals of each units  .882   

The Top Management Team establish control systems that facilitate 
flexible and innovative employee behaviors  0.882   

The Line Managers apply appropriate leadership role for interactions 
with subordinates, peer and superiors  0.866   

The Top Management Team make sure that employees are  
comfortable with constant change  0.860   

Line Managers and employees are committed to treating each other 
with respect and dignity  0.524   

The Line Managers show compassion in different situations   0.840  

The Top Management Team apply honesty and integrity when making 
decisions   0.595  

The Line Managers are economically efficient   0.580  

The Top Management Team have the ability to make timely decisions   0.538  

Employees are empowered to design strategies to achieve the vision    0.895 

The action plans are implementable    0.514 

The Top Management Team determine the vision of the organization    0.513 

Eigen Value 8.982 4.029 1.952 1.579 

Variance % 35.926 16.115 7.809 6.315 

Cumulative % 35.926 52.041 59.850 66.165 

Mean 1.891 2.517 2.748 2.939 

SD 0.408 0.676 0.992 0.724 

 
The Pearson (r) correlation coefficient was employed to test the direction and the degree of association be-

tween the study variables (Table 2).  
The relationship between strategic leadership and employee engagement 
Strategic leadership and employee engagement were significantly and positively correlated (r = 0.63, p < 

0.01). It was further noted that the components of Strategic Leadership namely Strategic Direction, Capacity to 
Learn, Capacity to change and Managerial wisdom were all positively related to Employee Engagement (p < 
0.01). These results show that when supervisors and managers are supportive to the subordinates and cooperate 
to see to it that they help them to acquire skills and knowledge then such employees are more likely to be enthu-
siastic, arrive early for work and attach more value to their work. Konrad [24] too argues that managers needed 
to encourage employees to invest in the improvement of their own skills.  

Regression Analysis 
The regression analysis was conducted in the Table 3 to show the degree to which the Strategic Leadership 

predicts the Employee Engagement. 
From the table above it shows that strategic leadership is a significant predictor of employee engagement at 

38.8% (Adjusted R Square = 0.388, sig < 0.01). These findings are in line with Rothmann [17] and Saks [20] 
who concluded in their studies that supervisor and co workers relations enhance employee engagement. These 
studies confirmed that leadership enhanced engagement among employees.  
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Table 2. Pearson correlation coefficient. 

 Mean SD 1 2 3 4 5 

Strategic Direction-1 2.939 0.724 1.000     

Capacity to Learn-2 1.891 0.408 0.508** 1.000    

Capacity to change-3 2.517 0.676 0.542** 0.763** 1.000   

Managerial wisdom-4 2.748 0.992 0.497** 0.613** 0.683** 1.000  

Strategic Leadership-5 2.789 0.846 0.600** 0.689** 0.656** 0.724** 1.000 

Employee Engagement 2.469 0.686 0.463** 0.672** 0.634** 0.520** 0.626**1 

**This shows the level of significance of the correlation at the 0.01 level (2-tailed). 
 

Table 3. Regression analysis. 

 Unstandardized 
Coefficients 

Standardized 
Coefficients t Sig. 

Model B Std. Error Beta 
(Constant) 0.526 0.321  1.639 0.103 

Strategic Leadership 0.808 0.083 0.626 9.673 0.000 

Dependent Variable: Employee Engagement 
R 0.626     

R Square 0.392     
Adjusted R Square 0.388     

Std. Error of the  
Estimate 0.616     

F Statistic 93.558     
Sig. 0.000     

 
The model 1 results in the Table 4 show the demographic characteristics of Gender, Marital status, Age group, 

Tenure, Level of Education, and Rank of position as being significant predictors of employee engagement (sig. 
01). Subsequently in model 2 when strategic leadership was introduced it too showed that it was significant pre-
dictor of employee engagement. Some scholars argue that the success of an organization depends on the deci-
sions that the leaders make [2] [4]. Therefore for employees to be engaged it’s important that leaders embark on 
creating commitment and trust with their subordinates [5]. Trust and integrity in leadership creates enjoyable re-
lationships which are a prerequisite for engagement. 

4. Conclusion and Managerial Implications 
The study findings showed that there is a positive and significant relationship between the variables of strategic 
leadership and employee engagement. They indicated that the strategic leadership was a strong predictor of em-
ployee engagement with capacity to learn emerging as the most practiced component of strategic leadership at 
Nile Breweries. This means that the other component of strategic leadership (capacity to change, strategic direc-
tion and managerial wisdom) where the least practiced. For an organization to survive and thrive in a competi-
tive and dynamic world it needs to be able to manage change effectively, engage and rally its employees to the 
overall vision and goal of the organization. It’s thus essential for organizations to involve in training of manag-
ers and supervisors on strategic leadership skills so that they can effectively be able to interact with their subor-
dinates in a fair manner and encourage consensus towards the objectives and goals of the organization.  

It’s also important that managers practice charisma with dealing with their subordinates [27]. This way it is 
assumed that employee concerns will be reduced and confidence in their jobs increased. One of the roles of 
leaders in an organization is that they rally employee effort towards the achievement of organizational goals and 
objectives. However this can only be done when the employees trust the actions of leaders in the decision mak-
ing process. It’s therefore paramount that leaders build and maintain trust in the organization by consistently 
developing their interpersonal and relational skills [30].  
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Table 4. Hierarchical regression analysis. 

Change statistics Model-1 
Β 

Model-2 
β 

(Constant) 3.135 1.116 
Gender 0.552 0.223 

Marital Status 0.066 0.071 
Age Group 0.117 0.141 

Tenure 0.373 0.306 
Highest Level of Education 0.014 0.073 

Strategic Leadership  0.628 

Dependent Variable: Employee Engagement 

R2 0.344 0.525 

R2 (Adj.) 0.316 0.501 

ΔR2 0.344 0.181 

F Change 12.245 52.899 

Sig. 0.000 0.000 

 
Limitations  
Simple random sampling was used to select a representative sample out of the population. There is a possibility 
that same key respondents would have been left out of the sample size. Additionally the study concentrated 
more on employees at the operational level of management, so it’s possible that some of their views could have 
been biased regarding their leaders. It was also hard to get empirical evidence of studies carried out specifically 
relating to the variable under study; strategic leadership and employee engagement, the researcher had to rely on 
inferences made from studies concerning strategic leadership and employee engagement individually. Therefore 
more empirical studies are needed to test the relationship between the strategic leadership and employee en-
gagement in different environmental setting. Similarly more studies are needed to test the reliability of the mea-
surement used to measure strategic leadership. The measure used in this study was arrived at after a careful 
analysis of literature concerning strategic leadership. 
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