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ABSTRACT

	This study examined employee engagement as a predictor of organizational performance in banana plantations in Taytayan, Cateel, Davao Oriental. Recognizing the critical role of human resources in agricultural productivity, the research assessed how dimensions of employee engagement, namely work engagement, employee communication, employee commitment, discretionary effort, and meaningfulness of work, influence organizational performance in terms of staff motivation, working environment, training and development, and management. A descriptive-correlational research design was employed, with data collected from 222 full-time plantation employees selected through simple random sampling. Data were gathered using adapted Likert-scale questionnaires and analyzed using descriptive statistics, Pearson correlation, and regression analysis. Findings revealed that both employee engagement and organizational performance were rated very high across all indicators. Results further showed a strong, positive, and statistically significant relationship between employee engagement and organizational performance. Regression analysis confirmed that employee engagement significantly predicts organizational performance, indicating that higher engagement is associated with improved motivation, workplace conditions, training effectiveness, and managerial practices. The study concludes that fostering meaningful work, effective communication, and employee commitment is essential to sustaining high organizational performance in banana plantations. Based on the findings, the study recommends strengthening engagement-driven human resource strategies to enhance productivity, employee retention, and long-term organizational sustainability.
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1. INTRODUCTION

Employee engagement is a crucial determinant of organizational performance in banana plantations, as research has shown that highly engaged employees contribute significantly to productivity and alignment with company objectives (Celestin et al., 2024). However, challenges persist when there is a lack of consistent recognition and inadequate training programs, leading to employee disengagement and a decline in productivity (Arthi, 2019). Effective leadership practices are pivotal in fostering satisfaction and engagement among workers, which is essential for maintaining high performance in plantation management (Ramírez-Orellana et al., 2021). Additionally, studies have demonstrated that job satisfaction and employee well-being are closely linked to engagement, influencing retention rates and overall output in agricultural enterprises (Ali et al., 2021). When organizational strategies are not well-aligned with engagement initiatives, performance often suffers, resulting in higher turnover rates and operational inefficiencies (Kairu, 2020). Furthermore, structural challenges, such as limited innovation and insufficient support systems, can dampen the positive impact of employee engagement on performance, underscoring the need for targeted strategic improvements in banana farming operations (Kirimi et al., 2023).
Organizational culture has been shown to significantly impact the business performance of Cavendish banana cooperatives, although there is still a lack of research specifically examining the role of employee engagement in such agricultural settings (Dipon & Gempes, 2024). In a similar vein, the mediating roles of compassion and psychological ownership have been explored in the context of corporate social responsibility (CSR) and work engagement, yet there remains a gap in integrated theoretical approaches tailored to the agricultural sector (Ali et al., 2021). Research focusing on banana plantation companies also highlights how Total Quality Management (TQM) and Supply Chain Management (SCM), mediated by HR competencies, contribute to organizational performance, but calls for more longitudinal studies to gain deeper insights into employee engagement (Setiawati et al., 2023). Furthermore, the limited application of strategies that embed employee engagement into banana plantations' operational frameworks points to a practical gap in subsistence small businesses (Jardon & Martinez-Cobas, 2024).
Community-based water management in large-scale agricultural systems in southern Mexico has been empirically assessed, yet the role of employee engagement was not explored, indicating a contextual research gap (Leroy, 2023). Project management practices in tissue culture banana projects have also been examined. However, the lack of consideration for employee engagement highlights an empirical gap in understanding performance outcomes in such agricultural initiatives (Mavitiru, 2022). Strategic planning has shown its impact on productivity and sustainability within banana grower cooperatives; however, the omission of employee engagement in these analyses suggests a conceptual gap (Dipon & Cabudol, 2024). Additionally, labor conditions on both certified and non-certified banana plantations have been investigated. However, the lack of an in-depth examination of how employee engagement influences different worker demographics reveals a population gap (Van Rijn et al., 2020).

2. methodologY

2.1 Research Design

This study utilized a descriptive-correlational design to examine the relationship between employee engagement and organizational performance. By utilizing statistical tools, the study assessed whether higher levels of employee engagement are associated with improved performance outcomes, such as productivity, efficiency, or profitability (Saunders et al., 2016).  The descriptive aspect of the design aims to systematically describe the level of employee engagement and organizational performance as they exist within the banana plantation setting. According to Creswell and Creswell (2017), this approach is beneficial for capturing the current state of both variables without manipulating any factors. By collecting detailed data on employee engagement, such as job satisfaction and commitment, researchers can form a clearer understanding of how these factors manifest within the organizational environment. The correlational aspect of the research design seeks to determine the strength and direction of the relationship between employee engagement and organizational performance.



2.2 Research Instrument

In this study, a Likert-scale closed-ended questionnaire was used to collect quantitative data. The survey questionnaires contained two parts, both of which were answered by the employees. The questionnaires on organizational performance were adapted from Musmuliana & Mustaffa (2012), and the employee engagement questionnaire was adapted from Balakrishnan & Masthan (2013).

2.3 Respondents of the Study

The research respondents in this study were employees working at different levels in the banana plantations of Taytayan, Cateel, Davao Oriental. These employees, including laborers, supervisors, and managers, were selected because employee engagement impacted organizational performance. Research shows that engaging employees at all organizational levels is crucial in understanding the broader impact of engagement on organizational success (Albrecht et al., 2015). The study used a simple random sampling technique, which gave each employee in the organization an equal chance of being selected.  This method minimizes selection bias and allows the results to be generalized to the entire workforce. By randomly selecting respondents, the study aims to gather data that accurately represents the overall employee population. Random sampling is particularly valuable in organizational research as it avoids the risk of over-representing specific subgroups and helps ensure the reliability of the findings (Taherdoost, 2016). Using this approach, the study ensured that the results reflect a broad range of employee experiences and engagement levels, enhancing the validity of the conclusions. Slovin's formula is used to calculate an appropriate sample size for a given population when you want to obtain accurate results within a specified margin of error. 
With a total population of 500 and a 5% margin of error (0.05), Slovin's formula indicates you would need about 222 respondents to achieve a representative sample of the population. This means that the results you get from surveying 222 respondents would likely be accurate within ±5% of the actual population's responses.

3. results and discussion

3.1 Level of Employee Engagement

‎The results present the level of employee engagement, as measured by its indicators: work engagement, employee communication, employee commitment, discretion effort, and meaningfulness of the work.
As shown in Table 1, banana plantation workers' work engagement is interpreted as very high, with an overall mean score of 1.74. Based on the reversed Likert scale, this score falls within the very high range (1.00–1.79), indicating that employees’ engagement in the workplace exceeds expectations. The strongest indicator of engagement was “When I am working, I forget everything else around me”, which recorded the lowest mean score of 1.36, reflecting the highest level of engagement. Meanwhile, the least engaged responses, though still considered high, were seen in the statements “At my work I always persevere even when things do not go well”, with a mean score of 1.96, placing them in the high category (1.80–2.59). These results suggest that, while overall engagement is strong across all areas, certain aspects still offer opportunities for further improvement. A study by Bakker and Albrecht (2018) supports these findings, revealing that employees with high levels of work engagement marked by vigor, dedication, and absorption tend to demonstrate higher job performance and satisfaction, aligning closely with the work engagement levels observed in the banana plantation. Similarly, Knight, Patterson, and Dawson (2020) highlight that interventions fostering psychological safety and support directly enhance engagement outcomes, while Agarwal and Gupta (2018) found that work engagement significantly mediates the relationship between job resources and employee performance, underscoring its critical role in sustaining productivity.
Table 1. The Level of Employee Engagement in Banana Plantation in terms of Work Engagement
	Indicators
	Std. Deviation
	Mean
	Interpretation

	1. Employees often feel energized at work.
	0.66
	1.56
	Very High

	2. Work is perceived as meaningful and purposeful.
	0.59
	1.87
	High

	3. Time tends to pass quickly during work.
	0.78
	1.77
	Very High

	4. Employees feel physically and mentally strong while working.
	0.69
	1.87
	High

	5. There is a general enthusiasm about the job.
	0.70
	1.68
	Very High

	6. Work demands full attention, often leading to a sense of losing awareness of surroundings.
	0.69
	1.36
	Very High

	7. The job is seen as a source of inspiration.
	0.56
	1.85
	High

	8. People feel motivated to go to work in the morning.
	0.70
	1.69
	Very High

	9. Intense work brings a sense of happiness.
	0.67
	1.74
	Very High

	10. Individuals take pride in their work.
	0.68
	1.72
	Very High

	11. Employees are often deeply immersed in their tasks.
	0.69
	1.76
	Very High

	12. It is possible to work for extended periods without fatigue.
	0.64
	1.78
	Very High

	13. The job is considered mentally and/or technically challenging.
	0.71
	1.73
	Very High

	14. Individuals can become fully absorbed in their work.
	0.71
	1.85
	High

	15. Employees demonstrate mental resilience on the job.
	0.67
	1.77
	Very High

	16. Detaching from work can be difficult.
	0.75
	1.55
	Very High

	17. Persistence is maintained even during difficult situations at work.
	0.60
	1.96
	High

	Average
	0.40
	1.74
	Very High



As shown in Table 2, banana plantation workers' level of engagement in employee communication is interpreted as very high, with an overall mean score of 1.69. Based on the reversed Likert scale used, this score falls within the very high category (1.00–1.79), indicating that employees’ communication with their superiors exceeds the expected level. The strongest indicator of communication engagement was “Your superior makes you feel free to talk with him/her”, which recorded the lowest mean score of 1.30, reflecting the highest level of positive perception. Meanwhile, the least engaged response, though still rated as high, was “You believe that your superior thinks he/she really understands you”, with a mean score of 2.03, placing it in the high category (1.80–2.59). This suggests that while overall communication is perceived as strong, there may be room to enhance perceived mutual understanding between employees and their superiors. A study of Kang and Sung (2017) supports these findings, showing that symmetrical internal communication significantly boosts employee engagement and fosters constructive communication behaviors. Likewise, a study of Yue et al. (2019) demonstrate that transparent communication enhances organizational trust and strengthens engagement, while He, Morrison, and Zhang (2019) found that supportive leadership communication improves employee voice and engagement in the workplace.

Table 2. The Level of Employee Engagement in the Banana Plantation in Terms of Employee Communication

	Indicators
	Std. Deviation
	Mean
	Interpretation

	1. Supervisors are open, honest, and candid with employees.
	0.68
	1.56
	Very High

	2. Employees believe their supervisors genuinely understand them.
	0.70
	2.03
	High

	3. Employees believe their supervisors feel understood by them.
	0.79
	1.76
	Very High

	4. Employees have a clear understanding of their supervisors.
	0.69
	1.95
	High

	5. Supervisors convey that employee input is valued and important.
	0.75
	1.67
	Very High

	6. Supervisors create a safe and open environment for communication.
	0.58
	1.30
	Very High

	7. Supervisors’ express confidence in employees' abilities.
	0.63
	1.81
	High

	8. Supervisors encourage the sharing of new information, including bad news.
	0.76
	1.58
	Very High

	9. Supervisors support transparency when problems arise at work.
	0.64
	1.77
	Very High

	10. Supervisors promote honest communication about job-related issues.
	0.71
	1.52
	Very High

	Average
	0.49
	1.69
	Very High



As shown in Table 3, the level of engagement of employees in the banana plantation in terms of employee commitment, discretionary effort, and meaningfulness of the work is interpreted as very high, with an overall mean score of 1.70. Based on the reversed Likert scale used, this value falls within the very high category (1.00–1.79), suggesting that employees are highly dedicated to their work and to the organization. The strongest indicator was “I am willing to put in a great deal of effort beyond that normally expected in order to help this organization be successful”, which had the lowest mean score of 1.52, indicating the highest level of discretionary effort. Other highly rated items include expressing pride in the organization and alignment with its values, further reflecting strong affective commitment and intrinsic motivation.

The least engaged indicator, though still in the high category (1.80–2.59), was “I feel very little loyalty to this organization”, with a mean score of 1.91. This statement is negatively worded, and its relatively higher score implies that while most employees are loyal, there may still be isolated perceptions of detachment among some. Overall, these findings demonstrate a workforce that finds purpose in their tasks and is willing to go beyond standard expectations, which are key elements of both discretionary effort and meaningful work. A study by Rameshkumar (2020) supports these findings, emphasizing that employee engagement, when underpinned by emotional and value-based commitment, drives not only performance but also the likelihood of employees exerting extra effort beyond the formal job requirements. Similarly, Sharafizad, Redmond, and Morris (2020) found that leadership and management factors strongly influence employee engagement and discretionary effort, highlighting the importance of organizational support in sustaining high levels of loyalty and motivation among employees. In addition, Lysova, Allan, Dik, Duffy, and Steger (2019) provide evidence that meaningful work is a critical driver of sustained employee engagement, showing that when employees perceive their tasks as purposeful, their commitment and discretionary effort are significantly enhanced.

Table 3. The Level of Employee Engagement in Banana Plantation in terms of Employee Commitment, Discretion Effort, and Meaningfulness of the Work.

	Indicators
	Std. Deviation
	Mean
	Interpretation

	1. Employees are willing to put in extra effort to help the organization succeed.
	0.66
	1.52
	Very High

	2. Employees speak positively about the organization to others.
	0.61
	1.89
	High

	3. Some employees feel a low level of loyalty to the organization.
	1.05
	1.91
	High

	4. The work performed is considered highly important by employees.
	0.69
	1.79
	Very High

	5. Employees are willing to accept various job assignments to remain with the organization.
	0.71
	1.62
	Very High

	6. Employees perceive alignment between their personal values and those of the organization.
	0.61
	1.70
	Very High

	7. Employees feel proud to be part of the organization.
	0.54
	1.34
	Very High

	8. Job activities hold personal meaning for employees.
	0.55
	1.86
	High

	9. Some employees feel they could work elsewhere as long as the role is similar.
	0.67
	1.65
	Very High

	10. The organization inspires employees to perform at their best.
	0.64
	1.73
	Very High

	Average
	0.42
	1.70
	Very High



As shown in Table 4, the results reveal a very high level of employee engagement in the banana plantation, with a mean score of 1.71, indicating strong involvement, commitment, and communication across the workforce. This high engagement level, especially in communication (mean = 1.69), is crucial for ensuring effective coordination and performance in operational tasks. According to Ramirez-Orellana et al. (2021), employee engagement is a significant determinant of organizational performance, especially in agricultural contexts like banana farms. Their study in Ecuador found that when employees are well-trained, informed, and motivated, farm performance improves notably in areas such as productivity, sustainability practices, and task efficiency. Similarly, Olonite, Ayejuyo, and Oni (2025) demonstrated that sustainability training and employee engagement practices in agricultural firms directly enhance financial and operational performance, stressing the value of motivated and informed staff in organizational outcomes. Furthermore, Lucki (2024) highlighted that digital communication and training mechanisms in farming communities substantially boost employee engagement, which in turn supports efficiency and productivity, underscoring the importance of strong engagement strategies for agricultural success. The alignment between high engagement scores and organizational outcomes in this study reflects the same pattern, reinforcing that strong employee engagement leads to enhanced organizational performance in plantation settings.

Table 4. Shows the Summary result for overall Employee Engagement.

	Factors of Employee Engagement
	Std. Deviation
	Mean
	Interpretation

	Work Engagement
	0.40
	1.74
	Very High

	Employee Communication
	0.49
	1.69
	Very High

	Employee Commitment, Discretion, Effort, and Meaningfulness of the Work
	0.42
	1.70
	Very High

	Overall Employee Engagement
	0.38
	1.71
	Very High



3.3 Level of Organizational Performance  

This result presents the level of organizational performance as measured, namely: staff motivation, working environment, training and development, and management. 
As shown in Table 5, the level of organizational performance in the banana plantation in terms of staff motivation is interpreted as very high, with an overall mean score of 1.79. Based on the reversed Likert scale used in the study (where lower scores indicate higher levels), this value falls within the very high category (1.00–1.79), indicating that employee motivation exceeds expected standards. The strongest indicator of staff motivation was satisfaction with recognition for performance: “Employees are satisfied with the recognition they receive for good performance”, which recorded the lowest mean score of 1.61, reflecting the highest motivational impact among the indicators. Other very high-rated items included the perception of employer care for employee welfare (mean = 1.74) and freedom to discuss work-related issues with supervisors (mean = 1.79). However, some indicators, while still categorized as high, presented slightly higher mean scores: satisfaction with salary (mean = 1.93) and teamwork/cooperation in work units (mean = 1.87). These scores suggest opportunities for improvement in compensation and collaborative practices. Overall, the results reflect a strong motivational climate within the plantation that supports employee performance, while also identifying key areas for further development. These findings align with the study of Albrecht et al. (2020), who concluded that employee motivation and recognition are critical antecedents of organizational performance, influencing not only productivity but also employee retention and well-being. Similarly, Eliyana & Ma’arif (2019) emphasized that recognition, job satisfaction, and organizational commitment significantly enhance employee performance, reinforcing the importance of intrinsic and extrinsic motivators. Karatepe and Olugbade (2017) further supported this by demonstrating how organizational support and recognition positively affect career satisfaction and reduce turnover intentions, strengthening the role of employee motivation in sustaining high levels of organizational performance.

Table 5. The Level of Organizational Performance in the Banana Plantation in terms of Staff Motivation.

	Indicators
	Std. Deviation
	Mean
	Interpretation

	1. Employees are satisfied with the recognition they receive for good performance.
	0.67
	1.61
	Very High

	2. Employees are satisfied with their salary.
	0.64
	1.93
	High

	3. Employees feel free to discuss work-related problems with their immediate manager or supervisor.
	0.76
	1.79
	Very High

	4. Work units are staffed with cooperative, friendly, and team-oriented individuals.
	0.75
	1.87
	High

	5. Employers are perceived to care about employee welfare.
	0.70
	1.74
	Very High

	Average
	0.53
	1.79
	Very High



As shown in Table 6, the organizational performance of the banana plantation in terms of working environment is interpreted as very high, with an overall mean score of 1.65 and a standard deviation of 0.44. This score falls within the “very high” category on the reversed Likert scale (1.00–1.79), indicating that the working environment within the plantation significantly exceeds employee expectations. The most positively rated indicator was “Employees are satisfied with the available working spaces such as discussion rooms, operations areas, and halls”, which recorded the lowest mean score of 1.30, reflecting the highest level of satisfaction among all measured items. Similarly, “The organization provides the necessary equipment to perform jobs effectively” (mean = 1.60) and “The company is located in a strategic and convenient area” (mean = 1.61) were also rated very high, indicating strong perceptions of operational support and accessibility. However, “Employees are satisfied with the facilities and equipment provided by the organization” (mean = 1.90) and “Noise levels in the workplace are within acceptable limits” (mean = 1.82) received slightly higher scores, placing them in the high category (1.80–2.59), suggesting these are potential areas for further improvement. These findings support the study by Raziq and Maulabakhsh (2015), which emphasized that a well-structured and supportive working environment plays a vital role in improving employee satisfaction and overall organizational performance. Furthermore, Al-Omari and Okasheh (2017) found that workplace design elements such as lighting, noise control, and spatial organization have a measurable impact on employee productivity and satisfaction levels. Likewise, Gyurák et al. (2020) reinforced that conducive work environments foster motivation, reduce stress, and enhance employee performance, demonstrating a direct link between environmental conditions and organizational outcomes.
Table 6. The Level of Organizational Performance in the Banana Plantation in terms of Working Environment.

	Indicators
	Std. Deviation
	Mean
	Interpretation

	1. Employees are satisfied with the available working spaces, such as discussion rooms, operations areas, and halls.
	0.54
	1.30
	Very High

	2. Employees are satisfied with the facilities and equipment provided by the organization.
	0.57
	1.90
	High

	3. The organization provides the necessary equipment to perform jobs effectively.
	0.62
	1.60
	Very High

	4. Noise levels in the workplace are within acceptable limits.
	0.68
	1.82
	High

	5. The company is located in a strategic and convenient area.
	0.65
	1.61
	Very High

	Average
	0.44
	1.65
	Very High


As shown in Table 7, the organizational performance of the banana plantation in terms of training and development is interpreted as very high, with an overall mean score of 1.60 and a standard deviation of 0.42. This indicates that employees perceive the organization's training initiatives as highly effective and beneficial. The strongest indicators were “Employees are satisfied with the training they receive from the organization” and “Employees are able to apply their skills and knowledge to their work”, both of which recorded the lowest mean scores of 1.42, signifying the highest levels of satisfaction and practical applicability. Other items such as “Training provided by the organization improves job performance” (mean = 1.68), “Training is considered important and beneficial by employees”, (mean = 1.78), and “Employees regularly participate in training organized by the company”, (mean = 1.70) were also rated as very high, though slightly closer to the high threshold, indicating consistent appreciation for training but with room for further reinforcement in participation and perceived value.
These findings align with Noe (2020), who asserted that well-structured training programs not only enhance individual competencies but also drive organizational success by fostering a skilled, adaptable, and motivated workforce. Similarly, Sal & Raja (2016) found that continuous training and competency development significantly improve employee performance, commitment, and innovation within agricultural and industrial sectors. Moreover, Khan et al. (2015) emphasized that effective training evaluation and implementation mechanisms ensure sustainable employee growth and better organizational outcomes.
Table 7. Shows the Level of Organizational Performance in the Banana Plantation in terms of Training and Development

	Indicators
	Std. Deviation
	Mean
	Interpretation

	1. Employees are satisfied with the training they receive from the organization.
	0.57
	1.42
	Very High

	2. Training provided by the organization improves job performance.
	0.62
	1.68
	Very High

	3. Employees are able to apply their skills and knowledge to their work.
	0.58
	1.42
	Very High

	4. Training is considered important and beneficial by employees.
	0.58
	1.78
	Very High

	5. Employees regularly participate in training organized by the company.
	0.68
	1.70
	Very High

	Average
	0.42
	1.60
	Very High



As shown in Table 8, the banana plantation's organizational performance in management is interpreted as very high, with an overall mean score of 1.68 and a standard deviation of 0.46. This reflects a strong and favorable perception of management practices among employees. The most positively rated indicator was “Employees are satisfied with the company’s management team”, which recorded the lowest mean score of 1.41, indicating the highest level of satisfaction. Similarly, employees reported feeling free to express their opinions (mean = 1.70), having positive relationships with their managers (mean = 1.72), and receiving constructive feedback on complaints (mean = 1.74), all categorized as very high, suggesting that open communication and supportive management are well-embedded in the organizational culture. The only indicator with a slightly higher score was “The management team is perceived to perform well” (mean = 1.82), which falls in the high category (1.80–2.59), indicating that while performance is generally well-regarded, there is some room to strengthen perceived managerial competence. These findings are consistent with those of Peñaflor and Juevesa (2020), who emphasized that effective, approachable leadership significantly contributes to improved employee engagement and organizational performance. In addition, Al Khajeh (2018) found that leadership style has a direct and measurable impact on organizational productivity, with participative and transformational leaders fostering higher employee morale and trust. Similarly, Khan et al. (2020) asserted that transparent management practices and open communication channels enhance job satisfaction, reduce conflict, and build organizational commitment.
Table 8. The Level of Organizational Performance in the Banana Plantation in terms of Management

	Indicators
	Std. Deviation
	Mean
	Interpretation

	1. Employees feel free to express their opinions about company management.
	0.62
	1.70
	Very High

	2. The management team is perceived to perform well.
	0.68
	1.82
	High

	3. Employees have a positive relationship with their managers.
	0.64
	1.72
	Very High

	4. Management provides constructive feedback in response to employee complaints.
	0.66
	1.74
	Very High

	5. Employees are satisfied with the company's management team.
	0.54
	1.41
	Very High

	Average
	0.46
	1.68
	Very High



As shown in Table 9, the overall organizational performance of the banana plantation is rated very high, with a mean score of 1.68 on the reversed Likert scale (1.00–1.79). This indicates that employees perceive their organization as exceeding performance expectations across all key dimensions. The most highly rated factor was Training and Development (mean = 1.60), followed by Working Environment (1.65) and Management (1.68), all of which reflect strong institutional support, leadership, and capacity-building efforts. While Staff Motivation had the highest mean score (1.79), it remains in the “Very High” category, indicating that employees are motivated but may benefit from enhanced recognition and reward systems. These findings are consistent with research emphasizing that improving performance in banana plantation companies relies heavily on competent human resources, continuous training, and effective management systems (Setiawati et al., 2023). Similarly, Urbancová & Vnoučková (2018) highlighted that integrating employee development and leadership effectiveness fosters sustainable growth and overall organizational success in agricultural enterprises. Furthermore, Fernando et al. (2021) found that supportive workplace culture and consistent managerial practices significantly enhance employee motivation and organizational competitiveness.
Table 9.	The Level of Organizational Performance in the Banana Plantation in terms of Management
	Factors of Organizational Performance
	Std. Deviation
	Mean
	Interpretation

	Staff Motivation
	0.53
	1.79
	Very High

	Working Environment
	0.44
	1.65
	Very High

	Training and Development
	0.42
	1.60
	Very High

	Management
	0.46
	1.68
	Very High

	Overall Organizational Performance
	0.40
	1.68
	Very High



[bookmark: _Toc222326316]3.4 The Significant Relationship between Employee Engagement and Organizational Performance 
This result shows a significant relationship between employee engagement and the banana plantation's organizational performance. The correlation analysis in Table 10 reveals a strong, positive, and statistically significant relationship between employee engagement and organizational performance, with a Pearson correlation coefficient of r = 0.766 and a p-value of .000, based on 222 respondents. This significant relationship is shaped by specific factors on both sides: for employee engagement, key elements include Work Engagement, Employee Communication, Employee Commitment, Discretionary Effort, and Meaningfulness of Work, all of which reflect the extent to which employees are emotionally and behaviorally invested in their roles. On the organizational performance side, the contributing dimensions are Staff Motivation, Working Environment, Training and Development, and Management, which together represent the organization’s ability to create a supportive, motivating, and well-led environment. The data suggest that when employees are meaningfully engaged, feel heard, are empowered, and are aligned with their tasks, they are more likely to contribute to organizational success across motivational, developmental, and managerial domains. This finding is strongly supported by Linde (2024), who concluded that, in agribusiness contexts, enhanced employee engagement through effective communication, leadership, and development opportunities directly correlates with improved organizational performance. Similarly, Bakker and Albrecht (2018) emphasized that engaged employees drive performance through enthusiasm, dedication, and proactive behavior, thereby strengthening organizational resilience and innovation. Furthermore, Nandan & Jyoti (2021) found that employee engagement mediates the relationship between leadership quality and organizational performance, suggesting that fostering engagement is a key strategic tool for sustainable competitiveness. 




Table 10. Shows the Correlation analysis results between employee engagement and Organizational Performance.
	
	Employee Engagement
	Organizational Performance

	Employee Engagement
	Pearson Correlation
	1
	0.766

	
	Sig. (2-tailed)
	
	000

	
	N
	222
	222

	Organizational Performance
	Pearson Correlation
	0.766
	1

	
	Sig. (2-tailed)
	000
	

	
	N
	222
	222



[bookmark: _Toc222326317]3.4 Employee Engagement Predicts Organizational Performance
Table 11 confirms that employee engagement is a statistically significant predictor of organizational performance, as evidenced by a high beta coefficient (β = 0.766), a t-value of 17.678, and a p-value of 0.000. This suggests that greater engagement, characterized by meaningful work, commitment, and proactive communication, leads to measurable improvements in performance domains such as staff motivation, training, and effective management. Supporting this, Rahmadani et al. (2020) conducted a multilevel study within an Indonesian agricultural-based organization. They found that work engagement not only enhances individual and team outcomes but also significantly predicts improved job performance and collective organizational success. Their findings underscore the role of engaged leadership and motivated employees in sustaining agricultural enterprise performance, aligning directly with the optimistic prediction shown in this plantation context. Similarly, Kim and Park (2017) demonstrated that employee engagement mediates the relationship between transformational leadership and organizational performance, emphasizing that leadership styles fostering trust and empowerment can amplify engagement outcomes. In addition, Albrecht et al. (2015) highlighted that a culture of psychological safety and continuous feedback strengthens engagement levels, leading to sustained organizational effectiveness across industries.
Table 11.	Post hoc analysis of age-based differences in social media advertisement levels

	Independent Variables
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	(Constant)
	0.311
	0.079
	
	3.925
	0.000

	Employee Engagement
	0.799
	0.045
	0.766
	17.678
	0.000




4. CONCLUSIONS AND RECOMMENDATIONS

4.1 Conclusions
The findings of this study demonstrate that employee engagement within the banana plantation in Taytayan, Cateel, Davao Oriental is exceptionally high and plays a critical role in driving superior organizational performance. Employees consistently exhibit strong levels of energy, dedication, commitment, and effective communication across all measured dimensions, including work engagement, employee communication, discretionary effort, and meaningfulness of work.
Organizational performance was likewise rated very high across key domains such as staff motivation, working environment, training and development, and management effectiveness. Employees reported strong motivation, supportive working conditions, practical and relevant training opportunities, and generally positive management practices. These favorable performance outcomes reflect an organizational climate that actively supports and reinforces high levels of engagement.
Statistical analysis revealed a strong, positive, and significant relationship between employee engagement and organizational performance, indicating that improvements in engagement are closely associated with enhanced performance outcomes. Correlation results confirm that engagement and performance move together in meaningful and measurable ways. Furthermore, regression analysis established employee engagement as a significant predictor of organizational performance, explaining a substantial proportion of variance in performance indicators. This suggests that increases in engagement are likely to result in measurable gains in motivation, training effectiveness, workplace conditions, and managerial performance.
Overall, the evidence underscores the strategic importance of sustaining and strengthening employee engagement. For plantation management, investing in engagement-focused initiatives—such as fostering open communication, promoting meaningful work, recognizing employee contributions, and ensuring continuous training and development—can translate high engagement levels into sustained operational excellence and long-term economic success.

4.2 Recommendations

[bookmark: _Toc222326321]Recommendation
It is recommended that plantation management sustain and further strengthen employee engagement, as the study found a strong positive relationship and a significant predictive effect on organizational performance. Management should implement job enrichment and rotation programs to maintain employee interest and motivation in daily tasks, while also providing greater autonomy to reinforce a sense of ownership and the meaningfulness of work. Supervisors should undergo communication and leadership training, and formal feedback systems, such as regular evaluations and suggestion platforms, should be established to improve transparency and mutual understanding. To maintain high performance, the organization should enhance recognition and incentive systems, address minor concerns related to salary satisfaction and teamwork, and continuously improve the working environment through facility upgrades and wellness initiatives. The company should also expand its training and development programs, including safety training, upskilling, and leadership development, to ensure continuous employee growth and preparedness. Finally, engagement metrics should be integrated into strategic planning and performance monitoring so that management can regularly evaluate employee engagement levels and use them as a basis for predicting productivity, retention, and long-term organizational success.
· Sustain and strengthen employee engagement, as it has a strong positive relationship and significant predictive effect on organizational performance. 
· Implement job enrichment and rotation programs* to maintain employee interest and motivation in daily tasks. 
· Provide greater autonomy to employees to reinforce ownership and meaningfulness of work. 
· Conduct communication and leadership training for supervisors. 
· Establish formal feedback systems such as regular evaluations and suggestion platforms to improve transparency and mutual understanding. 
· Enhance recognition and incentive systems to maintain high performance. 
· Address concerns related to salary satisfaction and teamwork.
· Continuously improve the working environment through facility upgrades and wellness initiatives.
· Expand training and development programs, including safety training, upskilling, and leadership development, to ensure the continuous growth and preparedness of employees. 
· Integrate engagement metrics into strategic planning and performance monitoring to regularly evaluate employee engagement and predict productivity, retention, and long-term organizational success.
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