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ABSTRACT

Public universities in Kenya have been facing declining employee performance,
illustrated by their drop in global ranking. For instance, the best-ranked university in
Kenya dropped 20 places in 2023. The problem is compounded by an increased
workload reflected in a low staff-to-student ratio of 1:30 against the recommended
maximum of 1:10. The foregoing partly informed this study, which sought to determine
the link between the quality of work-life approaches and employee performance in
public universities in Kenya. The specific objectives were to examine the nexus between
flexible work arrangements, health and wellness programmes, workload management,
technology adoption, and employee performance. The study also evaluated the
moderating effect of governance on the relationship between quality of work-life
approaches and employee performance. Atkinson’s flexible firm model, Roscoe’s
model, work-life spillover theory, the technology adoption model, stakeholder theory,
and Theory X and Theory Y anchored the study. A mix of cross-sectional survey and ex
post facto designs was adopted. In addition to adopting a positivistgphilosephy, the study
also adopted quantitative research methods as well as a déductive approach. The
accessible population constituted the staff of 8 chartered publicufiiversitics. A stratified
random sampling technique was used to draw 385 ‘samipledgstaff from 16,933
employees working with the aforementioned universities, constituting the accessible
population. The sampled faculty and non-faculty“sespondents were 135 and 250,
respectively. A semi-structured questionnaire wasusedin data collection. A pilot study
was conducted at Laikipia University to detésmine the walidity and reliability of the
research questionnaire. The data analysis washaided bythe Statistical Package for Social
Sciences. Descriptive and inferential statistics, were used to analyse data. Pertinent
diagnostic tests were done before condugting infeérential statistical analysis. The study
findings indicated that flexible workvarrangements (B1 = 0.425; t = 28.413; p < 0.05),
health and wellness programmes (B2 = 0.403; t = 20.702; p < 0.05), workload
management (B3 = 0.527; t =23.979; p=¥0.05), and technology adoption (Bs = 0.307; t=
23.724; p < 0.05) individually ‘significantly influenced employee performance. When
jointly regressed against employeeperformance, except technology adoption (p = 0.392
> 0.05), other work-life“approaches, that is, flexible work arrangements (p = 0.004 <
0.05), health and‘wellness programmes (p = 0.003 < 0.05), and workload management
(p=0.000 <0.05) hada statistically significant influence on employee performance. The
moderating effect of corporate governance on the relationship between the quality of
work-lifégapproaches and employee performance was also found to be statistically
significant (Sig. ¥ Change = 0.000 < 0.05). It was concluded that the four quality of
work-life approaches individually and jointly significantly affect the performance of
employees in Kenya’s public universities. It is recommended that universities should
recruit additional staff to ease the workload of the current employees. All universities
should have a policy that requires them to have holistic mentorship programmes.
Universities should have a policy to guide how technology can be integrated into the
work environment by the staff. The heads of departments are recommended to assist
staff in managing their workload.
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OPERATIONAL DEFINITION OF TERMS

Chartered public universities: These are state-owned institutions of higher education
which have been issued by the Commission for University
Education with the legal right to confer degrees in various

fields or disciplines.

Employee Performance: This is the outcome of university staff depicted in terms of the
execution of the tasks and responsibilities entrusted to them. It
is operationalised by efficiency, quality of \work, and

graduation rates, among other metrics.

Flexible work arrangements: These refer to how public university employees organise
themselves to effectively and efficiently, perform their jobs
given the available and ace®ssible résources. Flextime, part-
time working, telework, job,sharing; and compressed schedules
are some of the indicatersiasedto operationalise flexible work

arrangements.

Corporate governance: Governance refersto'a system that is often adapted to manage
uniyersities, assess performance, monitor risks, and come up
withy, ‘mechanisms to formulate and achieve objectives.
Measures of governance in this study include accountability,

fairness, transparency, equity, and responsibility.

Health and wellness programmes: These are programmes that are aimed at ensuring
that the health and well-being of university employees are
upheld. In this study, these programmes are operationalised by
employee assistance programmes, physical wellness, health

education, and health screenings.

Technology adoption: This refers to a university and/or its staff embracing new or
advanced technologies, operationalised by the perceived

usefulness and the ease of using those technologies.
Work-life approaches: This refers to the ability to accomplish the set objectives and
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goals concerning both the individual university employee’s

Xix
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life and work to realise contentment in all life domains. In the
present study, these approaches include flexible work
arrangements, health and wellness programmes, workload

management, and technology adoption.

Workload management: This describes how well tasks, duties, and responsibilities are
handled by university employees. It is operationalised by
resource availability, task estimation, task deadlines, and task

splitting, among other indicators.

Xvii
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

The importance of employee performance is underlined by the assertion that it strongly
predicts organisational performance (Tarmidi & Arsjah, 2019). Therefore, the
performance of a given organisation is largely dependent on the performance of its
employees. Accordingly, employee performance is equally important to university
performance, regardless of scope. By embracing the specifications outlined in the job
description, the performance of employees in universities is enhancedy(Daribiy 2024).
By adopting human resources practices, organisations cam strueture”’employees'

behaviour and skills to undertake tasks focused on achieviig set goals.

This is rightly demonstrated in the case of China, whére hitman résource planning (HRP)
practices improved employee contentment (Mayes etyal, 2017). Contented employees
not only meet the targeted performance but afealse associated with minimal turnover. In
2018, the United States Bureau of Labour)Statistics indicated that the colleges and
universities in the country witnessgd@ 10% turnover rate and 18.5% total separation rate,

which were indicative of declining employee performance (Simmons, 2020).

In the United Kingdom, flexible wotking arrangements (FWA) improve productivity in the
workplace. This is_exemplified by a survey conducted at the University of Essex for
academic years 2010/2011 to 2014/15, which underscored the importance of flexible
working time arrangements, particularly in ensuring high performance (Chung & van
der Hofst,2018)yFlexible working conditions are set as the norm for organisations. In the
current complex environment, educational institutions must become globally
competitive. One way these institutions attain successful performance is through

effective management of their educational culture (Mwangi & Waithaka, 2018).

In many organisations, full adoption of quality work-life approaches positively
influences employee performance. Quality work-life approaches encompass leave

programs, employee assistance and flexible working arrangements, among others.
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From the 1960s to the mid-70s, the concept of quality work-life approaches advanced in
the U.S., France, Germany, and Japan, when employees' working conditions were
redesigned and enhanced. Over the years, countries such as France and Japan have
reinforced quality work-life approaches to a great extent (Otieno, 2020). With flexible
working arrangements, employees can more easily balance family and work
responsibilities with personal development. Unlike in many developed nations, where
university employees are incentivised, developing countries, particularly in Africa, have

been facing conspicuous challenges in their institutions of higher education.

In Sub-Saharan Africa (SSA), for instance, university employees rarely<ehieve positive
job performance due to various factors such as training, promotién-and selfsefficacy
(Somuah et al., 2024). Staff training is one of the vital strategies uniyersities adopt to
attain a competitive advantage in SSA. Training cultivatesyemployees’ skills, thus
improving performance. Training has gradually become anPessential driver of

productivity, as it turns employees in any organisation intowalnable resources.

Under the Ghana Labour Act, Act 651, Section 10, employers must ensure that all
employees are trained and provided with jobsrelatedinformation (Somuah et al., 2024).
The concept of quality work-life and, in pasticular, work-life balance is yet to be fully
adopted by human resource managers and organisations. For instance, most Nigerian
staff experience work-lifedonflict. Unemployment and poor working conditions have
resulted in workers prioritising eareer growth and organisational profitability rather than
spending time withitheis families (Bamidele, Oyekola et al., 2019). A study conducted
at Hayamaya University, Ethiopia, by Sintayehu and Hussien (2021) showed that
academic employees are struggling with poor living conditions, minimal monthly salary
and risingleost “of living and this has affected the employees' self-esteem and

commitment.

In Africa, the formation of universities was seen as a driving force for social and
economic development since 2000. After 2000, higher education has been viewed more
as a public good, shifting the governance of these institutions. According to Nabaho
(2022), university governance models have undergone tremendous changes with major
reforms, including the development of buffer quasi-governmental agencies that are
responsible for supervising universities. One of the major reforms adopted that focused

on university governance is the shift from a state control model to a state supervision
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model. All these reforms adopted by universities in Africa are geared towards enhancing
the accountability and responsiveness of universities to societal and environmental

demands (Nabaho, 2022).

According to Ochieng and Kamau (2021), in Africa, workers who tend to undertake their
tasks on flexible schedules are likely to be more productive compared to those who work
regular working hours. Consequently, under certain conditions, organisations can greatly
benefit from flexible work arrangements. It is stated that with flexible working
arrangements, employees retain their productivity and increase their flexibility in
choosing a work method that is compatible with their work-life fit. The performance
challenges educational institutions in Africa face are similar t6 the oneshKenyan

universities are obliged to contend with.

Kenyan universities have put in place performance, appraisalfystrategies to offer
documented and constructive feedback concerning employee performance expectations.
Through appraisal processes, universities camy foeushon® their work activities and
objectives, correcting any existing issues, thus encouraging better performance (Ondari
& Ondiba, 2019). Employee relationsgarctonehof the factors that are crucial in staff
performance (Kyondo et al., 2023), In public universities in the country, employee
welfare and participation greatlyyinfluence their performance. According to Wanderi
(2023), employees in universities tend to achieve excellent results and become loyal
when they feel actiyely“involved in the decision-making process, where they are

expected to be acedumtablerfortheir actions.

In Kenya, m0st organigations have developed facilities for work-life balance to alleviate
work-home confliéts that negatively affect the performance of employees. In a report by
Otieno (2020), various approaches have been developed to protect mothers from
undergoing family-work-associated stress. To improve productivity, all Kenyan
organisations ought to acknowledge the work-life balance ideology. Employee
assistance programs (EAPs) always focus on offering financial advice and employee
counselling to attend to their needs. Due to the inability to harness the benefits of work-
life balance programs, Kenyan universities face the challenge of low employee

performance (Otieno, 2020).

University education in Kenya has experienced robust growth over the years, and by
2015, there were a total of 70 institutions. However, this rapid growth has encountered
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several challenges, particularly in leadership and governance (Kiboiy & Wosyanju,
2022). However, legislation has helped streamline higher education in the country. For
instance, the Commission for University Education (CUE) was established to regulate
standards, and the Kenya Universities and Colleges Central Placement Service
(KUCCPS) was given the power to regulate and admit qualified individuals to the
universities (Kiboiy & Wosyanju, 2022) and the University Fund was charged with
allocation of funds to universities, apportioning funds to universities and receiving funds

for the Fund from the Government, donors and any other sources.

1.1.1 Employee Performance

Employee performance is crucial because it dictates how the organisation achieves its
goals and objectives. Rawas and Jantan (2022) interpreted eniployee performance as a
metric that indicates how employees adhere to the standar@ds set out by an organisation.
Rachmaliya and Efendy (2017) defined employee performanceias the level of success of
employees in undertaking their duties and responsibilities. Tt€an also be described as the
outcome of individual workers' demonstratedyperformance in the tasks and
responsibilities entrusted to them (Rusmiati, Harjadi, & Fitriani, 2021). It can also be
defined as how employees complete tasksyand carry out the required responsibilities.
Employee performance is largelyinfluenced by internal factors (which come from
employees, such as job satisfagtion) andexternal factors (which come from outside, such

as organisational culturéand leadetship).

It is important te undetstand, what employee performance entails because it reflects
organisational performance and directly impacts the organisation's image (Silitonga &
Sadeli, 2020).3This, leads us to the various metrics that can be employed to measure
employe€ performance. Employee performance can be measured in terms of
productivity levels, exemplified by quantity, quality, inventiveness, and knowledge. On
the same breadth, there is an emphasis on both quality and quantity as dimensions of

employee performance (Hermina & Yosepha, 2019).

Past studies have used efficiency and effectiveness to demonstrate the performance of
university staff (Appiah et al., 2019). Efficiency concerns how well available resources
are utilised. It is regarded as the output-to-input ratio. It can be viewed from the
perspectives of allocative efficiency, technical efficiency, and overall efficiency (Choi &

Jung, 2017). The extent or level of results emanating from

4



St. Paul’s University Repository

the input or actions of employees describes the concept of effectiveness. Effectiveness
is characterised by goal attainment, reputation, and handling of system resources (ability
to acquire and exploit scarce resources). The performance effectiveness of different
groups or categories of employees can be measured using the above dimensions
(Gocevski & Nikolov, 2018). Contextually, the study used employees’ efficiency,
quality of work, and graduation rates as measures of university employee performance.
These metrics are partly borrowed from Molefe’s (2010) performance metrics for
academic staff in universities. Efficiency and work quality were applied to measure

performance for both faculty and non-faculty staff members.

1.1.2 Quality of Work-Life Approaches

Work-life approaches are strategies or measures taken to strikeabalance between work
and the ordinary life of employees. According to Caprong2025), work-life quality is
determined by how effectively employees balance work with®amily roles and other
responsibilities. Therefore, when an employee can effectively, balance the various life
demands, starting with their occupational demands, thisyis tantamount to high-quality
work-life balance. It follows that the quality of wotk-life approaches is dependent on the

aforementioned balance.

Quality of work-life approachesdaresttategies that focus on creating a work environment
that improves employees' wellsbeing, satisfaction and productivity. These strategies aim
to enhance the workplace experience and align organisational goals with employee
needs. Work-life balanee‘is,anfaspect of QWL that is very important to the general well-
being of employeésytheir productivity and the overall performance of the organisation.
Although ¢various defimitions of work-life balance exist, there is consensus that the
preferred _definition centres on work-life rather than work-family, encompassing
demands addresponsibilities outside the family (Brough et al., 2020). This concept is
described as the ability to accomplish the set objectives and goals concerning both
individual employees’ lives and work to realise contentment in all life domains. Other
scholars define work-life balance as equal engagement in work and satisfaction with

personal life roles.

According to Davidson (2018), some of the key components of effective (quality) work-

life are change management, leisure time management, self-management, stress
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management, technology management and time management. In the same breadth,
flexible work arrangements and health and wellness programmes are part of the quality
of work-life. This is occasioned by the fact that economic, mental, physical and social
factors are tenets that constitute the quality of work life. The foregoing issues are
antecedents of employee satisfaction as well as their job performance (Bhende et al.,
2020). Workload management is another important aspect of the quality of work-life.
According to Ahmad et al. (2022), workload significantly impacts the quality of work-
life. This is explained by the assertion that when employees balance their personal and

professional lives, reducing work-related stress, they are bound to perform better.

The support organisations provide to employees, exemplified by childease facilities and
flexible working hours, positively impacts employees' worklife” quality (Mitra et al.,
2024). Organisational support can be either formal or informal. Eermal organisational
support constitutes family-friendly benefits provided 4by“an“organisation to its
employees. These include dependent care benefit§and suppott, as well as flexible work
arrangements. The former is characterised by support that helps employees better care
for their children and aged or invalid relatives, so'they can focus their energy on their
jobs. Flexible work schedules include jobyshating, part-time work, flextime, reduced
work, compressed workweeks, dnd t€lework. Informal support can take the form of job
autonomy, job opportunitiesS,nand a ‘supportive work-life culture. QWL initiatives
directly influence employees“well-being, motivation and productivity, all of which are

key determinants efiorganisational and individual performance.

This studydfocuseden four crucial QWL approaches, including flexible work
arrangefiients, health and wellness programmes, workload management, and technology
adoption.“These approaches are particularly prevalent in public universities. Flexible
work arrangements constitute flexitime, part-time working (part-time lecturing), and
teleworking (for instance, online lecturing). The foregoing partly alluded to a shortage
of permanent staff in public universities (Bett et al., 2018). Public universities strongly
emphasise mental health support, physical wellness and health education as part of their
health and wellness programmes (Aimo et al., 2024). Workload management is

measured using metrics such as task estimates, deadlines and
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splitting, while technology adoption is measured in terms of technology availability,

reliability and ease of use.

1.1.3 Corporate Governance

Corporate governance is a system often adopted to manage organisations, assess
performance, monitor risks and develop mechanisms to formulate and achieve
objectives. Governance plays a pivotal role in organisational performance (Agili et al.,
2020). Governance practices have gradually gained interest because the prosperity of
societies, countries, and individuals is interlinked with organisations' ability to maintain
sustainable performance (Agili et al., 2020). The concept of governance has been used
since the 14™ century and is defined in various ways. Mehraj (2020)defined goyernance

as a process of exercising power to manage the affairs of individualSin a'given location.

Governance means more than maintaining law and order;@t1s a partiCipative system in
which those given the power to govern on behalf of thé general population are motivated
to do their best, solve day-to-day problems, an@umnake pedple's lives enjoyable and
satisfying. Governance is defined as the interactionsiamong structures and traditions that
regulate how power is exercised, how decisions.are made, and the input of the society or

stakeholders. Primarily, it is about authority, accountability, and relationships.

In an organisation, governance always focuses on achieving the organisation’s mission.
The best governance practiecsiare often retrieved from the experience of successful
organisations over time. Organisations must always strive to practice good governance.
Some of the best corporate, governance practices adopted by organisations include
aligning strategies with organisational objectives, managing risk effectively, consulting
independent boards, establishing sound hiring practices, formulating conflict-of-interest
rules, and exercising accountability (Triantafillou & Lewis, 2024). Over time, measuring
governance has become essential in modern societies, with government departments,
non-governmental organisations, international organisations, and private enterprises,
among others, proving their worth by measuring their accomplishments and results.
Through measurement, it becomes easy to assess the performance, quality, and character

regarding matters of governance.
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Governance can be measured through productivity analysis, democracy surveys, ranking
of public policy sectors, benchmarking of public services, and an organisation’s
productivity analysis (Triantafillou & Lewis, 2024). Good governance ensures
transparency, which builds trust and improves employees' perceptions of their
workplace, positively impacting their quality of work life. Similarly, Kumar (2025)
argues that corporate governance plays a crucial role in addressing employees’ mental
health and work-life balance. Notably, in addition to impacting work-life balance,
corporate governance also affects employee performance (Dharma & Gusnawati, 2022).
It follows that corporate governance can moderate the link between work-life approaches
and employee performance, since it influences both the quality of wefk-life‘balance and

employee performance.

1.1.4 Public Universities in Kenya

Public universities are established under the Universiti€és* Aet Namber 42 of 2012. The
Act defines a public university as a higher educational, mstitution established under the
provisions of an Act of Parliament of the Republie ofiKenya and maintained by public
funds. One of its objects is the provision ofipostssecondary education, whose culmination
is the award of certificates, diplomas andidegrecs (National Council for Law Reporting,
2012). The public universities are ¢hartered by:the Commission for University Education

(CUE) in tandem with the previsions of the aforementioned Act of Parliament.

Before the enactment of'the University Act 2012, there were only 7 public universities
in Kenya, led by the University of Nairobi, which is the oldest and largest university in
the country (Mbirithi, 2013; Mulinge et al., 2017). Despite being established at different
times over'a period spanning 37 years, CUE chartered all these universities in 2013
alongside 15 othex public universities, totalling 22 (CUE, 2014). Therefore, it is apparent
that over agperiod of 6 years (from 2007 to 2013), university education in Kenya

witnessed tremendous growth.

Despite operational, resource, and leadership challenges witnessed in these institutions
of higher learning, their number has increased rapidly (Gitonga, 2019). As of the end of
2022, there were 35 chartered public universities in Kenya, as shown in Appendix II
(CUE, 2022). An increase in the number of these universities resulted in increased

student enrollment. By the end of the academic year 2021/2022, the enrollment was
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562,066 students, a 10% increase from 509,468 in 2020. However, this increase in
enrolment is not matched by a similar increase in the number of faculty members in
Kenya’s public universities. This is reflected in the high academic staff-to-student ratio
of 1:30 (KIPPRA, 2022). It is also worth noting that the number of self-sponsored
students in undergraduate programmes has drastically dropped since the reduction of
university-entry grades for government-funded students to C+in 2016. This resulted in a
cash crunch in public universities (Shatuma, 2022). As a result, public universities in

Kenya face imminent performance challenges from multiple perspectives.

Public universities in Kenya currently face two major challenges: insufficient funding
from the Ministry of Education (MoE) and a shortage of teaching anld nen-teaching staff
needed to provide essential services (Magutu et al., 2018). Thes€ igsues,havéconstrained
service delivery within the university setting, including staff'steikes (CUE, 2018). CUE
(2018) emphasises the need for innovative approaches rather than traditional linear
models to address the issue of performance, rathepthan traditional linear models, to address
performance issues at public universities in Kenya, Limiteéd funds and constrained human
resources are some of the notable challeng@s, facig public universities in Kenya (Magutu

et al., 2008; CUE, 2018)

1.2 Statement of the Problem

This study addresses the deClining performance of employees in public universities in
Kenya, as reflected in theix drop, m'global rankings. In 2023, for instance, the University
of Nairobi dropped, 20 “places in global ranking (Gekara, 2024). This situation is
compounded by inereased workload and unfavourable staff-to-student ratio,
underscorifig .the urgent need to explore quality work-life approaches to enhance

performance, with governance playing a critical moderating role.

According to KIPPRA (2022), staff performance has deteriorated, especially after the
lowering of admission cut-off points to public universities to C+, which reduced the
number of self-sponsored students, hitherto the biggest revenue generators (KIPPRA,
2022). This has reduced the funds collected by public universities, consequently
resulting in extended delays in paying lecturers’ dues and enabling their promotions,
which demotivates them and leads to poor performance. The unprecedented increase in
student enrolment to 562,066 in the academic year 2021/2022 led to a very low academic

staff-to-student ratio of 1 to 30 against the recommended ratio ranging from
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1:18 to 1:10 (KIPPRA, 2022). This has resulted in poor performance since they have to
contend with a heavy workload. Their poor performance is reflected in the poor quality
of graduates from public universities every year (McCowan et al., 2016). Moreover,
statistics indicate that 91% of Kenyan public universities have faced many challenges
related to corporate governance, capacity development and performance (Murage,

2022).

The overall decline in quality is also problematic for universities. This is reflected in
declining teaching resources and infrastructure, poor governance, and outdated
approaches to teaching, curricula, and assessment. Consequently, univefSities are unable
to maintain high-quality teaching and learning. This leads to brain‘drain fromKenya’s
public higher education institutions; thus, academic staff departures ineritical disciplines
remain a persistent problem. The performance of employees mostly emanates from the
situations at their workplace. This underscores the need to putintoperspective work-life
approaches and how they affect employee perforfhance. Evidence from past empirical
studies supports the choice of flexible wotk “arrangements, health and wellness
programmes, workload management, andtechnology adoption as key constructs that
affect employee performance. Flexible work atrangements and workload management
explain a considerable proportion of.employee performance (Mwaniki, 2022; Bett et al.,
2022; Herdiana & Sary, 2023). Wellfiess programmes enhance productivity (Muriuki,
2018). Technological infrastrueturé also affects employee performance (Iskamto, 2023;

Oluoch & Mengich,,2023).

However, théstudies gited in the background overlooked the broader context of QWL
approaghes and, féeused instead on the impact of fragmented QWL constructs on
employeeperformance. Past empirical studies have not addressed the effect of the four
QWL approaches examined in the current study on employee performance, nor the
moderating effect of governance on the relationship between the two sets of variables,
creating a conceptual gap. In addition, although studies have examined the link between
various QWL approaches and employee performance, they have not focused on Kenyan
public universities, creating a contextual gap. This underscored the need to examine
the effect of QWL approaches on public universities’ employee performance and the

moderating effect of governance.
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1.3 Objectives of the Study
The general objective of the study was to determine the nexus between the quality of
work-life approaches and employee performance in public universities in Kenya. The

specific objectives of the study were to:

i.  Examine the link between flexible work arrangements and employee performance
in Kenyan public universities.

ii. Establish the nexus between health and wellness programmes and employee
performance in Kenyan public universities.

iil. Determine the connection between workload management an@y employee
performance in Kenyan public universities.

iv. Examine the relationship between technology adoption and‘employee performance

in Kenyan public universities.

v. Evaluate the moderating effect of governance onghe relationship between work-life

approaches and employee performance in Kefiyan publiciuniversities.

1.4 Research Hypotheses
The following null hypotheses were tested:

“ Hoi: There is no significantglink between flexible work arrangements and
employee perfermancefin Kenyan public universities.

i Ho2: There is n@ysignificant nexus between health and wellness programmes and
employeeperformance in Kenyan public universities.

i Hoz: There,isino significant connection between workload management and
employee performance in Kenyan public universities.

iv. Ho4: There”is no significant relationship between technology adoption and
employee performance in Kenyan public universities.

v Hos: There is no significant moderating effect of governance on the relationship
between work-life approaches and employee performance in Kenyan
public universities.

1.5 Significance of the Study
This study was conducted against a backdrop of dwindling performance in Kenya's
public universities, which was attributed to various factors. The performance of

individual employees was of specific concern to this study, where it was generally
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hypothesized that it was affected by the quality of work-life approaches. Given the
foregoing, this study is expected to bring about immense benefits to policymakers,

practitioners and scholars.

1.5.1 Benefits to Policymakers

The study findings will offer immense insights to regulatory entities, including the
Ministry of Education, CUE, and the National Assembly Committees on governance and
education. The findings of this study are anticipated to provide invaluable insights to the
senior management of public universities in Kenya. These include univegsity councils
and senates, as well as the deputy vice-chancellors of the 35 public universities. These
individuals are tasked with formulating and/or approving policies and, strategies that
affect staff members at their respective universities. Consequéntly, the study findings,
conclusions and recommendations inform policies and strategies that touch on employee
performance and the quality of work-life approaches, Equippediwwith these insights, they
will be better placed to determine the approachesthat necessitate the most attention and

resource allocation.

1.5.2 Benefits to Practitioners

In public universities, practitionersdncludeithe VCs and their deputies, deans of schools
or faculties, college principals,fdiréetors, and heads of departments (HODs) who are
tasked with ensuring the implémentation of the formulated policies and strategies. The
findings of this study, will, beterugial in determining the effectiveness of each of the
examined qualitygof workslife" approaches relative to employee performance. This
knowledge will enable them to ensure that they address the specific approaches more

effectively and consequently enhance the performance of the faculty members.

1.5.3 Bengéfits, to'Scholars

The study ‘will also add to the existing knowledge in the field of Human Resource
Management, especially on the quality of work-life and employee performance.
Therefore, scholars and other interested persons will benefit from this study when
sourcing pertinent reference materials. It also follows that, by linking the quality of
work-life approaches to employee performance in Kenyan public universities, as well as
determining the moderating effect of corporate governance on the nexus between the
aforementioned variables, the study is expected to bridge hitherto conceptual and

contextual gaps.
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1.6 Scope of the Study

The scope encompassed 8 of Kenya's 35 chartered public universities (chartered by
2013). The 8 universities have the longest history on matters of employee management
and extension work-life approaches and employee performance. The foregoing was
informed by the fact that, the selected universities were established as fully-fledged
universities before 2013 when the CUE formally issued universities with charters.
Therefore, the inclusion criteria required the participating universities to be public,
chartered, and established as fully-fledged universities before 2013. Given the foregoing
inclusion and exclusion criteria, the selected universities were deemed the@most suitable
scope of the current study. According to CUE (2022), these institutions are; the
University of Nairobi (established in 1970), Moi University (established in 1984),
Kenyatta University (established in 1985), Egerton University(established in 1987),
Jomo Kenyatta University of Agriculture and Technology, (establishédin 1994), Maseno
University (established in 2001), Masinde Muliro University of Seience and Technology
(established in 2007), and Dedan Kimathi University of Technology (established in
2012).

Specifically, the study targeted academic“andypnon-faculty staff drawn from the
aforementioned universities. All sc¢hools, faculties and departments were included in the
study. Essentially, the publie, universities constituted the unit of analysis, whereas a
sample of the faculty and non-faculty staff encompassed the unit of observation. Given
the uneven distributiontef the staff in the 8 public universities constituting the unit of
analysis, stratified random sampling was employed to determine a representative sample
size. The stidy was delimited to a set of four predictor variables that included flexible
work atrangements)y health and wellness programmes, workload management, and
technology. adoption. Governance and employee performance represented the
moderating and dependent variables, respectively. The cross-sectional nature of the
study implied that the study centred on a limited scope spanning three months (May to
July, 2025) when the data were collected from the sampled faculty and non-faculty

members.

1.7 Limitations of the Study
The study encountered several challenges. The study was delimited to public universities;

hence, the findings could not be aptly generalised to private universities. Some

respondents expressed concerns about privacy or fear of judgment and were
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unwilling to reveal the information relevant to this study. This potential lack of full
disclosure posed a risk to the validity and reliability of the findings. The study gave
assurances of confidentiality and data protection to the participants as an effective way
of addressing the stated limitation. There was the risk of the respondents either giving
misleading information or having the wrong choice of respondents. This limitation was
addressed by emphasising the importance of the study findings to the respondents and
their universities, and also ensuring that the participants were exclusively drawn from an

appropriate target population.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter reviews the literature on theories and past empirical studies on work-life
approaches and employee performance. The reviewed studies are summarised, and the
identified research gaps are presented. The last part of the chapter outlines the conceptual

framework that guided the study.

2.2 Theoretical Framework

The study was guided by Atkinson’s flexible firm model, Roscde’s medel, work-life
spillover theory, the technology adoption model, stakeholder theozy, and Theory X and
Theory Y.

2.2.1 Atkinson’s Flexible Firm Model

Atkinson’s flexible firm model was developed, my1984 by John Atkinson. The model
holds that there is a need to have optimal humanwesouree allocation in tandem with both
the flexibility of the workforce and matket ihstability (Atkinson, 1984a). This model
offers a suitable framework for elaborating flexibility in an organisation. In his theory,
Atkinson focused on explaining workgerganisation through various types of flexibility
across workforce groups. Atkingomjargued that an organisation can only be termed
flexible if it can adjust, and redeploy its staff’s skills with ease and smoothness.
According to the, medel, the difference between a successful enterprise and a
dysfunction@lerganisation is determined by their proactivity and decisiveness regarding

changes ira business environment (Kolawole & Ibironke, 2021).

Atkinson’s@model focuses on creating a peripheral workforce that comprises highly
skilled workers who can comfortably participate in decision-making. According to the
model, these employees are given high salaries that reflect their skill level. The model
argues that an organisation can drive and design its workforce to meet its business needs
within a given market. For this to happen, flexible conditions need to be integrated to

meet the goals and objectives of the organisation (Kolawole & Ibironke, 2021).

Other supporters of Atkinson’s model have contributed to its advancement. They include

Ackroyd and Procter, who argued that flexibility in a firm is not attained
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through having highly trained flexible workers but rather through organising semi-
skilled workers into flexible semi-autonomous segments that offer functional flexibility
through job training (Wood, 2016). Atkinson focused on loosening the contractual nexus
between employer and employee when developing the flexible firm model. This is seen
as beneficial since organisations can easily reduce costs by reducing overtime. The
model argued that in every labour market, the workforce has a core group of employees
who have functional flexibility, which means they can multitask effectively. This is
advantageous because the energy and resources used in training can be directed
somewhere else, given that one employee can multitask, thus reducing the need to hire
other employees. By adopting Atkinson’s model, organisations are asSured ofiachieving

flexibility and aligning themselves with their objectives (Tan et.al:52013):

Similar to other models, Atkinson’s flexible firm model has received considerable
criticism. For instance, the model is criticised for being simplistieland dualistic when it
comes to peripheral and core workforce groups {Rollert; 1988). It is also argued that
there is a need to study the connection betweetyfunetionaland numerical flexibility and
ways to combine the two types of flexibility for érganisations. Others believe the model
conceptualises flexibility from an organisation’s perspective and does not offer a holistic
explanation of flexibility. It is arguedsthat, contrary to the model’s postulation, a double-
edged conceptualisation of flexibilityithat considers both the organisation’s and the

employee’s perspective fieedsitobe considered (Papatheodorou, 2015).

A study by Freche§ (2017) investigated how SMEs adopt flexible working arrangements
and the advantagestand disadvantages associated with them. The study found various
factors, bothiexternal and internal, that facilitated the adoption of flexible working
arrangemefits,, Aceording to Atkinson, some of the external factors that induce the
adoption Offlexible working arrangements include work-life balance, economic
recession, and technological advancements, among others. According to Atkinson’s
model, employees are often recognised for their vast sets of skills and are often

compensated through high wages, a good working environment, and high job security.

In line with the present study, Atkinson’s flexible firm model was used to anchor the
construct of flexible work arrangements. The tenets of the model were used to

demonstrate and explain the importance of flexible work arrangements among
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employees working with public universities in Kenya. The model underscores the
importance of an organisation embracing various forms of work flexibility (Atkinson,
1984a). It follows that universities adopt various forms of flexible work arrangements,
such as flextime, part-time working, and telework, among others. This means that
Atkinson’s model can inform how universities optimise the quality of work-life

approaches by adopting suitable flexible work arrangements.

2.2.2 Roscoe’s Model

Roscoe (2009) developed a model that borrowed heavily from the tenets of most existing
wellness models. Roscoe’s model borrowed critical insights from, among others,
Greenberg’s (1985) high-level wellness model, Leafgren’s (1990) assertions; Adams et
al.’s (1997) perceived wellness model, and Myers et al.’s (2000)sholistic model for
treatment planning. Roscoe’s model is based on sevem, dimensions: emotional,
environmental, intellectual, occupational, physical, so€ial, and§piritual. The model is
not only multidimensional but also a synergetic constructtefleeted on a continuum rather

than as an end state.

The aspects of multidimensionality andgsynesgyrareunderscored by the postulation that,
though humans are multidimensional beings, with five major dimensions encompassing
emotions, intellect, and physical;"so¢ial, and spiritual attributes, none of these
dimensions can function iadependently. Instead, they depend on each other, where a
balance among them premotes wellness (Oliver et al., 2018). Roscoe (2009)
differentiates wellfiess from, wellbeing, noting that wellness is a subset of wellbeing.

According to, Roscoe, wellness is the sum of positive steps taken to realise wellbeing.

However,” Roscec’s model, akin to other wellness models, is criticised for its
inconsistencies) regarding the constituent elements that constitute the dimensions of
wellness, as well as the number of the aforementioned dimensions. The foregoing alludes
to the fact that the stated dimensions are obtained from different backgrounds, ranging
from counselling and healthcare to occupational health, among others (Adams et al.,
1997; Miller & Foster, 2010a). At times, the model fails to demonstrate clarity regarding
the definition of wellness. For instance, psychological wellness and emotional wellness
can be viewed (rightfully or misconstrued) as the same dimension (Roscoe, 2009;

Hamilton & Redmond, 2010). Moreover, Roscoe’s model omits the
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financial dimension of wellness, which is a crucial determinant of well-being as

demonstrated by Dunn’s wheel of wellness (Albrecht, 2014).

Roscoe’s model anchors the construct of health and wellness programmes in the current
study. It follows that public universities can draw crucial insights from the model’s tenets
when developing these programmes. This is supported by the fact that integrating the
model's seven dimensions into these programmes would improve work-life quality
among university staff. The programmes’ consideration of staff emotional wellbeing
underscores the importance of employees’ emotional needs, arising fromythe strain of
balancing work and family demands. By acknowledging employees’“social life, the
programmes should recognise the importance of staff's out-of-wouk lifejespecially with

their families and friends.

The spiritual dimension underlines the importance ofdppreciating all staff’s religious
affiliations. By acknowledging this, programmes‘tend. tosbe flexible enough to
accommodate the schedules of all staff, regardlessyof their religions and beliefs.
Borrowing from Lafferty’s (1979) perspegtive on the wellness model, incorporating the
intellectual dimension of wellness ‘Mto “progsammes indicates that universities
acknowledge and value employeés’ ability to'learn (advance their studies). Therefore,
work-life quality improves when workssehedules allow employees to balance work and
study. The environmental wellnéssdimension concerns employees’ lifestyle, while the
physical dimension céntses on the care employees give to their physical selves, including

using their mind$ constructively.

By balan¢mgitheir, lifestyle and physical (including mental) fitness, public university
employeestate likely to have a better work-life balance, ultimately being more
productive’“The occupational dimension derives insights from occupational health. As
such, occupational wellness underlines how meaningful and enriching employees’ lives
are at their workplace or when undertaking the tasks entrusted to them (Oliver et al.,
2018). When occupational wellness is ensured, public university employees are able to

work almost seamlessly, both physically at their respective institutions and virtually.

2.2.3 Work-life Spillover Theory
Originally proposed by Wilensky in 1960, the spillover theory is based on the

assumption that a person's experiences in one domain can easily be transferred to
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another domain (Luan et al., 2022). According to the theory, society is better off
releasing some externalities without focusing on internalising them or undertaking
activities that bring them about. The theory holds that the staff’s family demands are
often connected with the work domain through a process of psychological spillover. In
this way, family experiences transfer to work, influencing an employee’s feelings and

productivity (Du et al., 2018).

Spillover often emerges when stressors in one domain generate stress that is later
transferred to another, thus affecting an individual's well-being. In 1985, Greenhaus and
Beutell argued that spillover arises from inter-role conflict when a_jpesson manages
multiple social roles, leading to negative outcomes (Yucel & ‘Dbatshawy, 2020).
Theoretically, spillover falls under two categories: positive spillovers(whichhoccur when
positive experiences bring about fulfilment in another domaia) and negative spillovers
(which occur when the relationship between work and non-werk'becomes inverse and
antithetical). Similarly, work-life spillover theoryasgues that€vents in one aspect of life

can easily spill over and influence others. Spilloyvefieffects can be positive or negative.

A positive spillover largely focuses on the associationbetween life and work satisfaction
and values. Due to the spillover effect, employees with favourable and satisfying jobs
tend to have higher satisfaction (Edward$i& Rothbard, 2000). Positive spillover happens
when resources available ionédomain transfer to another domain, improving skills and
activities. This improves Work=life balance and job satisfaction, increasing employees'

competencies andd€apabilities to perform well in other domains (Voydanoft, 2004).

Spillover cafmpbe bothypositive and negative, which means an individual can gain or
lose resdurces as, they interact within a given environment. When work or personal life
is demanding,yresources are bound to be depleted, resulting in conflict. According to
Hammer et al. (2005), spillover never happens in isolation; rather, it is associated with
further spillover. Various economists have critiqued spillover theory, including Anne
Barron, who argues that it is not consistent with welfare economics. Others argue that the
theory offers no determinate standard and thus cannot be valued and adopted by the
economics discipline. The spillover has been argued to rely heavily on externalities,

which Frischmann (2009) argues is absurd since
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most externalities are often irrelevant and cannot be easily identified or measured,

making them difficult to integrate.

The spillover theory is applied in various studies. Luan et al. (2022) used the theory to
analyse the spillover effect of life satisfaction on customer satisfaction. The study
showed how service employees’ life satisfaction affects customer satisfaction. It noted
that employees experience several meaningful life events outside the family realm,
linked to matters such as financial security and leisure satisfaction, among others. These
can greatly influence an employee’s workplace experience in complex, hard-to-measure
ways. Thus, to fully understand staff experience in any workplace, wefmust recognise

their general experience outside work, as explained by spillover theory.

The spillover theory is employed in this study to anchor the constmuctsief flexible work
arrangements, health and wellness programmes, and workload 4management. Public
universities have struggled to remain competitive,¢whieh hasforced them to review
work-life balance to promote better performance,ameng,their employees. According to
Omondi and Obonyo (2018), offering flexablework schedules is one way to reduce
work-life conflict among staff members) and “increase productivity in Kenyan
universities. According to Greenhaus, and Pewell (2006), a satisfied workforce tends to
spill over positive outcomes to“elients‘and, consequently, bring about organisational

productivity and enhancedperfermance.

2.2.4 Technology Adeption Model

The TechnologydAdoption Model (TAM) was developed by Fred Davis in 1989. The
model statesqthat the adoption of a new technology is greatly determined by the users’
intentionyto use. The model assumes that a technology perceived as useful and/or easy
to use iS‘more)likely to be adopted. Therefore, the model is based on two fundamentals:
The perceived ease of use and the perceived usefulness of a new technology. The TAM
is premised on Fishbein and Ajzen’s (1975) principles, which are grounded in the
attitude paradigm in psychology. The paradigm seeks to specify the procedure for
measuring attitude components relevant to behaviour; distinguish attitudes and beliefs;
and outline the causal link between external stimuli and beliefs, attitudes, and behaviour

(Fishbein & Ajzen, 1975). The model is based on two
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fundamentals: The perceived ease of use (PEOU) and the perceived usefulness (PU) of
a new technology (Davis, 1989).

Notably, the TAM illustrates and explores the acceptance of new technology. The model
is arguably the most widely applied in demonstrating the acceptance and usage of
innovative technologies by users (Venkatesh & Davis, 1996). The TAM is illustrated in
Figure 1.

Figure 1:

Technology Acceptance Model
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Source: Davis (19
As shown in Fig el starts with an external stimulus ignited by the features
of a parti

syste technology. This is followed by a cognitive response, which
stems &&rceived ease of use or perceived usefulness of the technology or
both. l;l;%ective user then shows an affective response based on their attitude
toward using the technology. Based on this affective response, the prospective user may
respond behaviorally by either adopting and using the technology or rejecting it

altogether (Davis, 1993).

The Technology Adoption Model has several limitations. Davis (1989) argues that the
behavioural intention exemplified by interpersonal influence, though subjective,
determines whether or not a technology is adopted. Yet, the influence may come from
family members or friends who do not directly influence an employee. This means that

their influence may be inconsequential to a staff member adopting a particular
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technology or system. Social pressure exerted on the prospective technology user by
friends, relatives, and/or colleagues is not reliably quantifiable due to subjective factors such as
personal attributes, personality traits, and societal norms and values (Shan & King, 2015).
Since the TAM’s conceptualisation may be inaccurate in a work environment, Maruping
et al. (2006) argue that behavioural expectations should be used to predict or anticipate

employees’ intentions regarding technology use, as opposed to behavioural intention.

Contextually, the more employees recognise, realise, or perceive that a given system or
technology makes executing assigned tasks and duties easier, the greater the probability that
they will embrace and use it and ultimately acknowledge the system or technology as useful
(Ajibade, 2018). In light of the foregoing, the TAM anchored the con$truct of téehnology
adoption in the present study. In public universities, many techmelogics ate,introduced,
and staff are expected to adopt and implement them. The tec¢hnologiesyintroduced by the
universities, which are perceived to be easy to use and are usefulyin ensuring they can

work flexibly, for instance, remotely, chances are those technélogies will be embraced.

Similar to the current study, other scholars haveiapplied TAM to anchor their empirical
research, particularly in the education sector, Aicaseyin point is Ramayani et al. (2023),
whose study illustrated the application of TAM in the adoption of an accounting system
among Indonesian private uniyersitiesy, The authors showed how the model was
implemented in universitieshby considering various technology-adoption factors,
including accounting traming; aceounting knowledge, budget allocation, social norms,
task complexity, and, worksexperience. Contextualising the foregoing postulation to the
current study, the“management of the respective public universities in Kenya could
organise seéminars, workshops, and/or other avenues to inculcate in the academic and
non-academic staff the importance of available or new technologies. This is an effort to
tune the staff’s behaviour to positively perceive the technologies. Once they perceive
technologies as easy to use and useful in making their work easier, especially in light of

hybrid work strategies, staff are bound to adopt and use them.

2.2.5 Stakeholder Theory
Professor Edward Freeman propounded the stakeholder theory in 1984. The theory states

that organisations aim to generate an array of benefits for different stakeholders.

Stakeholders are defined as entities that can affect or be affected by an organisation.

Essentially, stakeholders’ interaction with an organisation can either benefit it or benefit

from it. According to Schaltegger et al. (2019), these stakeholders include employees,
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shareholders (owners), suppliers, communities, customers, and the government, among

other entities.

The stakeholder theory is anchored on four critical aspects. First, the theory persuades
organisations to not only acknowledge but also consider the interests of both their
internal and external stakeholders. Second, it encourages organisations to understand
and manage stakeholders' demands, needs, and wants. Thirdly, the theory outlines a
holistic framework that does not merely interrogate stakeholders’ involvement in
decision-making processes. Lastly, stakeholder theory illustrates how organisations can
maximise value creation while safeguarding sustainability and long=teétm success
(Laplume et al., 2008; Mahajan et al., 2023). The theory emphasises the impottance of
upholding morals, ethics and values in managing an organisation and its‘stakeholders

(Freeman, 1984).

Despite its many strengths, the stakeholder theory faces an array of critics. It is criticised
for being too specific, as it overemphasises sharcholdets as the only beneficiaries of an
organisation. This contrasts with other stakehelders'who, to some extent, also benefit
from an organisation, for instance, eniployees, ‘€ommunities, suppliers, investors, and
customers who consume the organisation’s! products and/or services. Other critics
challenge the empirical application of the stakeholder theory. It is criticised for diverting
attention from ensuring organisational success to focusing on the beneficiaries of the

organisation (Ambler& Wilson,:2006).

Put into perspectiveythe theory adopts a judgmental approach. Accordingly, the theory
postulateséthat the management (of an organisation) has an obligation to shareholders,
yet the same is‘not extended to other stakeholders. This creates an imbalance, with
particular @takeholders being in favour of the organisation while others are
disenfranchised. Given the diverse stakeholders of an organisation, managers are likely
to face challenging or conflicting situations in objectively addressing the stakeholders’

respective demands.

Various stakeholders have competing interests, which makes it rather difficult for
managers to address their needs, particularly against the backdrop of constrained
resources. The theory does not clearly illustrate how competing stakeholder interests can
be prioritised, hence resulting in conflict when managers attempt to address them.

According to Ajani and Olorunfemi (2026), it is not only difficult to identify who
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qualifies as an organisation’s stakeholder, but also to determine which stakeholder’s
interests should be prioritised. Due to diverse competing interests and the risk of
stakeholder capture, it becomes quite difficult to effectively operationalize the
stakeholder theory’s tenets. Critics further argue that probable conflict among
stakeholder interests could weaken strategic decision-making (Sundaram & Inkpen,

2004).

The stakeholder theory anchors the construct of governance in the current study. To
support the theory’s applicability in this study, Stoelhorst and Vishwanathan (2024)
conducted research that directly examined stakeholder theory as a theégy, of corporate
governance. The authors employed various facets of the stakeholdertheory 10, inform
several aspects of governance. These included transactionalfproblems, ‘efficiency of
governance arrangements of different organisations, and stakeholder relationships.
Moreover, Reddy and Angadi (2022) demonstrated the integration'of stakeholder theory
in corporate governance. According to the authets, from adcorporate perspective, the
theory holds that organisations must alwayshstrive to)balance the interests of all

stakeholders to ensure their satisfaction.

The stakeholder theory has also béemrused mpnstitutions of higher education, precisely
universities, to demonstrate how good and sustainable governance can be achieved. It is
argued that good governan€e imuniversities is realised when crucial aspects such as
employee empowerdient, ’social “cohesion, and higher education regulations are
considered (Ali & Rathore, 2024). As such, the tenets of the stakeholder theory were
applied in the,present study to illustrate how public universities in Kenya could realise
good cerporate, gevernance by considering and addressing the interests of all

stakeholders:.
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2.2.6 Theory X and Theory Y

Theory X and Theory Y were both proposed by Douglas McGregor in 1960 in his book
“The Human Side of Enterprise”. The theory states that the way an organisation
functions is greatly influenced by the managers’ basic beliefs. Douglas proposed that a
firm’s management method is based on the manager’s beliefs about the behaviour of
people, which fall into two categories; hence the coinage of Theory X and Theory Y.
Both focus on explaining how managers’ beliefs about employee motivation can
influence their management style. Theory Y argues that employees have self-control and
do not dislike work (Singh, 2019). Douglas urged employers to as§ign\employees
responsibilities and give them the opportunity and freedom to, €arry out“the tasks

assigned to them.

Managers who adopt Theory Y tend to produce better petformanee, allowing employees
to grow and develop. The entire theory revolves ‘around creating opportunities and
releasing potential (Carson, 2005). Theory X, ofithe‘other hand, argues that employees
dislike work and will do anything to avoid théitasks assigned to them. Under this theory,
employees must be forced to perform 4asks under threat of punishment. According to
McGregor, employees under this thedry preférto be directed, are unambitious, and avoid
responsibility at all costs (Kayode; 2013)) Theory X is an autocratic management style
whereby leaders and supemvisors have the final say and make decisions without
considering the opinions of, their colleagues. According to McGregor, Theory X can
bring about prodlictivityydnian organisation only if management forces employees to

complete their tasks'(Fouma, 2021).

Despité the contrasts depicted by the assumptions of theory X and theory Y, the two
have respeetive benefits. For instance, managers adopting theory X can motivate
employees using an authoritarian management style because, under this theory,
employees work only when forced. Secondly, under theory X, there is no room for
ambiguity, which means all employees are well aware of their responsibilities and roles.
One benefit of Theory Y is that it promotes teamwork and problem-solving. It is also a
participative management style that gives employees responsibility and freedom,

enabling them to perform better and become more productive (Ha et al., 2023).
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Although McGregor's Theory X and Y of motivation is simple, it has generated wide
interest in the field of employee motivation, especially in identifying the relationship
between leadership style and motivation. Despite its numerous strengths, McGregor’s
theory X/Y has received criticisms. It is criticised for being over-simplified and over-
generalised, and for putting human beings into two extreme stereotypes. It is argued that
McGregor's theory overlooks the nature of people, as it holds that people in an
organisation align with the tenets of either Theory X or Theory Y. The theories place
philosophies and managerial styles at two extremes, which are arguably impractical in

real-life situations (Singh, 2019).

The theory has been applied in many empirical studies. For instaneey, Keerthana and
Babu (2018) examined McGregor's theory X/Y and its implications fonteachers in higher
education. For quite some time, India has grown to begome, an .educational hub for
various countries, but over time, this has changed, sifice a large‘part of the country’s
population is illiterate. The nexus between higher education and its impact on the
economy is important. By adopting Theory Yjthestudyfound that an institution will
benefit and students will acquire high-quality. education. This will be possible because
teachers can apply their mental and physical‘efforts in a way that enables them to do

their jobs in a more relaxed manner.

Public universities in Kedya eurrently face various challenges linked to employee
performance. Industrial strikesyand go-slows by public university staff are a clear
indicator of demétivation wesulting from both economic and non-economic factors
(Addo et al., 2025).“This 1Saligned with the tenets of Theory X and Theory Y. Therefore,
the theory can be used to anchor the construct of employee performance in the
aforementioned universities. Organisations that take good care of their employees tend
to be stable“and develop a competitive edge. Similarly, the changing environment has
obliged universities to develop industry-oriented programmes that can attract students.
Theory Y is applicable in higher education, such as public universities, as it allows
managers (Council Senate, Vice-Chancellors and their deputies, deans, etcetera) to
involve employees (faculty and non-faculty members) during the decision-making stage,

thus creating a conducive working environment (Keerthana & Babu, 2018).
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2.3 Empirical Review
This section reviews past empirical studies on quality-of-life approaches, governance,

and employee performance, particularly in public universities.

2.3.1 Flexible Work Arrangements

In India, Mamatha and Lakshmi (2020) analysed the factors influencing employees'
perception of the adaptability of flexible work arrangements. The objective was to
determine how these factors affected employees in choosing flexible work practices.
Questionnaires were used to collect pertinent data from a sample of 239 employees
across various sectors. The results of data analysis indicated that FWA_perquisites and
FWA anxiety were among the factors that significantly influénced employees’
perception. Additionally, married couples were found to emjoy mumetous benefits

associated with flexible work arrangements.

Mamatha and Lakshmi’s study further revealed bénefits ‘assoetated with adopting
flexibility as a tool to manage work-related sttess and ether work pressures. The
reviewed study examined flexible work_artangements independent of employee
performance. Therefore, the study fell shorhofdepicting the link between the two study
constructs, hence presenting a conceptual‘gap. The study also failed to contextualise the
study to public universities, thugyoeed@Sioning a contextual gap. Though the study drew
respondents from a sample ofemploy¢es, they were drawn from different sectors, unlike
the current study, whichieenttes ‘oft employees from the education sector, particularly,

public universities;

A similar study conducted'in the same country (India) examined how flexible working
arrangements (FWAs) influenced employee job performance (Sekhar & Patwardhan,
2021). One of the'objectives was to assess the mediating role of the supervisor’s support
on the nexus‘between FWAs and job performance. According to the results emanating
from structural equation modelling (SEM), supervisor support shapes the collective
social exchange between organisations and employees. Additionally, supervisors'
support makes employees feel more valued, a factor that impacts overall job
performance. It was concluded that through FWAs, an organisation improves work-life
balance, makes employees feel appreciated, and enhances overall performance.
However, the nexus between flexible work arrangements and employee performance

was not examined in the context of public universities. Conceptually, the reviewed
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study linked flexible work arrangements to job performance, rather than employee
performance. Methodologically, the study employed SEM, while the current study used

linear regression models to analyse the collected data.

Alsulami et al.’s (2023) study investigated women’s preferences for flexible working
arrangements in the Saudi Arabian academic sector. It assessed the impact of the
COVID-19 pandemic on female faculty members’ job preferences. The collected and
analysed data revealed that flexible work arrangements improved the overall well-being
of women employees, thereby contributing to sustainable social development. When
making their job preferences, women found location flexibility to be a€mucial factor in
their overall decision. However, it was unclear whether flexible wérking arrangements
affected employee performance. This presented a conceptual research, gapyThough the
study focused on the academic sector, it was not spg€ifie, to, public universities.
Therefore, a contextual gap existed. Moreover, there was a methodological gap since the
reviewed study collected data from only female faculty menibers, which is contrary to
the present study, where pertinent data were obtaimed from faculty and non-faculty staff

regardless of their gender.

A study by Weideman and Hofmeymy(2020)analysed how FWAs influenced employee
engagement in South Africa. Theystudy“was conducted with cognisance that FWAs are
becoming increasingly populatias a management tool. The study adopted a qualitative
mono research methed.“Bataywere collected through semi-structured face-to-face
interviews. The stddy,foundya positive nexus between employee engagement and FWAs.
Feedback from the mterviewed experts revealed that technology helped the organisation

shift fromtraditional communication to a modern form, positively affecting productivity.

Contextually, hthe study did not address flexible work arrangements in public
universities. Conceptually, the reviewed study determined the effect of the
aforementioned arrangements on employee engagement, which departs from the present
study, whose objective was to examine the stated arrangements’ influence on employee
performance. Weideman and Hofmeyr’s study adopted qualitative research methods,
contrary to the current study, which employed quantitative methods. This indicated a

methodological gap.
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Atiku and Ganiyu (2021) conducted a study examining how employees in higher
education institutions in Namibia perceived flexible work options during a crisis. A
cross-sectional survey design was adopted. The study used primary data. It revealed that
academic staff positions were positively correlated with employees’ perceptions of
specific flexible work options. The precise flexible work options that were preferred
mostly during times of crisis were remote working and flextime options, with
administrative staff portraying a positive attitude towards them. The reviewed study
depicted a conceptual gap relative to the present study since it did not link the examined
perceived flexible work options to employee performance. Contextually, the study
generalised across higher education institutions, unlike the current stidy, whieh is more

specific because it centres on public universities.

In Zimbabwe, Muchowe et al. (2021) determined the nex@is between performance and
flexible work arrangements in higher and tertiary education, mstitutions during the
COVID-19 pandemic. A quantitative model was adopted. Fhé study collected data from
a sample of 277 employees. Data was obtainediusinig questionnaires. The findings of the
study indicated that flexible work arrangémentsthad apositive effect on organisational
performance. Some of these arrangements, included teleworking and remote working,

among others.

The findings suggested thdt, higher and tertiary education institutions should continue
embracing flexible workjarrangements to improve overall performance. A partial
contextual gap emesged because the reviewed study focused on a broader scope
encompassing higher and'tertiary education institutions, unlike the current study, which
focuses oftpublic universities. The reviewed study also had a conceptual gap, as it linked
flexiblewiotk arrangements to organisational performance rather than employee

performance, which the current study addresses.

A local study by Dikirr and Omuya (2023) examined how flexible work practices
influenced employee performance in higher learning institutions, specifically in Nyeri
County. The entire study was anchored by self-determination theory and spillover
theory. Using a descriptive research design, the study attained a sample size of 260 staff
through stratified random sampling. Dedan Kimathi University and Karatina University

were the study’s target populations. While using questionnaires to collect
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data, it was revealed that flexible time strongly and significantly affected employee

performance.

It was further established that work flexibility offers employees a balance between
personal lives and professional life, resulting in job satisfaction and positive
performance. Although the study’s objective aligned conceptually with that of the
current study, it exhibited a contextual gap. Whereas the reviewed study’s scope was on
two public universities located in one county (Nyeri County), the current study centres on
a wider cross-county scope encompassing an array of public  universities.
Methodologically, the reviewed study adopted a descriptive research design, which is
similar to the current study, which adopted a blend of cross-sectional sutvey,and eX post facto

research designs (part of a descriptive design).

In Kenya, Gacheri (2022) conducted an empirical study, that evaltiated how employee
performance in the State Department for VocationaldandIechnical Training is
influenced by flexible work arrangements. Specifically, the study investigated how flexi-
time and telecommuting impacted overall employeeyperformance in institutions under
the purview of the aforementioned state depattment. Work/family border theory and
signalling theory anchored the study, Through random sampling, questionnaires were
used to collect data. The datavanalysis, showed that flexi-time and telecommuting
positively influenced empleyee, performance. It was inferred that by telecommuting,
employees became preductive and less stressed, thus resulting in low absenteeism and
increased output. dfis,evadent that, conceptually, the reviewed study matched the present
study since both linked flexible work arrangements to employee performance. However,
there existed a,contextual gap because Gacheri’s study centered on a state department,

contraryto'the present study, whose focus was on public universities in Kenya.

Another local study assessed how flexible working arrangements influenced employee
performance at Kericho County Referral Hospital (Kiprono, 2018). The study aimed to
determine how work shifts and flexi time affected employee performance. A descriptive
research design was adopted. Data was collected from a sample of 104 staff using
questionnaires. Flexi working strategies were found to explain a variation in employee
performance by 22.9%. Work shifts had a positive impact on employee performance.

Although flexi-time had a positive effect on
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employee performance, the effect was not significant. Relative to the current study,
Kiprono’s study demonstrated a contextual gap since its scope was the health sector,

contrary to the current study’s focus on public universities.

While focusing on Kenyan public universities, Barongo (2025) assessed the extent to
which flexible work schedules influenced employee performance. The research adopted
a descriptive design and quantitative methods for both data collection and analysis.
According to the study findings, the university employees highly valued flexible
working hours. The study also found that flexible work schedules enhanced employee
performance. Flexible work schedules reduced stress, employee turndwver, and work-

family conflict.

Barongo’s (2025) study further established that flexible workmschedules not only
bolstered the employees’ morale but also led to overall job satisfaétion. Based on these
findings, the study inferred that flexible work scheduilegywere€sucial to enhancing the
performance of public university employees. Thoughythe study established the influence
of flexible work schedules on employee performance in public universities, it was
restricted to the Kenyan coastal region¢lherefore, it'presented a contextual gap relative
to the present study, whose scopggwas wider since it centered on public universities

drawn from different regions of Kenya:

Similarly, Lusambili etzal."(2025)€onducted a study to establish the nexus between
flexible work arrangementsyand the performance of employees drawn from public
universities in Kénya."T'he study used primary data collected from a stratified sample of
employees ffom chartered public universities and public constituent colleges across the
country@Bhe ‘anhalysed data indicated that flexible work arrangements positively and
statistically affected employee performance. The findings led to the conclusion that,
when these arrangements were enhanced, university employees' performance was bound

to improve substantively.

Methodologically, Lusambili et al.’s study adopted a cross-sectional survey design,
which partly mirrored the design adopted by the current study. The latter was also guided
by an ex post facto research design. The reviewed study focused on a wider scope that

encompassed both public universities and their constituent colleges, whereas
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the current study was limited to only the former institutions of higher learning.
Conceptually, both studies were similar in that they sought to link flexible work

schedules or arrangements to employee performance.

2.3.2 Health and Wellness Programmes

An empirical study carried out by Richemond and Needham (2020) assessed the effect
of wellness programmes on employee job satisfaction in colleges and universities in the
United States. The study adopted a correlational research design. Data was collected
through a quantitative online survey. After analysing the collected data, it was found that
employees who never participated in wellness programmes were more Satisfied with
their jobs. Therefore, the importance of wellness programmes gelative to, the job
satisfaction of the employees was unclear. A contextual gapypemergedybecause the
reviewed study focused on both universities and colleges, unlike the'eurrent study, which
focused on public universities. Methodologically, a gap emetfgedybecause the reviewed
study used a correlational research design, whereas the ‘present'study used both cross-
sectional survey and ex post facto researchgdesignsiy Conceptually, Richemond and
Needham’s study linked wellness programmesytoremployee job satisfaction instead of

employee performance.

Martin (2022) investigated the adoptioief workplace wellness programmes (WWPs) in
the United States and how they impaeted employer healthcare costs. The study was
conducted against a backdropjefi¢ontestation regarding the effectiveness of WWPs in
offering cost savings to ‘@mployers in the country. The objective of the study was to
analyse whether WWPs teduced the employers' expenditure, and if they offered what
they promised. Desk analysis was used in the collection of primary data. It was revealed
that despite, WWRs offering healthcare improvements, it was not correlated with the
reduction of¢healthcare costs. Martin’s study depicted contextual, conceptual and
methodological research gaps. Contextually, it simply focused on the workplace without
necessarily specifying public universities. Conceptually, the study examined the impact
of workplace wellness programmes on employer healthcare costs rather than establishing
the effect of the stated programmes on employee performance. Methodologically, the
study collected data through desk analysis, which involves secondary data, while the

current study was limited to collecting and analysing primary data.
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While focusing on various companies in the Nagpur region, Dongre (2023) conducted
an empirical study examining the importance of employee wellness and the factors that
affect it. The study relied on secondary data that was obtained from various pertinent
websites, published research papers, and written publications. The study found that
employee wellness positively influenced overall organisational performance. Employee
wellness was found to reduce absenteeism, improve productivity, and enhance employee
morale and work-life balance. The study also noted that factors influencing employee
wellness included financial security, working environment, overtime, and health
insurance. Dongre’s study identified a conceptual gap because it treated employee
wellness as an outcome variable, whereas the current study treats it asfa predictor. It also
presented a methodological gap, given that it collected and analysed s€eondary data,
unlike the primary data, which is the cornerstone of the presentiStudy: Furthermore, it
demonstrated a contextual gap since it focused ondeompanics instead of public

universities.

A cross-sectional study by Rahman et al. (2024),examinedstaff health and well-being at
institutions of higher education globall§apest:=COVID-19. The study was a cross-
sectional survey that involved a total of I'Gcountries. The findings indicated that slightly
more than a quarter of staff sufferedfsem burnout; 58% of staff had either medium or
high coping resilience. It waSyalso rev@aled that perceived job insecurity and perceived
burnout were closely dinked, tofeither moderate, high or very high degrees of
psychological distress. The study also noted that mental health played an important role
in resilient copingapHowever, compared with the current study, it had methodological
shortcomin@s becausciit used a cross-sectional survey, whereas the current study uses
this research design; as well as an ex post facto design. Though the reviewed study
addressed employees’ health and well-being, it did not link the aforementioned predictor

to employee performance.

While focusing on the KwaZulu-Natal municipality, Makhanya (2021) carried out a
study on employee wellness programmes (EWP) and how staff wellness relates to
performance. Specifically, the study sought to evaluate line managers' perceptions and
experiences and how they affected employee wellness and performance. A sample of
10-line managers was judgmentally identified to participate in the study. Pertinent data
were obtained using semi-structured interviews. The study revealed that line managers

knew about the existence of EWP through inductions and marketing campaigns.
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According to them, the core objective of EWP is to offer support to employees in

attaining a work-life balance.

Makhanya’s study contextually failed to focus on public universities, and instead,
centred on a municipality. Methodologically, the study adopted qualitative methods in
collecting data, whereas the present study was limited to quantitative data. In the
reviewed study, data were collected through semi-structured interviews, which are
associated with qualitative data. This departs from the current study, where data were
collected using structured questionnaires, which are associated with quantitative data.
Conceptually, the study examined employee wellness and performadee as outcome
variables. This contrasts with the current study, where the two variablesare distinguished

as independent and dependent variables, respectively.

In South Africa, Harry and Gallie (2019) investigated employce wéllness among middle
managers in the public sector while focusing of, ‘the' sense, of coherence, work
engagement, and burnout. A quantitative resgarch, design was adopted. Data was
collected from a sample of 172 staff using guestionnaires. Correlational and inferential
statistics were used to analyse the collected,data.“The results revealed a positive and
significant association between staff, who'experienced a sense of coherence and work
engagement and the burnout subsdimension of professional efficacy. Additionally, the
study found that employ€es who experienced positive well-being traits tended to

experience emotionalandsociahwell-being.

Harry and Gallie®s studyiidentified a contextual gap by focusing on the public sector in
general rathépthan limiting it to public universities, as in the current study. Though both
studies@doptediguantitative methods, the reviewed study was somewhat vague in terms
of the adoptedresearch design. This contrasts with the current study, which adopted both
cross-sectional survey and ex post facto research designs. The foregoing is illustrative of
a methodological gap. The reviewed study also presented a conceptual gap, as it linked
employee wellness to various workplace aspects, including burnout, work engagement,
and a sense of coherence. This departs from the current study, which conceptually relates

health and wellness programmes to employee performance.

A study conducted by Ledikwe et al. (2017) in Botswana examined the implementation

of the workplace wellness programme. A sequential, explanatory mixed-methods
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research design was adopted. Data from 27 health districts were collected through in-
depth interviews. The study found that implementation levels varied across districts. It
was also established that therapeutic recreation, health screening, and health promotion
were adopted more than occupational health activities. According to the study findings,
some of the barriers that hindered the implementation of WWP were limited technical
ability, limited appreciation for personal wellness, and competing priorities, among

others.

Though the above-mentioned study addressed wellness programmes, it was conceptually
narrow since it omitted health programmes. Compared with the presefit,Study, it also
presented another conceptual gap because it examined the implementation, of the
aforementioned programmes rather than their effect on employec performance. The
study's lack of focus on public universities clearly indicated an,eXisting contextual gap.
The reviewed study’s adoption of mixed methods (quantitative’and qualitative) also
revealed a methodological gap, as the current study employed quantitative methods.
Methodologically, the reviewed study adoptédyaniexplanatory research design, which
differs from the current study’s blend of cr@ss-sectional survey and ex post facto research

designs.

A local study by Ganu et al. (2017) amnalysed the adoption of workplace wellness
programmes by SafaricomyCompany Limited. A cross-sectional research design was
adopted. The study eonducted, interviews with 150 company employees on issues
pertinent to wellu€ss, programmes. It was found that fitness programmes positively
impacted work performance and work productivity. It was also revealed that 90% of the
physically‘active employees never took sick leave for one year. Moreover, 80% of the
sampledemployees enrolled in wellness programmes reported fewer medical and mental

issues than'their counterparts.

The above study identified a contextual gap by focusing on a listed telecommunication
firm, rather than public universities, which are within the scope of the current study.
Although it was methodologically similar to the current study by adopting a cross-
sectional research design, it showed a gap in its methodology by not using qualitative
methods and procedures (interviews) to collect data. This deviates from the current

study, which adopted quantitative methods (structured questionnaires) in data

35



St. Paul’s University Repository

collection. The reviewed study examined wellness programmes without linking them to

employee performance, creating a conceptual gap that the present study sought to bridge.

Muthoki and Were (2017) examined factors that affected the sustainability of wellness
programmes at the Nairobi Serena Hotel. The study adopted a descriptive research
design. Relevant data were collected using questionnaires and interviews from a sample
of 135 employees. From the analysis of the collected data, a positive and significant
correlation was found to exist between management support and the sustainability of
wellness programmes. Most respondents agreed that rewards and, recognition

increased the uptake of wellness programmes.

Muthoki and Were’s study depicted contextual, methodologicalfand conceptual gaps
relative to the current study. The contextual gap was evident indthe teviewed study’s
focus on the hotel industry rather than the public universities invelved in the current
study. Unlike the present study, which examined wellnessfprogrammes as a predictor of
employee performance, the reviewed study examined how'various factors affected the
stated programmes (outcome variable). The,fotegoing mirrors a conceptual gap. The
methodological gap alluded to the reviewedystudy’s’adoption of a descriptive research
design and collection of mixed datanThis differs from the current study, which adopted
a cross-sectional survey designjand am, ex post facto design, and was limited to

quantitative data.

Munyiri (2023) condticted astudy that determined the factors that affected the uptake of
employee wellness activitiesat AMREF Health Africa in Kenya. One specific objective
was to assesSystaff knowledge and attitudes towards wellness programmes. The study
adopted®@ mixXed“methods approach. A stratified random sampling technique was
employedto draw a sample of 145 employees. Data was collected using key informant
guides and questionnaires. The study findings revealed that the uptake of employee
wellness programme initiatives was low at 35%. Staff knowledge was found to have a
positive and significant influence on the uptake of wellness programmes, whereas staff

attitude hindered the said programmes.

Compared with the current study, Munyiri’s study presented a contextual gap by
focusing on the health sector rather than the educational sector, under which public

universities fall. Methodologically, the reviewed study adopted mixed methods, which
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deviated from the quantitative methods employed by the current study. Whereas the
reviewed study examined the various factors which affected the uptake of employee
wellness activities, the current study determined how the latter influenced employee

performance. The foregoing illustrates a conceptual gap.

2.3.3 Workload Management

A Malaysian study by Janib et al. (2021) on university employees used a sample of 191
respondents, drawn using a stratified random sampling technique. Data were collected
using questionnaires and were later analysed using partial least squares structural
equation modelling. According to the study findings, a negative relationship existed
between academic employee performance and workload. Though the study focused on
university employees, it lacked clarity on the sector (public or private) from which these
institutions were drawn. Therefore, a partial contextual resgareh‘gap existed. Unlike the
current study, which employed linear regression models’to analysc the collected data,
the reviewed study depicted a methodological gapiby. adopting structural equation
modelling. Conceptually, the reviewed studygcentredion, the nexus between workload

(but not workload management) and employeépetformance.

In Pakistan, Gul et al. (2021) conducted ‘ajstudy to investigate how teachers’ workload
influenced time management §killsfat, the university level. The objective was to
determine university lecturetshperceptions of how workload affected time management
skills. The study drew ‘100 respondents from the University of Malakand and Swat
University using simple fandom sampling. Self-structured questionnaires were used to
collect primary dataghat'was later analysed using descriptive statistics and correlation
analysis. 4t was revealed that university lecturers had a positive attitude towards
workload. . Additienally, they were found to easily manage their working hours and

workload within the stipulated time.

The reviewed study depicted a conceptual gap because it examined the effect of
workload on time management skills, which contrasts with the current study, which
determined the effect of workload management on employee performance. Although the
reviewed study focused on two Pakistani universities, it did not clarify whether they were
public institutions of higher learning. Hence, a contextual gap existed. Methodologically,

the reviewed study, as part of inferential statistics, employed only
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correlation analysis, hence presenting a gap. However, the current study not only
correlated workload management with employee performance, but it also regressed the

two variables.

A study conducted by Siswanto et al. (2019) investigated how workload influenced the
performance of employees working with banks in Blitar City, Indonesia. The study
adopted a positivist paradigm and a quantitative approach. Pertinent data were collected
from a sample of 74 respondents. The construct of workload was operationalised by
physical load, mental load, and working time. Workload positively and significantly
affected employee performance as it guaranteed comfort and did notdeffer excessive
tasks. By increasing workload, employees were offered an opportdnity, to comfortably
improve their performance. The reviewed study centred on the'banking ‘Sector, rather
than public universities. Therefore, there existed a contextudl'gap. Whereas it determined
the influence of workload on employee performancegthe currentstudy examined how
workload management affected the performange of publie university employees.

Therefore, the reviewed study depicted a conceptual gap.

A study was conducted by Nwinyokpugi (2018), examining how the Nigerian banking
sector adopted workload management sttategies and how they impact employees'
efficiency. From a study population‘ef 200 managers from six banks, a sample size of
133 respondents was obtaided Using the Yaro Yamane formula. This research considered
only supervisors and, managers, @s workload management is a crucial function of
supervisors. Datawas, colleeted using questionnaires. The results indicated that workload
management strategies were positively and significantly related to employee efficiency.
Workload'management strategies were seen to improve the firm’s service delivery and

task execution.

The banking sector constituted the scope of Nwinyokpugi’s study. This contradicts the
present study’s scope, which encompassed public universities, hence depicting a
contextual gap. Conceptually, unlike the reviewed study, which examined the impact of
workload management on employee efficiency, the current study determined the effect
of the stated management on employee performance. Efficiency is only one dimension

of employee performance.

Another regional study conducted by Inegbedion et al. (2020) examined how
organisations in Nigeria perceived workload balance and how the latter influenced
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employee job satisfaction. The study population consisted of 764 randomly chosen
employees from eight varying multinational organisations and two private universities.
The study collected pertinent data using questionnaires and later analysed them using
structural equation modelling. Structural equation modelling was adopted for data
analysis. Employees’ perception of workload was found to greatly influence their
satisfaction. Contextually, the study focused comparatively on multinationals and
private universities, instead of public universities. Conceptually, it examined the link
between workload balance and employee job satisfaction, as opposed to workload
management and employee performance. Moreover, the reviewed study adopted
structural equation modelling rather than linear regression models. Thé foregeing depicts
contextual, conceptual and methodological gaps, respectively, relative'te the present

study.

A study conducted in Nigeria by Ukwadinamor andfOduguwa“(2020) analysed how
work overload and work hours influenced the pesformaneefof various manufacturing
industries in Ogun State. A descriptive survey‘design wasiadopted, and a sample of 400
respondents was drawn from a study population 6f 26 754 employees. Data was collected
using structured questionnaires. Work overload and work hours were found to play a
significant role in the quality, of employees' family life. When employees were
overloaded with work, their preductivityidecreased, which in turn affected organisational
performance. The studydtecommended that organisations ensure employees' social and

psychological well-beingyis supported.

Mbinya and, Mose (2022) conducted a study examining how occupational stress
influencestheperformance of Judicial Service Commission employees in Kenya. One of
the study'siSpecifie objectives was to assess how workload stress influences employee
performance.”"The study used both primary and secondary data, with primary data
obtained through questionnaires and interviews. Descriptive statistics were used to
analyse the collected data. Workload stress was found to influence employee
performance to a great extent. The number of tasks and the time taken to finish the

underlying tasks considerably impacted employee performance.

Mbinya and Mose’s study centred on the Judicial Service Commission, which was a
departure from the scope of the present study, public universities. This demonstrated a

contextual gap. The study examined workload stress and how it impacted employee
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performance. This was contrary to the current study, which, instead of workload stress,

determined how workload management influenced employee performance. This
reflected a conceptual gap. Moreover, the study collected and analysed both primary and
secondary data. This contrasted with the present study, which was limited to primary

data. Hence, a methodological gap existed.

A study conducted by Muchiri (2022) explored how employee performance in Kenya's
disciplined services was influenced by time and cost-effective stress monitoring and
management programmes. The study aimed to determine employees' perceived job
stressors and how job-related stress affected their performange. \ Structured
questionnaires were administered to help in data collection. It was, éstablished that time
and cost-effective monitoring and management programmgsisignificantly affected
employee performance. It was also observed that an ufsafe working environment
reduced employees’ commitment, hence occasioning poer performance. Employees
exposed to a high qualitative workload tended to, beyxmorefstressed. This negatively

impacted the organisation’s corporate image.

Muchiri’s study depicted a contextual gap “because it was conducted among the
disciplined services rather than public universities, which constituted the scope of the
current study. It also demonstrated“a'eonceptual gap because it examined the effect of
stress monitoring and mandgement programmes on employee performance, whereas the
current study determined the effect ot workload management on employee performance.
It follows that stre§Sumonttoring and management programmes are subsets of workload
management, Hence, Muehiri’s study did not address other important aspects of
workload ‘management, such as task estimates, task deadlines and task splitting, which

were studi@dby the current research.

Kendagor et al. (2023) conducted a study that evaluated how employee performance in
the Kenya Electricity Generating Company (KenGen) was affected by stress
management. An explanatory research design was adopted. Stress management was
found to directly and positively influence employee performance. This means that when
stress management initiatives are effective, employee performance is bound to
significantly improve. The reviewed study presented a contextual gap by focusing on
KenGen instead of public universities in Kenya. Though -effective workload

management results in a reduction of stress, it is conceptually broader than stress
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management. Therefore, the reviewed study depicted a conceptual gap. The reviewed
study further illustrated a methodological gap by adopting an explanatory research
design, contrary to a mix of cross-sectional survey and ex post facto designs adopted by

the current study.

2.3.4 Technology Adoption

Ansari et al. (2022) conducted a study in Pakistan using a quantitative research design
and survey questionnaires. The study noted that learners' experience would be greatly
enriched when infrastructural facilities were interconnected with a conducive
environment. The findings led to the recommendation that university management focus
on providing adequate facilities across institutions, with the prithary objective of
empowering learners. The study demonstrated a contextual gap_beeause ihdid not focus
specifically on public universities; rather, it centred on all universities,regardless of their
categorisation. Though both studies were methodologically similar, @’ comparison of the
reviewed and current study depicted a conceptual gap teflected in the former study’s

failure to clearly illustrate how technology adgptien iafluenced employee performance.

A study by Widajanti and Ratnawati (2020) analysed how optimising IT infrastructure
helped companies achieve innovation-basedy performance. Information technology
infrastructure is known to assist @rganisations 1n attaining their objectives that are linked
to their performance. The €tudy, which was conducted in Indonesia, employed a
qualitative research methed.“Ehejstudy relied on data obtained from published annual
report statements for thelperiod from 2014 to 2018. The study findings revealed that the
adoption of IT infeastructure had great potential in producing innovations in various

forms, such'as E-Dapem, E-SPTB, and Web-based SIM salary applications.

The Widajanti “and Ratnawati’s study presented contextual, conceptual and
methodological gaps. Contextually, it focused on companies instead of public
universities in Indonesia. Conceptually, it addressed aspects of technology without
linking them to employee performance. Methodologically, it employed qualitative
methods and secondary data, which contradicts the quantitative methods and primary

data adopted and collected by the present study, respectively.

Karpenko et al. (2019) conducted a study that assessed how the quality of higher

education could be improved by developing a knowledge transfer strategy that focused
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on infrastructure and technology. The study focused on Ukrainian universities, which
were viewed as imperfect in offering knowledge that met the expectations of the labour
market and the industrial sector. The study developed a knowledge transfer strategy that
encompassed the interaction of education and innovation in science. According to the
study's findings, IT adoption would improve the quality of educational services,

maximise productivity, and help universities gain a competitive advantage.

The above study centred on Ukrainian universities (both public and private), unlike the
present study, which focuses only on public universities. The foregoing is illustrative of
a contextual gap. The reviewed study demonstrated the effect of 4%, adoption on
education services quality, productivity, and competitiveness, but. did not show how it

affected or would affect employee performance. This depicts afcdnceptual‘gap.

A study was conducted in Tanzania to evaluate ICT infrastructurégand services at the
Muhimbili University of Health and Applied Sciencés (MUHAS) using the Information
Technology Infrastructure Library (ITIL) framework, (Sukums et al., 2023). The study
adopted a qualitative research method. Thegesults of.data analysis indicated that higher
learning institutions utilised ICTs forgvariousieperations such as learning, research,
administration, and teaching. Varipus,educational technologies were also being adopted,
such as eLearning platforms, student“management systems and video conferencing

systems.

The study above foctised oma single university, whereas the scope of the current study
constituted an arfay of publicruniversities. In contrast, Sukums et al.’s study employed
qualitative gmethods:\Though the latter study addressed the adoption of various
technologies, 1tididmot illustrate how their adoption influenced employee performance.
Therefore; 1t follows that there existed contextual, methodological and conceptual gaps,

respectively.

A study conducted by Mbowa et al. (2020) assessed some of the technology-integration
challenges and imbalances faced by private and public universities in the East African
region. The study was conducted against a backdrop of challenges encountered in
technology integration in higher learning institutions across the region. Data was
obtained from 20 universities that had online publications on technology integration. All
the collected data were analysed using content analysis and inferential statistics. Some of
the challenges that were found to hinder technology integration included
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inadequate professional development, resistance from lecturers, incompetence, and
inadequate technological infrastructure. The study recommended that universities invest

in infrastructure and training to support technology integration.

The scope of the study reviewed above encapsulated both private and public universities,
contrary to the current study, whose scope was public universities only. This depicted a
contextual gap. The reviewed study collected and analysed both qualitative and
quantitative data, while the current study was limited to the latter, thus occasioning a
methodological gap. Moreover, the study presented a conceptual gap since it addressed

technology challenges without linking them to the performance of the efaployees.

Mathende and Beach (2022) conducted a study that sought to determine, how “Angola,
Zimbabwe, and South Africa have integrated information gand hcommunication
technology into their education system. Pertinent secondary datafwas collected using
desk analysis. The results of the study found that“many “Ceuntries across Africa
implement ICT in their education to prepare learnersite assimilate with the global market
and be technologically prepared. Angola, SeuthhAftica and Zimbabwe are among the
African countries that have been at thegdorefsontofintegrating ICT into their education
system. However, this has not beemyswiftidue to policy deployment, lack of funding,

limited resources, and lack of trained teachers.

The study by Mathende and'Beagh €xamined the education system, without specifically
focusing on public uhiversities: This suggests a contextual gap. Methodologically, the
reviewed study dsed secondary data obtained through desk analysis. This differs from
the current study, which used primary data collected through structured questionnaires,
highlighting a“methodological gap. It also depicted a conceptual gap, given that it
examined the integration of ICT into the education system without demonstrating the

link between technology adoption and employee performance.

A local study conducted by Gakenga (2021) analysed the technological factors that
influenced the adoption of ICT in teaching and learning in secondary schools in Kenya.
The study aimed to determine how well the innovation diffusion theory could be adopted

to facilitate ICT adoption. The study, which centred on Githunguri Sub-
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County, adopted an exploratory research design. Data was collected from a sample of
637 respondents using questionnaires, interviews, and observation procedures.
Additionally, a wide range of materials was reviewed that discussed ICT adoption in
developed and developing countries. ICT adoption was influenced by perceived
compatibility, relative advantage, software portability, and technological infrastructure,

among others.

Gakenga’s study showed a contextual gap because it focused on secondary schools in
the country rather than public universities, which were the focus of the current study.
The reviewed study was also narrow in its geographic scope since it cedtsedion a single
sub-county (Githunguri), while the present study was cross-coufity.yThe stady also
depicted a methodological gap because it adopted an explératoryyresearch design,
contrary to the mixed research design employed by the gresent study. The reviewed
study employed different data collection instrumentsdand amethods to collect pertinent
data, whereas the present study used a single iastrument(structured questionnaire).
Contrary to Gakenga’s study, which examinedIC Tladoption as a dependent variable, the
present study analysed the aforesaid consttuct as'a predictor of employee performance.

Consequently, the former study presenteda conceptual gap relative to the present study.

Bariu (2020) conducted a study‘thatfocused on secondary schools in Meru County to
examine how they adoptedylCE infrastructure in teaching and learning. The objective
was to identify the statushof ICT adoption. The study adopted a descriptive survey
research design. Asampleref 276 respondents, consisting of principals, teachers, and
students, participated in the study. Data were collected from the respondents using
questionnaires; interviews, and observation schedules. The collected data were analysed

using descfiptive statistics.

Bariu’s study revealed that many secondary schools in the county had low investment in
ICT infrastructure. This was attributed to the high cost of computer hardware, software,
and related accessories. The study recommended that stakeholders address the
challenges hindering ICT adoption, since using ICT infrastructure would help develop
new skills and proficiency among teachers and learners. The reviewed study presented a
contextual gap since it centred on secondary schools drawn from a single county. This is

a departure from the present study, which
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focused on public universities drawn from different counties. Methodologically, the
reviewed study adopted a descriptive research design, whereas the present study was
guided by a mix of cross-sectional survey and ex post facto designs, creating a
methodological gap. Conceptually, the reviewed study examined ICT adoption without

linking it to employee performance. Therefore, it presented a conceptual gap.

Another local study investigated the level of competency of ICT teachers, the availability
of ICT infrastructure, and the technical support provided to the ICT infrastructure
(Nyongesa & Otieno, 2020). A descriptive research design was adopted. The participants
of the study included 185 teachers drawn from 37 public primary schodls. The data for
the study were collected using questionnaires. According to the study findingsyvarious
ICT factors had a positive nexus with effective teaching and learningd The study
recommended that the government should ensure that publie‘primaryyschools have the

necessary ICT infrastructure and that teachers are wellétrained en‘matters of technology.

The study by Nyongesa and Otieno depicted apcontextualigap because it focused on
public primary schools as opposed to publicaniversities. Furthermore, the study adopted
a descriptive design contrary to a blend of,cross-sectional survey and ex post facto
designs, which were adopted by thegpresent study. Moreover, there was a conceptual gap
since the reviewed study determiedthelink between ICT factors and effective teaching
and learning, which departéd from the current study’s objective of establishing the nexus

between technology adoptien and employee performance.

2.3.5 Governance

A study bygAlshaer et al. (2017) assessed how governance is adopted in public
universities and hew these institutions promote partnerships with non-government
organisationshin Palestine. One of the specific objectives was to identify principles of
governance that were adopted by the Palestinian universities. It also determined how
these principles strengthened partnerships with non-government organisations. Through
simple random sampling, 228 respondents were obtained from the study population.

Questionnaires were used to collect data from the sampled respondents.

The results of the study revealed the existence of a significant relationship between
university governance and non-government organisations-university partnerships. Some

of the principles of governance that the universities adopted included accounting,
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transparency and disclosures, laws and regulations, and rights of all stakeholders.
Whereas the current study focused exclusively on public universities, Alshaer et al.’s
study also included non-governmental organisations. Though the reviewed study
examined the adoption of governance, it did not determine how it moderates the link
between quality of work-life approaches and employee performance. This depicts

contextual and conceptual gaps, respectively.

Sabandar et al.’s (2018) study examined how private universities in Makassar, Indonesia,
implemented good governance. While primary data was collected using questionnaires,
interviews, and observations from 200 respondents across 5 universitiesfisecondary data
was sourced from documented literature. The study found that good governance helped
to improve the quality of university education. However, itfwas tecommended that

transparency ought to be enhanced in these universities.

Contrary to the present study, which focused on publicumiversitics, the reviewed study
centred on private universities, hence illustrating aleontextual gap. Methodologically,
the reviewed study was based on both pmimany “and secondary data, which was a
departure from the current study, whichgwas limitedte primary data. Conceptually, there
was a research gap emanating from,the faet/that the reviewed study examined good
governance implementation. This,deviated from the current study, which analysed the
moderating role of goverdance, in the telationship between the quality of work-life

approaches and the performanece of public university employees.

A study was carried out by Tritong et al. (2021) in Vietnam to analyse governance factors
that impactedthe scicntific research output of lecturers. The study adopted a Partial Least
SquaresfStructuraliEquation Modelling (PLS-SEM) method. Participants were drawn
from 12"higher education institutions in North Vietnam. Data was collected using
questionnaires and interviews. The study found that governance factors influencing
lecturers' scientific research output included the availability of resources for such
research, leadership, support, and decentralisation. The availability of resources had

the greatest effect on the research output of lecturers.

Contextually, the study by Truong et al (Year) involved only lecturers while excluding

other university staff. It also did not clarify whether participants were drawn from private

universities, public universities, or both. The foregoing depicted contextual gaps.

Methodologically, the study employed the PLS-SEM method in analysing the collected
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data. However, the current study used descriptive statistical methods as well as
correlation and linear regression methods to analyse the collected primary data.
Conceptually, the reviewed study examined governance as a predictor variable, whereas
the same is analysed as a moderating variable in the current study. Therefore, the study

presented contextual, methodological and conceptual research gaps, respectively.

A study conducted by Anyanwu and Ewhe (2020) investigated governance issues
present in Nigeria’s higher education system. The research examined how the Federal
Republic of Nigeria provided an equal, high-quality higher education system in tandem
with the country’s 1979 constitution. The study focused on institutional freedom,
university management, and access to higher education. The resear¢h findingsirevealed
that there was an acute shortage of access to higher education, dilapidated ihfrastructure,
and poor funding, which subsequently led to unsatisfactofysachievements. The study
recommended that the management of higher educatiegn ought toafocus on eliminating
the examined governance issues for the universities 1, Nigesia, to attract scholars from

across the globe.

Anyanwu and Ewhe’s (2020) study focusedyon the higher education system, which was
a departure from the public universities whieh constituted the scope of the current study.
Therefore, a contextual gap existeddTheéweviewed study also depicted a conceptual gap
since it examined governance issues in Nigeria’s higher education system, but failed to
establish its influence onmythe mexus between the quality of work-life and employee

performance.

Assan (202 lgycondueted a'study that put into perspective the factors that influence the
adoptiomef corporate governance systems in higher learning institutions (HEIs) in South
Africa. The“gbjective of the study was to examine the challenges and opportunities
associated with the management of the merged HEIs in the country. A mixed-methods
approach was adopted, and data were collected from a sample of 120 randomly selected
staff and learners through questionnaires and interviews. The study identified effective
communication and stakeholder involvement as some of the factors that impacted
effective corporate governance. This led to the recommendation that university

management should focus on improving corporate governance issues.

47



St. Paul’s University Repository

Asan’s study examined South African HEIs without specifically focusing on the public
universities in the country. Accordingly, a contextual gap is apparent. Whereas the
reviewed study adopted a mixed-methods approach, the current study was guided by a
deductive approach, which aligned with quantitative methods. Hence, there existed a
methodological gap. Asan’s study examined corporate governance as an outcome
variable. This depicted a conceptual gap relative to the current study, which examined

governance as a moderating variable.

Research in Morocco analysed the state of governance in universities (Bennani et al.,
2021). The objective was to investigate the degree of applicatiofgof, university
governance through various principles, such as equal opportunity, fighting comruption,
regulations, and student participation. The study was carried otitiat Sidi Mohamed Ben
Abdellah University. The study adopted a descriptive resedrelhdesigna A sample of 947
respondents was obtained randomly. Relevant data wads collected bsing questionnaires.
The study identified corruption as the main problemundermining university governance.
Other identified problems included limited ré€soutees, tepresentativeness, and lack of
accountability. The study concluded tHat ‘intfoducmg the principles of university

governance would improve the quality ofleducation.

Although the above-reviewed study foeused on Moroccan universities, it was not
specific to those operatingjin‘the public sector. The study also focused on a single
university, contrary téypthe‘many,universities which constitute the organisational scope
of the current study\Pastlyjpthe reviewed study departed methodologically from the
current studyssince, unlike'the latter, which adopted a mix of cross-sectional survey and
ex postdacto designs, the former followed a descriptive research design. The reviewed
study examined ‘governance in universities independent of other variables. This
conceptually departed from the current study, which examined it relative to both the

quality of work-life and employee performance in public universities.

Godana et al. (2019) studied governance practices and how they influenced performance
in secondary schools in the Buuri Sub-County of Meru County. The specific objective
was to determine how stakeholder support and effective communication influenced
secondary school performance. The study adopted a descriptive research design. Data
were collected using questionnaires from a purposively selected sample of 60
respondents from the study population. The collected data were analysed using
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descriptive and inferential statistics. The study found governance practices to

significantly and positively influence school performance.

The above study presented a contextual gap since, contrary to the current study, whose
scope was public universities, it focused on secondary schools. Its geographical scope
was considerably smaller than the current study since it focused on a single sub-county.
In terms of research design and sampling technique, clear research gaps existed. While
the current study was anchored on a blend of cross-sectional and ex post facto designs,
the reviewed study was informed by a descriptive research design. The reyiewed study
employed purposive sampling techniques, which was a departure from the,current study,
which obtained respondents through a stratified random samplingitechnique. The
foregoing depicts methodological gaps. The reviewed study {determined the effect of
governance on school performance. Contrary to treating governance as a predictor, the

current study examines it as a moderator variable. Thi§ illustrates‘@conceptual gap.

Another study conducted by Agili et al. (2020), assessed“how corporate governance
influenced the performance of universitiesgin, Kenya. An explanatory research design
was adopted. Data was collected fromg248 sespondents, consisting of the university’s
management board members andmgseniorjmanagement academic employees, using
structured questionnaires. All ‘cpllected, data were analysed using descriptive and
inferential statistics. Accordingito the study findings, corporate governance significantly
and positively influenced nivessity performance. The universities were also found to
have in place varidus,accountability and ethics mechanisms intended to institutionalise

corporate goxernanee, thus’bringing about effective performance.

Agili etfaly’s study'depicted a conceptual gap by examining corporate governance as an
independent variable, a departure from its moderating role as presented in the current
study. There was a methodological gap informed by the reviewed study’s adoption of an
explanatory research design as opposed to the cross-sectional survey and ex post facto
designs adopted by the present study. Though the reviewed study centred on Kenyan
universities, it fell short of specifying whether they were drawn from the private or public
sectors or both. This deviated from the current study, whose scope was clear (public

universities in Kenya), thus presenting a contextual gap.
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Kariuki et al. (2021) conducted a study that sought to determine the link between
corporate governance and the performance of public universities in Kenya. The research
was anchored in social network theory. A mixed research design and pragmatic
philosophy were adopted. Data was collected using structured questionnaires and an
interview guide from a sample of 234 respondents consisting of top managers working in
the aforementioned universities. Descriptive as well as inferential statistics were used to
analyse the collected data. It was revealed that there existed a statistically significant

relationship between corporate governance and universities’ performance.

The study inferred that adherence to good corporate governance praetices ensured
improved university performance. Therefore, it was advisable to efisute the upholding
of good corporate governance practices in the institutions @fphigher l€arning. The
reviewed study showed a methodological gap because it used both) quantitative and
qualitative data, unlike the current study, which centred exclusivelypon quantitative data.
The study also identified a conceptual gap becausgit examinéd)corporate governance as
an independent variable, which differed from‘he Gurrent study, where governance was

the moderating variable.

In Embu County, Mbui and Minja2023) conducted an empirical study to determine the
influence of governance practices, on'the performance of devolved governments. The
examined practices included strategic planning, public participation, and leadership
styles. The study was anchoted in upper-echelons theory and agency theory. A
descriptive survey research, design was adopted. A stratified random sample was
obtained. Both struetured'questionnaires and unstructured interviews were employed in
data coll¢etion. According to the study findings, it was established that governance

practicesysignificantly influenced performance.

However, when critiqued against the present study, it was established that Mbui and
Minja’s study presented a clear contextual gap. This was informed by the fact that it
focused on devolved governments instead of public universities. Whereas the study was
based on upper-echelons and agency theories, the current study’s governance construct
was anchored on stakeholder theory. The study also depicted several methodological
gaps. Whereas the reviewed study adopted a descriptive research design, the present
study was guided by a mix of cross-sectional survey and ex post facto designs. Although

both studies employed stratified random sampling to draw respondents from the study
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population, the reviewed study collected mixed data, a departure from the quantitative
data the present study collected and analysed. A conceptual gap exists because the
reviewed study examined governance as a predictor, while the current study treats it as

a moderating variable.

2.3.6 Employee Performance

A study investigated motivational factors that impacted employee performance in
Malaysian public universities (Mahmood et al., 2023). The study found that all
motivational factors, except recognition, positively influenced employee performance.
Recognition had the least effect, while monetary compensation had the gteatest impact
on employee performance. Although the reviewed study mirroredfthe cutrent study
contextually, it failed to illustrate conceptually how employee performance,was affected
by work-life quality. Therefore, although there were no contextiialyor methodological

gaps, a clear conceptual gap remained.

In Pakistan, a study conducted by Jafri et al4(2023))examined how administrative
practices impacted employee performance an publig,universities. The study adopted a
quantitative research design. Compensationycaneer planning, recruitment and selection
were some of the administrative practicess, Through random sampling techniques, a
sample of 180 respondents was‘@btainedyfrom 6 public universities. The study findings
indicated that there was &, s0lid and positive impact of administrative practices on
employee performance. fLhishstudy, however, did not illustrate how employee
performance wasgmpacted, by the quality of work-life approaches. Therefore, there
existed a conceptual research gap. The study mentions only a single research design
(quantitative)aln contrast, the current study adopts a mix of cross-sectional survey and ex
post factesdesigns» Indeed, it regards ‘quantitative’ as a research method rather than a

research design. This illustrates a methodological gap.

In Sri Lanka, an empirical study was conducted to investigate the impact of motivational
factors on the effectiveness of employee performance in tea factories located in the

Ratnapura District in Sri Lanka (Upathissa, 2022). The study used robust
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data collection methods, including focus group discussions, observations,
questionnaires, interviews, company reports, and reliable books. The foregoing were the
sources of both qualitative and quantitative data. The study's findings revealed that
employee motivation had a significant effect on their performance. Therefore, the study
recommends that organisations provide their employees with challenging and exciting
work to keep them engaged and prevent idleness, which could otherwise lead to
decreased productivity. Based on these findings, it is clear that organisations must
prioritise employee motivation to enhance their performance and, ultimately, their

SUucCCess.

Evidently, relative to the current study, Upathissa’s study presented a contextual gap by
focusing on tea factories as opposed to public universities. Methodologically, the
reviewed study employed various data collection method$, which swas a departure from
the single instrument (structured questionnaires) usedyto eollectdata in the current study.
The reviewed study was also based on mixedqdata, While the current study centred
exclusively on quantitative data. More so, there'existed a eonceptual gap emanating from
the reviewed study’s examination of howlemployee performance was influenced by

motivational factors instead of the quality'of work-life approaches.

A study conducted by Nwdmadi andgOgbonna (2021) analysed the academic staff
performance of selectedyuniversiti€s»in Southwest Nigeria. It identified the different
methods of performance, appraisal being adopted by South-West universities. A
descriptive research’ design” was adopted, and primary data were collected using
structured guestionnaires. From a study population of 5352 academic staff, a sample size
of 1011 was obtained using stratified and purposive sampling techniques. The relative
importance, index (RII) approach and correlation analysis were used to analyse
the collected data. A high level of academic staff performance was found concerning
community services, employee self-assessment, new curricula designs, teaching, and
published paper assessment. Thus, the study concluded that a positive relationship
existed between parameters of performance and academic

staff productivity in Nigerian universities.

Albeit the fact that Nwamadi and Ognbonna’s study centred on selected universities, it

did not clarify the sector from which they were drawn. The lack of specificity presented a
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contextual gap relative to the current study, whose scope was very specific (chartered
public universities). The selected universities were localised to a particular region,
whereas the current study’s scope was countrywide. The study adopted a descriptive
research design, which was a departure from the blend of cross-sectional survey and ex
post facto designs adopted by the current study. Consequently, a methodological gap
existed. The reviewed study further depicted a conceptual gap since it never attempted
to establish the link between employee performance and the quality work-life

approaches.

Binta et al. (2019) examined performance appraisal and employee pefférmance in the
Federal Ministry of Education Headquarters based in Abuja, Nigeria. Thespecific
objective was to assess the extent to which employee training @fféctedyithe “productivity
of the employees. A survey research design was adopted. Lhe study collected data from
a sample of 400 employees that was determined using Yamanc’s formula. Research
questionnaires were used in data collection. A positiveyrelationship was found to exist

between performance appraisal and employee productivity.

Contextually, the reviewed study presented a‘tesearch gap by focusing on the education
ministry’s headquarters, instead (0f public*universities. Methodologically, a survey
research design guided Bintaget al.’s study. This was a departure from the current study,
which adopted both cress-sectionalysurvey and ex post facto research designs. The
reviewed study linkedyemployee performance to performance appraisal. This was
contrary to the“current' study, which determined the extent to which employee
performancé was influenced by the quality of work-life approaches. Therefore, there

existedd€ontextual; methodological and conceptual gaps, respectively.

In Uganda, Rwothumio et al. (2021) studied the relationship between performance
appraisal and staff performance in selected universities based in the country. The
objective was to determine how the teaching and research outputs of academic staff
were affected by performance appraisal. The study used a mixed-methods
research design where a convergent parallel approach was adopted. Semi-structured
questionnaires were used to collect data, which was analysed through content analysis
and linear regression. The study revealed that there was a positive nexus between
performance appraisal and the research output of academic taff. The study

recommended that Ugandan public universities should revise the
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current performance appraisal system to make it more efficient.

The above-mentioned study presented a methodological gap since it adopted a semi-
structured questionnaire, which is employed to collect both quantitative and qualitative
data. This was in contrast to the current study, which used a structured questionnaire to
collect quantitative data. Conceptually, there was a research gap since the reviewed study
determined how employee performance was related to performance appraisal, in contrast
with the current study, which linked employee performance to the quality of work-life

approaches.

A study conducted by Kyondo et al. (2023) examined the link betweefi staft petformance
and employee relations practices in public universities in Nairebi“€ounty, The study
investigated how communication, employee _welfare, Jand participation
affected staff performance. The study was guided by the humany,theory and scientific
management theory. A descriptive research design was ‘adopted. It was revealed that a
positive and significant correlation existed, between)employee performance and
employee welfare, communication, and gpartieipation, The study findings led to the
recommendation that universities should “eontinue improving employee relations
practices to enhance employee performance.“There was a conceptual gap depicted by the
reviewed study since it linked employee performance to employee relations. This was
contrary to the current studyy whichhdetermined the connection between the quality of
work-life and empléyee performance in Kenyan public universities. Whereas the
reviewed study adopted adeseriptive research design, the present study adopted a mixed
design (encetpassingia cross-sectional design and an ex post facto design). Hence, there

was a methodolegical gap.

In Nakuru ‘€County, Ongwae et al. (2018) conducted an empirical study that sought to
evaluate how organisational factors affected employee performance in universities. The
study adopted a survey research design. Using stratified sampling, a sample of 138
respondents was obtained. Questionnaires were used to collect data from the sampled
respondents. After analysing the collected data, it was established that leadership and
work environment had a controlling impact on employee performance. It was
recommended that the management encourage openness and adherence to bureaucratic

procedures with a view to improve overall performance.
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The above-reviewed study depicted contextual, methodological and conceptual gaps.
Contextually, it was limited to universities in Nakuru County, which contrasts with the
wider scope covering the entire country on which the current study was based. Though
both studies employed stratified sampling, the reviewed study adopted a survey research
design in contrast to the cross-sectional survey and ex post facto designs adopted by the
present study. This is a methodological gap. There was also a conceptual gap emanating
from the reviewed study’s linking of employee performance to organisational factors,
contrary to the current study linking the aforementioned performance to the quality of

work-life approaches.

Another local study assessed how work-life balance influencedythe “performance of
academic staff at the University of Nairobi (Ouma, 2021). Spilloveritheory and social
exchange theory guided the study. According to the study, employee performance was
positively linked to leave programmes, employee assistan€e ptogrammes and wellness
programmes. The study established a positive acxus between employee performance
and leave programmes, employee assistanee progtammes, and wellness programmes.
The study concluded that employee performancecould be greatly influenced by the

aforementioned programmes.

Ouma’s study recommende@,that théyumiversity’s management continue adopting a
work-life balance to improveyemployee performance. The study presented contextual
gaps, specifically organisational and target population. Organisationally, it centred on a
single public university (the University of Nairobi) rather than all chartered public
universitiest in Kenya)On the target population, the reviewed study involved only

acadendic staff, while the current study also included non-academic staff.

2.4 Summary of Reviewed Literature and Research Gaps

This section places much emphasis on the reviewed local studies. It focuses on the
authors, the year the study was conducted, the key findings, research gaps, and what the
present study sought to do to bridge or fill the identified gaps. Table 1 presents these

issues.
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Table 1 Summary and Research Gaps
Authors Topic Findings Research How the
& Year Gaps Research Gaps
Will Be
Addressed
Dikirr Influence of There exists a strong and Although the  The current
and flexible work  significant nexus between study study
Omuya  practices on flexible time and employee addressed established the
(2023) employee performance. flexible time,  link between
performance it was not flexible work
in institutions candid on the  arrangements
of higher construct of and employee
learning in flexible work _ \performance in
Kenya: A case arrangements, ipublic
of selected The studylalse, uniyersities.
universities in focused on
Nyeri county county,
governments
as.opposcdto
publi¢
universities
Gacheri  Flexible work  Flexi-time and The focus of  The present
(2022) arrangements  telecommuting positively the study was  study was
and influenced the pesformance not on public ~ concerned with
performance of employees: universities public
of employees universities,
in the State where the focus
Department will be on
for Vocational flexible work
and Technical arrangements
Training in and employee
Nairobi City performance.
County,
Kenga
Kiprono  Flexible Flexi working strategies were The study The flexible
(2018) working found to explain variation in ~ examined working
arrangements  employee performance. flexible arrangements
on‘employee working were examined
performance arrangements  alongside how
in Kericho and how they  they affect the
County affect performance of
Referral employee employees in
Hospital, performance public
Kenya in a hospital universities.
setup, instead
of focusing on
public
universities
Barongo  Flexible work  University employees highly = The study The current
(2025) schedules and  valued flexible working presented a study targeted
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Lusambil
1etal.
(2025)

Ganu et
al.,
(2017)

Muthoki
and Were
(2017)

Munyiri

employee
performance
among public
universities in
Kenya

Flexible work
arrangements
and employee
performance
in public
universities,
Kenya

The
implementatio
n of workplace
wellness
programmes
and their
impact on
employee
work
productivity:
The gase of*
Safaricom
Company Litd
Factors
affeeting the
sustainability
of wellness
programmes in
the hospitality
industry: A
case study of
Nairobi Serena
Hotel

Factors

University

hours; flexible working
schedules enhanced the
performance of the
employees

Flexible work arrangements
positively and statistically
affected employee
performance

Fitness programmes
positively impacted,work
performance andwork
productivity.

A positive and significant
correlation existed between
management support and the
sustainability of wellness
programmes.

Staff knowledge had a
57

contextual gap
since it was
restricted to
the coastal
region, instead
of the entire
country.

There was a
methodologica
1 gap since,
unlike the
present study,
which adopted
a blend of
cross-sectional
survey and ex
post(facto
designs, the
reviewed
study,was
guided by a
cross-sectional
survey design.
The study
addressed only
fitness
programmes
and did not
mention other
aspects of
health and
wellness
programmes.

The study
addressed
wellness
programmes'
sustainability
and
management
support;
however, the
former was
not linked to
employee
performance.
The study was

Repository

all chartered
public
universities in
Kenya.

To obtain
comprehensive
findings, a
mixed-design
(cross-sectional
survey and ex
post facto
designs) was
adopted.

The present
study incisively
addressed the
wellness and
health
programmes
and how they
affected
employee
performance.

The nexus
between health
and wellness
programmes
and employee
performance
was determined
by the current
study.

This study was
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(2023)

Mbinya
and
Mose
(2022

Muchiri
(2022)

Kendago
et al.
(2023)

influencing
uptake of
wellness
programmes at
AMREF
Health Africa,
Kenya

Effect of
occupational
stress on
employee
performance
of the Judicial
Service
Commission
employees in
Kenya

Effects of time
and cost
effective stress
monitoring,
management,
prevention,and
redugtion
prégrams on
staff
performance
in the Kenya
disciplined
services

The effect of
stress
management
on employee
performance
in Kenya
Electricity
Generating
Company in
Kenya

University

positive and significant
influence on the uptake of
wellness programmes

Workload stress was found to
influence employee
performance to a great
extent.

Employecs‘exposed to a high
qualitative workload tended
tobe stresSed more.

Stress management directly
and positively influences
employee performance.
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concerned
with factors
affecting the
uptake of the
wellness
programmes,
instead of the
effect of the
aforementione
d programmes
on employee
performance.
Although the
study
addressed.
workload
stress, 1t did
not examine
how such
SEECSS)IS
avoided or
managed, and
the implication
of the said
management
on employee
performance.
The study
linked
workload to
stress, instead
of determining
how the
management
of workload
affects
employee
performance.

Though the
study focused
on stress
management,
it did not
explicitly
examine it as
part of
workload
management.

Repository

interested in
determining the
effect of health
and wellness
programmes on
employee
performance.

The current
study was
concerned with
workload
management
and how it
affected
employee
performance.

The present
study shed more
light on aspects
of workload
management
and how they
related to
employee
performance.

This study
looked at
various
elements of
workload
management. [t
also determined
the effect of the
stated
management on
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Gakenga
(2021)

Bariu
(2020)

Nyonges
a and
Otieno
(2020)

Godana
et al.
(2019)

Agili et
al. (2020)

Analysis of
technological
factors
influencing
adoption of
ICT in
teaching and
learning: A
case of
Githunguri
Sub-County,
Kenya

Status of ICT
infrastructure
used in
teaching and
learning in
secondary
schools in
Meru County,
Kenya

Effect of
integration of
ICT
infrastructure
on effective
teaching and
learning in
public primary
schools in
Trans Nzoia
County,
Kenya
Effects of
goyernance
practices on
performance
among
secondary
schools in
Buuri Sub-
County, Meru
County

Corporate
governance
and

University

Factors that influenced ICT
adoption included perceived
compatibility, relative
advantage, software
portability, and technological

infrastructure.

The high cost of ICT
infrastructure hindered
schools from investing in it.

The availability ofICT
infrastructure, ICT
competence and technical
supportthad a positive nexus
withieffective'teaching and

learning.

Governance practices
significantly and positively

influenced school
performance.

Universities had put in place
various accountability and
ethics mechanisms intended

59

The study
focused on
ICT adoption
instead of how
it affects
employee
performance

The studygfell
short of
linking ICF
infrastructure
to.employee
performarice.

The ICT
infrastructure
and support
were related to
learning and
teaching,
instead of
employee
performance.

Governance
practices were
linked to
school
performance,
but not to the
performance
of employees.

Corporate
governance
was not

Repository

employee
performance.
This study
examined
technology
adoption and
how it related to
employee
performance.

Foeusing on
public
universities, the
present study
examined ICT
infrastructure
and support and
their link to
employee
performance.
The current
study
determined the
effect of ICT
infrastructure
and support on
employee
performance.

The current
study sought to
establish the
moderating
effect of
governance on
the nexus
between quality
of work life and
employee
performance.
Governance
was examined
relative to its
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Kariuki
et al.
(2021)

Mbui and
Minja
(2023)

Ongwae
et al.
(2018)

performance
of universities
in Kenya

Influence of
corporate
governance on
the
performance
of public
universities in
Kenya

Influence of
governance
practices on
the
performance
of county
governments
in Kenya: A
case of Embu
County

Effect of
organisational
factors on
employee
performance
in Kenyan
university
campuses: A
case of
Nakuru

University

to institutionalise corporate
governance, thus bringing
about effective performance.

There existed a statistically
significant relationship
between corporate
governance and the
performance of public
universities.

Governance practices
significantly mfluenced
petformance:

Leadership and work
environment had a
controlling impact on
employee performance.
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addressed as a
moderating
variable of the
quality of
work life and
employee
performance.
Corporate
governance
was linked to
the
performance
of public
universities
instead of:
establishing
how(it
moderated the
nexus bétween
the ‘quality of
lifeaand the
performance
of employees
working in
these
institutions.
There was a
conceptual gap
occasioned by
the study’s
addressing
governance
practices as a
predictor
variable as
opposed to
examining the
construct as a
moderating
variable.

The study
linked
employee
performance
to
organisational
factors, rather
than linking it
to the quality
of work-life

Repository

moderating
effect on the
relationship
between work-
life quality and
employee
performance.
The current
study examined
the moderating
effect of
governance on
the relationship
between work-
life,quality and
employee
performance in
public
universities.

The study
examined
governance as a
moderator of
the nexus
between the
quality of work-
life and
employee
performance.

The current
study addressed
the link
between the
quality of work
life and
employee
performance.
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County approaches.
Kyondo  Employee There was a positive The construct  The present
et al. relations and  relationship between employ  of employee study sought to
(2023) staff ee performance and performance establish the
performance employee relations practices.  was not nexus between
in public examined the quality of
universities relative to the ~ work life and
within Nairobi quality of employee
County, work life. performance.
Kenya
Ouma Work-life There existed a positive Employee The present
(2021) balance and nexus between employee performance study addressed
employee performance and was linked to  €as
performance leave programmes, employee only one comprehensivel
among assistance programmes, approach y'as,possible
academic staff and wellness programmes. (wellneSs the various
at the progtammes), approaches to
University of ofithe'quality > the quality of
Nairobi, ofworklife. work life and
Kenya how they
affected
employee
performance.

2.1 Conceptual Framework

A conceptual framework is a crucial tool that enables researchers to see how the elements

or constructs of a given study align (l.eedy & Ormrod, 2016). It can be described simply

as the variables that are addressed i@ study (Maxwell, 2017). However, a more

comprehensive, yet can@did, ‘descsiption is fronted by Miles, Huberman and Saldana

(2014) who define it as @ygraphical or narrative form of the variables or constructs of a

particular study and,how'they are presumed to relate to each other. Figure 2 presents the

conceptualdramework that guided the present study.

Figure 2
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Conceptual Framework

QWL APPROACHES

Flexible Work Arrangements
e Flextime
e Part-time working
e Telework

v

Health and Wellness
Programmes
e Mental health support
e Physical wellness
¢ Health education

\ 4

rformance
ficiency
ork

Workload Management
SiSE ariaple
e Task deadlines
e Task splitting

~
)
=

Technology ad Governance
Availabili
* Avai aTb? 1ty »|e Accountability
¢ Reliability Fai
e Ease of use Lo
e Transparency

dent Variables Moderating Variable

The conce framework illustrated in Figure 2 shows three categories of variables
pertinent to the present study. These are independent (predictor), moderating, and
dependent (outcome) variables. According to Okoye and Hosseini (2024), an
independent variable is a variable which can be changed or manipulated, either on its
own or by a researcher. It is also known as a predictor or predictor variable because it
predicts the outcome of another variable (dependent variable). In a cause-and-effect
relationship, which is synonymous with ex post facto research, the independent variable

is the cause. Giri (2024) describes an independent variable as a manipulable and

measurable element, component, characteristic or condition, whose manipulation affects
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another observed phenomenon or variable. In research, the independent variable is
hypothesised to occasion a change (effect) on another variable (mostly the outcome

variable) (Johnson & Christensen, 2008).

A moderating (or moderator) variable refers to a construct that confounds the
relationship between an independent variable and a dependent variable. It acts as a
secondary or special predictor whose sole purpose, from a research perspective, is to
moderate the strength of the relationship between the primary predictor variable and the
dependent variable. King (2013) asserted that a moderator is a qualitative or quantitative
variable that impacts, affects or influences the direction or strength (or béth) of the nexus
between a predictor and criterion variable. Similarly, Cheung, ‘andyAguias) (2025)
postulate that moderation takes place when a third variablefaffects, the relationship
between two variables (independent and dependent vagiables). Moderation is often
present in regression models where the effect of predietors onthe ontcome is contingent

on the level of a third variable (Hollocks, et al., 2023):

The dependent variable, otherwise referredtopasitheroutcome or response variable, is
described as an observable and quantifiable‘eondition, factor or trait which depicts the
effect of an independent variable (Gitt, 2024)gWhereas the researcher cannot manipulate
it, it changes when the independent variable is altered or manipulated. In a cause-and-
effect relationship, the dependent mariable is the effect (caused by the independent
variable). According €0yAndradey(2021), a dependent variable is influenced (in value) by

other variables (mostly ihdependent or moderating variables).

Contextually,as shown'in Figure 2, independent variables represent the various quality-
of-work-life;appteaches adopted by public universities in Kenya. These are flexible
work arrangements, health and wellness programmes, workload management and
technology adoption. Governance is the moderating variable. Employee performance
constitutes the dependent variable. The framework presumes a relationship between the
aforementioned quality-of-work-life approaches and employees’ performance, and that
this relationship is influenced (moderated) by the governance of public universities in

Kenya.

The stated constructs are operationalised using measurable sub-constructs. The sub-

constructs of flexible work arrangements will include flextime, part-time working,
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telework, job sharing, compressed schedules, and reduced work. According to Raghuram
(2014), flexible work schedules are characterised by job sharing, part-time work,
compressed workweeks, reduced work, flextime, and telework. However, working part-
time in public universities is a common phenomenon that is occasioned by a huge
shortage of permanent lecturers (Bett et al., 2018). Some lecturers also resolve to teach
their respective units over an extended yet compressed period as opposed to having many
short lessons. Teleworking is nowadays common, with many lectures being offered
online, mainly from the comfort of their offices or abodes. Teleworking was popularised
during the Coronavirus Disease—2019 (COVID-19) lockdown in 2020/2021 and has
remained crucial in teaching and learning in universities. It has provided flexibility and

cost-effectiveness despite intermittent internet interruptions (Anyonje etal., 2022).

The fact that employees spend most of their time &ithér at work or working
underscores the importance of programmes aimed at eisuring theirhealth and wellbeing
are supported (Pefia et al., 2024). Many organisations (empleyers) are conscious of this
fact and have already put in place policies ‘@and“mechanisms to ensure the effective
implementation of these programmes (Matyam et al., 2016). It follows that employers,
including public universities, have implemented heéalth and wellness programmes in the
form of mental health support,ghysieal wellness, and health education, among other

initiatives.

Employee assistance@rogrammes (EAPs) such as counselling and mentorship are part
of health and wéllness programmes in public universities. Others focus on physical
wellness, health edueation, financial wellness, health screenings, and team-building
activitiess Tt 18, acknowledged that there are universities which have mentorship
programmes for inexperienced lecturers (Banja et al., 2018). Screening as part of health
and wellness programmes is emphasised. Screening activities are known to improve the
well-being of faculty and other people working in academia (Aimo et al., 2024).
Employers develop and implement health education programmes to enlighten their staff
on health-related matters. According to de Vries et al. (2018), health education entails
enlightening people (including employees) about health issues and how such issues

influence their health and general well-being.

Workload is variously defined. However, it commonly refers to the relationship between

quantifiable levels of mental processing capability or resources and task demands
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(Jacobs et al., 2020). Workload can be measured or assessed in the form of the amount
of work done or accomplished within a specified period or production level. Workload
management constitutes several metrics that include task estimates, task deadlines, task
splitting, resource allocation to perform tasks, task allocation frequency, and workload
distribution timeliness. Others include resource mapping, resource allocation
measurement, and task reviews. According to Twin et al. (2018), resource allocation and
limiting workload are crucial in workload management. The authors further underscore
the importance of evidence-based workload measurement that encompasses workload

allocation models or job analysis assessments.

According to Straub (2017), technology adoption is successful wheén various eognitive,
contextual and emotional concerns are effectively addresséd.»Inithe wiew of this
assertion, the sub-constructs of technology adoption are ayailability, reliability and ease
of use (for instance, the staff portal). Other metricsdnclude the'mumber of equipped
infrastructure (say, laboratories, libraries, and theatres), these€ of technology in research
and digital learning/teaching platforms, all Of, which“révolutionise how universities
operate, fostering greater efficiency, €accessibility’ and engagement. In public
universities, lecturers underline the impeostanee of digital technologies in effectively

accomplishing research tasks.

Technology is also effective “in minimising errors. Key aspects of technology in
universities include €ase “of use, usefulness, and the availability of required digital
technologies (Samuehetial:32021). Infrastructural facilities in universities enhance
job performance sinee cmployees (lecturers and other staff) are enabled to perform

their designated,job,tasks (Krishnaiah et al., 2023).

Governance, particularly corporate governance, refers to accountability and control of an
organisation, regardless of size, industry, or sector (Sheehy & Diaz-Granados, 2023).
Corporate governance is crucial to employee performance. This means that
accountability, integrity and objectivity are fundamental aspects of governance in an
organisation (Kibuthu, 2022). This is important since, in the context of the current study,
it serves as the moderating variable, with employee performance constituting the
dependent variable. As a moderator, it is often regarded as a secondary predictor,

especially in the absence of the main independent variables.

Governance in universities can be measured in terms of the extent of accountability,
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fairness, transparency, equity, and responsibility. An accountability metric is a crucial
component of governance, despite the difficulties faced in measuring it (Emerson &
Nabatchi, 2015). Key Performance Indicators (KPIs), existing pertinent statistics,
rankings and rating systems, user satisfaction surveys, and programme evaluations are
some of the modes of measuring governance (Triantafillou & Lewis, 2024). The
aforementioned can be used to measure accountability, equity, fairness, responsibility

and transparency.

Employee performance describes the output of workers in terms of various aspects,
including effectiveness, independence, quantity, timeliness, as well as mmitment

and quality (Szabd et al., 2017). Molefe (2010) highlighte ance

measurement constructs or dimensions for academic staff in uni particular

order, they include assessment or testing procedures, co kills, knowledge
of a particular subject, organisational skills, relatio ents and lecturers,
subject relevance, and utility of assignments. T employee performance
are bound to enhance efficiency, quality o uation rates, and graduates'

employability (their absorption in the lab

»

N
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

The methodology summarises the research design and approaches adopted for data
collection and analysis. The chapter details the target population, the sampling procedure
and the data collection instrument and procedure. It also covers the pilot study, validity

and reliability tests, data analysis and presentation, and the ethical issues considered.

3.2 Research Philosophy

A research philosophy is a set of presumptions or convictionsgthatienableta better
understanding of a research study (Saunders et al., 2019). It comprises, the’beliefs that
guide how a research study is conducted. It is the paradigm that enéompasses a set of
assumptions, beliefs, practices, and values that sexVe asha teadmap informing how
research is carried out. The study was guided by,apesitivistparadigm. This philosophy
aligns with the hypothetical-deductive model, " which 1s“premised on assessing a priori

hypotheses through the operationalisation of construets.

The model follows a systemati¢ Pprocedure that involves observation of existing
literature, hypothesis formulationpprediction (design), data collection and analysis, and
hypothesis testing (Wicherts, 2017)s This aligns with the present study’s aim to draw
inferences by testingdhe stated null hypotheses. Studies that adopt positivism focus on
establishing explanatery\(orieausal) relationships through quantitative approaches, and
they preferemtially draw empirical findings from large sample sizes (Park et al., 2020).
The study "soughtgto establish the causal relationship between quality of work-life

approaches and employee performance. performance.

3.3 Research Design

The roadmap or blueprint for conducting a study describes a research design. The choice
of an apt research design is based on several factors. A suitable research design should
guide a study or survey that can effectively address research questions and objectives
(Ansari et al., 2022). Accordingly, a descriptive research design incorporating both

cross-sectional survey and ex post facto designs was adopted.

67



St. Paul’s University Repository

Adopting a mix of both research designs was informed by the fact that it enriched the
overall research by ensuring both temporal and cause-and-effect aspects were effectively
addressed. This corroborates the importance placed on the use of a survey and ex post
facto design in research (Lopez-Aymes et al., 2021). The study was a survey conducted
over a limited period, which sought to establish the link between the quality of work-life
approaches and employee performance. The study was cross-sectional, as it involved
collecting quantitative data at a particular time. Therefore, the study was based on data

collected over a period of four months (May to July, 2025).

The ex post facto design was adopted because it enables the predictiodyef actions that
have already occurred (quality of work-life approaches) and, €anyprediet, certain
situations, contextually, the performance of university employegéspAceording to Sharma
(2019, this design is used by studies which seek to detetmine ‘the” impact of an
independent variable (or variables) on a dependent variable, Itis alse adopted by studies
which explore relationships between variables. Fhe ‘foregoinig features suffice in the
current study. The present study adopted the aSpects, of cause-and-effect depicted by the
ex post facto design. It also examined th@yrelationship between the various quality of
work-life approaches (independent variables)yand employee performance (dependent
variable). Contextually and in gandem, with the aforementioned design, it sought to
determine the effect of QW Lfapproach@sion employee performance in public universities
in Kenya. The advantag@of aidesefiptive research design incorporating ex post facto is

that such studies are deveid ofithe researcher’s interference (Condron, 2024).

3.4 Research Appreachand Methods

The study@mbraced a‘deductive approach and quantitative methods. Studies that align
with the deductive research approach focus on making inferences regarding given
phenomenaiyThey involve deducing and stating hypotheses, suggesting relationships
between two constructs, and testing the hypotheses to reject or fail to reject them
(Wilson, 2010). The current study followed this procedure before drawing conclusions
pertinent to the quality of work-life approaches and employee performance in public

universities.
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Quantitative methods were employed because the study was concerned with numerical
(ordinal) data. Quantitative methods focus on the process of collecting, analysing,
interpreting, and reporting results (Carrie, 2007). The present study adopted these

aspects; hence, quantitative methods were used.

3.5 Target Population

Target population is a broad term used by Peil (2013) to describe people, objects, or
specimens with similar characteristics that can be grouped to be analysed based on their
traits. According to Mncedisi (2022), the target population is the entire population, or
group, that a researcher is interested in researching and analysing. Kenya has 35
chartered public universities (CUE, 2022), which can be divideddnto two groups: 8
universities established and chartered by the government, and 27% thatyemerged as
constituent colleges of the 8§ after the 2013 university reformss:, The 35, universities form
the study population, and the 8 public universities establishedbeforc the CUE issued the
charter in 2013 constitute the target population. These ‘8 institutions have the longest
history in employee management and, by extension, workslife approaches and employee

performance; hence, they were considered,the'most suitable scope for the current study.

According to CUE (2022), these institutions are; the University of Nairobi (established
in 1970), Moi University (establisheédnin 1984), Kenyatta University (established in
1985), Egerton University“(established in 1987), Jomo Kenyatta University of
Agriculture and Technology ‘(established in 1994), Maseno University (established in
2001), Masinde Muliro Univessity of Science and Technology (established in 2007), and
Dedan Kimathi University.of Technology (established in 2012).

The target'population is described as an aggregate of all members of the general
population ‘that “‘Share common or similar characteristics regarding a particular
phenomenon.In this study, the target population were the employees of the 8 institutions.
Table 2 shows the distribution of the employees of these 8 universities, which constituted
the unit of analysis. The unit of analysis refers to the population from which a study's
conclusions are drawn (Sedgwick, 2014). Contextually, the conclusions of the present
study were relevant to the 8 chartered public universities established before 2013, when

the CUE first issued charters to fully-fledged universities.
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Table 2:

Sampling Frame
Name of University Faculty Non-faculty Total

Staff Staff

University of Nairobi 1292 2800 4092
Egerton University 589 1352 1941
Kenyatta University 1100 1601 2701
Moi University 1000 2000 3000
Jomo Kenyatta University of Agriculture 711 1389 2600
&
Technology
Maseno University 532 599 1131
Masinde Muliro University of Science 500 451 951
and
Technology
Dedan Kimathi University of Technology 206 311 517
Total 5930 11003 16933

Source: Respective Universities” HR Departments,(2024)

3.6 Sample Size and Sampling Technique

The study population compises,all individuals who meet the sampling criteria (Fetzer,
2020), and the studygnarrowedithe target population to a smaller, accessible subset.
According to Hud(2014), the accessible population is the part of the target population
that a researgher can access against a backdrop of prevailing logistical, budgetary, and
time constramts. It is the study population that constitutes the operational population,

that is, alsubset of'the target population from which a sample is drawn.

Sampling involves the selection of a smaller group of participants that reflects the
characteristics of the target population (Glicken, 2003). A researcher must ascertain that
the sample truly represents the study population through the use of apt strategies that
address possible bias as well as data distortion (Leedy & Ormrod, 2005). Relative to the
current research, the large study population necessitated sampling. A sample was
calculated from 16,933 employees, and the sample distribution was determined by the

number of staff by cadre and number across the 8 public universities.
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3.6.1 Sample Size

The sample size refers to the number of participants or observations included in a study
(Peil, 2013). The sample population also constitutes the unit of observation. According
to Sedgwick (2014), the unit of observation is also known as the unit of measurement
and comprises the individuals or entities from whom or which the data are collected
and/or measured. Given that pertinent data were collected from the sampled respondents
drawn from both faculty and non-faculty staff, the stated staff constituted the unit of

observation.

A two-step Cochran’s formula was used to calculate a suitable sampleypsize from the
finite population of 16,933. This was informed by the fact that the study,population was
large (>10,000), and the acceptable margin of error was knowni(Ceehrany1977). The
calculation of the sample size using Cochran’s formula was‘as follows, given that the

collected data were categorical.

Step 1:

no = (t)’2 (P)g)
(d)2
Where ‘no’, ‘t’, ‘(p)(q)’ and ‘d’ represent sample size, the value for selected alpha value
(1.96), the estimate of variance(0.25); 'and the acceptable margin of error for the

estimated proportion (0.5).

Using the above formulajthesample size was calculated as follows:

no = (1.96)* x (0.5) (0.5)
(0.05)

no =384.16

no = 385

3.6.2 Sampling Technique

The probability sampling technique was used to select the respondents. Probability
involves a rigorous analysis aimed at assessing the possibility of bias and error in
obtaining the respondents (Mertens, 2000). Probability sampling ensured that each
member of the population (staff) had an equal opportunity to be selected. Under

probability sampling, a stratified random technique was adopted (Fowler, 2009). The
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This design was chosen because public universities had varying (heterogeneous)
numbers of staff. Therefore, to ensure fair and equitable representation, the stratified
sampling technique was adopted. First, each university was stratified by proportion, with
the sample size at each institution determined by a proportion of the total population.

The proportion also factored in faculty and non-faculty staff.

From each proportion allocated to a university, respondents were selected using simple
random sampling. Similar to the case of the current study, simple random sampling is

widely recommended in quantitative studies that use survey instruments in data

from each of the 8 universities, as shown in Table 3.
Table 3

Stratified Sample Distribution

Name of University

UoN 2 0.242 93
Egerton University 1941 0.115 44

Kenyatta University 2701 0.160 62
Moi University 3000 0.177 68
JKUAT \ 2600 0.154 59

Maseno University \ 1131 0.067 26
MMUST 951 0.056 21
DEKUT y 517 0.031 12

Total 16933 1.000 385

To fu ta actual number of faculty and non-faculty members, the respective
ratios wer iplied by the total sample for each university (n = faculty + non-faculty).
Thus:

Final sample for faculty members (nf) = ns/ (Nr+Np)n

Final sample for non-faculty members (nnf) = Nt/ (Nr+Npr)n

Where ‘Nf’, ‘Nuf’, ‘nf’, ‘na’, and ‘n’ represent the number of faculty members, the

number of non-faculty members, the faculty members sample, the non-faculty members
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sample, and the total (original) sample, respectively. The relevant results are shown in

Table 4.
Table 4
Faculty and Non-Faculty Staff Sample Distribution

Name of University n Nt Nus nf Nnf
UoN 93 1292 2800 29 64
Egerton University 44 589 1352 13 31
Kenyatta University 62 1100 1601 25 37
Moi University 68 1000 2000 23 45
JKUAT 59 711 1889 16 43
Maseno University 26 532 599 12 14
MMUST 21 500 451 11 10
DEKUT 12 206 3l 5 7
Total 385 5930, 411003 135 250

3.7 Data Collection Instruments

The study used a survey questionnaire t@ycollect 'data. The questionnaire was semi-
structured, self-designed and self-administered. ‘A semi-structured questionnaire has
closed-ended questions or data itemsswith a few open-ended questions for respondents
to provide individual opinions and views. Closed-ended questions in a questionnaire
consist of a set of staridardised data items or questions that follow a fixed scheme
(Cheung, 2014). The usetof the stated research instrument was in line with quantitative
research methods, Where the objective was to collect numerical data. In the case of the
present study, the questionnaire was used to collect categorical (precisely ordinal) data
on the(study comstructs. These encompassed flexible work arrangements, health and
wellness pregrammes, workload management, technology adoption, governance, and

employee performance.

The sub-constructs were developed using a Likert scale for each stated variable. The
scale ranged from strongly disagree to strongly agree. The Likert scale is a frequently
used psychometric tool in social sciences research (Joshi et al., 2015). The questionnaire
was self-designed, meaning the researcher modelled it in its entirety in conformity with
the constructs and sub-constructs outlined in the conceptual framework. It was self-

administered in that addressing the issues
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raised in the questionnaire and choosing the desired choice did not require the guidance
of the researcher or a research assistant. This means the data items were self-explanatory.
The foregoing was ensured by modelling questions/data items using simple and explicit

language (Bodine, 2022).

3.8 Data Collection Procedure

An introductory letter was sought from St Paul’s University to facilitate the application
for a research permit from NACOSTI. The pertinent data were collected using electronic
forms (Google Forms). Therefore, the data were collected through an electronic survey
that involved emailing the Google Forms to the sampled respondents&Bhe\staff email
addresses were obtained from the senior management of the respective uniyersities.
Follow-up phone calls and emails were also made to ensure thatthc'data was collected

over a period not exceeding one month.

3.9 Pilot Study

A pilot study was conducted to test the feasibility, ofithe,research questionnaire. It was
carried out on a relatively smaller scale anddbefore the,main study (Dzwigot, 2020). It is
stated that a pilot study is conducted€to mitigate errors in modelled data collection
instruments (Thomas, 2017). The#pilot study was conducted at Laikipia University
(established in 2013). The study involved,39 randomly selected staff. This number was

approximately 10% of theunit'of observation in the main study.

According to Ullah et 'ak, (2023), a pilot study examines the viability of the data
collection instrument and any improvements that should be made to it. It is also
conducteddto determine the instrument’s accuracy. Therefore, contextually, the pilot
study was condueted to assess the reliability and validity of the research questionnaire,

which wasatended to be applied in collecting data for the main study.

3.9.1 Validity Tests

Validity tests are important because they determine the extent to which a data collection
tool can facilitate the collection of the intended data. According to Ghauri and Gronhaug
(2005), validity explains a tool's effectiveness in collecting data pertinent to research
objectives. There are four types of validity, including face, criterion, content, and
construct. However, criterion validity was not assessed in the context of the present
study since the questionnaire was not compared to any previously validated (criterion)

measure or instrument (Bellamy, 2015).
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Face validity is the simplest form of validity. It does not require experts to assess face
validity (Ranganathan et al., 2024). Consequently, the researcher determined that the
questionnaire adhered to face validity by ensuring that the study variables and sub-
variables were relevant, well-formatted, clear, and appropriate for the intended audience

(academic and non-academic staff at Laikipia University).

Content validity is concerned with the completeness of a research instrument in
facilitating the collection of data that sufficiently addresses the study objectives and/or
variables. According to Roebianto et al. (2023), content validation involves determining
whether the items of questions or sub-constructs effectively represent the,constructs or
variables being measured. Therefore, in determining the content‘validity, the expert
opinion (judgment) of the supervisors assigned by the university?wasisought. This was
in tandem with the postulation that content validity is detefmined using the judgmental
approach, where experts on a particular subject or{topic “arc tequired to facilitate
validation (Straub et al., 2004; Taherdoost, 2016JnThe, [ectuters assigned to supervise
this research were consulted for their expert adwiceéyon the content of the questionnaire.
The supervisors were satisfied with the framimg,‘clarity and appropriateness of the data

items in explaining or operationalising each of'the’six study constructs.

Construct validity is described as the rational-empirical process that is followed to
identify the psychological atteibutesef a particular scale or measure (Cohen & Swerdlik,
2005). This validitymwasy determined using factor analysis, precisely Principal
Component Analysisi(PE€A) This analysis was conducted on each of the six study
constructs: Flexible“work arrangements, health and wellness programmes, workload
management, techuelogy adoption, governance, and employee performance. The Kaiser-
Meyer-Olkin (KMO) and Bartlett’s test of sphericity (used to test sampling adequacy
and correlation between factors, respectively), along with communalities, were used to

assess construct validity through PCA of each of the aforementioned study constructs.
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When the value of KMO is at least 0.6, and Bartlett’s test is statistically significant (p-
value < 0.05), it implies that the sample used is adequate for factor analysis, and there
are significant relationships between variables/sub-variables, respectively. Contrary
results imply that the sample is inadequate and that the constructs are not sufficiently
correlated, hence making factor analysis unsuitable for the collected data. Essentially,
KMO values equal to or above 0.6, and Bartlett’s test (p < 0.05) indicate that the data

are suitable for factor analysis in the Statistical Package for Social Sciences (SPSS).

Communalities above 0.6 are considered ideal by some scholars, while gthers suggest
values of at least 0.7 are ideal in exploratory factor analysis (EFA) (Beaversyetal., 2013).
Therefore, the pilot test analysis strived to meet KMO values > 046, Bantlett’stest, p <
0.05; and communalities > 0.7. The results of EFA conducted on the pilot study data are
presented in Tables 5 to 15. Each pair of tables illustrates the cenStruct validity test
results for each of the five study variables (flexible"wofk arsangements, health and
wellness programmes, workload managementy téehnology adoption, and employee
performance). However, since governance hadjenly, five sub-variables, the results for
KMO and Bartlett’s test could not suffice. Consequently, the results for governance were

presented in a single table for communalities.
Table 5
KMO and Bartlett's Test fousFlexible Work Arrangements

Kaiser-Meyer-OlkinMeasure of Sampling Adequacy 734
Bartlett's Test of'Sphericity Approx. Chi- 690.218
Square
Df 105
Sig. .000

As shown inTable 5, KMO = 0.734 and Bartlett’s test, p = 0.000 < 0.05. The results
indicated that the sample data were adequate for EFA since it was above the minimum

recommended threshold of KMO = 0.6 and Bartlett’s test < 0.05.
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Table 6
Communalities for Flexible Work Arrangements

Initial Extraction

The university allows the staff to exercise flextime. 1.000 925
Practicing flextime has improved work-life balance 1.000 931
amongst the staff

Part-time work for staff is allowed at the university. 1.000 .887
Both P&P and other staff can effectively work on a time 1.000 .830
basis.

Part-time work has greatly enhanced work-life balance for 1.000 872
the staff.

Telework is quite common at the university. 11000 .949
Staff can work from the comfort of their homes; hence, 1.000 .589
they can balance their work and life.

Teleworking significantly reduces the logistical 1.000 .666
(commuting) expenses incurred by staff members.

There is sharing of some of the work among staff 1.000 .875
members.

Work is shared depending on the workload fofmespeetive 1.000 942
positions.

Job sharing has greatly improved the quality off work-life 1.000 913
balance.

Some staff have compressedswork schedules. 1.000 .856
The compressed work sghedulesienable the staff members 1.000 743

to complete their workloadyearly and attend to other tasks
assigned by the universitys

The staff membersirarely have their work reduced due to 1.000 761
the high student enrolment.
Increased‘wotkload decreases the quality of the work-life 1.000 .796

balance among the staff members.

Extraction, Method: Principal Component Analysis
Out of the 15 factors (data items) shown in Table 6, two factors returned communality
values of less than 0.7. Therefore, ‘Staff can work from the comfort of their homes;

hence, they can balance their work and life’, and ‘Teleworking significantly reduces
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the logistical (commuting) expenses incurred by staff members were omitted from the

research questionnaire used to collect data for the final study.

Table 7
KMO and Bartlett's Test for Health and Wellness Programmes

Kaiser-Meyer-Olkin Measure of Sampling Adequacy 493
Bartlett's Test of Sphericity Approx. Chi- 305.342
Square
Df 36
Sig.

According to the results shown in Table 7, KMO = 0.493; Bartl
0.05. Whereas the KMO was below the ideal value of 0.6
statistically significant value. Given that the sampling a old was not met
it means that the sample was not large enough and s r analysis. Based on
these results, the analysis relied on the results munalities as shown in
Table 8. To address the low KMO re tments were made to the final

study’s questionnaire, particularly on heal €sS programmes.

»
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Table 8
Communalities for Health and Wellness Programmes

Initial Extraction

The university has in place employee assistance 1.000 .640
programmes.

There is a counselling department that offers counselling 1.000 953
services to the staff.

The staff members regularly attend mentorship 1.000 .863
programmes

organized by the university.

The physical wellness of the staff is prioritized by the 1.000 907
university.

The university provides health insurance cover to all the 1000 .601
staff

members regardless of their terms of engagement.

The university hardly offers health education targeting the 1.000 936
staff.

The university offers financial wellness programmes to the 1.000 966
staff

members regularly.

The university partners with other bodies to ptevide health 1.000 569
screenings to the staff.

The staff are sometimes engaged in team-building 1.000 916
activities.

Extraction Method: Principal Component Analysis.

In tandem with the results@hown in Table 8, it is apparent that all factors, except three,
had their communalities xeturning values above the minimum ideal value of 0.7.
Therefore, all subf€onstructs were included in the final questionnaire. However, three
sub-variables: ‘The university has in place employee assistance programmes’, ‘The
university“provides health insurance cover to all the staff members regardless of their
terms ofiengagement’, and ‘The university partners with other bodies to provide health
screenings ‘to the staff” were omitted since they returned communalities (0.640, 0.601,

and 0.569 respectively) lower than the minimum recommended threshold of 0.7.

Table 9
KMO and Bartlett's Test for Workload Management
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 403
Bartlett's Test of Sphericity Approx. Chi-Square 323.399
Df 66
Sig. .000

79



St. Paul’s University Repository

The KMO results in Table 9 (KMO = 0.403) indicate that the pilot study sample was not
adequate for factor analysis (PCA). However, Bartlett’s test of sphericity returned
statistically significant results (p = 0.000 < 0.05), which indicated that the sub-variables
under workload management were correlated. These results necessitate adjustments to
the data items, in respect of workload management, that constituted the research
questionnaire that was used to collect data for the final study.

Table 10
Communalities for Workload Management

Initial , Extraction

The university reliably provides the resources required to 1.000 909
perform tasks.

The staff always estimates the quantity and demand of each 1.000: .846
task they are assigned.

Task estimation enables the staff to better plan for their 1.000 .842
tasks.

There is a specific deadline for each task being undertaken 1.000 942
by the staff members.

Deadlines ensure that all tasks are completed‘on time. 1.000 931
Huge tasks are often split into sub-tasks (for instanee, some 1.000 578

units are delivered in the form of lectures, assignments,
presentations and projects).

The frequency of task allocatiofijtoithe staff greatly 1.000 929
determines the successful cempletion

The university always ensutes thatthe workload is managed 1.000 918
on time for the staff.

The university always conduets proper resource mapping 1.000 .868
before it determines who will undertake specific tasks.

Resource mépping enables the university to assess the 1.000 .874
available tesources.

The uniyessity always measures how the resources are 1.000 .848
allocated.

The tasks assigned to each staff member are reviewed 1.000 963
regularly.

Extraction Method: Principal Component Analysis.

It is evident from the results shown in Table 10 that, except for one factor, ‘Huge tasks
are often split into sub-tasks (for instance, some units are delivered in the form of
lectures, assignments, presentations and projects)’, the rest returned values higher than

0.7 (minimum ideal value). All the sub-constructs (factors) that met the minimum
threshold were included in the questionnaire for the final study, while the lone sub-

construct that failed the test was omitted.
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Table 11
KMO and Bartlett's Test for Technology Adoption
Kaiser-Meyer-Olkin Measure of Sampling Adequacy .569
Bartlett's Test of Sphericity Approx. Chi-Square 136.318
Df 10
Sig. .000

According to the results of KMO shown in Table 11 (0.569), the sample data did not
pass the adequacy test. The ideal value should be KMO > 0.6. Interpretively, the data
were likely to be unsuitable for factor analysis. These results notwithstanding, Bartlett’s
test of sphericity returned results that were statistically significant (p = 0.000. < 0.05).
The Bartlett’s test results indicated that the sub-variables for technology‘adoption were
significantly correlated. To address the deviation of the negativeideviation of the KMO
results from the ideal value, appropriate amendments wete madeste the subconstructs for

technology adoption that featured in the questionnaire\for the final study.
Table 12

Communalities for Technology Adoption

Initial Extraction

The university has sufficient infrdstricturet@ support the 1.000 .890
staff in performing their duties ‘andresponsibilities.

The university has adequatétechnology that supports the 1.000 .826
members in their work.

The available technelogy §,reliable, given that it is 1.000 735
available througheut and‘hashigh quality.

The university hatdly experiences internet interruptions or 1.000 769
outages.

The universityhas,a user-friendly staff portal. 1.000 913
The strongmnternet connectivity and reliable staft portal 1.000 871
enable smooth) teleworking through online classes.

The university has greatly embraced technology in teaching. 1.000 913
A majority of classes are offered online or are blended. 1.000 .849
The university has a high number of infrastructure (lecture 1.000 344
halls, libraries, labs, theatres, etc.) that match the work

requirements.

Extraction Method: Principal Component Analysis.
As shown in Table 12, the last subconstruct under technology adoption, ‘The university

has a high number of infrastructures that match the work requirements’, returned an
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extraction value = 0.344, which was lower than the ideal value > 0.7. The remaining sub-
constructs (factors) exceeded the minimum ideal value. This implies, except for the
aforementioned sub-construct, that the rest were retained in the questionnaire that was

used to collect data for the main study.

The PCA was further involved in assessing the sub-constructs that adequately and
correctly explained or described ‘Governance’. The pertinent results are illustrated in
Table 13. However, concerning KMO and Bartlett’s test, the results were a ‘non-positive
definite correlation matrix’. This implied that the correlations between the sub-variables
were not suitable for factor analysis. This was occasioned by the sample'size being too
small relative to the number of sub-variables. It is important to notg,that,unlike'the other
five variables, ‘governance’ had only five sub-constructs; hefaice” thefailure to have a
definite output for KMO and Bartlett’s test. According to Tabachniek and Fidell (2013),
for factor analysis to be applicable, it is recommended fonteach,item (say, governance)
to have at least 10 cases (sub-variables). Consequently; the results depicted by
communalities (Table 13) sufficed in determiningythe“inclusivity/exclusivity of sub-

variables for governance in the final study’s,questionnaire.
Table 13

Communalities for Governance

Initial Extraction

The university and the staff areshighly accountable in the 1.000 917
dispensation of the,sctvices that they offer.

The university is‘Very transparent in its relationship with 1.000 857
the staff.

The staff members often feel that the university treats them 1.000 920
fairly as it.engages‘them.

Equity is upheld in the allocation of tasks and duties to the 1.000 984
staff.

The university, as well as the staff, express a high degree of 1.000 579

responsibility in the dispensation of its mandates.
Extraction Method: Principal Component Analysis.

As shown in Table 13, it is evident that four out of the five sub-constructs that described

‘governance’ returned extraction values above the minimum recommended value of
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0.7. According to these results, the four sub-constructs were included in the final

study’s questionnaire while the fifth was adjusted through paraphrasing.

The study further examined the adequacy and suitability of the factors that explain the
‘employee performance’ construct. The relevant results are as shown in Tables 14 and

15.
Table 14
KMO and Bartlett's Test for Employee Performance

Kaiser-Meyer-Olkin Measure of Sampling Adequacy
Bartlett's Test of Sphericity Approx. Chi-Square

Df

Sig.

As demonstrated in Table 14, the sample data were est
= 0.615) since the results were higher than the mini
These results meant that the sample data were s
Bartlett’s test of sphericity were statisticallysi 0.000 <0.05), thus depicting

the significant correlation between ructs that explained ‘employee

»

NS

performance’.
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Table 15
Communalities for Employee Performance

Initial Extraction

The staff are highly efficient in dispensing their duties. 1.000 721
All tasks are completed on time. 1.000 963
There is high-quality work demonstrated by the staff 1.000 .696
members.

The high quality of work is reflected in the high pass rate of 1.000 926
the

students.

The university has high graduation rates every year (more 1000 552
than

75%) in all disciplines.

The workload taken by each staff member is highly 1,000 .850
manageable.

The staff hardly complain regarding the allocated workload: 1.000 .846
The university keeps track of the absorption ofdts 1.000 .856
graduates.

There is a high number of graduates absetbed by the labour 1.000 970

market (both public and private sectors).

Extraction Method: PrincipaldlComponent Analysis.

As shown in Table 15, the®thirdyand. fifth sub-constructs: ‘There is high quality of work
demonstrated by the staft members?, and ‘The university has high graduation rates every
year in all disciplines’ ‘tetutned values (0.696 and 0.552 respectively) that were lower
than the minimum reeommended threshold of 0.7. The remaining seven sub-constructs,
however, retutned extraction values higher than the minimum ideal value of

0.7. Conséquently, whereas the third and fifth sub-variables were paraphrased, the others

were retained'as they originally were.

3.9.2 Reliability Test

A reliability test is concerned with how consistently a tool can facilitate data collection
when subjected to similar study populations (Shodiya & Adekunle, 2022). Given that
the data collection tool was structured using a Likert scale, reliability was tested using
Cronbach’s alpha coefficient. According to Lam et al. (2010), Cronbach’s alpha is
commonly used to test the reliability of an instrument that is used to collect numerical

responses or data. It is described as the average intercorrelations of data items as well as
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the number of items in the scale (Ahmed et al., 2022). As recommended in previous
research, the current study accepted Cronbach’s alpha values of at least 0.7 (Heale &
Twycross, 2015). The results of the reliability test are shown in Table 16.

Table 16

Reliability Test Results

Study Constructs Number of Test  Cronbach's Alpha

Items Coefficient
Flexible work arrangements 15 765
Health and wellness programmes 9 827
Workload management 12 795
Technology adoption 9 816
Governance 5 857
Employee performance 9 763

According to the results illustrated in Table, 165, all sixf study variables returned
Cronbach’s alpha coefficients above 0.7, The “tesults»implied that flexible work
arrangements (o = 0.765), health and, wellness ptegrammes (o = 0.827), workload
management (o = 0.795), technology adoption (o = 0.816), governance (o = 0.857), and
employee performance (o = 0.7263)g€0nstituted sub-constructs (data items) that had a
high internal consistency,,ifiand when'the questionnaire would be administered on
similar respondents. These results' were in concurrence with Taber’s (2018) assertion
that Cronbach’s alpha coefficiénts of at least 0.7 indicate acceptable internal consistency.
These results indicate that the research instrument did not require any adjustments to be

used to colleet consistent data similar to that of the final study.

3.10 Data Analysis and Presentation

The collected data were cleaned and screened before their consideration for analysis.
Data cleaning was done to identify any data errors (non-responses, inappropriate
responses, and incomplete questionnaires with a view to correcting them where possible
(Huebner et al, 2020). Screening data is important since it determines the quality as well
as the output of quantitative research (Abdulwahab et al., 2011). Statistical screening
methods were used to detect any aberrant response patterns. After data cleaning and

screening, SPSS aided in data analysis. Descriptive and inferential
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statistics were used to analyse the collected data. It is important to note that pertinent
diagnostic tests were conducted before inferential statistical analysis. Each statistical test

is described below.

3.10.1 Descriptive Statistical Analysis

The descriptive statistics that were used in data analysis included measures of
distribution, measures of central tendency, and measures of dispersion. Measures of
distribution encompassed frequencies and percentages. The mean was the measure of
central tendency that was used in the analysis, while the standard deviation was the
measure of dispersion. These descriptive statistics are commonly used in analyses

involving ordinal data (Kaur et al., 2018).

3.10.2  Diagnostic Tests

The collected data were ordinal, which is a type of categori€ahdata. Therefore, only the
tests of linearity and multicollinearity were viable.” The lifiearity test involves
determining the existence (or lack thereof) of a lineatrelatiofiship between a predictor
variable and a dependent variable. The stamdard, F-test, is applicable in testing the
linearity of categorical variables (Gertheigs & ©e¢hzlein, 2011). Therefore, this statistic

was used to conduct linearity tests in the'eurrent study.

Multicollinearity occurs when therefis aycorrelation between two or more independent
variables in a multiple regression model-"The presence of multicollinearity increases the
standard error of the (tegression) coefficients. Consequently, the effect of some
predictors on the dependenit,variable may appear statistically insignificant, even when it
is not (Daoud, 2017) Multicollinearity is tested or measured using the variance inflation
factor (VHE), which is the reciprocal of ‘Tolerance’. When VIF is greater than 10, it is
said theregisya multicollinearity problem, which results in the regression coefficients
being poorlygestimated (Shrestha, 2020). Therefore, the study strived to ensure all the

predictor constructs returned a VIF less than 10.

3.10.3 Inferential Statistical Analysis

Inferential statistics are very crucial in research because they enable the drawing of
inferences regarding the phenomena being studied. These statistics are statistical
computations aimed at generalising sample findings to a larger population, enabling the
drawing of conclusions (Jose & Szab6, 2017). In this study, inferential statistics

involved Spearman's rank correlation and regression analysis.
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Spearman's rank correlation coefficient (denoted by p or rs) is used to measure the
direction and strength (or magnitude) of the association (or relationship) between two
ranked variables. It is a nonparametric correlation measure that is recommended for
ordinal data (similar to the one featured in this study) (Zar, 2005). In addition to the
correlation analysis, various regression analyses were conducted. These include simple
linear regression, multiple regression and moderated multiple regression analyses. The
use of the foregoing regression analyses was grounded in the viability of linear
regression analysis when handling categorical data or variables (Venkataramana et al.,

2016).

Simple linear regression analysis was conducted to determine the efféct ef eachipredictor
(flexible work arrangements, health and wellness programmesgiworkload ‘tmanagement,
and technology adoption) on the dependent variable (employee performance). The

following simple linear regression models guided the ahalysis forieach objective.

Y = B0 BrXIF € e 0B St b ettt ettt i
Y = B0 F BoXot € B e ettt il
Y = B0t BaXEF B BB ettt teeteenaenneennens iii
Y = B0 1 BaXat v @B B et ettt sttt et eaneens v

Multiple regression analysistwas carfiéd out to determine the combined effect of the
quality of work-life apptreaches ‘on employee performance in public universities. This

analysis was guided by the following model.
Y = Bo+ BiXi+ PrXoH PaX3 F BaXa oo v

Moderated " regression analyses were conducted to assess the moderating effect of
governance on, the nexus between each of the quality of work-life approaches (flexible
work arrangements, health and wellness programmes, workload management and
technology adoption) and employee performance, as well as the moderating effect of
governance on the relationship between the aforementioned approaches (combined) and
employee performance. The following models guided the moderated regression

analyses.
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Y = B0+ BrX1 4 Ba(IM)(K1) F €ttt vi
Y = B0+ B2X2 1 B3(IM)(X2) F €ttt vii
Y =0+ B3X3F BaM)(X3) & Errrenrieiieeeieeeeieete ettt viii
Y = Lo+ BaXa + BS(IM)KA) F urrrerierieeieeieeieeteete ettt ix
Y =Bo+ P1Xi+ PaXo+ B3X3+ PaXa + Bs(M)(X1)(X2)(X3)X4) + €uvvevnreeiieeieeiieeieeeeae X
Where:

Y = Dependent variable (employee performance)

Bo = Constant

B1—PBs = Coefficients of predictor variables and interaction terna

Xi - X4 = Predictor variables (flexible work arrangementSjy health ‘and wellness

programmes, workload management and techmelogy adeption)

M = Moderating variable ‘Governance’ € ="Error ténm

3.11 Ethical Considerations

The study considered several ethical issueSypatticilarly since it involved human
subjects. The data for this study were collected ‘only after obtaining a research permit
and a letter from NACOSTI and the Ethies Committee, respectively. The two clearly
indicated that the researcher intendedstoxcollect data exclusively about the present study.
The researcher sought respofidents' consent before collecting data. A consent letter was
attached to the Google Formslink'that was sent to the sampled respondents. The consent
form clearly indicated the, title, scope, purpose and objectives of the research study.
Participation in thejstudy was voluntary. The participants were assured that they could
withdraw from the study unconditionally. The research instrument did not have data
items that'soughtyto collect data that were perceived to be intrusive to the respondents.
The respondents were reassured that the data collected from them would be handled

confidentially, and this was communicated to them through the consent form.
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CHAPTER FOUR

FINDINGS AND DISCUSSIONS

4.1 Introduction

This chapter presents the results derived from data collected from the sampled university
staff. Specifically, it covers the response rate, demographic findings, and both
descriptive and inferential statistical findings. The study results are discussed relative to

the findings of the reviewed empirical studies.

4.2 Response Rate

The total number of questionnaires issued to respondents matched the 385“sampled
employees. The questionnaires were administered via Googlé Formsyand“shared with
respondents via their institutional emails, obtained from the seniosmmanagement of the
respective universities. Of the 385 questionnaires issued,, ld9 werecither not completed
or not submitted for analysis. Consequently, 2665questionnaires were completed and
submitted for analysis. After screening, ithwas cstablished that all submitted
questionnaires had been appropriately, and, completely completed. This represents a
response rate of 69.09%. Mugenda,and Mugenda (2003) stated that a response rate of
60% is good, and above 70% isteonsidéred very good. Therefore, the response rate for
the current study’s online survey was sufficient.

4.3 Demographic Findings

The study presentsithe demegraphics of the participating employees. These include job
classification, terms of engagement, and working experience. The relevant results are

illustratedin Fable 17.

89



St. Paul’s University Repository

Table 17

Demographic Information

Demographics Dimension Frequency Percentage
Job classification Academic 171 64.3
Non-academic 95 35.7
Terms of engagement P&P 248 93.2
Contract 18 6.8
Contract duration Less than 10 years 2 11.1
10 to 14 years 11 61.1
15 to 20 years 5 27.8
Working experience Less than 10 4 1.5
10 to 14 years 123 46.2
15 to 19 years 123 46.2
20 years and above 16 6.0

The results shown in Table 17 indicate thatymest participants (64.3%) were academic
staff from 8 public universities in Kenya “€stablished before 2013. Only 35.7%
constituted non-academic staff. The,findings underlined the greater ease of access for
faculty members compared to non-teaching staff. Unlike the latter, who ordinarily work
from 8.00 am to 5.00 pm,dheteaching staff have a more flexible schedule. Therefore,
teaching staff had a greatenoppertunity to complete the questionnaires. It was observed
that a majority (93:2%) ot the participants were employees on a permanent and
pensionable basis, ‘with only 6.8% working on contract. These results allude to the
greater actessibility of P&P employees compared to those on contracts. In interpretation,
most of thénlecturers (academic staff) on P&P were also working part-time in other
universitie$:‘This tallies with reference to Kenya’s faculty as ‘shuttling lecturers’, where

most of them teach at more than one university (Wesangula, 2015).

Almost all the sampled respondents, at 93.2%, were on a permanent and pensionable
basis. Most (61.1%) of employees on contract terms had worked on those terms at their
respective universities for 10 to 14 years. Notably, 92.4% of the sampled employees had
worked at their current universities for 10 to 19 years. P&P, constituting the majority of
respondents and having worked in their respective universities for a considerably

lengthy period,
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enhanced the credibility of the collected data. The current study is unlike previous
studies, which indicated that public university employees have been leaving their
institutions for better-paying institutions (Mugo & Siagi, 2024). The current study
reflects a different scenario, since most employees have worked in these universities for
lengthy periods. The fact that most of the participating employees had long working
experience in their respective universities underscored the credibility of the collected
data. This stems from the fact that they were largely conversant with various aspects of

work-life quality and employee performance.

4.4 Descriptive Statistical Findings

The collected data were on a 5-point Likert scale ranging from ‘Strongly Disagree’ to
‘Strongly Agree’ for each sub-construct under the vamables: Flexible work
arrangements, health and wellness programmes, workloadpmanagement, technology
adoption, governance, and employee performance. Thedlikert séale consists of 5 points,
which include ‘Strongly Disagree (SD = 1)’, ‘Disagtee’(D =.2)’, ‘Neither Agree nor
Disagree (NAND = 3)’, ‘Agree (A = 4)’, andgStrengly Agree (SA =5)’. The findings
are presented in Tables 18, 19, 20, 21,22 %and), 23 The findings are presented as
descriptive statistics, including measuresyof distribution (frequencies and percentages),
measures of central tendency (méan), and measures of dispersion (standard deviation

[S.D.]).

4.4.1 Descriptive Statistics for Flexible Work Arrangements
The study contextualise§the wiews of both academic and non-academic staff at the eight
participating universitics regarding flexible work arrangements at their respective

institutionsdThe pertiment results are presented in Table 18.
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Table 18
Descriptive Statistics for Flexible Work Arrangements
SD D NAND A SA

(%) (%) (%) (%) (%) Mean S.D.
Part-time work for staff 0 0 2(8) 62 202 4.75 0.450
is allowed at the (23.3) (75.9)
university.
The staff members rarely  1(4) 1(4) 0 109 155 4.57 0.518
have their work reduced (41.0) (58.3)
due to the high student
enrolment.
Increased workload 0 1(4) 41(15.4) 42 & 0.753
decreases the quality of (15.
the work-life balance
among the staff
members.
Practising flextime has 0 13(4.9) ' 5 85 4.22 0.682
improved work-life 62.0) (32.0)
balance amongst the
staff.
The university allows 0 (4.9 191 62 4.18 0.499
the staff to exercise \ (71.8) (23.3)
flextime.
Some staff have 4(1.5) 23(8.6) 5(1.9 188 4.07 1.554
compressed work (70.7)
schedules.
Telework isquite 0 31(11.7) 12(4.5) 158 65 3.95 0.858
commo, ‘ (59.4) (24.4)
univer
Both P&P other staff 12 103.8) 9(3.4) 211 24 3.85 0.812
can effectively work on  (4.5) (79.3) (4.5
a part-time basis.
Part-time work has 23 11(4.1) 193 11 (4.1) 6(2.3) 3.06 0.952
greatly enhanced the (8.6) (72.6)
work-life balance for the
staff.
There is a sharing of 24 22(8.3) 177  7(2.6) 36 3.05 0.980
some of the work among  (9.0) (66.5) (13.5)

staff members.
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Work is shared 19 22(8.3) 197 11 (4.1) 17 2.94 0.815
depending on the (7.1) (74.1) (6.4)

workload for respective

positions.

The compressed work 24 17 (6.4) 199 0 6(2.3) 2.88 0.758
schedules enable the (9.0) (74.8)

staff members to
complete their workload
early and attend to other
tasks assigned by the

university.
Job sharing has greatly 58 171 17 (6.4) 1(4) 19 2.07 0.969
improved the quality of (21.8)  (64.3) (7°1)

work-life balance.

Composite score 3.70 0.595

Expectedly, as shown in Table 18, the respondentsistrofigly concurred that part-time
work was allowed in Kenya’s public universities (mean = 4.75; S.D. = 0.450). The
surveyed staff strongly admitted that the high student enrolment in public universities
seldom led to a reduction in their workload (mean =4.57; S.D. = 0.518). They also held
a strong opinion that the increasedewerkloadyeompromised the quality of their work-life
balance (mean = 4.53; S.D. = 0.7§3)."As'shown in Table 18, it is clear that the sampled

staff had largely similar viéws'in agreeing with the foregoing assertions (S.D. < 1.000).

A majority of staff,concuured that flextime had improved their work-life balance
(A/SA = 94.0%).“These results supported earlier findings indicating that FWAs
improved ‘wotk-life balance (Sekhar & Patwardhan, 2021). The findings also supported
earlier ‘obs€tvations that work flexibility in Kenya’s institutions of higher education
enabled employees to balance their personal and professional lives, thereby increasing
job satisfaction and performance (Dikirr & Omuya, 2023). Flextime worked in the
staff’s favour, as corroborated by most (95.1%) of the participating academic and
non-academic staff who admitted that public universities in Kenya allowed them to
practice flextime. The foregoing concurred with the findings of Atiku and Ganiyu’s
(2021) study, which indicated that remote working and flexible work options were most

preferred, albeit mostly during crisis periods.

Despite holding conspicuously divergent views (S.D. = 1.554), it was generally agreed
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that some university staff had compressed work schedules (mean = 4.07; S.D. = 1.554).
It was also concurred by a majority of the respondents that telework was quite common
at public universities (A/SA = 83.8%; mean = 3.95; S.D. = 0.812), and that all employees
(particularly faculty staff) could effectively work on a part-time basis (A/SA

=83.8%; mean = 3.85; S.D. =0.812). These results aligned with findings from a previous
Zimbabwean study, which established that teleworking constituted part of flexible work

arrangements in tertiary education institutions (Muchowe et al., 2021).

Notably, participants were generally indecisive about the claim that part-time work had
greatly enhanced their work-life balance (mean = 3.06; S.D. = 0.952)pThese results
contradicted Dikirr and Omuya’s (2023) findings, which werg“more definitive in
asserting that work flexibility offered Dedan Kimathi Univefsity of,Technology and
Karatina University employees a balance between their pefsonal and protfessional lives.
According to the composite score (mean = 3.70; S.DE€= 0.595), r€spondents generally

agreed with the aspects of flexible work arrangem@nts'in Kenya’s public universities.

4.4.2 Descriptive Statistics for Health and Wellness Programmes
The study further examined the views of agademic and non-academic staff of Kenya’s
public universities regarding health andywellness programmes at their respective

institutions. The relevant resultstareioutlined in Table 19.
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University Repository

Descriptive Statistics for Health and Wellness Programmes

SD D NAND A SA
%) (%) (%) (%) (%) Mean S.D.
The terms of engagement 20 0 0 56 190 4.48 1.086
(P&P, contractual) determine (7.5) (21.) (71.4)
the specifics of the health
insurance cover provided by
the university.
The staff are sometimes 0 11 33
engaged in team-building (12.4)
activities
There is a counselling 32 22 3 (1.1) 4.14 1.447
department that offers (12.0) (8.3)
counselling services to the
staff. \
The university hardly offers 2 (8) 8 237 25 4.07 0.420
health education targeting the (89.1) (94)
staff. \%
The staff members regul V 25 5(1.9) 190 32 3.76 0.966
attend mentorship % 9.4) (71.4) (12.0)
programmes org
university. ﬂ
The pr t‘place 30 16 9(3.4) 183 28 3.61 1.118
sufficie ress the (11.3) (6.0) (68.8) (10.5)
health and wellness of the
university staff.
The university’s employees 158 25 19 0 2.00 0.784
undergo voluntary health 24 1‘; 594) 4 (7.1)

screening frequently (at

least once every semester).
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The physical wellness of the 51 203 12 0 0 1.86 0483
staff is prioritised by the (19.2) (76.3) (4.5)

university.

The university offers 77 186 2(0.8) 1(0.4) 0 1.74 0.505
financial wellness (28.9) (69.9)

programmes to the staff
members regularly.

Composite Score 3.34 0.568

As shown in Table 19, the study participants generally agreed that the“specifics of the
health insurance provided by the universities were contingent ongempleyees™terms of
engagement (mean = 4.48). However, a sizeable number of re§pondents held divergent
views (S.D. = 1.086). While holding largely similar views$ (S.D. <,1.000), the sampled
staff generally admitted that they were sometimes enigaged mytcam-building activities
(mean = 4.38; S.D. = 0.802), and that publichuniyersities hardly offered health
education that targeted them (mean = 4.07; S.Djy="0:420).

Although respondents, on average, coneurréd that a counselling department offered
counselling services targeting staff, a’considerable number disputed the assertion (mean
=4.14; S.D. = 1.447). Whilesmost (83:4%) of the participants either agreed or strongly
agreed that university cstaff, members regularly attended mentorship programmes
organised by their institutions, 14.7% either disputed or strongly disputed the assertion.
Despite a majority ofirespondents agreeing that the available programmes sufficiently
addressed th@yhealth“and wellness of university staff (agree/strongly agree = 79.3%), a

sizeablegmumber h€ld a contrary opinion (disagree/strongly disagree = 17.3%).

Generally, “the sampled employees disputed that they underwent voluntary health
screening frequently (mean = 2.00; S.D. = 0.784) and that their universities prioritised
their physical wellness (mean = 1.86; S.D. = 0.483). This contradicted the results of a
study conducted in Botswana, which indicated that health screening was implemented at
the workplace as part of a wellness programme (Ledikwe et al., 2017). The lack of
prioritising the physical wellbeing of the staff departed from the findings of a previous
study, which indicated that the physical wellness of Safaricom staff was emphasised by
the company (Ganu et al., 2017). The findings also contradicted observations from

Muthoki and Were’s (2017) study, which revealed that employees were rewarded and
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recognised to encourage them to take up wellness programmes.

On the same breadth, the respondents, on average, refuted that public universities offered
them regular financial wellness programmes (mean = 1.74; S.D. = 0.505). The
participants’ views regarding the foregoing assertions had only minimal variation (S.D.
<1.000). As illustrated by the composite score (mean = 3.34; S.D. = 0.568), it is evident
that the participants almost equally concurred with and disputed the aspects of health

and wellness programmes at Kenya’s public universities.

4.4.3 Descriptive Statistics for Workload Management

The study further examined the views of the participants r workload

management at Kenya’s public universities. Table 20 presents t levant descriptive

statistics. : %
W

NS
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Table 20

Descriptive Statistics for Workload Management

SD D NAND A SA
(%) (%) (%) (%) (%) Mean S.D.

Task estimation enables the staff 0 14 0 75 190 4.71 0.480
to better plan their tasks. (28.2) (71.4)
Deadlines ensure that all tasks 0 0 0 91 175 4.66 0.475
are completed on time. (34.2) (65.8)
There is a specific deadline for 0 0 0 162 104  4.39 0.489
each task being undertaken by (60.9) (39:1)

the staff members.

The frequency of task allocation 1 (4) 31 2 (8) 66 166 "4.36 1.009
to the staff greatly determines (11.7) (24:8) (629
successful completion.

Tasks are often delivered in the 0 0 0 246 20 4.08 0.264
form of lectures, assignments, (92.5) (7.5
presentations, term papers, and

projects.

The university reliably provides 29 26 209 14) 1@&) 2.70 0.679
the resources required to (10:9). “(98) (78.6)
perform tasks.

Resource mapping enablesghe 0 210 0 43 13 2.47 0.932
university to assess the available (78.9) (16.2) (4.9)

resources.

The staff alwaysfestimates,the 32 183 19 (7.1) 32 0 2.19 0.799
quantity and demand of each (12.0) (68.8) (12.0)

task they afe assigned.

The universityralways conducts 44 182 9(3.4) 30 1(0.4) 2.11 0.822
proper resource mapping before  (16.5) (68.4) (11.3)

it determinés who will undertake
specific tasks.

The tasks assigned to each staff 59 174 1(4) 13 19 2.09 1.029

member are reviewed regularly. (22.2) (65.4) 4.9 (.1

The university always ensures 58 187 2(8) 13 6(2.3) 1.95 0.790
that the workload is managed on (21.8) (70.3) (4.9)

time for the staff.

The university always measures 81 164 14) 1) 19 1.92 0.982
how the resources are allocated. (30.5) (61.7) (7.1)

Composite score 3.14 0.457
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According to the results shown in Table 20, while holding mostly similar views, the
sampled staff generally strongly agreed that task estimation helped them plan their work
more effectively (mean = 4.71; S.D. = 0.480) and that deadlines ensured all tasks were
completed on time (mean = 4.66; S.D. = 0.475). All respondents either agreed (A =
60.9%) or strongly agreed (SA = 39.1%) that each task had a specific deadline. Thus,
these findings corroborate Mbinya and Mose’s (2022) study findings, which underlined
the importance of the number of tasks and the task execution time to the performance of

employees.

Moreover, all staff agreed or strongly agreed that tasks often took thesfotm of lectures,
assignments, presentations, term papers, and projects (agree/strongly agree =100.0%).
Although some respondents held differing opinions (S.D. =(1.009),3it was generally
accepted that the frequency of task allocation significantly mfluenced successful task
completion (mean = 4.36). A majority of respondentsy(NAND =,78:6%) were indifferent
regarding the claim that the university reliably provided thexiecessary resources. While
opinions were largely similar, it was notably,disputed thatresource mapping enabled the
universities to evaluate available resourcesy(mean =,2.47; S.D. = 0.932) and that staff
consistently estimated the quantity _and“demand of each task (mean = 2.19; S.D. =

0.799).

The surveyed staff largély, dismisséd the idea that public universities always conducted
proper resource mappingibefore assigning tasks (mean = 2.11; S.D. = 0.822), and that
tasks assigned togstaffwere regularly reviewed (mean = 2.09; S.D. = 1.029).
Furthermofe, it was generally rejected that public universities always ensured staff
managed their workload on time (mean = 1.95; S.D. = 0.790), and that they routinely
measured hew resources were allocated (mean = 1.92; S.D. = 0.982). This is despite the
university lecturers’ ability to easily manage their workload within the stipulated time,
as a past Pakistani study established (Gul et al., 2021). Generally, the staff were mostly
undecided on issues related to workload management in public universities (average =

3.14; S.D. = 0.457).

4.4.4 Descriptive Statistics for Technology Adoption
The study examined the extent to which academic and non-academic staff agreed or

disagreed with issues touching on technology adoption in Kenya’s public universities.
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The results presented in the form of relevant descriptive statistics are illustrated in

Table 21.
Table 21

Descriptive Statistics for Technology Adoption

SD D NAND A SA
(%) (%) (%) (%) (%) Mean S.D.

The strong internet connectivity 12 34 5(1.9) 37 178 4.26 1.242
and reliable staff portal enable (4.5) (12.8) (13.9) (66.9)

smooth teleworking through

online classes. «

The university has a user-friendly 0 21 27 1 \ .89 0.750
staff portal. (7.9) (10.2 %

)
The university has adequate 20 10 19 3.77 0.921
technology that supports the (7.5) (3.8) % ) (7.1)
members in their work.
The university has sufficient 31 % 4) 222 1@) 3.57 1.019
infrastructure to support the staff 11.% (83.5)

in performing their duties and \

responsibilities
The university has grea 35 10 17 198 6 349 1.079

embraced technol (13.2) (3.8) (6.4) (744) (2.3)

teaching.
The avail techno is 37 27 5(1.9) 197 0 3.26 1.157

reliabl n & is available (13.9) (10.2) (74.1)
throughou

has high quality.
The university hardly 12 9 204 21 20 3.11 0.765
experiences internet 4.5 34 (@6.7) (19 (1.5
interruptions or outages.
A majority of classes are offered 93 173 0 0 0 1.67 0.471
online or are blended. (35.0) (65.0)
Composite score 3.38 0.782
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According to the results shown in Table 21, despite the findings demonstrating
considerable variance (S.D. = 1.242), the participating staff generally admitted that
strong internet connectivity and a reliable staff portal enabled smooth teleworking, as
reflected in online lectures (mean = 4.26). The aforementioned portal was generally
admitted to be user-friendly (mean = 3.89; S.D. = (0.750). These findings underscore the
importance attached to technology adoption by Kenya’s public universities. This tallies
with the findings of a past Ukrainian empirical study, which revealed that IT adoption
enhanced the quality of educational services in the country’s universities, thus granting

them a competitive edge (Karpenko et al., 2019).

Despite a majority of the participants concurring that public univessitiesyhad adequate
technology that supported them in their work (A/SA _="8817%),nseveral others
contradicted this view (D/SD = 11.3%). Whereas 83.9% of the“sampled staff either
admitted or strongly admitted that the universities hadsufficientinfrastructure to support
them in performing their duties and responsibilities, 15.8% held a different opinion. The
availability of requisite infrastructure indenya’sjpublic universities concurs with
findings from an earlier study condu¢ted“in, Tanzania, which indicated that various
educational technologies were usedifor learning, teaching, and research (Sukuma et al.,

2023).

The sampled staft generallyineithet agreed nor disagreed that public universities had
significantly embraced techhelogy in teaching (mean = 3.49; S.D. = 1.079), that the
available technology was reliable (mean = 3.26), and that universities rarely experienced
internet intefriptions opoutages (mean = 3.11). However, all the surveyed staff disputed
that moest'elasses,were conducted as online or blended lectures (D/SD = 100.0%; mean
= 1.67; S.D: = 0.471). Overall, the respondents held varied opinions regarding
technology adoption by public universities in Kenya (composite mean = 3.38; composite
S.D. = 0.782). These findings partly align with Mbowa et al.’s (2020) study, whose
results indicated that technology integration in East African universities was hindered by
several challenges, including inadequate technology infrastructure, lack of competence,

and resistance from some lecturers.
4.4.5 Descriptive Statistics for Governance

The study further assessed the views of academic and non-academic staff sampled from

public universities in Kenya regarding various aspects of governance in their respective
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institutions. These views are presented in Table 22.
Table 22

Descriptive Statistics for Governance
SD D NAND A SA
(%) (%) (%) (%) (%) Mean S.D.

The university and the staff are 0 13 19 194 40 398 0.644
highly accountable for the 4.9) (7.1) (72.9) (15.0)

dispensation of the services

that they offer.

The staff are very responsible 0 0 22 237 7 3.94, 0326
when executing tasks, duties (8.3) (89.1)4(2:6)

and responsibilities as per their

job descriptions.

Equity is upheld in the 68 3 4(1°9) 188 3 336 1.225
allocation of tasks and duties  (25.6) (1.1) (70:7) (1.1)

to the staff.

The university is very 108, 158 0 0 0 1.59 0492

transparent in its relationship  (40.6) (59'4)

with the staff.

The staff members often feel 235 30 14 0 0 1.13 0.381
that the university tre@its them | «(88.3) (11.3)

fairly as it engageés them:

Composite score 2.80 0.417

As shown.in, Table 22, the composite score (mean = 2.80; S.D. = 0.417) indicates that
staff held comsiderably divergent views on governance in local public universities. The
results meant that, according to the sampled faculty and non-faculty staff, the number of
public universities with strong governance structures almost equalled the number of
similar institutions with weak governance structures. Put into perspective, they
generally agreed that public universities, as well as their staff, were highly accountable
in dispensing their services (mean = 3.98; S.D. = 0.644). These findings align with an
earlier study conducted in Palestine, which found that public universities in the country
adopted governance principles exemplified by transparency, accountability, and

disclosure (Alshaer et al., 2017). However, a Moroccan study found the opposite: unlike
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the current study, the former research found that the country’s universities lacked

accountability (Bennani et al., 2021).

Except for 22 indifferent employees, the rest (91.7%) either agreed or strongly agreed
that they were very responsible when performing their tasks, duties and responsibilities
in line with their job descriptions. On average, the sampled staff were indecisive
regarding the assertion that equity was upheld in task and duty allocation (mean = 3.36;
S.D. = 1.225). All the sampled staff either disputed (D = 59.4%) or strongly disputed
(SD = 40.6%) that the participating public universities had a very transparent

tudy held

relationship with their staff. On average, the staff who participated i
largely similar opinions, strongly disagreeing that they often fe ersities

treated them fairly when engaging them (mean = 1.13; S.D. =

4.4.6 Descriptive Statistics for Employee Performanc
The study further examined the views of the acade demic staff on their
performance (employee performance). The perti shown in Table 23. It is
important to note that the employee performa sured using various metrics,
including graduation timeliness, stu e, quality of work, graduates’

absorption into the labour market, staff efficieney, and task completion timeliness.

»

NG
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Table 23

Descriptive Statistics for Employee Performance

SD D NAND A SA
(%) (%) (%) (%) (%) Mean S.D.

Most students graduate within 3 0 1@ 138 124 443 0.624
the expected period. (1.1) (51.9) (46.6)
The high quality of work is 0 12 0 245 9 3.94 0.460
reflected in the high pass rate of 4.5) (92.1) (3.4

the students.

There is a high quality of work 0 0 39 227 3.8570.354
demonstrated by the staff (14.7) (85. \

members. %

There is a high number of 0 14 %% 6 3.73 0.495

graduates absorbed by the labour (2.3)

market (both public and private

sectors). %

The staff are highly efficient in 28 217 1 3.70 0.741

1
performing their duties. \% (10.5) (81.6) (0.4)
The university keeps trac e 158 25 0 0 1.78 0.600

absorption of its gradua 2) (594) (94
The workload tak 205 9 33 9 10 1.53 1.075
staff member is h (77.1) (3.4) (124) (34) (3.9

managea

All tas&

‘ 256 7 0 3 0 1.06 0.348
mpleted on time. (96.2) (2.6) (1.1)

The staff hardly complain about 258 6 28 0 0 1.04 0.227
the allocated workload. (97.0) (2.3)
Composite score 2.78 0.291

According to the descriptive findings presented in Table 23, it was revealed that the staff
were largely unanimous in admitting that most students graduated within the expected
period (mean = 4.43; S.D. = 0.624). Most of the respondents opined that a high student
pass rate reflected high work quality (A/SA = 95.5%). While a majority (85.3%) of the
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sampled staff concurred that they demonstrated high quality of work, 14.7% others were
indifferent. The study findings also indicated that most of the students graduating from
Kenya’s public universities were absorbed by the labour market in both public and

private sectors (A/SA =70.0%).

It was also observed that 81.6% of the participating academic and non-academic staff
admitted to being highly efficient in performing their duties. According to the study
findings, it was largely disputed that Kenya’s public universities kept track of how their
graduates were absorbed in the job market (mean = 1.78; S.D = 0.600). At least 77.1%
of the surveyed staff refuted that the workload assigned to each of them was highly
manageable. Similarly, respondents generally and unanimously strongly disagteed that

all tasks assigned to staff were completed on time (mean = 1.06;"S.D.= 0.348).

4.5 Inferential Statistical Findings

Inferential analysis is crucial because it enables the drawing, ofeonclusions (inferences)
about a particular study. According to Guettermamn(2019),inferential statistics enable
researchers to deduce conclusions from a sample, toja (target) population. Contextually,
correlation and regression analyses wereyconducted. However, the foregoing was

preceded by conducting viable diagnostic'tests.

4.5.1 Diagnostic Tests

Given that the collected data‘“were ordinal, thus categorical, the viable diagnostic tests
were in response to the assumptions of the existence of linear relationships between each
of the independentivariables and the dependent variable, and minimal multicollinearity
exhibited by the “predictors in multiple regression analysis. Although normality,
homoscedastieity, and serial correlation assumptions are not typically associated with
categoricalidata, the first two tests were conducted. According to Habibzadeh (2024),
the normal“distribution is restricted to parametric data. Homoscedasticity applies to

normally distributed data, and serial correlation applies only to continuous data.

4.5.1.1 Linearity Tests

The linearity tests were conducted to establish whether or not each of the independent
variables (flexible work arrangements, health and wellness programmes, workload
management, and technology adoption) had a linear relationship with the dependent
variable (employee performance). This concurs with the postulation that the F-test can
be applied to the linearity of a regression function with ordinal predictors (Gertheiss &

Oehrlein, 2011). A summary of the pertinent F-test results is illustrated in Table 24.
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These results are drawn from the comprehensive findings depicted in the analysis of

variance (ANOVA) in Tables 28, 31, 34, and 37.

Table 24

Linearity Test Results

Independent Dependent F-test Interpretation Inferences
Variables Variable Results
Flexible Employee F The relationship Linear regression
work performance (1,264)  between flexible analysis was viable
arrangements = work arrangements

807.301; and employee

p=0.00 performance was \

<0.05 linear. %
Health and Employee F The relatio % Linear regression
wellness performance (1,264)  betwee % analysis was viable
programmes =

428.556; and

p=0.0

< rmance was

\ linear.
Workload Emplo \ The relationship Linear regression

,264)  between workload was viable

management per%

574.986;

p=0.00

<0.05
Technology  Employee F
adoption performance (1,264)

562.835;
p=0.00
<0.05

management and
employee
performance was
linear.

The relationship
between
technology
adoption and

employee

performance was linear

Linear regression

analysis was viable

According to the linearity test results shown in Table 24, each of the independent

variables had a linear relationship with the dependent variable.
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4.5.1.2 Normality Tests
Normality tests were conducted to determine whether the collected data followed a

normal distribution. The pertinent results are presented in Figures 3 to 8.
Figure 3

Normality Test Results for Flexible Work Arrangements

Normal Q-Q Plot of FlexibleWorkArrangements

Expected Mormal

1 2 3 4 Kl

Observed Value

As shown in Figure 3, the data points considerably deviate from the diagonal line. This

is indicative of the data distributionib€ing non-normal.

Figure 4

Normality Test Resultsyfor-Health and Wellness Programmes

Normal Q-Q Plot of HealthandWellnessProgrammes

Expected Normal

15 20 25 30 35 40

Observed Value
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The Q-Q plot in Figure 4 shows that the data collected on health and wellness

programmes are not normally distributed.
Figure 5

Normality Test Results for Workload Management

Normal Q-Q Plot of WorkloadManagement

Expected Normal

K 4

20 25 30 35 40 45

Observed Val .

ints deviated from the diagonal line.

According to the findings in Figure

, m
k

Therefore, the data distributio load management did not follow a normal

distribution curve.

Figure 6
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ormal Q-Q Plot of TechnologyAdoption
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The results in Figure 6 show a non-linear distribution for technology adoption. This is

informed by the considerable deviation of the data points from the diagonal line.
Figure 7

Normality Test Results for Governance

Mormal Q-Q Plot of Governance

Expected Normal

\ 4

1.0 15 20 25 4.0

Observed Value

Only two data points lay along the diagon
deviate, to some extent, from the diagonalli

governance were not normally ‘

30 35
4

wn in Figure 7. Other data points

ese results implied that the data for

Figure 8

Normality Test Resul&r Performance
A
ormal Q-Q Plot of EmployeePerformance

4

Expected Normal

1.0 15 20 25 30 35

Observed Value
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The results shown in Figure 8 indicate that, although only two data points lie along the
diagonal line, most of the remaining data points are close to the line. The findings reflect

a considerable normal distribution of the employee performance data.

4.5.1.3 Homoscedasticity Test

The study also examined whether the data distribution when conducting multiple linear
regression analysis was homoscedastic or heteroscedastic. Figure 9 illustrates the results
of the pertinent tests.

Figure 9

Homoscedasticity Test Results

Scatterplot

Dependent Variable: Employee Performance

Regression Standardized Residual
]
'
4

Regression Standardized Predicted Value

The P-P plot shown in Figure 9depicts the results of the homoscedasticity test when the
quality of work-lifesapproaches was regressed against employee performance in Kenyan
public universities. It is evadent from these results that the data point scatter is wider to
the right ©f the X-axis, depicting a cone shape. These results illustrating an equal
distributiomgef data points reflect the presence of heteroscedasticity, hence the violation

of homoscédasticity assumption.

4.5.1.4 Multicollinearity Tests
The VIF was employed to test the extent of multicollinearity in the adopted multiple

regression model. The relevant results are presented in Table 25.
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Table 25

Multicollinearity Test Results

Predictor Variables VIFs T Inferences
Flexible work arrangements 6.993 0.143  Acceptable
multicollinearity
Health and wellness programmes 3.717  0.269  Acceptable
multicollinearity
Workload management 8.547 Acceptable

Technology adoption 7.463

All four predictors returned VIF values less than 10 (V. erance levels (T)
higher than 0.1 (Tolerance > 0.1). As such, s returned minimal
multicollinearity, which was within the accep herefore, it was inferred

that all the independent variables were ap cluded in the multiple regression

%elation to determine the relationship between

proaches) and the dependent variable (employee

wick (2003) and Wisniewski and Brannan (2024),

model.

4.5.2 Correlation Analysis

The study employed Spea
each predictor (quality
performance). Acco

Spearman's ran ts highly recommended for determining the association

between v

les thatyinvolve ordinal, ranked, or ordered data, such as a 5-point scale
rangin

in Table

v he results of Spearman’s rank correlation coefficient are illustrated
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Table 26:

Spearman’s Rank Correlation Matrix

Spearman's  Flexible Work Correlation  1.000
rho Arrangements Coefficient

Sig. (2-tailed) .

n 266

Health and Wellness ~ Correlation  .303™ 1.000
Programmes Coefficient
Sig. (2-tailed) .000

n 266 266 \
Workload Management Correlation . @

514" .
Coefficient
Sig. (2-tailed)
n &266
i 707

Correl . 6127 1.000

Technology Adoption
C
).000 .000 .000

266 266 266 266
Employee Per: \anc elation  .383" 3217 .596™ .51171.000
Coefficient
Sig. (2-tailed) .000 .000 .000 .000 .
n 266 266 266 266 266

Accordi Qdy findings shown in Table 26, the relationship between flexible

work a ents and employee performance (rs = 0.383; p = 0.000 < 0.05), and

between health and wellness programmes and employee performance (rs = 0.321; p =

0.000 < 0.05) was established to be positive, weak and statistically significant at p-value
= 0.05. Interpretively, improving arrangements for ensuring university staff worked
flexibly was likely to enhance their performance considerably. Similarly, improving
health and wellness programmes was expected to minimally, albeit substantially,

enhance the performance of both academic and non-academic staff.

These results concurred with Muchowe et al.’s (2021) study findings, which indicated
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that flexible work arrangements positively affected organisational performance. The
results were also in agreement with the outcomes of a past local study, which depicted a
positive nexus between flextime and telecommuting — aspects of flexible work

arrangements — and employee performance (Gacheri, 2022).

Moreover, both workload management (rs = 0.596; p = 0.000 < 0.05) and technology
adoption (rs = 0.511; p = 0.000 < 0.05) showed a positive, moderately strong, and
statistically significant relationship with employee performance. The findings implied
that the performance of the surveyed university staff was likely to improve moderately
and substantially when public universities enhanced the adoptiefy, of pertinent
technologies, as well as when staff better managed assigned€tasks, duties, and
responsibilities. These results corroborated Siswanto et al.’sf(2019), findings, which
indicated a positive and significant relationship betweén“workload “and employee
performance. The findings further supported Nwinyokpugi’s (2018) empirical
outcomes, which depicted a positive and statistigally significant relationship between
workload management strategies and employée,cfficicney, (an employee’s performance
components). Allusively, the correlation analysis résults underscored the importance of
all quality of work-life approaches to theyperformance of academic and non-academic

staff working at public universities ingkenya.

4.5.3 Simple Linear Regression Analysis

This regression analysis‘was usedto determine the influence of each quality-of-work-
life approach onemployeciperformance. The approaches included flexible work
arrangements, healthiand'wellness programmes, workload management, and technology

adoption.

4.5.3.1'Influenceof Flexible Work Arrangements on Employee Performance
The resultsidepicting the influence of flexible work arrangements on employee
performance are outlined in Tables 27, 28, and 29.

Table 27

Model Summary of Flexible Work Arrangements against Employee Performance
Mode

1 r r Square Adjusted r Square Std. Error of the Estimate
1 868" 754 753 14474

a. Predictors: (Constant), Flexible Work Arrangements
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According to the results shown in Table 27, flexible work arrangements explain 75.4%
of the variation in employee performance (r* = 0.754). Whereas this study’s findings
indicated that flexible work arrangements explained slightly more than three-quarters of
the variation in employee performance, an earlier empirical study by Kiprono (2018)
noted that flexi-working strategies explained less than a quarter (22.9%) of changes in
employee performance. The disparity in the results of the two studies could be attributed
to the fact that the current study focused on public universities, while the reviewed study
was on the public health sector. Consequently, unlike in the case of the public health
sector, flexible work arrangements played a crucial and substantialfyrole in the

performance of employees.
Table 28

ANOVA of Flexible Work Arrangements against Employee Lerformance

Model Sum of Squares df Meéan Square F  Sig.
1Regression 16913 1 16913 807.301.000°
Residual 5.531 264 021
Total 22.443 "265

a. Dependent Variable: Employee Performance

b. Predictors: (Constant), FlexiblefWork Arrangements

The F-statistic results illustrated in Table28 (F 1264 = 807.301; p = 0.000 < 0.05) were
established to be statistically significant. Interpretively, the relationship between flexible
work arrangementssand cmployee performance was statistically significant at p-value =
0.05. Therefore, thefadopted model (Y = Bo + P1Xi + &) was successfully applied to
determine‘theyinfluence of flexible work arrangements on the performance of public

universities’staffyas shown in Table 29.
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Table 29

Regression Coefficients of Flexible Work Arrangements against Employee

Performance
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.213 .056 21.639 .000
Flexible Work 425 015 868 28.413 .000
Arrangements

a. Dependent Variable: Employee Performance

The results shown in Table 29 depict the influence of flexible Workbarrangements on
employee performance. The results (Y = 1.213 + 0.425Xq) showed. that a unit increase
in flexible work arrangements led to a 0.425-unit increase in employee performance,
while other factors were held constant. The results ofitheit-statistic (t =28.413; p =0.000
< 0.05) indicated that the influence of flexibletwork arrangements on employee
performance was statistically significant. Fellowing these results, the null hypothesis
‘There is no significant link between flexible work arrangements and employee

performance’ was rejected, and thealternative hypothesis was taken to be true.

The results underscored, the, importance of the stated approach relative to the
performance of public univetsities’ staff. These findings were partly in agreement with
a previous empirieal study whose results indicated that flexible work arrangements
affected organisationaliperformance (encompassing employee performance) (Muchowe
et al., 2021). The results also tallied with Dikirr and Omuya’s (2023) study findings,
which revealed that there was a significant influence of flexible time on employee
performance. Whereas the current study was candid in demonstrating the influence of
flexible work arrangements on employee performance, Alsulami et al.’s (2023) study

focused only on the preferences of women on the aforementioned arrangements.

It is important to note that the findings depicted in Table 29 advance the tenets of
Atkinson’s flexible firm model. This alludes to the model’s postulation that by ensuring
flexibility (including flexible work arrangements), organisations are able to achieve their

objectives (partly through enhanced employee performance) (Tan et al., 2013).
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The foregoing model’s allusion aligns with the findings depicted in Table 29, which
indicated that enhancing flexible work arrangements resulted in improved performance
among public university faculty and non-faculty staff. The findings further supported the
emphasis of Atkinson’s model for organisations to embrace different forms of work

flexibility (Atkinson, 1984a).
4.5.3.2 Influence of Health and Wellness Programmes on Employee Performance.
The study employed simple regression analysis to assess the influence of health and

wellness programmes on employee performance. The pertinent results are presented in

Tables 30, 31, and 32.
Table 30

Model Summary of Health and Wellness Programmes against Employee Performance

Mode
1 r rSquare Adjusted r Square StdaError of the Estimate
1 187 619 617 .18002

a. Predictors: (Constant), Health and Wellness Programmes

The results, as indicated by the goeffieient of determination (> = 0.619) shown in Table
30, suggest that health andéwellness@ptogrammes in public universities can explain
61.9% of the variation iithe'perforimance of university employees.

Table 31

ANOVA of Health and Wellness Programmes against Employee Performance

Model Sum of Squares df Mean Square F Sig.
1 Regtessio 13.888 1 13.888  428.556 .000°
n
Residual 8.555 264 .032
Total 22.443 265

a. Dependent Variable: Employee Performance

b. Predictors: (Constant), Health and Wellness Programmes

The results shown in Table 31 (F 1264 = 428.556; p = 0.000 < 0.05) were found to be
statistically significant at p-value = 0.05. As such, the relationship between health and

wellness programmes and employee performance was linear. It follows that the simple
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linear model linking the two variables (Y = Bo + B2X2 + €) was successfully applied in
determining the influence of health and wellness programmes on the performance of

public universities’ staff, as shown in Table 32.
Table 32

Regression Coefficients of Health and Wellness Programmes against Employee

Performance
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.440 .066 210,854 .000
Health and Wellness 403 .019 187, ©20.702  .000
Programmes

a. Dependent Variable: Employee Performance

As shown by the findings in Table 32 (Y = 1%44,+0.403X>), while holding other factors
constant, a unit increase (enhancement) inhealth'and wellness programmes resulted in a
0.403-unit rise (improvement) in @mployee performance. It was further noted that the
influence of health and wellness programmes on employee performance was statistically
significant (t = 21.854; p =10.000.5,0.05). The results led to the rejection of the null
hypothesis, which stated that *There was no significant nexus between health and
wellness prograimes and employee performance’. Therefore, the alternative hypothesis
was consideted to be'true. These results disconfirmed the findings of a previous study,
which Mioted “that“there was greater job satisfaction (hence, enhanced employee
performance) exhibited by employees who never participated in wellness programmes
(Richemond & Needham, 2020). Contrary to the current study’s observations, the
reviewed study indicated that wellness programmes were negatively related to employee
performance. Therefore, improving or increasing the adoption and implementation of

these programmes was bound to result in a drop in employee performance.

The findings of the present study advanced the tenets of work-life spillover theory. The

theory indicates that both positive and negative spillovers can result in positive and

negative consequences for employees, respectively. According to Edwards and Rothbard

(2000), for instance, the spillover effect can make employees working in favourable
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conditions satisfied, thereby enhancing their performance. Health and wellness
programmes are geared towards improving working conditions, consequently raising
satisfaction levels and ultimately enhancing employee performance. Therefore, the
findings of the current study aligned with the characterisation of positive spillovers,
which motivate employees and lead to improved performance. The results were also
aligned with the stipulations of Roscoe’s model. According to the model’s 7 dimensions,
the health and wellness programmes are bound to improve the quality of work-life
balance among university staff, subsequently enhancing their performance (Roscoe,

2009). The reverse of the aforementioned assertion is also true.

4.5.3.3 Influence of Workload Management on Employee Perforimance

The study further examined the extent to which workload management, affected the
performance of employees of Kenya’s public universitiess, Fhe' pertinent results are
presented in Tables 33 to 35.

Table 33

Model Summary of Workload Management against,Empleyee Performance

Model r r Square Adjusted r Square Std: Error of the Estimate

1 .828* .685 684 .16356

a. Predictors: (Constant), Workload Management

As shown in Table 33 (&5.=0:685), 68.5% of the variation in the aforesaid performance
could be attribufed,to-how the staff’s workload was managed. These results underline
the considefable roledplayed by workload management in the performance of the

universitydemployees.
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Table 34

ANOVA of Workload Management against Employee Performance

Model Sum of Squares df Mean Square F Sig.
1  Regression 15.381 1 15.381 574.986  .000°
Residual 7.062 264 027
Total 22.443 265

a. Dependent Variable: Employee Performance

b. Predictors: (Constant), Workload Management

The results of the F-statistic shown in Table 34 (F 1264 = 574.986; p,=0:000 < 0:05) were
found to be statistically significant at p-value = 0.05. This implied thatthere'was a linear
relationship between workload management and employe€ performanee. Therefore, the
adopted simple linear model (Y = Po + B:Xs + €) wasscffectivelyjpemployed to determine
the influence of workload management on empleye&petformance

Table 35

Regression Coefficients of Workload Management against Employee Performance

Unstandardized Standardized

Coefficients Coefficients
Model B¢ Std. Error Beta t Sig.
1 (Constant) 1134 .070 16.288 .000
Workload Management = .527 .022 828 23.979 .000

a. Dependenit Variablej Employee Performance

According to thexesults shown in Table 35 (Y = 1.134 + 0.527X3), a 0.527-unit change
in employ€e’ performance was associated with a one-unit change in workload
management while other factors were held constant. The results of the t-statistic (t =
23.979; p = 0.000 < 0.05) indicated that the influence of workload management on
employee performance was statistically significant. Following these findings, the null
hypothesis, ‘There is no significant connection between workload management and
employee performance,” was rejected. The alternative hypothesis was inferred to be
true. In light of these findings, effective management of the work (tasks, duties, and
responsibilities) assigned to university staff was concluded to be very crucial to

enhancing the performance of employees. These results were in agreement with
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Siswanto et al.’s (2019) empirical findings, which indicated that workload significantly
affected employee performance. The results also concurred with Nwinyokpugi’s (2019)
study outcomes, which show a significant influence of workload management strategies

on employee efficiency, a metric of employee performance.

In line with work-life spillover theory, the amount of workload an employee handles is
bound to affect their performance both directly and indirectly. In the event of a heavy
workload, employees may suffer from burnout and/or fatigue, which can spill over into
how they perform the tasks, duties and responsibilities assigned to them. Accordingly,
to mitigate this, universities can reduce the amount of work allotted to effiployees so they
can perform the reduced workload more effectively and efficiently., Theycan alse ensure
that each staff member's workload is responsive to emplgyees™ livesioutside the
workplace. This work-life balance aligns with the findings shown in\Table 35, which
reveal a statistically significant influence of workload managément on employee
performance. With a manageable workload, employees repett’greater satisfaction, and
these positive effects spill over into enhanced performance) Greenhaus & Powell, 2006).
4.5.3.4 Influence of Technology Adoptiomon Employee Performance

Moreover, the study examined how technelogyiadoption in Kenya’s public universities
affected the performance of uniwersityemployees. The results of the pertinent simple
linear regression analysis arc'depicted mTables 36, 37, and 38.

Table 36

Model Summary of Techuology Adoption against Employee Performance

Model r 4r Square Adjusted r SquareStd. Error of the Estimate

1 825" 681 .680 16475

a. Predictofsf(Constant), Technology Adoption

As shown in Table 36 (r* = 0.681), technology adoption could explain a considerable

(68.1%) variation in employee performance.
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Table 37
ANOVA of Technology Adoption against Employee Performance
Model Sum of Squares df Mean Square F Sig.
1 Regression 15.277 1 15.277 562.835  .000°
Residual 7.166 264 .027
Total 22.443 265

a. Dependent Variable: Employee Performance

b. Predictors: (Constant), Technology Adoption

The results of the F-statistic shown in Table 37 were statistically sighificant (F 1264 =
562.835; p = 0.000 < 0.05). Interpretively, technology adoption Wwas lin€arly related to
employee performance. Consequently, it was feasible to detesmine the influence of
technology adoption on employee performance using “the adopted simple linear

regression model (Y = o + f4X4+ €) as shown in Table38.

Table 38

Regression Coefficients of Technology Adeptiomagainst Employee Performance

Unstandardized> Standardized
Cocefficients Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 1.749 .045 39.000 .000
Technology Adoption 307 .013 .825 23.724 .000

a. Dependent Variable: Empleyee Performance

The results shownjin Table 38 (Y = 1.749 + 0.307X4) indicated that for employee
performanée to increase by 0.307 units, technology adoption had to be enhanced by a
single unitwhileother factors were held constant. It was also revealed that the influence
of technoldgy adoption on employee performance was statistically significant (t =
23.724; p=0.000 < 0.05). These results led to the rejection of the null hypothesis, which
stated that ‘There was no significant relationship between technology adoption and

employee performance’. Instead, the alternative hypothesis was held to be true.

These results emphasised the importance of public universities and their staff adopting

technology to enhance the staff output.

The findings further concurred with the tenets of the technology adoption model by

Davis (1989), that the usefulness and ease of use of technology result in effective and
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efficient dispensation of tasks, hence enhanced employee performance. These findings
are in tandem with the observations made in a study conducted by Nyongesa and Otieno
(2020), which established that information and communication technologies were
consequential to effective teaching (a component of university employee performance).
4.5.4 Multiple Regression Analysis

This analysis was employed to determine the combined influence of the quality of work-
life approaches (flexible work arrangements, health and wellness programmes, workload
management, and technology adoption) on employee performance. The relevant results
are presented in Tables 39, 40, and 41.

Table 39

Regression Weights for Overall Model

Model R R Square Adjusted R Square Std¢ Error of the Estimate
1 .880° 774 770 .13953

a. Predictors: (Constant), Flexible Work Arrangements, Health and Wellness
Programmes, Workload Management, Technology Adoption

According to the results shown in Table:39, the ‘general correlation between the stated
approaches and employee performance was positive and strong (R = 0.880). The
coefficient of determinationg(R*> = 0.774) indicated that the four quality of work-life
approaches could explain 77:4%)oefithe variance in the performance of the surveyed
public universities’ empleyees: This was interpreted to mean the rest (22.6%) could be
explained by other factors (variables) not covered by this study. The adjusted R2 =0.770
shows thatdthe adopted, multiple regression model was a good predictor of how the
qualityfof> workslife approaches affected employee performance in Kenya’s public

universities.

Table 40

Significance Test Results

Model Sum of Squares df Mean Square F Sig.
1 Regression 17.362 4 4.340 222.938 .000°
Residual 5.082 261 019
Total 22.443 265

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Flexible Work Arrangements, Health and Wellness
Programmes, Workload Management, Technology Adoption
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The results of the F-statistic shown in Table 40 (F 4,261 = 222.938; p = 0.000 < 0.05)

were statistically significant. The results depicted a general linear relationship between
quality of work-life approaches (flexible work arrangements, health and wellness
programmes, workload management, and technology adoption) and employee
performance. Consequently, the adopted multiple regression model (Y = Bo + B1 X1 +
B2X> + B3Xs3 + PaXy4 + €) was successfully applied in determining the combined influence
of the quality of work-life approaches on the performance of the university employees,
as demonstrated in Table 41. Since the quality of work-life approaches is closely
linked to employee welfare, the findings of the present study partly supported the results
of Kyondo et al.’s (2023) study, which indicated that there was 4 significant nexus

between employee welfare and employee performance in Kenya’s publictuniversities.

Table 41
Results for Overall Model

Unstandardized 3 Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1000 .100 9.960 .000
Flexible Work 201 .070 411 2.882 .004
Arrangements
Health and Wellness 175 .058 341 3.039 .003
Programmes
Workload Management 201 .055 315 3.662 .000
Techriology Adoption -.051 .059 -.136 -.858 .392

a. Dependent Variable: Employee Performance

The findings shown in Table 41 (Y = 1.000 + 0.201X; + 0.175X5 + 0.201 X35 — 0.051X4)
indicated that a single unit change (positive deviation) in flexible work arrangements,
health and wellness programmes, workload management, and technology adoption
resulted in a 0.201-unit, 0.175-unit, 0.201-unit, and -0.051-unit changes in employee
performance, respectively, while holding other factors constant (fo= 1.000). Moreover, it
was established that flexible work arrangements (t = 2.882; p = 0.004), health and
wellness programmes (t = 3.039; p = 0.003), and workload management (t = 3.662; p =
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0.000) had statistically significant effects on employee performance at p-value = 0.05.

These findings tally with the tenets of McGregor’s theory X and theory Y. Theory Y
adopts a participative management style where employees are granted the freedom to
make decisions pertaining to their work. This may encompass flexible work
arrangements where employees schedule their work in terms of when, where and how to
perform it. They also have the responsibility and freedom to manage their work (tasks,
duties, and responsibilities). According to Ha et al. (2023), these aspects of Theory Y

enable employees to be more productive, thus enhancing their performance.

However, the influence of technology adoption on employee performanee wasifound not
to be statistically significant (t = 0.858; p = 0.392 > 0.05). Theparadexical results

depicted by multiple regression analysis (relative to simple, lin€ariscgression which

returned statistically significant results) alluded to the supptessor multicollinearity
effect. Impliedly, the presence of other quality of Work-lifesapproaches reduced the
significance of technology adoption on the “performance of public universities’
employees. According to the study findings, it is,evident that workload management was
the most crucial quality of work-life appreachy while technology adoption was the least
important. Apparently, the presefit study’s“findings alluded to Ouma’s (2021) study
results, which depicted the, significant’ influence of wellness programmes, leave

programmes, and employec assistane programmes on employee performance.

4.5.5 Moderated Regression,Analysis

The study determinedithe extent to which governance moderated the influence of the
quality of work-life approaches on the performance of public university employees. The
moderation was)done using the simple linear regression model, as well as the multiple

regression model.

4.5.5.1 Moderated Effect of Governance on the Relationship between FWA and
Employee Performance

The study examined the extent to which governance influenced the link between flexible
work arrangements (FWA) and the performance of public university employees in Kenya.

The pertinent results are presented in Tables 42 to 44.

Table 42
Model Summary of FWA against Employee Performance (Moderated)
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Std. Error Change Statistics
r Adjusted r of the r Square F Sig. F
Model rSquare  Square Estimate Change Change dfl df2 Change
1 868" 754 753 14474 754 807.301 1 264 .000
2 .893> 797 796 13159 044 56.402 1 263 .000

a. Predictors: (Constant), Flexible Work Arrangements

b. Predictors: (Constant), Flexible Work Arrangements, Interaction Term

It is evident from the results shown in Table 42 (1> change = 0.044) that tHe\inclusion of
governance in the model increased by 4.4% the proportion of variation in the.employee
performance attributed to flexible work arrangements. The “tesultshwere further
established to be statistically significant at p-value = 0.055(Sigl ExChange = 0.000).
Hence, there was significant moderation of the aexuss between flexible work
arrangements and employee performance occasioned bythe introduction of governance
to the model. Contextually, governance was an “enhancér’ moderator since it increased

the explanatory power of the flexible work aftangements on employee performance.
Table 43
ANOVA of FWA against Employee Performanee (Moderated)

Model Sum of Squares df Mean Square F Sig.
1 Regressio 16.913 1 16.913 807.301 .000°
n
Residual 5531 264 .021
Total 22.443 265
2 Régtessio 17.889 2 8.945 516.561 .000°
n
Residual 4.554 263 017
Total 22.443 265

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Flexible Work Arrangements

c. Predictors: (Constant), Flexible Work Arrangements, Interaction Term

According to the results of the second model illustrated in Table 43 (F2,263=516.561; p =
0.000 < 0.05), including the moderator (governance) did not change the significance of

the original simple linear regression model. As such, with the inclusion of governance,
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the relationship between flexible work arrangements and employee performance

remained linear.
Table 44

Regression Coefficients of FWA against Employee Performance (Moderated)

Unstandardized Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.213 056 21.639 .000
Flexible Work Arrangements 425 015 868 . 28413 .000
2 (Constant) 1.048 .055 18891 .000
Flexible Work Arrangements  -.020 061 -.040 -.321 748
Interaction Term .556 074 932 7.510 .000

a. Dependent Variable: Employee Performance

Whereas, as shown in Table 42, governance incréasedithe explanatory power of FWA
for the variance in employee performance, patadoxically, its inclusion as a moderator
variable, as shown in Table 44, reduced the effeetand significance of flexible working
arrangements relative to employee performanee. Whereas, without moderation, a unit
increase in flexible work amrangements resulted in a 0.425 unit increase in employee
performance when othegfactors'wefe held constant; with moderation, the same unit led
to a 0.020 decrease“inpemployee performance. Similarly, with no moderation, the
influence of fleXible work arrangements on employee performance was statistically
significant (&t = 28.4135p = 0.000 < 0.05); with moderation, the aforementioned effect
was noft statisticallyisignificant (t =-0.321; p = 0.748 > 0.05). These results suggest that

governance, fuhctions more as a suppressor variable than as a moderator.

4.5.5.2 Moderated Effect of Governance on the Relationship between HWP and
Employee Performance
The study also examined the extent to which, and the significance of governance on the

link between health and wellness programmes and employee performance in Kenyan

public universities. The relevant results are presented in Tables 45 to 47.

Table 45
Model Summary of HWP against Employee Performance (Moderated)

126



St. Paul’s University Repository

Std. Error Change Statistics
Mode rAdjusted r of the R Square F Sig. F
1 r Square Square Estimate Change Change dfl df2 Change
1 87 619 617 .18002 619 428.556 1264 .000
2 849> 721 719 15429 102 96.402 1263 .000

a. Predictors: (Constant), Health and Wellness Programmes

b. Predictors: (Constant), Health and Wellness Programmes, Interaction Term

The inclusion of governance in the simple linear regression model, as shown in Table
45, considerably increased the explanatory power of health and welln€ss programmes in
the variation in employee performance from 61.7% to 71.9%. The 10.2% increment
underscored the importance of governance in ensuring the effectiveness of health and
wellness programmes in public universities, particularlyyin bolstering the performance
of both faculty and non-faculty members. It was fusther established that governance
significantly moderated the relationship betweet HWR,and employee performance (Sig.

F Change = 0.000 < 0.05).
Table 46
ANOVA of HWP against Employee Performance (Moderated)

Model Sum of Squares df Mean Square F Sig.
1 Regressio 13.838 1 13.888  428.556 .000°
n
Residual 8.555 264 .032
Total 22.443 265
2 Regressio 16.183 2 8.091 339912 .000°
n
Residual 6.261 263 .024
Total 22.443 265

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Health and Wellness Programmes

c. Predictors: (Constant), Health and Wellness Programmes, Interaction Term

The results indicated in Table 35 remained statistically significant even after the

introduction of the moderating variable (governance). The F-statistic without

moderation (F .64 = 428.556; p = 0.000 < 0.05), and with moderation (F226=339.912;
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p = 0.000 < 0.05) were statistically significant. Hence, in both cases, the relationship

between HWP and employee performance was linear.

Table 47

Regression Coefficients of HWP against Employee Performance (Moderated)

Unstandardized Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.440 .066 21.854 .000
Health and Wellness Programmes 403 .019 787,.20.702  .000
2 (Constant) 1.129 .065 17:434 .000
Health and Wellness Programmes ~ -.525 .096 -11024 “85.468  .000
Interaction Term 1.110 113 1:.839» 9.818 .000

a. Dependent Variable: Employee Performance

According to the results shown in Table 47, the influenceof HWP on employee performance

was found to be statistically significant both without-mederation (t = 20.702; p = 0.000 < 0.05)

and with moderation (t = -5.468; p = 0.00090.05), However, the introduction of governance, as

the moderating variable, changed thefdirection‘of'the aforementioned effect from positive (B =

0.403) to negative (B = -0.525) whenjother factors were held constant. The change in directional

effect from positive to negatiye upen the inclusion of governance as a moderator variable could

have alluded to poor goyernance eompromising health and wellness programmes, hence negating

their effect on empleyee performance. In support of this argument, Masefield et al. (2020) hold

that poor governance in government entities results in the unavailability of requisite services and

resources, which, in turn, eompromises health programmes.

4.5.5.3'Moderated " Effect of Governance on the Relationship between Workload

Management and Employee Performance

Moreover, the moderating effect of governance on the relationship between workload

management and employee performance was examined. The pertinent results are

depicted in Tables 48, 49, and 50.

Table 48

Model Summary of Workload Management against Employee Performance
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(Moderated)
Change Statistics
Adjusted Std. Error of r Square F Sig. F
Model r rSquare r Square the Estimate Change Change dfl df2Change
1 .828* .685 .684 16356 685574986 1264 .000
2 .900° 811 .809 12715 125 173.837 1263  .000

a. Predictors: (Constant), Workload Management

b. Predictors: (Constant), Workload Management, Interaction Term

According to the results shown in Table 48 (r* Change = 0.125)#the¥inclusion of
governance in the simple linear regression model linking worKlead ‘management to
employee performance increased the extent to which the statedgpredictor explained
changes in the outcome variable (workload management) by €12.5%. It was also
established that the introduction of governance significantly moderated the relationship
between workload management and employee ¢performance (Sig F Change = 0.000 <

0.05).

Table 49
ANOVA of Workload Management against Employee Performance (Moderated)
Model Sum of Squares df Mean Square F Sig.
1 Regression 15.381 1 15.381 574.986 .000°
Residual 1,062 264 .027
Total 22.443 265
2 Regression 18.192 2 9.096 562.628 .000°
Residaal 4.252 263 016
Total 22.443 265

a. DependéntVariable: Employee Performance
b. Predictors: (Constant), Workload Management

c. Predictors: (Constant), Workload Management, Interaction Term

The results shown in Table 49 indicated that the relationship between workload
management and employee performance was linear without governance as a

moderating variable (Fi264 = 574.986; p = 0.000 < 0.05), and with it as a moderator
(F2263 = 562.628; p = 0.000 < 0.05). Hence, in both cases, the simple linear regression

model, with and without moderation, could be applied to determine the influence of
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workload management on employee performance, as shown in Table 50.
Table 50

Regression Coefficients of Workload Management against Employee Performance
(Moderated)

Unstandardized Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.134 .070 16.288 .000
Workload 527 022 828  23.979 .000
Management
2 (Constant) 878 057 15282 .000
Workload -.083 .049 =130, =1»683 .094
Management
Interaction Term 730 .055 L0021  13.185 .000

a. Dependent Variable: Employee Performance

According to the results illustrated in TablexS0,the inclusion of governance as the
moderating variable altered the direction (from [ = 0.527 to B = -0.083), reduced the
magnitude (by 0.444 irrespective of difection), and weakened the statistical significance
(from t = 23.979; p =0.000,<0405 to t = -1.683; p = 0.094 > 0.05) of workload
management on employecperformance. These results underscore the significant
implications of governance in addressing workload management in public universities,
with the objective of enhancing faculty and non-faculty employee performance. These
results (underling, inadequate governance support in terms of the resource provision
necessary to enable faculty and non-faculty staff in Kenyan public universities to manage

their work more effectively.

For instance, despite the rapid and unprecedented student enrolment in public
universities, the staff members are not commensurately supported to undertake their

work (Kutto & Muchimuti, 2025). Omuria and Oluoch (2025) postulated that public

universities in Kenya face teaching, research and institutional challenges (cornerstones
of universities’ employees’ work) ranging from inadequate human capital development,

staff training, funding gaps, infrastructure deficits to integrity issues. Therefore, in light
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of the acknowledged governance challenges, governance was bound to compromise the
effectiveness of workload management on the performance of public universities’

employees.

4.5.5.4 Moderated Effect of Governance on the Relationship between Technology
Adoption and Employee Performance
The study further examined how governance moderated the relationship between

technology adoption and employee performance in Kenyan public universities. The

relevant results are presented in Tables 51 to 53.

Table 51
Model Summary of Technology Adoption against Employee PerformaucelModerated)
Change Statistics
Mode r Adjusted Std. Error of r Square F Sig. F
1 r Square r Square the Estimate Changes Change dfl” df2 Change
1 .825° .681 .680 16475 681 562835 1 264 .000
2 858" 736 734 .15006 055, 557225 1 263 .000

a. Predictors: (Constant), Technology Adoption

b. Predictors: (Constant), Technology Adeptiofiglnteraction Term

According to the findings shown in Table)5T (r* Change = 0.055), introducing
governance into the simple lineatyregression model linking technology adoption to
employee performance incréased the ‘ptedictor’s explanatory power for the dependent
variable by only 5.5%@3 Howeveér,” the moderating effect of governance on the
aforementioned relationship was established to be statistically significant (Sig. F Change
=0.000 <0.05). This;snggests that, although governance has minimal explanatory power
for the vagiation in employee performance, its moderating effect plays a substantive role

in the nexus between the two main variables.

Table 52
ANOVA of Technology Adoption against Employee Performance (Moderated)
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Model Sum of Squares df Mean Square F Sig.
1 Regressio 15.277 1 15.277  562.835 .000°
n
Residual 7.166 264 027
Total 22.443 265
2 Regressio 16.521 2 8.261 366.833 .000°
n
Residual 5.922 263 023

Total 22.443 265
a. Dependent Variable: Employee Performance \
b. Predictors: (Constant), Technology Adoption «
c. Predictors: (Constant), Technology Adoption, Interaction %\

The results demonstrated in Table 52 indicated that

ionship between
a i significant before the
inclusion of governance as the moderating vati % 62.835; p=10.000 < 0.05),
and after the inclusion of the aforementi %r (F2.263=366.833; p = 0.000 <
0.05). Therefore, the simple linear regressio 1 was applicable in determining the
influence of technology adopti e pe ance of public university employees,
with and without moderatin &%bles by introducing governance.
Table 53 N
Regression Coeffigi hnology Adoption against Employee Performance
(Moderated) Q

Unstandardized Standardized

‘ Coefficients Coefficients
Model B Std. Error Beta t Sig.

technology adoption and employee performance

(Constant) 1.749 .045 39.000 .000
Technology Adoption 307 013 825 23.724 .000
2Constant) 1.284 075 17.206 .000
Technology Adoption -.286 .081 -770  -3.548 .000
Interaction Term 799 107 1.612 7.431 .000

a. Dependent Variable: Employee Performance

According to the results shown in Table 53, the introduction of governance did not alter
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the significance of the influence of technology adoption on employee performance.
Before moderation, the results were statistically significant (t = 23.724; p = 0.000 <
0.05), and after moderation, the results remained statistically significant (t = -3.548; p

= 0.000 < 0.05). Though the effect magnitude changed only marginally, its direction

changed from positive before moderation (B = 0.307) to negative after moderation (p =
-0.286). The foregoing alludes to the acknowledgement of outdated technologies in
Kenyan public universities coupled with funding gaps, and governance challenges
reflected in lack of transparency and accountability, as well as integrity issues (Omuria
& Oluoch, 2025). Therefore, in light of the governance challenge§\ facing the
aforementioned universities, the effect of technology adoption on employeeperformance

was thus bound to be negative, contrary to when governance was ot factered in.

4.5.5.5 Moderated Effect of Governance on the Relationship between QWL
Approaches and Employee Performance

The results of the moderated regression analysis are presesrted ih, Tables 54 to 56.

Table 54
Regression Weights for Overall Model (ModeratedRegression)

Change Statistics

R Adjusted Std. Exrer of R Square F Sig. F
Model RSquareR Squaréthe Estimate Change Change dfl df2 Change
1 880" .774 2770 213953 74 222938 4 261 .000
2 908" .824 2821 12313 050 75.195 1 260 .000

a. Predictors: (Constant); Flexible Work Arrangements, Health and Wellness
Programme$, Workload,Management, Technology Adoption
b. Predietors: (Censtant), Flexible Work Arrangements, Health and Wellness

Programmes, 'Workload Management, Technology Adoption, Interaction term

Including the moderating variable (governance) increased the explanatory power of the
quality of work-life approaches by 0.05, as shown in Table 54. Without moderation, the

quality of work-life approaches explained 77.4% of the variance in employee

performance (R* = 0.774). The inclusion of the interaction term encompassing the stated
approaches and governance increased the explained variance to 82.4% (R* = 0.824). It
was further established that the increase in the explained variance was statistically

significant (Sig. F Change = 0.000 < 0.05).
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The results underscore the substantial role played by governance in ensuring that the
quality of work-life approaches effectively impacts the performance of public
universities’ employees. The fact that governance plays a significant role in the link
between quality of work-life and employee performance supports stakeholder theory.
According to the theory, when the interests of stakeholders are addressed or met, they
are bound to be more satisfied, and their productivity or performance would

subsequently improve (Reddy & Angadi, 2022).

Table 55
Significance Test Results (Moderated Regression)
Model Sum of Squares df Mean Square F Sig.
1 Regression 17.362 4 4.340 222.938 .000°
Residual 5.082 261 009
Total 22.443 265
2 Regression 18.502 5 3.700 244.089 .000°
Residual 3.942 260 015
Total 22.443 265

a. Dependent Variable: Employee Performance

b. Predictors: (Constant), FlexiblesgWork ~Arrangements, Health and Wellness
Programmes, Workload Management; Technology Adoption

c. Predictors: (Constant), Flexible” Work Arrangements, Health and Wellness

Programmes, Workload Management, Technology Adoption, Interaction term

As shown im, Table' 55, the inclusion of the interaction term (which includes the
moderating variable — governance) did not alter the significance of the multiple
regressionmodel."The results, F (5, 260) = 244.089; p = 0.000 < 0.05, were found to be
statistically significant. Therefore, the adopted model (Y = Bo+ B1Xi + B2X2 + B3X3 +
BaXs + Bs(M) (X1) (X2) (X3) (X4) + €) was successfully applied in determining the
moderating effect of governance on the relationship between the quality of the work-life
approaches and employee performance. The results further led to the rejection of the
null hypothesis: There is no significant moderating effect of governance on the

relationship between work-life approaches and employee performance.

Table 56
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Results for Overall Model (Moderated Regression)

Standardize
Unstandardized d
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.000 .100 9.960 .000
Flexible Work 201 .070 411 2.882  .004
Arrangements
Health and Wellness 175 .058 341 .003
Programmes
Workload 201 .055 .000
Management

392

Technology Adoption -.051 .059 % .

2 (Constant) -.069 1 % . 649
Flexible Work .097 199 1.551 122
Arrangements § ;

Health and Wellness 308 600 5.801 .000

Programmes

Workload 962 9.037 .000

Management

Technology Adopti .053 108 757 450
~ Interaction term .000 -.899 -8.671 .000

According
0.612X — 0.001(M) (X4) (X2) (X3) (X4)), the introduction of the moderating
variabl ce) to the model reduced the significance of flexible work
arrangements‘and technology adoption from t = 2.882; p = 0.004 < 0.05 and t = -0.858;
p=0392>0.05tot=1.551; p=0.122 > 0.05 and t = 0.757; p = 0.450 > 0.05
respectively. These results emphasise the importance of governance in public
universities in Kenya, particularly relative to the quality of work-life approaches and

how they affect the performance of both academic and non-academic staff.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter outlines the summarised key findings, the conclusions drawn from the
major findings, and the suggested recommendations for policy, practice, and theory. The
summary centres primarily on inferential statistical findings linking the respective QWL
approaches to employee performance in Kenyan public universities. It then presents
conclusions aligned with the study objectives. Lastly, the .€hapter makes

recommendations for policy, practice and theory.

5.2 Summary of the Key Findings
The summarised findings align with the specific objectiyés and null hypotheses, which

link QWL approaches to employee performance.

5.2.1 Link between Flexible Work Arrangementsiand Employee Performance.

The first specific objective stated that ‘Tolexamine,the link between flexible work
arrangements and employee performance hindkenyan public universities.” Public
universities in Kenya allowed staff;‘particularly lecturers, to work part-time. Similarly,
all employees, especially faculty members, could work effectively on a part-time basis.
The increased workload“eaused 4by rising student enrolment and the lack of

commensurate staff réeruitment compromised work-life balance.

However, flextime improved work-life balance among university staff. Some employees
were able tofeompressytheir work schedules, with many having the option to telework,
for instafiee, byaholding online classes. Whereas some staff admitted that working part-
time had'enhanced their work-life balance, others held a contrary opinion. The influence
of flexible work arrangements on employee performance was statistically significant.
The conceptual framework (Figure 2) hypothesised the existence of a relationship
between flexible work arrangements and employee performance. The results not only
confirmed the existence of this relationship but also indicated that it was statistically
significant. In tandem with the study findings, the respective null hypothesis linking
flexible work arrangements to employee performance was rejected. Hence, flexible work

arrangements were crucial to the performance of public university employees in Kenya.
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5.2.2 Nexus Between Health and Wellness Programmes and Employee Performance
The second specific objective stated that ‘To establish the nexus between health and

wellness programmes and employee performance in Kenyan public universities.’
Contrary to this hypothesis, public universities offered insurance coverage to staff under
their terms of engagement. Although these universities rarely offered health education
targeting staff, they were sometimes involved in team-building activities. However, it
was unclear whether these activities were organised exclusively for staff or whether staff
engaged in them alongside students. The universities had a counselling department

targeting the staff.

Nonetheless, it was not clarified whether the department was the same onc'that offers
counselling services to university students. The university staffisegularly attended
mentorship programmes organised by their respectivegunstitutions) Most public
universities in Kenya have programmes which, to a largé extent,isufficiently address the
employees’ health and wellness. Notwithstanding the foregoing;the universities did not
prioritise staff physical well-being. Similarly gthéyuniversities rarely offered their staff
financial wellness programmes. Health and Wwellness, programmes had a statistically
significant effect on employee performancey heénce resulting in the rejection of the
second null hypothesis. The results supported the presumption made, as shown in the
conceptual framework (Figure 2), that'there was a relationship between health and

wellness programmes, and employee,performance in Kenya’s public universities.

5.2.3 Connection Between 'Weorkload Management and Employee Performance
The third specifi€ objectiveystated that ‘To determine the connection between workload

managementgand employee performance in Kenyan public universities.” In line with this
hypothesis, task estimation allowed university staff to plan their work more efficiently.
Notably;®€achytask assigned to staff had a specific deadline. These deadlines helped ensure
timely completion. As part of workload management, tasks given to lecturers mainly included
assignments, lectures, presentations, projects, and term papers. The frequency of task

allocation was crucial for successful completion.
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It was observed that public universities rarely carried out proper resource mapping
before assigning tasks to staff. Consequently, this mapping seldom helped universities
assess available resources. Similarly, staff did not consistently estimate the demand and
scope of each task. Universities played a limited role in workload management, leaving
the timeliness of task execution primarily to staff. This was despite universities requiring

tasks and duties to be completed within the set deadlines.

Additionally, they rarely measured how resources were allocated. It was also observed
that workload management significantly affected employee performance. Therefore, the
null hypothesis linking the two variables was rejected. The result§“€onfirmed the
hypothesised relationship between workload management and employeeperformance as
depicted by the conceptual framework in Figure 2. The findings underlined the important
role of workload management in the performance of employees avorking with public

universities in Kenya.

5.2.4 Relationship between Technology Adoptioniand Employee Performance.
The fourth specific objective stated thdty “Te ‘examine the relationship between

technology adoption and employee perfofmnancetinikenyan public universities.” In line with
this hypothesis, it was noted that strong interneticomnectivity and a reliable staff portal enabled
online lectures, which embody telewerking. Most public universities in Kenya had adequate
technology and infrastructufg,to suppeft staff in conducting their work. Reliable internet

connectivity meant theré wereshardly’any outages or interruptions (downtime).

Whereas many faculty members had embraced technology in conducting their lectures,
many otherspstill preferred the conventional delivery modes. The foregoing was
supported, by the staff, who opined that only a few classes were blended or conducted
online. The'mmfluence of technology adoption on employee performance was statistically
significant. Hence, the null hypothesis, ‘There is no significant influence of technology
adoption on employee performance,” was rejected. In rejecting the null hypothesis and
confirming the alternative hypothesis, the results tallied with the existence of a
relationship between technology adoption and employee performance, as shown in the
conceptual framework (Figure 2). These results emphasised the importance of public

universities and their staff adopting technology to enhance staff output.

138



St. Paul’s University Repository

5.2.5 Moderating Effect of Governance on the Relationship between QWL Approaches
and Employee Performance
The fifth specific objective stated that ‘To evaluate the moderating effect of governance

on the relationship between work-life approaches and employee performance in Kenyan
public universities.” Views on governance in Kenya’s public universities were divergent.
However, it was noted that the universities and their staff were highly accountable when
dispensing their services. Yet the relationship between the two was not transparent
enough. It was also indicated that university staff were very responsible in performing

their duties, tasks, and responsibilities as outlined in their respective job descriptions.

When jointly regressed, the quality of work-life approaches significantly affected the
performance of public university employees in Kenya. Workload thanagement was the
most important approach, while technology adoption was the leasti€mucial approach that
affected employee performance when all approaches were,cxamincd together. The effect
of technology adoption on employee performance was not statistically significant when
the stated predictor was regressed jointly with the,other three QWL approaches. Hence,
the importance of technology adoption diminished with the consideration of the other

quality of work life approaches.

Additionally, the study revealed¢hatyggévernance significantly moderated the relationship
between the quality of work=life approaches. Therefore, the respective null hypothesis
was rejected. Therefore,the presumiption made, as reflected in the conceptual framework
shown in Figure 2 that govcriiance moderated the relationship between quality of work
life approaches andé employee performance was true. Essentially, governance was
established to enhance’the relationship between the QWL approaches and employee

performance in Kenya’s public universities.

5.3 Conclusions
Pertinent conclusions were drawn from the major study findings. The conclusions tallied

with the study objectives.

5.3.1 Conclusions on Flexible Work Arrangements and Employee Performance

Part-time work could be either in the universities where they are hired on P&P or

contract terms, or in other universities. It was also concluded that increased workload,
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which was not matched with additional staff, compromised work-life balance because
available staff had less time to focus on their personal lives. Additionally, the study
inferred that the staff had the option of teleworking through, for instance, online classes
and also to compress their work schedules. These options were found to be crucial in
improving staff work-life balance. Moreover, it was concluded that flexible work
arrangements were predicted to improve employee performance in Kenya’s public

universities.

By ensuring that faculty and non-faculty staff could work flexibly in terms of when and
how, the universities were assured of better output by these employees. Though not
candidly demonstrated. The flexible work schedules exemplified by remote working,
teleworking, online lectures, and open distance learning, amgng others, Substantively
enhanced the performance of both the faculty and non-faculty'staff, especially the former
employees. It was also concluded that the study findings corroberated the tenets of
Atkinson’s flexible firm model. In tandem with, the, modél’s postulation, ensuring
flexibility, exemplified by flexible work arrangements, leads to enhanced employee

performance.

5.3.2 Conclusions on Health and Wellness Programmes, and Employee Performance
In line with the second specific @bjective, Which sought to link health and wellness

programmes to employee pesformancesthe study found that insurance cover for public
university employees vasied based on the terms of engagement. The study deduced that
staff were sometimeS _engaged in team-building activities, though it was not explicit
whether the activatics)involved staff alone or included students as well. It was also
inferred that/public uniyersities had a counselling department with services accessible to
staff. HOWever,jit Was unclear whether the department served staff alone or also served

students.

The study also concluded that public universities organised regular mentorship
programmes targeting the staff. However, the content of the mentorship programmes
was unclear. This was corroborated by the conclusion that, although the available
programmes sufficiently addressed staff health and wellness, physical well-being was

not prioritised. On the same breadth, it was concluded that
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most universities did not offer financial wellness programmes targeting their staff.
Moreover, the study concluded that health and wellness programmes were substantially

associated with the performance of the local public universities’ employees.

In accordance with the study findings, it was inferred that the aforementioned
programmes could not be ignored or assumed due to their monumental implications for
the performance of all employees working with Kenyan public universities. It was
further concluded that the study findings tallied with the tenets of the work-life spillover
theory, where improved working conditions (enabled by health and wellness
programmes) lead to higher employee satisfaction levels and, consequeritly, enhanced
employee performance. The conclusions drawn also advanced, thehdimensions of
Roscoe’s model, particularly on health and wellness, where such“programmes arguably

improve the quality of work-life balance and, ultimately, émployee,petrformance.

5.3.3 Conclusions on Workload Management and¢dEmployeePerformance

Relative to the objective that linked workload mfanagement to employee performance,
it was concluded that deadlines were very ctuieial to ensuring the work assigned to the
university staff was managed effectivelye, In‘perspective, it was inferred that each task
had a specific deadline and that de@dlines ensured timely completion of assigned tasks.
However, many tasks did not meet the setideadlines. This could largely be attributed to

the heavy workload univefsity staff had to undertake.

Despite the foregoing, it was concluded that frequent task allocation was instrumental to
successful completion: Though resource mapping is an important facet in workload
management, it was infetred that local public universities hardly conduct proper resource
mapping peior toptask assignment. Unsurprisingly, resource mapping rarely enabled
universitiesito assess the available resources. Inferentially, the staff failed to consistently

estimate both the demand and the scope of the assigned tasks.

It was also concluded that the universities rarely cared how the staff undertook the
assigned tasks, despite setting deadlines within which the tasks had to be completed
successfully. It is intriguing how the universities played a marginal role in workload
management despite being aware of the huge workload assigned to the staff against the

backdrop of an incommensurate number of employees. The universities also failed to
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adequately avail the requisite resources and services for better management of the tasks
assigned to the university employees, hence compromising their performance. This
notwithstanding, effective management of the work (tasks, duties, and responsibilities)
assigned to university staff was concluded to be very crucial to predicting the
performance of employees. In light of the spillover effects depicted by the work-life
spillover theory, the study concluded that the amount of work handled by an individual
employee, and how such work is managed, directly and/or indirectly affects employee

performance.

5.3.4 Conclusions on Technology Adoption and Employee Performance

The fourth specific objective was to determine the relationship bétween téchnology
adoption and employee performance in Kenyan public univessities, In‘line with this
objective, the study concluded that public universities in Kenya gencrally had strong
internet connectivity and a reliable staff portal. This facilitated effective online lectures,
which are a key feature of teleworking in the context ofauniversities. It was also
concluded that there was adequate technology and pestinent infrastructure, hence the

negligible internet downtime and outages,

Despite the availability of the suppertingtinfrastructure and technology, and the staff
embracing technology, the employees largely worked physically at the universities.
Moreover, conventional classes continued to be the hallmark of these institutions.
Therefore, only a few ‘classes, were conducted online and in very few instances,
employees workedifemotely. [twas further concluded that technology adoption was very
influential to, employec performance in Kenya’s public universities, particularly when

examined@s‘an individual QWL approach.

However, its influence is diminished when addressed (regressed) jointly with other QWL
approaches against the performance of employees. This was informed by its effect on
employee performance failing to be statistically significant when regressed alongside
other QWL approaches (p = 0.392 > 0.05). This meant that technology adoption could
be more impactful on the performance of public university employees when these
universities directed more resources and effort to acquiring new technologies and
developing existing ones, with reduced or no attention paid to other quality-of-work-life
approaches. It follows that, in line with Davis's Technology Acceptance Model, which is

anchored on the perceived ease of
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use and the perceived usefulness of a given technology, the effect of technology adoption
on the performance of public universities’ employees could also allude to how they
perceived the usefulness and ease of use of various technologies existing in these

universities or the ones newly introduced.

5.3.5 Conclusions on the Moderating Effect of Governance on the Relationship between
QWL Approaches and Employee Performance
The fifth objective sought to evaluate the moderating effect of governance on the

relationship between the combined QWL approaches and employee performance in
Kenyan public universities. The study further examined the moderating effect of
governance on the link between each of the four aforementioned approaches (flexible
work arrangements, health and wellness programmes, workload“management, and
technology adoption) and employee performance. In light 6fthistebjeetive, it was
concluded that, despite the universities and the staff being highly accountable, the two
parties were related in a manner that lacked sufficient, transparency. This raised
governance queries in that accountability and trafisparencygare the hallmarks of good

governance.

It was concluded that the failure to a@heréytonthe“tenets of good governance partly
contributed to the compromised pgffermance0f both faculty and non-faculty members.
Governance significantly moderatedthc'nexus between flexible work arrangements and
employee performance. However, it.was inferred to be a suppressor since it reversed the
positive effect of thegF WA, onlemployee performance, rendering the effect negative.
Governance wasdfoundito have similar effects on health and wellness programmes,

workload management, and technology adoption.

The foregoing ledto the conclusion that governance challenges facing Kenyan public
universities.compromised the effectiveness of the quality of work life approaches on the
performance of both faculty and non-faculty staff. Whereas the moderating effect of
governance on the nexus between individual work-life approaches and employee
performance was suppressing, it was inferred that the aforesaid effect, when all
approaches were combined, was enhanced by governance. Therefore, governance in
public universities had greater importance on the combined effect of work-life
approaches on employee performance than the effect of the individual approaches. Given
that governance is partly attributed to the management style, the study inferred that the
stipulations of McGregor’s theory X and theory Y could be crucial in illustrating
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the importance of the inclusion of staff (both faculty and non-faculty members) in
decision-making, especially regarding their work. This reflects transparency, which is a
key element of governance, which could, in turn, result in enhanced employee

performance.

5.4 Recommendations

Recommendations are made to policymakers, practitioners, and scholars, in tandem with
the study objectives. There should be a policy guiding which classes, lectures, and
disciplines should be handled online or through blended arrangements. Heads of
departments and staff should organise how the latter can work flexibly: This can be
through effective, efficient, and reliable part-time work and teleworking. Both parties
should track the successes and challenges of offering online classesyand‘blending them
with conventional delivery models. This would ensure that studefitSigetithe most out of
each course, and staff can balance work with their personaliot family commitments. In
compressing their work schedules, the staff, particularly‘the lecturers, should liaise with

the students to ensure the schedules do not disadvantage them.

Given the varying needs of university staffieompared,to students, and the rising cases of
mental health issues, universities_shouldjconsider recruiting additional professional
counsellors, including separate éounséllors for staff and students. The counsellors should
have sufficient training thagaligns with'work-life balance aspects. All universities should
have a policy that requites thento have holistic mentorship programmes addressing

different dimensions, suchyasfinance, career, mental health, and physical fitness.

It is recommended that all'staff strive to participate in team-building activities to bond
with onganother and improve their mental and physical fitness. The staff should not shy
away from seeking counselling services from the university counsellors, especially since
those services are offered at no cost. Not only should the staff mentor the students, but

they are also advised to attend mentorship forums organised by the universities.

The study recommends that universities, through the Council, should recruit additional

staff (both faculty and non-faculty members) in response to the increased student
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enrollment. This would reduce the huge workload that the university staff are obliged to
contend with. Universities should not only increase staff numbers, but also ensure

remuneration is commensurate with prevailing labour market rates.

The heads of departments are recommended to assist the staff in managing their
workload, given that tasks are often allocated or assigned at the departmental level. The
departmental heads are also advised to map out the available and required resources in a
manner that will ensure effective resource allocation in line with the assigned tasks,
duties and responsibilities. Since deadlines should not conflict with the academic
calendar, heads of departments are advised to ensure those deadlinessargrealistic and

consistent with available human and other resources.

Akin to other sectors, universities should consider purchasing laptops for all faculty
members as one way of encouraging them to conducténline classes. The management
of respective public universities ought to strive to inculcate inall'staff a positive attitude
toward using available technologies. This would'‘@xentually make their work easier and
more manageable. Oblivious of the fact thatnotall lecturers are digitally savvy, public
universities should consider digital-training workshops for all faculty members. Though
most public universities have adequate infrastructure and technology, policymakers
should ensure that equipment, is adequate and relevant, and that the technology is up to

date and responsive to prevailingidyhamics, such as artificial intelligence.

The academic andfion-academic staff are advised to take advantage of the available and
accessible infrastrueture and technology in their respective universities to enhance their
performance. All staff ought to take a step to ensure they are digitally savvy by either
undertakingpertinent training or advancing the knowledge they already have on digital
matters. Thelstaff should consider conducting their classes online only when they have
the necessary expertise, the required technology is available, and the students agree with

this mode.

There ought to be a policy that guides how the universities’ senior management engages
the staff. The policy should ensure that there is transparent engagement between the two

parties to mitigate potential strife between them. Given that governance was
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established to have a statistically significant effect on how the quality of work-life
approaches and employee performance are related, it is recommended that public
universities should uphold the highest level of governance possible. Pertinently, it is
upon universities at all levels and departments to ensure there is transparency,
accountability, and fairness in the dispensation of all aspects of Human Resource,
encompassing recruitment, promotion, task allocation, technology provision, and

support programmes, among others.

5.5 Areas for Further Research

Although the study adds to the body of knowledge, particularly in Human Resource
Management, scholars are encouraged to conduct similar empirical'studies: /A similar
study linking the quality of work-life approaches to employee, performance can be
conducted among private universities in Kenya. It is also reeemmendedifor scholars to
conduct a comparative empirical study focusing onf faculty@and non-faculty staff
separately. Optionally, a comparative study can be conducted en the two main constructs
above, with the scope covering both private and publicuniversities in Kenya, given that

governance and related aspects differ mackedlyabetween the private and public sectors.

It would also be important for reseaschers to,empirically examine other human resource
factors that are hypothesised “to “affect, employee performance in Kenya’s public
universities. Such factorsdmayyinclude organisational culture, performance appraisal,
training and developmentpand compensation and rewards. Similar studies can also be
conducted in othéfyseetors, mdustries or organisations such as state corporations,
commercial banks,"and county governments. Given the contradictory results of the
moderating “effect, of ‘governance on the nexus between the quality of work-life
approachespand employee performance, it would be advisable to conduct a study that

examines théeffect of governance on employee performance in public universities.

5.6 Limitations of the Study

The study encountered several challenges. Data collection was carried out electronically
using Google Forms. Consequently, it was quite difficult to closely follow how the
questionnaires were filled out online. In light of this challenge, after emailing the
questionnaires, the projected respondents were contacted by phone and through follow-

up emails. It was explained to them the rationale for participating in
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the study and the concomitant benefits. Another challenge was that some of the sampled
respondents were understandably hesitant to take part in the study for fear of possible
reprisal from their superiors. In light of this limitation, the researcher reassured all
participants that the collected data were to be treated with utmost confidentiality. They
were also required to refrain from disclosing their identity and that of their university

when filling the Google Forms.
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APPENDIX I

INTRODUCTORY LETTER TO THE RESPONDENTS

From: Lucy Gikeri

P.O Box 5144-00506 NAIROBI.
Phone: 0723718075

Admission no. pbamlmr376122

Dear Sir/Madam,
Subject: Doctoral Thesis Research Questionnaire, Data_Collection

My name is Lucy Gikeri. I am a PhD student at St PaulUnivetsity. and wish to carry out
research for my thesis on Quality of work life approaches and employee performance
in public universities in Kenya to fulfil the requiféments for'the award of the degree of
Doctor of Philosophy in Business Administzation (Human Resource Management
option).

The results of this study will be helpful todK enyanuniversities when formulating quality
of work life policies to improve @mployeejperformance. Therefore, I request you to
provide honest and accurate informationte the questions asked in the questionnaire. Data
collection of my research requires yourieollaboration in filling out this questionnaire. It
will take an average of 10- [Siminutes which will go a long way to building the body of
knowledge in this aréas, Your response will be treated with utmost confidentiality and
will only be used thelpurpose,ofthis research. In the event you wish to discontinue filling
in the attached questionnaire, you will not be asked to give any explanation. For any
clarification, please contact me through the contact and addresses provided above.

Yours Faithfully,

Lucy Gikeri
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APPENDIX II

RESEARCH QUESTIONNAIRE
Kindly put a tick or any other mark on your selected choice from the ones provided in

the blank spaces. Put a mark on only one choice.

Section A: Demographic Information

Kindly indicate:

1. What is your job classification? Academic [ ] non-academic [ |

2. Kindly indicate your terms of engagement at the university
Permanent and pensionable (P&P) [ ] Contra
3. If on contract terms, how long have you been on those te

4. How long have you worked at the current university?

Section B: Flexible Work Arrangements

Using a 5-point Likert scale, you are required to ate the extent of your
agreement or disagreement with the propositi e work arrangements.
SD: Strongly Disagree, D: Disagree, NA gree nor Disagree, A: Agree,

SA: Strongly Agree

S |[D|NAN |A|S

Statements \
D D A

1.| The university taff to exercise

flextime.

2.| Practisin as improved work-life

amongst the staff.

rk for staff is allowed at the

4.| Both P&P and other staff can effectively work

on a time basis.

5.| Part-time work has greatly enhanced the work-
life balance for the staff.

6.| Telework is quite common at the university.

7. There is a sharing of some of the work among

staff members.

8.| Work is shared depending on the workload for
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respective positions.

9.| Job sharing has greatly improved the quality of

work-life balance.

10.Some staff have compressed work schedules.

11.The compressed work schedules enable the
staff members to complete their workload early
and attend to other tasks assigned by the

university.

12.The staff members rarely have their work

reduced due to the high student enrolment.

13.Increased workload decreases the quality of the

work-life balance among the staff members.

Section C: Health and Wellness Programmes

Using a 5-point Likert scale, you are required to ¢t
agreement or disagreement with the propositio
SD: Strongly Disagree, D: Disagree, NA
SA: Strongly Agree

te the extent of your
nd wellness programmes.

gree nor Disagree, A: Agree,

Statements

SD

D

NAN
D

Al

SA

1. | The programs

members regularly attend
rship programmes organised by the

university.

4. | The physical wellness of the staff is prioritised
by the university.

5. | The terms of engagement (P&P,
contractual/part-time) determine the specifics
of the health insurance cover provided by the

university.

6. | The university hardly offers health education
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targeting the staff.

The wuniversity offers financial wellness

programmes to the staff members regularly.

The university’s employees undergo voluntary
health screening frequently (at least once

every semester).

The staff are sometimes engaged in team-

building activities.

Section D: Workload Management

Using a 5-point Likert scale, you are required to truthfully indicat.

agreement or disagreement with the propositions on workload

SD: Strongly Disagree, D: Disagree, NAND: Neither Ag

SA: Strongly Agree

Statements

tent

e

your

e, A: Agree,

NAND

A

SA

1. | The university reliably provides the
required to perform tasks.

2. | The staff always estimates th and
demand of each task t signed.

3. | Task estimation to better plan
their tasks.

4. ine for each task being

are often delivered in the form of
lectures, assignments, presentations, term

papers, and projects.

7. | The frequency of task allocation to the staff
greatly determines successful completion.

8. | The wuniversity always ensures that the
workload is managed on time for the staff.

9. | The university always conducts proper

resource mapping before it determines who
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will undertake specific tasks.

10. | Resource mapping enables the university to

assess the available resources.

11. | The university always measures how the

resources are allocated.

12. | The tasks assigned to each staff member are

reviewed regularly.

Section E: Technology adoption

Using a 5-point Likert scale, you are required to truthfully indicate the of your
agreement or disagreement with the propositions on technology a
SD: Strongly Disagree, D: Disagree, NAND: Neither Agree n isagree, A: Agree,

SA: Strongly Agree

Statements A | SA

1.| The university has sufficient infrastru
support the staff in performing thei

responsibilities.

2.| The university has adequate that

supports the members i rk.

3.| The available tec le, given that

y is
it is available t

4.| The univ,

has high quality.

experiences internet

interrupti es.

iversity‘has a user-friendly staff portal.

internet connectivity and reliable
rtal enable smooth teleworking through

online classes.

7.| The university has greatly embraced technology

in teaching.

8.| A majority of classes are offered online or are
blended.
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Using a 5-point Likert scale, you are required to truthfully indicate the extent of your

agreement or disagreement with the propositions on governance.

SD: Strongly Disagree, D: Disagree, NAND: Neither Agree nor Disagree, A: Agree,

SA: Strongly Agree

Statements

D

NAN
D

A

SA

The wuniversity and the staff are highly
accountable for the dispensation of the services

that they offer.

The university is very transparent in its

relationship with the staff.

The staff members often feel that the university

treats them fairly as it engages them.

Equity is upheld in the allocation of tas
duties to the staff.

The staff are very responsible

tasks, duties and responsibilities as

descriptions. \

Section G: Employee
Using a 5-point Li
agreement or disa

SD: Stron

SA: St

s

isagre

Agted®

with the propositions on employee performance.

are required to truthfully indicate the extent of your

: Disagree, NAND: Neither Agree nor Disagree, A: Agree,

St nts

SD

D

NAND

A

195}

.| The staff are highly efficient in performing

their duties.

.| All tasks are completed on time.

.| There is a high quality of work demonstrated

by the staff members.

The high quality of work is reflected in the
high pass rate of the students.
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5.| Most students graduate within the expected

period.

6.| The workload taken by each staff member is
highly manageable.

7. The staff hardly complain about the allocated

workload.

8.| The university keeps track of the absorption of

its graduates.

9. There is a high number of graduates absorbed

by the labour market (both public and private

sectors).

Thank you for participating in th.
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APPENDIX III
LIST OF CHARTERED PUBLIC UNIVERSITIES IN KENYA

No. | Name of Chartered University Year the Charter
Was Granted

l. University of Nairobi Established - 1970
Chartered - 2013

2. Moi University Established — 1984
Chartered - 2013

3. Kenyatta University Established - 1985
Chartered - 2013

4. Egerton University Established - 1987
Chartered —2013

5. Jomo Kenyatta University of Agriculture and Established - 1994

Technology Chartered - 2013

6. Maseno University Established - 2001
Chartered — 2013

7. Masinde Muliro University of Science and Techniology{»Established - 2007
Chartered — 2013

8. Dedan Kimathi University of Technelogy 2013

0. Chuka University 2013

10. | Technical University of Kenya 2013

11. | Technical Universityief Mombasa 2013

12. | Pwani University: 2013

13. | Kisii Unaversity. 2013

14. | University of'Eldoret 2013

15. | Masaai'Mara University 2013

16. | Jaramogi Oginga Odinga University of Science and 2013

Technologv

17 Laikipia University 2013

18. | South Eastern Kenya University 2013

19. | Meru University of Science and Technology 2013

20. | Multimedia University of Kenya 2013

21. | University of Kabianga 2013

22. | Karatina University 2013
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23. | Kibabii University 2015
24. | Rongo University 2016
25. | The Co-operative University of Kenya 2016
26. | Taita Taveta University 2016
27. | Murang’a University of Technology 2016
28. | University of Embu 2016
29. | Machakos University

30. | Kirinyaga University

31. | Garissa University

32. | Alupe University

33. | Kaimosi Friends University

34. | Tom Mboya University

35. | Tharaka University




St. Paul’s

University Repository

APPENDIX IV: ADMISSION TO CANDIDACY

Private Bag 00217 LIMURU, KENYA
Email: office@spu.ac.ke
Website: www.spu.ac.ke

Tel Office: +254 (0) 20-2020505/10
Mobile: +254 (0) 728 - 669000
- (0) 736 - 424440

BOARD OF POSTGRADUATE STUDIES

26" May, 2025

Lucy Wairimu Gikeri
Student number: PBAMLMR376122
St. Paul’s University,
Private Bag — 00217 Limuru, Kenya.

Dear Lucy,

RE: ADMISSION TO CANDIDACY FOR THE DEGREE OF DOCTOR OF PHILOSOPHY IN -

BUSINESS ADMINISTRATION AND MANAGEMENT (PBAM) PROGRAM

Your application for admission to candidacy for the doctorate submitted through your School has been

received.

We note with joy that you have fulfilled all the requirements for the cahdidacy. Candidacy is a period that
you are deemed ready to undertake independent and original research resulting in a Thesis.

This is an exciting milestone on the journey towards a doctoral degree, and we would like to acknowledge
the hard work and dedication that you have already put towards your degree.

Congratulations on your admission to Candidacy for the Degree of Doctor of Philosophy in Business

Administration and Management Program!

We wish God’s blessing as you work on the completion of your Thesis.

hn Muhoho Kimani

stgraduateStudies

e DVC- Academic Affairs
e School Dean
e HOD
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APPENDIX V: RESEARCH PERMIT
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e

REPUBLIC OF ENYA NATIONAL COMMISSION FOR
SCIENCE,TECHNOLOGY & INNOVATION

Ref No: 424185 Date of Issue: 10/June/2025

RESEARCH LICENSE

This is to Certify that Ms.. Lucy Wairimu Gikeri of St. Paul's University, has been licensed to conduct research as per the '
provision of the Science, Technology and Innovation Act, 2013 (Rev.2014) in Kiambu, Kirinyaga, Kisumu, Muranga, Nairobi on E
the topic: Quality of Work Life Approaches and Employee Performance in Kenyan Public Universities for the period ending : !
10/June/2026. 1

License No: NACOSTI/P/25/4174524

424185 (NN

Applicant Identification Number Deputy Director
NATIONAL COMMISSION FOR
SCIENCE,TECHNOLOGY &
INNOVATION

Verification QR Code

NOTE: This is a computer generated License. To verify the authenticity of this document,
Scan the QR Code using QR scanner application.

See overleaf for conditions
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THE SCIENCE, TECHNOLOGY AND INNOVATION ACT, 2013 (Rev. 2014)
Legal Notice No. 108: The Science, Technology and Innovation (Research Licensing) Regulations, 2014

The National Commission for Science, Technology and Innovation, hereafter referred to as the Commission, was the established under the
Science, Technology and Innovation Act 2013 (Revised 2014) herein after referred to as the Act. The objective of the Commission shall be to
regulate and assure quality in the science, technology and innovation sector and advise the Government in matters related thereto.

CONDITIONS OF THE RESEARCH LICENSE

1. The License is granted subject to provisions of the Constitution of Kenya, the Science, Technology and Innovation Act, and other
relevant laws, policies and regulations. Accordingly, the licensee shall adhere to such procedures, standards, code of ethics and
guidelines as may be prescribed by regulations made under the Act, or prescribed by provisions of International treaties of which Kenya
is a signatory to.

2. The research and its related activities as well as outcomes shall be beneficial to the country and shall not in any way;

i. Endanger national security
ii. Adversely affect the lives of Kenyans
iii. Be in contravention of Kenya’s international obligations including Biological Weapons Convention (BWC), Comprehensive
Nuclear-Test-Ban Treaty Organization (CTBTO), Chemical, Biological, Radiological and Nuclear (CBRN).
iv. Result in exploitation of intellectual property rights of communities in Kenya
v. Adversely affect the environment
vi. Adversely affect the rights of communities
vii. Endanger public safety and national cohesion
viii. Plagiarize someone else’s work

. The License is valid for the proposed research, location and specified period.

. Neither the license nor any rights thereunder are transferable.

5. The Commission reserves the right to cancel the research at any time during the research period if in the opinion of the Commission the

research is not implemented in conformity with the provisions of the Act or any other written law.

6. The Licensee shall inform the relevant County Director of Education, County Commissioner and County Governor before

commencement of the research.

7. Excavation, filming, movement, and collection of specimens are subject to further necessary clearance from relevant Government

Agencies.
8. The License does not give authority to transfer research materials.

9. The Commission may monitor and evaluate the licensed research project for the purpose of assessing and evaluating compliance with

the conditions of the License.

10. The Licensee shall submit one hard copy, and upload a soft copy of their final report (thesis) onto a platform designated by the

Commission within one year of completion of the research.

11. The Commission reserves the right to modify the conditions of the License including cancellation without prior notice.

12. Research, findings and information regarding research systems shall be stored or disseminated, utilized or applied in such a manner as

may be prescribed by the Commission from time to time.

13. The Licensee shall disclose to the Commission, the relevant Institutional Scientific and Ethical Review Committee, and the relevant

national agencies any inventions and discoveries that are of National strategic importance.

14. The Commission shall have powers to acquire from any person the right in, or to, any scientific innovation, invention or patent of

strategic importance to the country.

15. Relevant Institutional Scientific and Ethical Review Committee shall monitor and evaluate the research periodically, and make a report

of its findings to the Commission for necessary action.

&~ W

National Commission for Science, Technology and
Innovation(NACOSTI),
Off Waiyaki Way, Upper Kabete,

P. O. Box 30623 - 00100 Nairobi, KENYA
Telephone: 020 4007000, 0713788787, 0735404245
E-mail: dg@nacosti.go.ke
Website: www.nacosti.go.ke
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