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ABSTRACT 

Public Universities in Kenya are striving to maximize human capital as one of the factors of production in 

order to achieve its goal. In relation to this, the International labor organizations global report on flexible 

work arrangement of 2010 rates Kenya among those with the highest prevalence of long working hours per 

week. Public Universities in Kenya faces challenges with implementation of flexible work arrangements 

programs. Universities are limiting flexible work arrangement and this has affected performance of 

administrative staffs in supporting the teaching staffs and students. The Public Universities in Western Kenya 

have had their administrative staff participate in industrial action citing being over-worked after some staff 

exited services either because of retirement, resignation, death or being laid off, reducing the size of human 

capital. The purpose of the study was to determine the influence of work space flexibility on performance. 

This was achieved by the study’s objective: To establish the effect of work space flexibility on performance of 

administrative staff in Public Universities in western Kenya. The research hypothesis was: H01: Work space 

flexibility does not have a significant effect on performance of administrative staff in Public Universities in 

western Kenya. The study was guided by socio-technical systems theory. A correlational research design was 

adopted for the study. A population of 140 respondents from across the Public Universities participated using 

census sampling. Reliability achieved at Cronbach alpha value above0.7. Content validity of the instrument 

was achieved through literature review. Both descriptive and inferential statistics were used in data analysis. 

The findings revealed that flexible working was less practiced and hence a negative and significant effect on 

performance. It was concluded that flexible work has a negative effect on performance. It was recommended 

that universities adopt better flexible working arrangements that can enhance performance. It is expected 

that the findings will aid the decisions of Management of Universities, the Government and future 

researchers by shaping the decisions regarding work design. 
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INTRODUCTION 

Over the past decades, work was referred in terms 

of a regular or full-time employment. According 

toKalleberg, Reskin and Hudson, (2000) related 

employment as work where job is performed on a 

fixed schedule, at the firm’s place of business under 

the firm’s control and with mutual expectation of 

continued employment: Institutions however, have 

experienced a lot of changes in the business 

environment which has reduced the world into a 

simple round ball. Thus there is ever increase in 

need for an organization to study and understand 

the psychological needs of its workforce within and 

outside the organization for better performance 

(Barley &Kunda, 2001).  

Even though many companies in Kenya are still 

focused on the regular or full-time employment 

modes, the economic distress brought by the 

detection of Covid-19 pandemic in Kenya and 

subsequent announcements by the government on 

containment of Covid-19, the institutions were left 

with no option but to comply with the guidelines, 

restructure their operations to accommodate 

flexible work arrangements in order to continue in 

operations. 

Flexible work arrangement is defined as an 

alternative to the standard working day or hours 

(Rau & Hyland, 2002). Simply put, flexible work 

arrangements are alternate arrangements or 

schedules from the traditional working day and 

week. Employees may choose a 

different work schedule to meet personal or family 

needs. Alternatively, employers may initiate various 

schedules to meet their customer needs. Such 

flexible work arrangements helps reduce stress, 

prevent burnout in the workplace and promotes 

mental health leading to work life balance thereby 

resulting to peace of mind at work place. This will in 

turn affect the performance of an organization. 

A few studies have been carried on flexible working 

arrangements, for instance Rupietta and Beckmann 

(2018) found a positive relationship between 

working from home and work effort while Oakman 

et.al., (2020) found it to have a negative impact on 

personal health. Palumbo (2020) studies 

established that home-based telecommuting 

negatively affected the work-life balance of Public 

servants but were more of Eurocentric. Moreover, 

Fukumura (2021) found it important to 

performance but used qualitative methods such as 

thematic analysis. Mustajab et.al (2020) also found 

both positive and negative influence on the effect 

of working from home on employee productivity 

and also used qualitative approach. These and other 

studies such as Van Der Lippe and Lippényi (2020) 

focused more on self-productivity and were done 

on already developed countries and in different 

sectors. The current study therefore seeks to 

establish the effect of working from home on 

performance aspects entailing customer, goals and 

even employee satisfaction. 

Statement of the Problem 

Employee welfare and conditions of work 

environment has been a concern for the 

government. Nonetheless, Public Universities face 

challenges with implementation of flexible work 

arrangement programs.  The Universities are 

limiting flexible work arrangement and this has 

affected performance of administrative staff. They 

face high staff turnover, lack of commitment among 

employees and poor support services to both 

teaching staff and students. Universities are actively 

losing administrative staff to organizations with 

work arrangement flexible practices like County 

governments and Non-Governmental 

Organizations.  Most Universities observe stricter 

in-office requirement but only guarantee staff leave 

days. These Public Universities use decentralized 

approval processes from human resource to 

managers and heads of units but decision rest with 

centralized human resource. Universities have had 

their administrative staff participate in industrial 

action citing being poor pay and overload due to 

some staff exiting the organization either on 

termination, resignation, death or retirement 

resulting to reduced size of human capital. 



 
Page: 181   The Strategic Journal of Business & Change Management. ISSN 2312-9492 (Online) 2414-8970 (Print). www.strategicjournals.com  

Reviewed literature links flexible working 

arrangements and performance. Some revealed 

positive relationship while others showed negative 

relationships. It is evident from reviewed literatures 

that flexible work arrangements affect employee 

performance. However, the studies reviewed have 

not fully addressed the effect of flexible work 

arrangement in public Universities in Western 

Kenya. Majority of the studies in Kenya were carried 

out among health staff while majority of those done 

in other countries concentrated in hotels and health 

sectors using either qualitative or quantitative 

approach. Additionally, none of the studies 

reviewed used work space flexibility and 

performance. These studies presented conceptual, 

contextual, methodological and geographical 

inconsistencies with the current study.  

The study therefore sought to establish the effect of 

work space flexibility on performance of 

administrative staff in Public Universities in western 

Kenya. 

Study Objective 

To establish the effect of work space flexibility on 

performance of administrative staff in Public 

Universities in western Kenya. 

Hypothesis 

H01: Work space flexibility does not have a 

significant effect on performance of administrative 

staff in Public Universities in western Kenya. 

Conceptual Framework 

 

 

 

 

 

 

 

Independent Variable     Dependent Variable 

Figure 1: Conceptual Framework on workspace flexibility on performance 

 (Adopted from Agnes et al, 2016) 

 

The study conceptualizes a relationship between 

work space flexibility, as independent variable while 

dependent variables being performance 

measurable through professional relationship 

among employees, set target standards and time 

management as well as employee job satisfaction. A 

relationship between workspace flexibility and 

performance of the staff in the Public institutions 

was therefore expected.  

LITERATURE REVIEW 

Job Characteristics Theory 

Job characteristic theory (Hackman & Oldham 

1976), Schermerhorn, Jr (1984), Hellriegel, Jackson 

& Slocum (1999) and Dugguh (2008) propose a 

framework to study how particular job 

characteristics affect job outcomes and job 

satisfaction. The framework states that there are a 

number of core job characteristics that impact on 

job outcomes. These are: Skill Variety (the degree to 

which a job requires a variety of different activities 

in carrying out the work and involves the use of 

different skills and talents of the individual), Task 

Identity (the degree to which the job requires 

completion of a ‘whole’ and identifiable piece of 

work – that is, one that involves doing a job from 

beginning to end with a visible outcome), Task 

Significance (the degree to which the job has 

 Work space flexibility 

Performance 

 Professional relationship among employees 

 Set target standards and time management 

 Employee job satisfaction through 

achievement of goals. 
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substantial impact on the lives or work of people in 

other departments in the organization or in the 

external environment), Job Autonomy (the degree 

to which the job gives the employee substantial 

freedom, independence, and discretion in 

scheduling the work and in determining the 

procedures to be used in carrying it out) and Job 

Feedback (the degree to which carrying out the 

work activities required by the job results in the 

individual obtaining direct and clear information on 

the results of his performance). The theory is 

therefore relevant to the present study in the sense 

that part time working or working in shift could 

reduce the hours that employees spend on that 

particular organization thus reducing performance 

or creating them more motivation and energy to be 

self-decision maker or reach set goals with energy. 

That notwithstanding, the theory was developed in 

the 1980s when job design was well aligned with 

fixed roles within organizations. However, the 

workplace has changed and there is now an 

emphasis on core competencies that are applicable 

across a wide range of settings and jobs. 

Empirical Review 

Oakman.et.al. (2020) did a rapid review on the 

impact of working from home (WFH) on individual 

workers’ mental and physical health, and determine 

any gender difference, to develop 

recommendations for employers and employees to 

optimize workers’ health. A search was undertaken 

in three databases, Psych Info, ProQuest, and Web 

of Science, from 2007 to May 2020. Selection 

criteria included studies which involved employees 

who regularly worked at home, and specifically 

reported on physical or mental health-related 

outcomes. Two review authors independently 

screened studies for inclusion; one author extracted 

data and conducted risk of bias assessments with 

review by a second author. Twenty-three papers 

meet the selection criteria for this review. Ten 

health outcomes were reported: pain, self-reported 

health, safety, well-being, stress, depression, 

fatigue, quality of life, strain and happiness. The 

impact on health outcomes was strongly influenced 

by the degree of organizational support available to 

employees, colleague support, social connectedness 

(outside of work), and levels of work to family 

conflict. Overall, women were less likely to 

experience improved health outcomes. 

Palumbo (2020), the disruptions brought by COVID-

19 pandemic compelled a large part of Public sector 

employees to remotely work from home. Home-

based teleworking ensured the continuity of the 

provision of Public services, reducing disruptions 

brought by the pandemic. However, there were also 

implications of telecommuting from home on the 

ability of remote employees to manage the work-

life interplay. This study adopted a retrospective 

approach, investigating data provided by the sixth 

European Working Conditions Survey (EWCS) to 

shed lights into this timely topic. An empirical, 

quantitative research design was crafted. On the 

one hand, the direct effects of telecommuting from 

home on work-life balance were investigated. On 

the other hand, work engagement and perceived 

work-related fatigue were included in the empirical 

analysis as mediating variables which intervene in 

the relationship between telecommuting from 

home and work-life balance. It was established that 

home-based telecommuting negatively affected the 

work-life balance of Public servants. Employees 

who remotely worked from home suffered from 

increased work-to-life and life-to-work conflicts. 

Telecommuting from home triggered greater work-

related fatigue, which worsened the perceived 

work-life balance. Work engagement positively 

mediated the negative effects of working from 

home on work-life balance. 

Fukumura (2021) carried out a study whose 

objective was to explore the benefits and 

challenges of WFH during COVID-19 to identify 

supports and resources necessary. Comments from 

two free-response questions on a survey regarding 

experiences of WFH population of 648 out of which 

a sample of 366 were analyzed using inductive 

qualitative content analysis. Four themes emerged 
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which included time use, considerations of working 

in the home space, intersections between work-life 

and home-life, and temporality of WFH as situated 

within a pandemic. Across all themes were concerns 

related to participation in work and home roles, 

work performance, and well-being. Findings 

highlighted the importance of support during times 

of disruption of occupational patterns, roles, and 

routines. Despite challenges, many individuals 

hoped to continue WFH. It was concluded that 

organizations should consider the complex 

intersections of work-life and home-life to develop 

supportive policies and resources. 

Rupietta and Beckmann (2018) investigated how 

working from home affected employees’ work 

effort. To account for the self-selection into working 

locations, the study used an instrumental 

variable (IV) estimation strategy. This was from the 

norm that employees who have the possibility to 

work from home have a high autonomy in 

scheduling and organizing their work and are 

therefore assumed to have a higher intrinsic 

motivation. Thus, the study hypothesized working 

from home to positively influence work effort of 

employees. Theoretical model that analyzed 

whether intrinsic motivation influenced the impact 

of working from home on employees’ work effort 

was introduced. The empirical results indicated that 

working from home had a positive influence on 

employees’ work effort. In addition, the study 

showed that working from home indeed increases 

intrinsic motivation and thus employees’ work 

effort. Moreover, it was established that the 

frequency of working from home also mattered a 

lot such that the more frequently employees 

worked from home, the higher the work effort they 

provide. 

Mustajab et.al (2020) study aimed to explore the 

impacts of working from home on employee 

productivity with a qualitative approach. A 

qualitative method with an exploratory approach 

was used in this study which aimed to explore and 

explain in full the phenomena that occur. 50 

informants consisting of 30 female informants and 

20 men were willing to be interviewed in-depth 

using snowball sampling, but with a COVID-19 

outbreak, direct interviews (face to face) were very 

unlikely to be done so conducted interviews were 

done via Telephone, facetime, WhatsApp and also 

Zoom Cloud Meeting (ZCM) so that the selected 

informants were believed to have represented the 

need for study with adequate location distribution. 

The findings indicated that working from home had 

provided advantages and disadvantages both for 

employee and organization as well as being 

responsible for the decline in employee 

productivity. Furthermore, it was established that 

working from home cannot be generally accepted 

since many areas of work cannot be carried out 

from home, although for many employees, working 

from home has provided a work-life balance. Yet, 

this is sometimes interrupted by multiple jobs 

(multitasking) that must be done at home. 

Van Der Lippe and Lippényi (2020) aimed to study 

the influence of co-workers working from home on 

individual and team performance. The study used 

unique data from a large-scale survey involving nine 

European countries, 259 establishments, 869 teams 

and 11,011 employees to show that the impact of 

working from home by co-workers on performance 

is considerable and has remained hidden in past 

studies because they did not account for co-worker 

effects.  It was established that while working from 

home may be useful for some workers, it does bring 

issues for them as well such that co-workers 

working from home negatively impact employee 

performance. Moreover, team performance was 

worse when more co-workers are working from 

home.  

The studies reviewed showed mixed results 

between different components of flexible working 

arrangements and performance. Rupietta and 

Beckmann (2018) found a positive relationship 

between working from home and work effort. 

Similarly, Fukumura (2021) found that flexible work 

space it important to performance but used 
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qualitative methods such as thematic analysis. 

Divergently, Oakman et.al. (2020) found it to have a 

negative impact on personal health. Consistently, 

Palumbo (2020) studies established that home-

based telecommuting negatively affected the work-

life balance of Public servants but were more of 

Eurocentric. Van Der Lippe and Lippényi (2020) 

established that while working from home may be 

useful for some workers, it does bring issues for 

them as well such that co-workers working from 

home negatively impact employee performance. 

However, Mustajab et.al (2020) also found both 

positive and negative influence on the effect of 

working from home on employee productivity and 

also used qualitative approach. Van Der Lippe and 

Lippényi (2020) secondary data with a population of 

11,011 from European countries while Mustajab 

et.al (2020) incorporated a population of 50 people 

using qualitative exploratory approach and 

snowball sampling.Fukumura (2021) used a survey 

method with a population of 366 employees. 

However, none of the studies reviewed used mixed 

method with purposively sampled data to measure 

the association between the variables specifically 

flexible working arrangements and performance of 

administrative staff in Public Universities in Western 

Kenya as proposed by the current study. Majority of 

these studies were done in other countries in non-

learning institutions and were done on already 

developed countries and in different sectors.The 

knowledge gap is presented in different contexts, 

concept and with methodological inconsistency. 

METHODOLOGY 

The study adopted a correlational research design. 

This study focused on administrative staff in Public 

Universities in Western Kenya as per the 

Commission for University Education (CUE) report 

(2018). This area covers former Nyanza and 

Western provinces. It was conducted on the six 

Public Universities in Western Kenya. The 

Universities of focus in Western Kenya were 

Maseno University, MasindeMuliro University of 

Science and Technology, JaramogiOgingaOdinga 

University of Science and Technology, Kibabii 

University, Kisii University and Rongo University. 

The study targeted a population of 140 

administrative staff and constituted respondents 

from six Public Universities in Western Kenya as per 

the Commission of University Education report, 

2018. The administrative staff links academic staff, 

students and the University top Management. The 

study questionnaires targeted Registrars and 

Deputy Registrars, Finance officers, ICT officers, 

Catering officers, Administrators, and Librarians for 

the Management representatives and Office 

Assistants, Secretaries, Clerks, Accountants, 

Technicians, Cooks and Security personnel. 

Purposive sampling method was adopted since the 

intention of the researcher was to engage those 

staff who were directly involved with functioning 

units and decisions. Owing to the significance of 

raw and reliable data, the method was proposed for 

this study. Content validity of was achieved through 

literature review while instrument reliability using 

Cronbachs’ Alpha methods revealed reliability 

coefficients above 0.7 threshold value. Multiple 

regressionanalysis was used in analysis. 

FINDINGS AND DISCUSSION 

Statements were provided for responds to share 

their views on the extent of practices and 

overview of flexible working hours in their 

institution. The aspects of workspace flexibility 

included work from home. Each statementgave 

the range of 1 = strongly disagree, 2 =disagree, 3 

= neither, 4 = agree, and5 = strongly agree. The 

findings are presented as shown in Table 1 

below. 
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Table 1:  Workspace Flexibility (Work from home) 

Work from home 1 2 3 4 5 M STD 

We schedule our 
meetings from home 
virtually 

33(28.2) 45(38.5) 5(4.3) 27(23.1) 7(6) 2.4 1.28  

I attend to students or 
clients from home using 
phone calls or virtual 
meetings 

32(27.4) 30(25.6) 25(21.4) 15(12.8) 15(12.8) 2.6 1.35  

 I have created a 
conducive environment 
at home for my work 

30(25.6) 26(22.2) 49(41.9) 9(7.7) 3(2.6) 2.4 1.03  

I am not interrupted at 
home by family while 
working 

20(17.1) 45(38.5) 30(25.6) 14(12) 8(6.8) 2.5 1.12  

Working at home 
balances well with my 
office work 

5(4.3) 48(41) 42(35.9) 19(16.2) 3(2.6) 2.7 0.88  

I work faster while at 
home compared to the 
office 

32(27.4) 35(29.9) 33(28.2) 14(12) 3(2.6) 2.3 1.08  

I save more time while 
working from home 

23(19.7) 54(46.2) 23(19.7) 9(7.7) 8(6.8) 2.4 1.09  

It is more efficient to 
work from home 

77(65.8) 20(17.1) 5(4.3) 6(5.1) 9(7.7) 1.7 1.24  

Overall mean and 
standard deviation 

          2.4 0.68  

 

From the findings, majority of the respondents, 

45(38.5%) disagreed that they schedule their 

meetings from home virtually, which received a low 

rating (M=2.4, SD=1.28).  Thirty, 30(25.6%) of the 

respondents , who were majority, disagreed that 

they attended to students or clients from home 

using phone calls or virtual meetings, which was 

also indicated by a low mean (M=2.6, SD=1.35), 

although some practiced this as indicated by high 

standard deviation. The findings shows that 

30(25.6%) strongly disagreed on creating a 

conducive environment at home for my work, 

which was backed by a low mean (M=2.4, SD=1.03). 

Clearly, majority of the respondents disagreed that 

they were not interrupted at home by family, 

45(38.5%), which was affirmed by a low mean 

(M=2.5, SD=1.12) and 48(41.0%) neither found 

working at home to balance well with their office 

work (M=2.7, SD=.88). From the findings, majority, 

35(29.9%) strongly disagreed that they work faster 

while at home compared to the office (M=2.3, 

SD=1.08) while 54(46.2%) disagreed that they save 

more time while working from home (M=2.4, 

SD=1.09). Finally, majority of the respondents, 

77(65.8%) strongly disagreed that it was more 

efficient to work from home (M=1.7, SD=1.24). The 

overall mean and standard deviation were low 

(M=2.4, SD=.68) implying that these statements 

compounded an almost nonexistence flexible 

working, particularly from home. This implies that 

the work from home among the non-teaching staff 

in the Universities is practiced to a very low extent. 

Performance of Administrative Staff in Public 

Universities 

Performance of Administrative staff was also 

measured on a five point Likert scale. Analysis was 

presented using means and standard deviation. 
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Table 2:Performance of Administrative Staff in Public Universities 

Performance Indicators  Mean Std. Deviation 

Customer satisfaction 2.4167 .50642 
Employee satisfaction through achievement of goals 2.3803 .45200 
Target standards and Reporting 3.3590 .83845 
Overall mean on performance 2.7187 .40275 

 

The findings shows that the highest performance 

(M=3.3590, SD=.83845) was indicated by target 

standards reporting followed by customer 

satisfaction (M=2.4167, SD=.50642) and finally 

employee satisfaction through achievement of 

goals (M=2.3803, SD=.45200). The overall 

performance was not satisfactory, (M=2.7187, 

SD=.40275). 

Effect of Flexible Working hours on Performance in 

Universities 

The first objective of the study was to establish the 

effect of work space flexibility on performance of 

administrative staff in Public Universities in western 

Kenya. A simple linear regression model was 

performed in order to achieve the objective and 

test the null hypothesis which stated that “H01: 

Work space flexibility does not have a significant 

effect on performance of administrative staff in 

Public Universities in western Kenya”. The findings 

were also compared with the standard multiple 

regression model results when other variables are 

included in the model. The findings on simple linear 

regression model are presented as shown in Table 

3. 

Table 3. Effect of Flexible working hours on Performance of Administrative Staff 

Model Summaryb 
Model R R 

Square 
Adjusted R 
Square 

Std. Error of 
the 
Estimate 

Change Statistics Durbin-
Watson R Square 

Change 
F 
Change 

df1 df2 Sig. F 
Change 

1 .324a .105 .097 .79655 .105 13.525 1 115 .000 2.097 
a. Predictors: (Constant), mean 3 flexible work 
b. Dependent Variable: mean performance 
Coefficientsa 
Model Unstandardized 

Coefficients 
Standardized 
Coefficients 

T Sig. Correlations Collinearity 
Statistics 

B Std. Error Beta Zero-
order 

Partial Part Tolerance VIF 

1 
(Constant) 4.722 .378  12.495 .000      
mean 3 
flexible work 

-4.928 1.340 -.324 -3.678 .000 -.324 -.324 -.324 1.000 1.000 

a. Dependent Variable: mean performance 

 

From the findings in Table 3, it is clear that flexible 

working hours, that is, work from home explains 

approximately 10.5% variance in the performance 

of administrative staff in public Universities, 

(R2=.105). These findings are significant as indicated 

by an F value, F(1, 115)=13.525, p<.05. This value 

implies that the choice of flexible working hours is 

appropriate and provides sufficient evidence of 

capability of predictability of performance and 

hence not by chance.  

Further examination of the findings on model 

significant shows that flexible working hours have a 

negative and significant effect on performance of 

administrative staff in public Universities (β=-.324, 

t(115)=-3.678, p<.05). This implies that less 

flexibility in working hours negatively affects 
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performance of administrative staff in the sense 

that there is less flexibility as revealed by low mean 

rating in Table 1, where they indicated that there is 

very low flexibility. Therefore the low flexibility has 

a negative effect on their performance, such that 

Universities have made work from home for 

administrative staff difficult and hence low 

performance. Based on these findings, we reject the 

null hypothesis and adopt an alternative hypothesis 

which states that flexible work from home has a 

negative and significant effect on performance of 

administrative staff in public Universities. 

These findings disagree with previous findings such 

as Palumbo (2020), who established that work from 

home, through flexible working hours had a positive 

and significant effect on performance. Fukumura 

(2021) however highlighted importance of 

adequate support on working from home while 

Rupietta and Beckmann (2018) indicated that 

working from home had a positive influence on 

employees’ work effort. From these findings, it can 

be noted that the challenges facing flexible working 

among administrative staff leads to low rating on its 

extent thus low performance hence a negative 

effect on their performance. 

CONCLUSIONS AND RECOMMENDATIONS 

The findings established that there was a low 

practice on flexible working among the Universities 

whereby working from home was not very 

effective. According to the staff, this was very low 

among the Universities and not convenient 

especially for the virtual work. It was therefore 

established that flexible working (work from home) 

has a negative correlation with performance and 

hence a negative effect on performance. From the 

aforementioned findings, it can be noted that work 

from home or flexible work arrangement have not 

picked up for the administrative staff. There is 

therefore a negative effect of these flexible working 

on performance and therefore we reject the null 

hypothesis and concluded that flexible working 

hours have a negative effect on performance 

among administrative staff in public Universities. 

There is low rating on practices concerning flexible 

working or work from home, with the changing 

nature of work and employment worldwide, public 

Universities should readjust and develop 

mechanisms and structure that helps and 

encourage their staff to embrace work from home. 

 

REFERENCES 

Altindag, E., &Siller, F. (2014). Effects of flexible working method on employee performance: an empirical 

study in Turkey. 

Asbari, M., Novitasari, D., Pebrina, E. T., &Santoso, J. (2020). Work-Family Conflict, Readiness for Change and 

Employee Performance Relationship During the Covid-19 Pandemic. JPBM (JurnalPendidikanBisnis Dan 

Manajemen), 6(2), 67-77. 

Austin-Egole, I. S., Iheriohanma, E. B. J., &Nwokorie, C. (2020). Flexible working arrangements and 

organizational performance: An overview. IOSR Journal of Humanities and Social Science (IOSR-JHSS), 

25(5), 50-59. 

Battisti, M., &Vallanti, G. (2013). Flexible wage contracts, temporary jobs, and firm performance: Evidence 

from Italian firms. Industrial Relations, 52(3): 737–764. 

Bolino, M. C., Kelemen, T. K., & Matthews, S. H. (2021). Working 9‐to‐5? A review of research on 

nonstandard work schedules. Journal of Organizational Behavior, 42(2), 188-211. 



 
Page: 188   The Strategic Journal of Business & Change Management. ISSN 2312-9492 (Online) 2414-8970 (Print). www.strategicjournals.com  

Davidescu, A. A., Apostu, S. A., Paul, A., &Casuneanu, I. (2020).Work flexibility, job satisfaction, and job 

performance among Romanian employees—Implications for sustainable human resource 

management.Sustainability, 12(15), 6086. 

De Menezes, L. M., &Kelliher, C. (2017). Flexible working, individual performance, and employee attitudes: 

Comparing formal and informal arrangements. Human Resource Management, 56(6), 1051-1070. 

De Menezes, L. M., &Kelliher, C. (2011). Flexible working and performance: A systematic review of the 

evidence for a business case. International Journal of Management Reviews, 13(4): 452–474. 

Elacqua, G., & Marotta, L. (2020). Is working one job better than many? Assessing the impact of multiple 

school jobs on teacher performance in Rio de Janeiro.Economics of Education Review, 78, 102015. 

Fukumura, Y. E., Schott, J. M., Lucas, G. M., Becerik-Gerber, B., & Roll, S. C. (2021). Negotiating time and 

space when working from home: experiences during COVID-19. OTJR: Occupation, Participation and 

Health, 41(4), 223-231. 

Ganesan, S., Magee, M., Stone, J. E., Mulhall, M. D., Collins, A., Howard, M. E., &Sletten, T. L. (2019). The 

impact of shift work on sleep, alertness and performance in healthcare workers.Scientific reports, 9(1), 

1-13. 

Giorgi, F., Mattei, A., Notarnicola, I., Petrucci, C., & Lancia, L. (2018). Can sleep quality and burnout affect the 

job performance of shift‐work nurses? A hospital cross‐sectional study.Journal of advanced nursing, 

74(3), 698-708. 

Idowu, S. A. (2020). Role of Flexible Working Hours’ Arrangement on Employee Job Performance and 

Retention in Manufacturing Industries in Agbara, Nigeria. 

Jaworski, C., Ravichandran, S., Karpinski, A. C., & Singh, S. (2018). The effects of training satisfaction, 

employee benefits, and incentives on part-time employees’ commitment.International Journal of 

Hospitality Management, 74, 1-12. 

Joung, H. W., Choi, E. K. C., & Taylor, J. J. (2018).Investigating differences in job-related attitudes between 

full-time and part-time employees in the foodservice industry.International Journal of Contemporary 

Hospitality Management. 

Kattenbach, R., Demerouti, E., &Nachreiner, F. (2010). Flexible working times: effects on employees' 

exhaustion, work‐nonwork conflict and job performance. Career Development International 

Kombo, D. K., & Tromp, D. L. (2006). Proposal and Thesis Writing. Nairobi, Kenya: Pauline Publications Africa. 

Kalleberg, A. L., Reskin, B. F., & Hudson, K. (2000). Bad jobs in America: Standard and nonstandard 

employment relations and job quality in the United States. American sociological review, 256-278. 

Mukhwana, E. J. (2017). Transforming University education in Africa: lessons from Kenya.African journal of 

rural development, 2(3), 341-352. 

Müller, T., &Niessen, C. (2019).Self‐leadership in the context of part‐time teleworking.Journal of 

Organizational Behavior, 40(8), 883-898. 

Mustajab, D., Bauw, A., Rasyid, A., Irawan, A., Akbar, M. A., & Hamid, M. A. (2020).Working from home 

phenomenon as an effort to prevent COVID-19 attacks and its impacts on work productivity.TIJAB (The 

International Journal of Applied Business), 4(1), 13-21. 



 
Page: 189   The Strategic Journal of Business & Change Management. ISSN 2312-9492 (Online) 2414-8970 (Print). www.strategicjournals.com  

Mwaniki, G. M., & Stephen, M. A. (2021). Organizational Conflict Management: The All Important Public 

Universities Performance Strategy Under Neglect in Kenya. 

Nakagawa, S., Johnson, P. C., &Schielzeth, H. (2017). The coefficient of determination R 2 and intra-class 

correlation coefficient from generalized linear mixed-effects models revisited and expanded. Journal 

of the Royal Society Interface, 14(134), 20170213. 

Oakman, J., Kinsman, N., Stuckey, R., Graham, M., &Weale, V. (2020). A rapid review of mental and physical 

health effects of working at home: how do we optimise health?.BMC Public Health, 20(1), 1-13.  

Odero, J. A., &Makori, M. E. (2018). Employee involvement and employee performance: The case of part 

time lecturers in Public Universities in Kenya. International Journal of Management and Commerce 

Innovations, 5(2), 1169-1178. 

Osisioma, H., Nzewi, H., &Ifechi, I. (2016).Flexible working hours and employee performance in selected 

hospitals in Awka Metropolis, Anambra State, Nigeria.International Journal of Human Resource 

Management and Research (IJHRMR) Vol, 5, 1-10. 

Palumbo, R. (2020). Let me go to the office! An investigation into the side effects of working from home on 

work-life balance.International Journal of Public Sector Management. 

Parent-Thirion, A., Biletta, I., Cabrita, J., Vargas-Llave, O., Vermeylen, G., Wilczynska, A., &Wilkens, M, 

Eurofound (2017), Sixth European Working Conditions Survey–Overview report (2017 update), 

Publications Office of the European Union. 

Rupietta, K., & Beckmann, M. (2018).Working from home.Schmalenbach Business Review, 70(1), 25-55. 

Shagvaliyeva, S., &Yazdanifard, R. (2014).Impact of flexible working hours on work-life balance.American 

Journal of Industrial and Business Management, 2014. 

Van Der Lippe, T., &Lippényi, Z. (2020).Co‐workers working from home and individual and team 

performance.New Technology, Work and Employment, 35(1), 60-79. 

Xu, D. (2019). Academic performance in community colleges: The influences of part-time and full-time 

instructors. American Educational Research Journal, 56(2), 368-406. 


