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ABSTRACT

Organizations face challenges in retaining talented employees, necessitating appropriate
retention policies. Work-life balance is crucial for employee well-being, performance,
and organizational success. This study aimed to assess the effect of work-life balance on
employee retention of Egerton University academic staff, Nakuru County. The study
examined the effect of flexible working arrangements, remote working arrangements,
team support, and the moderating role of labor policies. Grounded in Herzberg's Two-
Factor Theory, the Spillover Theory and Institution Theory. The study adopted a causal
research design, targeting 412 academic staff with a sample size of 202. Data was
collected through structured questionnaires and analyzed using descriptive statistics,
correlation analysis, and multiple linear regressions with the help of statistical Package
for Social Sciences. The multiple liner regression analysis determined the manner in
which independent variables predict the dependent variables. The results were presented
using tables. A pilot study was undertaken at Kisii University. The study used content
validity index measurement of threshold of at least 0.78. Further the study used
Cronbach Alpha coefficient to measure the validity and reliability. Descriptive statistics
was used to describe the study constructs using frequency distributions, means and
standard deviations. The regression revealed strong positive correlations between the
independent variables and employee retention. Flexible working arrangements
significantly predicted employee retention R = 0.863, R-square = 0.745, p =0.170.
Remote working arrangements had a significant positive effect R = 0.797, R-square =
0.635, B =0.874. Team support significantly impacted employee retention R = 0.789, R-
square = 0.622, B =0.919. The conclusions were that flexible working arrangements,
remote working arrangements, and team support positively affected employee retention,
while labour policies moderated this relationship. Recommendations included
implementing flexible working policies, addressing isolation in remote work, fostering
supportive team environments, and aligning labour policies with work-life balance
initiatives. The study is relevant to the university management, the academic staff, the
Government and the public.

Keywords: Work-Life Balance, Employee Retention, Flexible Remote Arrangements,
Labour Policies, Team Support
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OPERATIONAL DEFINITION OF TERMS

Employee Retention: Implementing a strategic measure of motivating employees to
continue staying with the organization for the longest time (Ford-Colin,
2022a). In this study, employee retention was used to mean the
organizational goal of retaining skilled employees and minimizing
turnover across public universities through providing favourable working

environment. This study adopted this definition.

Flexible Working Arrangements: This involves offering employees flexibility in how
they arrange their work schedule and working conditions (Orajaka, 2021).
In this study, this was used to mean flexibility in terms of working hours
that aligns with employee needs. This study adopted this definition.

Remote Working Arrangements: According to Karunarathne (2021) remote working
arrangements are the practices of carrying out jobs employees from a
location outside the central office operated by the employer. In this study,
remote working arrangements meant flexibility in terms of working
location other than the central office that is operated by the employer. For

example, working from home or an office outside the central office.

Team Support: Team support which is the same as job sharing is the actions,
behaviours and processes that enable members of a team to work
effectively together towards a common goal. This includes providing
emotional support, offering constructive feedback, sharing knowledge and
resources, and collaborating on tasks and decision-making (Zureehan &
Lee, 2022). In the study, team support means contribution of individual
skills. This is the support that is extended by team members while

working together.

Labor Policies: Policies to ensure benefits and facilities given by employers in order to
work in a better and conducive environment (Wangila & Kiiru, 2019).

This study adopted this definition.

Work-Life Balance: The equilibrium between work functions or career demands and
family functions or family life (Waititu, 2017). The study adopted the

definition
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CHAPTER ONE
INTRODUCTION

1.1 Introduction

This chapter one presents background of the study, statement of the problem, research
objectives, research hypotheses, and significance of the study. The chapter examines the

scope of the study and limitations and delimitations of the study.

1.2 Background of the Study

The balance of work and personal life pertains to the capacity of individuals to maintain
equilibrium between healthy balance in their personal and work commitments. This
includes a range of factors such as the allocation of time and energy between personal
and work activities, ability to manage work-related stress, and ability to sustain healthy
work-life balance. Umma, Kengatharan & Velnampy, (2021) from Sri Lanka, viewed
work and personal life is as the ability to strike a healthy balance between work and
other aspects of life. ~ The definition emphasizes on the importance of upholding a
healthy equilibrium between work and non-work activities, in order to support overall
health and well-being. Despite these difference, both definitions highlight the importance
of achieving the balance between work and non-work activities (Krwashnan & Loon,
2018). From Asia, individuals prioritize their time and energy in order to balance their

work and personal life effectively (Al-Shawabkeh & Hijjawi, 2018).

There are several potential benefits of promoting work-life balance among employees in
universities. Magaji, Umar, Awwalu, Abubakar & Jibrin, (2021) from Nigeria noted that
in promoting work-life balance, universities support the well-being of their employees.
According to Putra & Pratama, (2020), when employees allocate their time and energy

effectively between work and non-work activities, they are less likely to experience



burnout, stress, and other negative effects on their well-being; leading to increased job
satisfaction, motivation, and engagement among employees. Promoting work-life
balance also enhances the productivity and performance of employees. Perera, Sampath
& Pushpakumari, (2019) noted that Nigerian employees are able to manage their work-
related stress effectively, since they concentrate, are motivated and occupied. This leads
to increased productivity, improved performance, and enhanced outcomes for the

organization.

Another study undertaken by Silaban & Margaretha, (2021) from Indonesia shows that
the work-life balance is the capability to simultaneously meet work obligations and
personal life responsibilities without compromising any of the faction. It is thus the
ability to meet the work responsibilities satisfactorily as those responsibilities outside
work such as family and societal responsibilities. Panda (2019) from India, noted that
work-life balance is concerned with the ability to meet multiple roles in one’s life both
within the working life and outside working life. Nyarko, (2020) from South Africa
observes that a person is able to fulfil the work and family level commitments in an

optimal and compromising manner.

According to Zamecnik & Kozisek, (2021), employee retention is the ability of
organization to maintain the workforce to avoid excessive turnover. This is measured by
the proportion of employees who remain with the organization over a stipulated
timeframe. This is considered as an important indicator of the organization’s overall
health and stability. High employee retention is typically associated with increased
productivity, better customer service, and reduced recruitment and training costs. On the
other hand, Hido & Worang, (2021) from Nigeria viewed employee retention, as
strategies and practices that organizations use to keep their employees happy and

engaged in their work, with the goal of reducing turnover of employees. This entails
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offering competitive reimbursement of salaries and benefits, creating a positive and
supportive work atmosphere, and providing opportunities for career growth and career

advancement.

Prayoga, Hendry, Safri & Nasution (2020) from Indonesia posit that employee retention
is the gauging of how victorious an organization is at preventing employees turnover,
and is often used as an indicator of the organization's overall health and stability. High
employee retention is typically associated with increased productivity, better customer
service, and reduced recruitment and training costs. According to Singh, (2019)
organizations can improve their employee retention rates by implementing strategies that

address the factors that influence employee satisfaction and engagement.

Kimathi, (2020) from Kenya noted that if employees feel that they have a healthy
balance between personal life and work, they are more probable be satisfied with their
jobs and to stay with the organization. This can help organizations, such as universities
to retain highly skilled and experienced employees, which could benefit the organization
as whole. By promoting work-life balance among their employees, universities could
enhance their reputation and attract top talent. Mwathi & Nzulwa, (2019) indicated that
potential employees tend to perceive a University that offers equilibrium between work
and personal life. It was more likely to maintain, attract highly gifted and skilled

employees, thus promoting the whole organization.

Universities with stable and engaged workforce are more likely to provide better support
to students. According to Muma, et al. (2019) faculty and staff who are engaged and
happy in their work are more responsive, supportive and provide assistance to students.
This help to improve the overall student experience. High employee retention helps

universities to reduce their recruitment and training costs. This is because universities



with a stable workforce are less likely to spend resources on recruiting and training new
employees. According to Silaban & Margaretha, 2021, Bandara & Ranasinghe, 2020;
Awino et al, (2018), the balance equilibrium between Work and personal life was

connected with levels of employee retention.

Labor policies are very essential in Kenya Universities for promoting work-life balance
and improving employee retention. Labor policies provide competitive benefits, they
give support in professional growth and they ensure that there is fair work environment
and sustainability at workplace. Having effective labor policies at the work place not
only ensures compliance with national standards but rather they also enhance job
satisfaction, reduces turnover rates eventually supporting the institutions mission of

delivering quality education to its learners (Armstrong, M., & Taylor, S. (2014).

1.1.1 Employee Retention at Egerton University

Kenya’s public universities play a critical role in providing higher education to her
citizens. According to the Kenya National Qualifications Authority (KNQA), there are
33 public universities in Kenya. These universities have contributed significantly to the
expansion of country's economy and advancement of its social development. However,
public universities face significant challenges when it comes to funding and employee
retention. Many lecturers in public universities in Kenya go for months without pay,
forcing them to seek greener pastures elsewhere. The trend leads to brain drain in the
public university system, with talented faculty members leaving for better opportunities
elsewhere. Improving the working conditions and salaries of university staff would
boost staff retention and also increase productivity and enhance the quality of education
offered in these institutions (IEA 2019). Despite these challenges, Kenya's public

universities continue to provide valuable education to thousands of students annually.



Employee retention is important for universities because it helps to ensure stability and
an engaged workforce. This is particularly important for universities, as they rely heavily
on their faculty and staff to provide high-quality education and support to students. High
employee retention leads to a number of benefits for universities. These include
improved teaching and learning, better student support, reduced recruitment and training
costs. When universities have stable and engaged workforce, they are more likely to have

higher quality teaching and learning.

1.2 Statement of the Problem

Employee retention among academic staff in Kenyan public universities, particularly at
Egerton University, has become a critical challenge for human resource management.
The increasing turnover rates not only disrupt academic continuity but also lead to
significant costs in recruitment and training (Yeswa & Ombui, 2019). Despite various
retention strategies implemented by universities, such as competitive compensation
packages and career development opportunities, the issue persists, indicating a gap in

addressing the underlying factors contributing to employee turnover (Kabaru, 2019).

Previous research on employee retention in higher education has primarily focused on
traditional factors such as job satisfaction, organizational commitment, and leadership
styles (Tiampati & Moronge, 2018). While these studies have provided valuable insights,
they have not adequately addressed the unique challenges faced by academic staff in
balancing their professional and personal lives, particularly in the context of Kenyan
public universities. The dynamic nature of academic work, characterized by heavy
teaching loads, research pressures, and administrative responsibilities, demands a more

nuanced approach to retention strategies (Muma et al., 2019).



Work-life balance has emerged as a critical factor in employee retention across various
industries (Mogeni, 2020). However, its specific impact on academic staff retention in
Kenyan public universities remains understudied. The unique work environment of
universities, with its blend of teaching, research, and service commitments, presents
distinct challenges in achieving work-life balance. Moreover, the recent global shift
towards remote and flexible working arrangements has further complicated the work-life
dynamics for academic staff, necessitating a re-evaluation of existing retention strategies

(Kimathi, 2020).

Furthermore, the role of institutional policies and practices in supporting work-life
balance and, consequently, employee retention has not been thoroughly examined in the
context of Kenyan public universities (Mwathi & Nzulwa, 2019). There is a lack of
comprehensive understanding of how flexible working arrangements, remote working
options, team support, and labor policies interact to influence the retention of academic
staff. This gap in knowledge hinders the development of effective, context-specific
retention strategies that address the evolving needs of academic professionals (Naitore &

Wanyoike, 2019).

Given these challenges and knowledge gaps, there is a pressing need for a study that
examines the effect of work-life balance on employee retention among academic staff at
Egerton University. By investigating the relationship between work-life balance factors
and employee retention, while considering the moderating role of labor policies, this
study aims to provide valuable insights for human resource professionals and university
administrators. The findings will contribute to the development of more effective
retention strategies that align with the unique needs of academic staff in Kenyan public

universities, ultimately enhancing institutional stability and academic quality.



1.3 Objectives of the Study
1.3.1 General Objective of the Study

The general objective of this study was to assess the effect of work-life balance on

employee retention of Egerton University academic staff, Nakuru County.

1.3.2 Specific Objectives of the Study

i. To examine effect of flexible working arrangements on employee retention of
Egerton University academic staff, Nakuru.

ii. To evaluate influence of remote working arrangements on employee retention of
Egerton University academic staff, Nakuru.

iii. To establish the effect of team support on employee retention of Egerton
University academic staff, Nakuru.

iv. To determine the moderating influence of labor policies on the relationship
between work-life balance and employee retention in Egerton University,
Nakuru.

1.4 Research Hypotheses

HO;: Flexible working arrangements have no statistically significant effects on
employee retention of Egerton University academic staff, Nakuru.

HO0,:Remote working arrangements have no statistically significant effects on
employee retention of Egerton University academic staff, Nakuru.

HO3: Team support has no statistically significant effects on employee retention of
Egerton University academic staff, Nakuru.

HO,4. Labour policies have no statistically significant effects on the relationship
between work-life balance and employee retention of Egerton University

academic staff, Nakuru.



1.5 Justification of the Study

The equilibrium of work and personal life balance on retention of employees are
important aspects of organizational management in Kenyan universities. One of the key
benefits of promoting work-life balance is that it improves employee well-being and
satisfaction. When employees have a healthy equilibrium between work and personal
life, they encounter lower levels of stress and burnout; they are more motivated and
vigorously involved in their work. This leads to improved job satisfaction and overall

well-being, which in turn lead to better performance and productivity.

In addition to improving employee well-being, promoting work-life balance benefits
organizations such as universities, by reducing employee turnover and increasing
retention. When employees perceive a balance in their work and personal lives, they are
likely to be contented and unlikely to leave an organization. This could save organization
money and resources that would otherwise be spent on recruiting and training new
employees. The promotion of work and personal life balance and the enhancement of
retention of employees are important for the success of Kenyan universities. By
prioritizing these aspects, universities can improve employee well-being, increase
satisfaction and engagement, and reduce turnover leading to improved organizational

performance.

1.6 Significance of the Study

Human resource practitioners in the universities and in other organizations shall gain
insights regarding work and personal life balance, and employee retention. The
University management and Ministry of Education officials will gain insights from the

study recommendations. Human resource researchers will gain insights regarding work



and life balance on the levels of employee retention. The study is also important to the

academics
1.7 Scope of the Study

The study explored the effect of work-life balance on employee retention at Egerton
University academic staff Nakuru, County. The study targeted all the academic staff
working at the university. The study was undertaken during the months of May to

November 2024.
1.8 Limitations and Delimitations of the Study

While this study aims to provide valuable insights into the relationship between work-
life balance and employee retention among academic staff at Egerton University, it is
important to acknowledge several limitations that may impact the interpretation and
generalizability of the findings. Primarily, the scope of this research is confined to
academic staff at Egerton University, which may limit the applicability of the results to
other institutions or non-academic staff within the university. The experiences and
perceptions of academic staff may differ significantly from those of administrative or
support staff, potentially restricting the broader implications of the study's conclusions.
The cross-sectional nature of this research presents another limitation. By capturing data
at a single point in time, the study provides a snapshot of the current situation but does
not account for long-term trends or changes in work-life balance and employee retention.
Factors such as evolving policies, shifting work environments, or changes in personal
circumstances over time may influence the relationships observed in this study, and these

dynamic aspects are not fully captured in the current research design.

Additionally, the reliance on self-reported data through questionnaires introduces the

potential for response bias. Participants’ perceptions of their work-life balance and



intentions to remain with the university may not always align with their actual behaviors
or decisions. This discrepancy between reported intentions and actual actions could

impact the accuracy of the study's findings and their practical implications.

While the study considers labour policies as a moderating variable, it may not fully
account for all contextual factors specific to Egerton University or the broader Kenyan
higher education sector. External influences such as national education policies, regional
economic conditions, or cultural factors may play a role in shaping employee retention
but may not be fully captured within the study's framework. These unaccounted variables

could potentially affect the comprehensiveness of the research findings.
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CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This section examines the review of the literature aspects of the research. More
specifically, the study examined theoretical framework, empirical literature and
conceptual framework. In this chapter reviewed literature was intrigued and

summarized. Research gaps were identified.

2.2 Theoretical Framework

This study was grounded on the Two Factor Theory, Spillover Theory and Institution

Theory.

2.2.1 The Two Factor Theory

The Two Factor Theory was developed by Herzberg in 1966 while he was examining the
Maslow’s theory of human needs (Ju, 2021). The theory grew from the examination of
the factors that lead to satisfaction of employees within their work environment.
Herzberg found that motivation and hygiene factors affect employee satisfaction. The
motivators, also known as the intrinsic factors, include recognition, achievement, career
advancement, career growth, and work responsibility (Siruri & Cheche, 2021).
Employees are motivated by factors that are internal in nature. In this case, job
motivation was internally generated from the factors that are intrinsic to the work
undertaken. Hygiene factors, also referred to as extrinsic factors comprise company

policies, co-worker relations, salary and supervisory styles (Naada & Nani, 2021).

The intrinsic and extrinsic factors affect employee retention within the organizations.
(Thant & Chang, 2021). The strength of the Two Factor Theory is that it emphasises on
internal employee motivation rather than focusing on other external factors. Therefore,

11



by embracing the theory, an organization, aspires, to enhance working conditions so that
employees feel motivated to work harder for long-term benefits to the organization.
However, job satisfaction was one of the factors that increased job productivity but it
was not the only factor. Therefore, it was not necessarily true that employees who are

more satisfied would increase productivity in an organization (Vinish, 2018).

There are criticisms of the Two Factor Theory. It is considered too simplistic. The Two
Factor Theory proposes two distinct factors that influence job satisfaction; that is
hygiene factors as well as motivators. However, in reality, job satisfaction influenced by
a complex mix of factors, including extrinsic and intrinsic factors Alrawahi, et al. (2020).
Focusing on these two factors, the Two Factor Theory overlooks other important
determinants of job satisfaction. Another criticism of the theory is that it was overly
deterministic. The theory suggests that hygiene factors are primarily responsible for
preventing dissatisfaction, while motivators are the key drivers of satisfaction. However,
this might not accurately reflect the complex and dynamic nature of employee attitudes

and behaviour (Ju, 2021).

Additionally, some critics have argued that the Two Factor Theory is difficult to test
empirically. The concept of hygiene factors and motivators is somewhat abstract, making
it challenging to operationalize and measure in a rigorous and objective manner. This can
make it difficult to confirm or refute the predictions of the theory through empirical
research. Furthermore, the theory has been criticized for insufficient cultural sensitivity.
Since the theory was developed based on research conducted in the United States, it
might not accurately reflect the experiences and attitudes of workers in other cultural
contexts (Holston-okae et al., 2018). This limits generalizability of the theory and its

relevance to a global workforce.
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The Herzberg theory has been used in diverse studies on employee retention (Elsafty &
Oraby, 2022); Ford-Colin, 2022b; Clark, 2022). The theory explained how employee
retention aspects through both extrinsic and intrinsic factors, impacts job motivation and
satisfaction, which are predictors of employee retention levels. The variables of this
study including flexible working arrangements, remote working arrangements, team
support and labour policies, are part of the extrinsic factors under the Herzberg theory.
When not well catered for, these factors lead to demotivation and hence poor work
retention levels. These factors have lead to the use of this theory in the undertaking of

this research.

2.2.2 Spillover Theory

The Spillover Theory proponent was Robert Kahn in 1964. He discussed that spillover
theory suggests that experiences in one domain of life, such as work can affect another
domain such as family either positively or negatively. The Spillover Theory examines
the spill over of work functionalities to family life or the spill over of the family
responsibilities to the work functions. This theory examines how work demands and the
family demands spill over to each other domains (Ju, 2021). The Spillover could have
diverse effects on the work functions or family functions as one tries to balance the two
demands. Negative spill over occurs when the spill over from work to family or family to
work has a negative effect on the functionality of either work or family functions or both.
This results in work-life conflict at the detriment of an individual functions (Clark,
2022). A positive spill over occurs when there is flexibility for the work-life balance
components leading to the co-existence of both family and work aspects. The positive
Spillover is associated with flexibilities to accommodate both family and work aspects

within the organizations (Beiu & Davidescu, 2021).
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The Spillover Theory, proposes that positive experiences in one domain of life could
have a positive impact on other domains of life, is the subject of various criticisms. One
such criticism is that the theory is overly simplistic, suggesting that positive experiences
in one domain automatically lead to positive experiences in other domains. Additionally,
the theory is criticized for insufficient empirical support, as the concept of Spillover was
difficult to operationalize and measure in a rigorous manner. Furthermore, the theory has
been criticized for being deficient in cultural sensitivity. It was developed on the bases
of research conducted in Western societies. This might not accurately reflect the
experiences of individuals in other cultural contexts. Finally, the theory was criticized for
its failure to account for individual differences, as it suggested that all individuals would

experience positive spill over effects from positive experiences in one domain.

The Spillover Theory is critical to this study. Academic staff had a wide range of work
functions that could impact their family life and necessitating the maintenance of
positive work-life balance. The academic staffs undertake teaching, research supervision,
examination process, attend research conferences and engaged in research activities.
These workloads can impact on their family demands, and highlighting the need for a
balanced work-life schedule. Therefore, there was need for flexible working

arrangement, remote working arrangement and team support.

2.2.3 Institutional Theory

Institutional Theory, a prominent framework in organizational studies, emerged in the
late 1970s and early 1980s through the seminal works of John Meyer, Brian Rowan, Paul
DiMaggio, and Walter Powell. Meyer and Rowan's (1977) paper laid the groundwork for
the theory, challenging the prevailing notion that organizations were primarily rational

actors. They proposed that organizations often adopt practices and structures to conform
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to societal expectations and norms, rather than for pure efficiency. This perspective was
further developed by DiMaggio and Powell (1983) in their influential article, which
introduced the concept of institutional isomorphism - the tendency of organizations

within a field to become more similar over time due to institutional pressures.

Institutional Theory posits that organizations are deeply embedded in social and cultural
environments, which exert significant influence on their structures, practices, and
behaviors. The theory identifies three primary mechanisms through which institutional
pressures operate: coercive isomorphism (resulting from formal and informal pressures
exerted by other organizations and cultural expectations), mimetic isomorphism
(stemming from organizations imitating successful peers in uncertain environments), and
normative isomorphism (arising from professionalization and the sharing of norms
across organizations) (DiMaggio & Powell, 1983). These mechanisms explain how and
why organizations within a field tend to adopt similar practices and structures over time,
even when these may not be the most efficient or rational choices from a purely
economic standpoint. The theory also emphasizes the concept of legitimacy, suggesting
that organizations adopt certain practices not just for technical efficiency, but also to gain
social acceptance and ensure their long-term survival within their institutional

environment (Suchman, 1995).

Key components of Institutional Theory include the concepts of institutional logics,
organizational fields, and institutional work. Institutional logics refer to the belief
systems and associated practices that predominate in an organizational field, providing
meaning and organizing principles for actors within that field (Thornton & Ocasio,
2008). Organizational fields are communities of organizations that partake in a common
meaning system and interact more frequently with one another than with actors outside

the field (Scott, 2014). Institutional work encompasses the purposive actions of
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individuals and organizations aimed at creating, maintaining, and disrupting institutions
(Lawrence & Suddaby, 2006). These components collectively provide a framework for
understanding how institutions shape organizational behavior and how organizations, in
turn, can influence their institutional environments. The theory also recognizes the role
of agency, acknowledging that while institutions exert powerful influences, organizations
and individuals can still exercise strategic choices within these constraints (Oliver,

1991).

In the context of labor practices and policies within universities, Institutional Theory
offers valuable insights into the forces shaping these organizational aspects. Universities,
as part of the higher education field, are subject to various institutional pressures that
influence their adoption of labor policies and work-life balance initiatives. These
pressures may come from regulatory bodies, professional associations, competing
institutions, and broader societal expectations about the role and responsibilities of
academic institutions. The theory suggests that universities may implement certain labor
practices not only to improve efficiency or employee satisfaction but also to maintain
legitimacy and conform to field-level norms. For instance, the adoption of flexible
working arrangements or family-friendly policies might be driven by a combination of
internal needs and external expectations about what constitutes a modern, supportive

academic workplace.

Furthermore, the theory can explain why similar labor practices tend to diffuse across
universities, as institutions mimic successful peers or respond to common regulatory and
normative pressures. By applying Institutional Theory to the study of labor practices in
universities, researchers can gain a deeper understanding of the complex interplay
between organizational decisions, field-level dynamics, and broader societal influences

that shape the working conditions and retention of academic staff.
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2.3 Empirical Literature

The empirical literature examines the studies pertinent to the specific objectives of this

study.

2.3.1 Flexible Working Arrangement and Employee Retention

Choi, (2020) examined the impact of flexible working arrangements on the retention of
federal employees in the United States of America. Employee retention level was
measured by examination of data relating to the employee separation such as quitting,
termination, and retirement amongst others. The study revealed correlation between

flexible working arrangement and employee retention levels.

(Adebayo et al; (2020) examined the role of flexible working arrangements on the
retention of employees in the manufacturing firms of Agbara region of Nigeria. The
study found that flexible working arrangement increased the employee retention through
reduction of the job stresses and increasing of the job satisfaction. The findings of the
study were consistent with other empirical literature that linked employee job satisfaction
to employee retention levels (Zamec¢nik & Kozisek, 2021, Tirta & Enrika, 2020, Irabor &
Okolie, 2019). The result showed that reward and recognition, work-life balance and job

satisfaction have significant positive effect on employee retention.

Baridula & Adanma, (2021) examined the effect of flexible working arrangements on the
employee retention in manufacturing firms in Nigeria. The study revealed a statistically
significant effect of flexible working arrangements on the retention of employee. This
was attributed to the fact that flexible working arrangements promoting team work,
fostering innovation aspects, fostering creativity aspects, and reduction of the work

stresses which then cumulatively lead to the improved employee retention levels.
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Further, the study noted that flexible working arrangements create job autonomy, which

leads to improvement of the employee retention levels.

Mogeni (2020) examined the effect of work and personal life balance practices regarding
the levels of employee retention in commercial Banks in Kenya. This study examined the
roles of the flexible working arrangements on the employee retention levels. The study
viewed the flexible working arrangements as referring to the working arrangements that
were different from the usual working hours. The study measured the flexible working
arrangements vis-a-vis employee being allowed to schedule their performance, to report
or exit the working area on different times than the usual reporting time, to occasionally
work away from their work stations, to exchange shift or reporting time, and to be given
time off whenever they requested. The study found that the flexible working
arrangement contributed 48.5% of the variance of the employee retention and had

statistically significant impact on the levels of employee retention.

2.3.2 Remote Working Arrangement and Employee Retention

Remote working arrangement is another work-life balance that was examined in terms of
its effect on the employee retention levels. Wang, (2021) examined the effectiveness of
the remote working conditions in China within the context of Covid-19 challenges. The
study found diverse aspects associated with the remote working arrangements on the
work performance like job autonomy, loneliness, monitoring functions and social
support aspects. Aman-Ullah, el at. (2020), & Mamahit el at. (2019) linked job

autonomy on the employee retention levels.

Within the context of the UAE, (Jawabri et al., 2022) undertook a study that examined
the effect of remote working within the context of diverse employee aspects in service

sector. The study found that remote working aspects impacted negatively on the
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employee motivation levels, engagement level and job satisfaction aspects. The factors
that were influenced by the remote working aspects in the study were further associated
with employee retention aspects in other studies. In this context, (Alrazehi et al., 2021),
(A Aman-Ullah et al., 2021), and (Solo, 2021) linked employee job satisfaction with
employee retention levels. According to Jawabri et al., (2022), remote working had a
negative influence on the employee retention levels through the indirect effect of the

employee job satisfaction, and employee retention levels.

O’Carroll (2021) studied the impacts of remote work on employee well-being and
motivation in Ireland’s third-level institutions. Jawabri et al., (2022) examined the effect
of remote working in service sector of the United Arab Emirates. Results of the study
demonstrated that remote working impacted negatively motivation, engagement and job
satisfaction levels of employees. The factors that were affected by the remote working
aspects in this study had further been associated with employee retention aspects in other
studies. (Alrazehi et al., 2021; Solo, 2021, Aman-Ullah et al., 2021). Remote working
could be thought to have had a negative effect on the employee retention levels through

the indirect effect of the employee job satisfaction.
2.3.3 Team Support and Employee Retention

Different scholars have examined the impact of team support on the retention of
employees. For example, Ogbonnaya et al. (2018) examined the effect of teamwork on
employee wellbeing of British National Health Services. The study found that team
work and team support were critical components in ensuring and enhancing work
engagement levels. In Oman, Shamsi et al; (2018) examined the effect of organizational
factors on the employee retention in the Ministry of Civil Service. One of the
organizational factors that was examined included team work aspects. Team working

relationship was found to be statistically strongly correlated with the employee retention
19



levels. This was attributed to the support that the employees got from their peers
enabling them to effectively perform their tasks prudently and hence leading to employee

retention levels.

A study based on employee retention in the ministry of civil service in Oman, (Shamsi &
Alsinani, 2018) examined the influence of organizational factors on employee retention.
One of the organizational factors that were examined included team work aspects. The
team working relationship was found to be statistically significantly associated with
employee retention levels. This was attributed to the support that the employees got from
their peers enabling them to effectively perform their tasks prudently and hence leading

to employee retention levels.

Wakio, (2019) conducted a research study that investigated the responsibilities of team
support amongst other factors on the employee retention levels within Machakos County
in Kenya. The study found that team support was correlated with employee retention
levels. This was attributed to employees sharing responsibilities and being collaborative

in undertaking team work aspects in the organization.

2.3.4 Labour policies on Employee Retention

In a study focusing on the public hospitals, Nagwan et al., (2021) examined the role of
working environment on employee retention of medical doctors in Malaysia. The
research found that the working environment did not directly affect work retention
aspects. Rather, working environment affected the work retention levels indirectly
through job satisfaction aspects. These findings are consistent with studies by Merga &
Fufa, (2019). The notion that the employee job satisfaction was a predictor of employee
retention levels was consistent with Solo, (2021), Hido & Worang, (2021) and Naseer et

al., 2021).
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While focusing on the supermarkets in Nairobi County, Muturu & Mose (2019)
examined the role of workplace environment on the employee retention. The workplace
environment was viewed those in relation to hours of work, work schedule and the work-
life balance aspects. The study found that long working hours, inflexible work schedule
and lack of good work facilities affected the likelihood of employees leaving their jobs
and having low retention levels. The working conditions were found to have a
statistically significant effect on the work retention levels amongst selected supermarkets

in Nairobi County.
2.5 Conceptual Framework

The conceptual framework of this study as shown in figure 1 seeks to link the
relationship between independent variables and dependent variable illustrating the

manner the variables are linked.
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Figure 1
Conceptual Framework

Independent Variables Moderating Variable Dependent Variable

Flexible Working Arrangements
e Time to attend personal matters
e Flexibility in Teaching time —”
e Enhances job satisfaction
o Reduces job stresses

Employee Retention

Remote Working Arrangements 1 e Job Tenure

e Working from home
e Telework

\ 4

Team Support

e Execution of Work functions
e Family events

e Employee wellbeing

e Leave Arrangements

\ 4

Labor Policy
¢ Human Resource Policy

Source: Author (2024)

The conceptual framework for this study illustrates the hypothesized relationships
between work-life balance factors, labour policies, and employee retention among
academic staff at Egerton University. The framework consists of three independent
variables (flexible working arrangements, remote working arrangements, and team
support), one dependent variable (employee retention), and one moderating variable
(labour policies). This model is grounded in Herzberg's Two-Factor Theory, Spillover
Theory, and incorporates insights from Institutional Theory to explain the role of labour
policies.
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The framework posits positive relationships between each of the independent variables
and employee retention. Flexible working arrangements, which allow employees some
control over when, where, and how they work, are expected to enhance retention by
reducing work-life conflict and increasing job satisfaction. Remote working
arrangements, enabling academic staff to perform duties outside the traditional campus
setting, are hypothesized to positively impact retention through benefits such as reduced
commuting time and increased autonomy. Team support, encompassing collaborative
and supportive aspects of the work environment, is proposed to foster retention by
enhancing job satisfaction, organizational commitment, and a sense of belonging among

academic staff.

Labour policies serve as a moderating variable in this framework, potentially influencing
the strength or direction of the relationships between the independent variables and
employee retention. These policies, which include formal guidelines and regulations
governing working conditions, benefits, and employee rights, may enhance or diminish
the effectiveness of work-life balance initiatives depending on their nature and
implementation. For instance, policies that explicitly support flexible work options might
strengthen the positive relationship between flexible working arrangements and

retention, while rigid policies could weaken this relationship.

The relationships between variables in this framework are not assumed to be uniform or
isolated. The effectiveness of one work-life balance factor may be influenced by the
presence or absence of others. For example, the impact of remote working arrangements
on retention might be enhanced by strong team support, or flexible working
arrangements might facilitate better utilization of remote working options. Similarly, the
moderating effect of labour policies may vary across the different independent variables,

potentially having a stronger influence on some relationships than others.
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Employee retention, as the dependent variable, is conceptualized as the university's
ability to maintain its academic staff over time, measurable through indicators such as
turnover rates, length of service, and employees' expressed intentions to remain with the
institution. The framework suggests that retention is influenced by the combined effects
of flexible working arrangements, remote working arrangements, and team support, with
these relationships moderated by labour policies. By examining these complex
interactions, the study aims to provide a nuanced understanding of retention dynamics in
higher education settings, offering insights for developing effective strategies to retain

academic staff at Egerton University and similar institutions.

2.6 Summary of Literature and Research Gaps

While different studies have been undertaken in respect to the employee retention levels,
most of these studies present contextual gaps in the sense that they did not link the
determinants of the employee retention levels to the academic staff. In this context with
respect to the effect of flexible working arrangements on employee retention, (Choi,
2020) undertook a study based on federal employees; (Adebayo et al., 2020) amongst
manufacturing workers; (Baridula & Adanma, 2021) amongst manufacturing workers;
and (Mogeni, 2020) amongst commercial banks. Adebayo et al., (2020) from Nigeria
undertook a study that examined the role of the flexible working arrangements on the
employee retention in manufacturing firms in Agbara region of Nigeria. The study found
that the flexible working arrangement increased the employee retention through
reduction of the job stresses and increasing of the job satisfaction. The study was based
on the manufacturing sector in Nigerian context while this study is based on Egerton

University academic staff in Nakuru County.
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Mogeni, (2020), from Kenya undertook a study that examined the effect of work-life
balance practices on the employee retention levels with a focus on the commercial banks
in the country. Using regression analysis, the study found that the flexible working
arrangement contributed 48.5% of the variance of the employee retention and had a
statistically significant effect on the employee retention levels. The study was based on
the commercial banks while the current research study is based on the academic staff in
Egerton University in Nakuru County. There is thus presence of contextual gap in the
study. (Wang, 2021) undertook a study that sought to examine the effectiveness of the
remote working conditions. The study found that there are diverse aspects associated
with the remote working arrangements on the work performance such as the job
autonomy, loneliness, monitoring functions, and social support aspects. The study did
not directly link the remote working arrangement to the employee retention aspects

which is the focus of current study.

Jawabri et al., (2022) undertook a study that examined the effect of remote working
within the context of diverse employee aspects in service sector. The study found that the
remote working aspects impacted negatively on the employee motivation levels,
engagement level and job satisfaction aspects. The study did not link the remote working
to the employee retention levels directly thus presenting a research gap. While focusing
on the supermarkets in Nairobi County, (Muturu & Mose, 2019) examined the role of
workplace environment on the employee retention. The study found that long working
hours, inflexible work schedule and lack of good work facilities affected the likelihood
of employees leaving their jobs and having low retention levels. The study was based on
the supermarkets while the current study is based on Egerton University in Nakuru
County. (Wakio, 2019) undertook a study that examined the role of team support
amongst other factors on the employee retention levels within Machakos County in
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Kenya. The study found that there was a statistically significant effect of team support
and employee retention aspects as found by a regression coefficient of 0.724 that was
statistically significant at 5% level of significance. This study was based on a County
government while the current study was based on the Egerton University academic staff

in Nakuru County.
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CHAPTER THREE

RESEARCH METHODOLOGY
3.1 Introduction

This chapter investigated the research design, the target population, the sample and
sampling technique, and instrumentation. Other components discussed in the chapter

included data collection techniques, data analysis techniques and ethical considerations.
3.2 Research Design

Research design is considered the foundation of the research process. According to
Gathii et al, (2019), research design is the action plan that the research followed with a
view of attaining time and cost-efficiency in the process of research process. Luhanga &
Harbaugh, (2021) view the research design as the overall strategy utilized in research to
address the research objectives. This study used causal research design. According to
Nunkoo et al., (2021) causal research design refers to research strategy in which the
researcher is interested in determining the relationship between the effects variables.
This design was considered ideal in since the researcher was interested in determining
the manner in which work and personal life balance influenced the retention of

employees.
3.3 Location of Study

The location of study was Egerton University located in Njoro, Nakuru County, which is
one of the oldest and most prestigious public University with very large population. The
University is recognized for its strong research culture. The University has highly
experienced faculty who has expertise in various fields of study. It offers extensively a

number of diverse programs. It is committed to providing quality education and has
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been recognized for its efforts and for its research activities. It is a reputable institution

that strives to make positive impact in the society through education and research.
3.4 Target Population

A group of individuals used in a study is considered to as target population (Brondolo,
2021; Denwason, et at, 2021). In target population the University was the unit of analysis
and academic staff the unit of observation. The target population comprised of 412
academic staff who are Professors, Associate Professors, Adjunct Professors, Senior

Lecturers and Lecturers is presented in Table 1.

Table 1

Target Population

Rank Number
Professors 27
Associate Professors 68
Adjunct Professors 10
Senior Lecturers 78
Lecturers 229
Total 412

Source: Human Resource Department Records (2024)

3.5 Sample Size and Sampling Technique

According to Huang, (2021) sampling process is the process of extracting a
representative subset from the population set within a view of analyzing the subset and
later generalizing the results to the population. The sample size was calculated using the
Taro Yamane formula which is effective in determining sample sizes from large

population as follows:
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1+N(e)?
n = 412
1+412(0.05)?
n =202
Where
n = sample size,
N = target population and

e = margin of error.

Therefore, the study used simple random sampling process to determine the sample size
of 202. Simple random sampling was chosen despite the different levels of staff to
ensure each member of the academic staff had an equal probability of being selected,
regardless of their position. This method was deemed appropriate as the study aimed to
understand work-life balance and retention issues across all levels of academic staff,

without giving preference to any particular group.
3.7 Instrumentation

The study used a structured questionnaire for data collection. According to Fellows &
Liu, (2021), a structured questionnaires is the set of standardized questions with specific
wordings and order that need to be filled in writing and with the aim of addressing the
research objectives. The structured questionnaire used the five-point Likert based
questions in measuring the work-life balance strategies and employee retention aspects.
According to Remler & Ryzin, (2021), the Likert scale is the uni-dimensional scale in
which the researcher uses to collect and measure the respondents opinion and attitude
towards specific variables. The five points Likert scale of 1-5 was used as follows: 1 =
strongly disagree, 2 = disagree, 3 = Neutral, 4 = Agree, 5 = strongly agree. The benefits

of structured questionnaire are it is easy to analyze.
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3.8 Pilot Study

Piloting of the research study was a critical part of the research process. According to
Kutsanedzie et al., (2015), the pilot study is used in the modification and planning of the
main study. It strengthens the data collection instrument and the data collection process.
Piloting was conducted at Kisii University which is also a public university like Egerton
University. The sample size for piloting study was 20 questionnaires. The pilot study

results were used for improving the instrumentation and data collection process.
3.8.1 Validity of the Instrument

Validity testing of the instrument enables the utilization of the results and the
achievement of the research objectives. According to (Cohen et al., 2003), the research
instrument validity referred to the capacity of measuring what it purported and designed
to measure. On the other hand, (Kathleen & Macdonald, 2012) the research validity of
the instrument is pertained to the capacity of research instrument to accurately determine
what was designed to measure. (Gathii et al., 2019) viewed the content validity to relate
to the relevance of the set questions to the set operationalization of the variables. The
study measured the content validity using the expert judgement of the research
supervisors and the pilot study members. Content validity was assessed using expert
judgment and a Content Validity Index (CVI). The CVI for each item was calculated,
and items with a CVI of 0.78 or higher were retained, as per Lynn (1986). The overall

CV/| for the instrument was 0.85.
3.8.2 Reliability of the Instrument

In accordance to Mugenda & Mugenda, 2019), this was one of the ways of ensuring
validity of the instrument examining its reliability. According to Mutua, (2020), the

reliability of the instrument indicates the stability and consistency of the research. This
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study measured the inter consistency of the research instrument. This was due to the use
of multi-item Likert based scale in the study. The study deployed Cronbach alpha
coefficient in understanding internal reliability of the study. According to (Jonker &
Pennink, 2010), the internal reliability was based on the expectation of high correlation
amongst the items in a multi-item scale that led to high consistency across the items. The
study used a Cronbach alpha coefficient of a threshold of 0.7 in the measurement of
internal reliability. This threshold was advocated by Gathii et al (2019); Mugenda &

Mugenda, (2019) and Orodho & Kombo, (2002) amongst others.
3.9 Data Collection Procedures

Data collection procedures indicated the processes or protocols that were used in the
collection of research data using specific data collection tools. The study undertook
several protocols in the data collection procedures. The researcher sought approval from
the Institute of Postgraduate Studies’ (IPGS) of Kabarak University to collect data.
Further, the researcher requested approvals from the Ethics Review Board of Kabarak
University and the National Commission of Science, Technology and Innovation
(NACOSTI). Consequently, informed consent statement was issued by the researcher to
the respondents in order to collect data from them. Questionnaires were self-
administered using the drop off and pick up later methodology. This method of self-
administration was associated with increased response rate and reduced respondent

apathy (Romero-Hall, 2020; Taylor et al., 2017).

3.10 Data Analysis and Presentation

Data was analyzed using quantitative data analysis procedures. The study undertook
varied descriptive statistics including frequency distributions, percentage, means and

standard deviations. Frequency distribution was used for the presentation of the
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prevalence of specific choices amongst the structured questionnaires which provided
specific choices for the respondents to pick. The mean provided average view of
participants in a five point Likert scale. The Standard deviation was used to present the
average responses of the responses relative to the mean. Multiple linear analysis of
regression was used as part of the inferential statistics. Analysis regression was used to
identify how independent variables predicted the dependent variable. The study analyzed
the correlation coefficient, coefficient of determination, the ANOVA, regression
coefficients and t tests. According to (Maina, 2021), the correlation coefficient showed

the relationship between the independent variables and dependent variable.

The coefficient of determination was utilized for detailing the variance in the dependent
variable that was attributable to the independent variable (Montgomery et al., 2018). The
ANOVA was a similar test of significance that determined whether the regression model
was accurate in capturing the data (Darlington & Hayes, 2017). The study also examined
whether the independent variable had a statistically significant impact on the dependent
variable. This was undertaken using t test at 5% level of significance. The research study
used the regression coefficients that explained the partial impact of the independent
variable on the dependent variable holding the other independent variables constant. The

linear regression model to be used;

Y=Bo+ B1X1+B2Xo+ PaXat+ BaXs+ €
Where
Y=Employee Retention
Bo=Constant
Xi=Flexible Working Arrangements
X,=Remote Working Arrangements

Xsz= Team Support
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X4= Labour Policies

¢ =Margin of error

To test the moderating effect of labour policies, hierarchical multiple regression analysis

was used. The following model was employed:

Step1: Y=pB0+P1X +¢
Step2: Y =0+ B1X+p2M + ¢

Step 3: Y = B0 + B1X + P2M + B3XM + ¢

Where Y is Employee Retention, X represents the independent variables (flexible
working arrangements, remote working arrangements, team support), M is the moderator
(labour policies), and XM is the interaction term between the independent variable and

the moderator.

3.11 Ethical Considerations

One of the notable features of this study was the absence of potential risks to
participants. As the research primarily involved the collection of information related to
work-life balance and employee retention among academic staff at the University, it was
designed to ensure the comfort and confidentiality of the participants. The characteristic
of the study was indicative of its harmless nature and the respect for the well-being and
privacy of those involved. Given the absence of potential risks, specific protection
procedures were not required. The research process was conducted in a manner that
safeguarded the rights and confidentiality of the participants, while respecting their
autonomy. The approach ensured that participants engaged in the research without

concerns about their well-being or any adverse consequences.
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CHAPTER FOUR

DATA ANALYSIS, PRESENTATION AND DISCUSSION

4.1 Introduction

In this chapter, the study discusses democratic characteristics of respondents and
provides statistics based on the objectives of the study. Furthermore, linear regression
analysis was used to gauge the predictive influence of independent variables on staff
retention.

4.2 Response Rate

The response rate of the research is presented in Table 2.

Table 2

Response Rate

Distributed Questionnaires Returned Questionnaires Response Rate

202 168 83.4%

Table 2 indicates that 202 structured questionnaires were distributed to the respondents.
Out of which 168 questionnaires were returned, representing a response rate of 83.4%. A
response rate of 70% is considered to be adequate for the undertaking of the study using
the structured questionnaire. A high response rate generally enhances the validity of the
study's findings, as it reduces the potential for non-response bias. This means that the
results obtained from the returned questionnaires were likely to be more reliable and
could be generalized to the broader population from which the sample was drawn. This
high response rate provides a strong indication of the effectiveness and acceptance of the

survey instrument among the target group.
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4.3 Demographic Characteristics

The demographic characteristics were examined in terms of gender distribution, age
distribution, duration of work and rank of employee. These characteristics are presented

in the following tables.

4.3.1 Gender Distribution

The gender distribution of the respondents was examined and presented in Table 3.

Table 3

Gender Distribution
Gender Frequency Percentage
Male 97 S571.7%
Female 71 42.3%
Total 168 100%

From table 3, it can be noted that the majority of the respondents were male, accounting
to 57.7% of the total sample. Equally, female respondents accounted to 42.3%. Several
potential explanations could account for this disparity. Historically, academic disciplines
have often witnessed varying levels of gender representation, with some fields

traditionally attracting more male than female.

4.3.2 Age Distribution

The age distribution, of the respondents were examined and presented in Table 4.

35



Table 4

Age Distribution

Age Distribution, Freq. Percentage
Below 25 years 0 0%

26-35 Years 17 10.1%
36-45 Years 39 23.2%
46-55 Years 64 38.1%
56-65 Years 32 19.0%

66 and Above 16 9.5%
Total 168 100%

The findings in table 4 indicates that there was complete absence of the age bracket
below 25 years. 10.1% of the respondents were between 26-35 years of age, 23.2% of the
respondents were between 36-35 years of age, 38.1% of the respondents were between
the age of 46-55 this category was the largest, 19% of the respondents were between the
age of 56-65 years and lastly, 9.5%. represented the senior-most category of 66 years and
above. The presence of senior members underscores the longevity of service and
possibly the institutional memory they carry, having been part of the university for an

extended period.

4.3.3 Experience of Work

The respondents were asked duration of time they had worked at the university. The

results were presented in Table 5.
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Table 5

Experience of Work

Experience Frequency Percentage
Below 10 years 15 8.9%
11-20 years 71 42.2%
21-30 years 47 27.9%
31-40 years 23 13.6%
Above 40 years 12 7.1%
Total 168 100%

The findings of the study in table 5 above indicates that 8.9% of the respondents were
below 10 years of experience, 42.2% of the respondents had worked between 11-20
years and this category was the most populated. 27.7% of the respondents had worked
for 21-30 years. 13.6% of the respondents had worked for 31-40 years and 7.1% of the

respondents had worked for 40 years and above.

4.3.4 Rank of Employment

The rank of employment of the respondents was examined and presented in Table 6.

Table 6

Rank of Employment

Rank of Employment Frequency Percentage
Professor 10 5.9%
Associate Professor 28 16.6%
Adjunct Professor 4 2.4%
Senior Lecturer 31 18.4%
Lecturer 95 56.5%
Total 168 100%
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From Table 6, there is evidence of a mix of academic ranks among its staff members.
Ten individuals are in the role of Professor, making up 5.9% of the total. Their
experiences are crucial, especially concerning the university's objectives related to
flexible working arrangements, remote work, team support, and labour policies.
Following this, there are 28 Associate Professors, accounting for 16.6%. These members
provide a blend of knowledge and experience, contributing significantly to research,
teaching, and leadership roles within the institution. Additionally, there are 4 Adjunct
Professors, or 2.4%, who offer specialized expertise, possibly providing insights into
specific academic areas or roles. Senior Lecturers, numbering 31 or 18.4% of the sample,

have essential roles in delivering academic content and mentoring students.

Their perspectives can offer valuable insights into team support dynamics, teaching
methods, and other institutional aspects. Lastly, Lecturers form the majority, with 95
individuals making up 56.5%. Their primary focus on teaching makes their insights
essential for understanding aspects like flexible working arrangements, remote work
preferences, and broader challenges within the academic setting (Dr. Emily Johnson's
2022-2024). In summary, this mix of academic ranks at the University provides a varied
perspective that can help evaluate and improve strategies and policies for the benefit of

the academic staff and the institution as a whole.

4.2 Descriptive Statistics
4.2.1 Flexible Working Arrangements

The respondents were asked to rate the following statements using Likert scale of 1-5 (1
= strongly disagree, 2 = disagree, 3 = Neutral, 4 = Agree, 5 = strongly agree) regarding

flexible working conditions. The responses are presented in Table 7.
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Table 7

Flexible Working Arrangements

Std.

Dev.

Statement 1 2 3 4 5 Mean

In our University, there is
flexibility of being given time

(82.5%) (17.5%) (0.0%) (0.0%) (0.0%) 1.18 0.381
off to attend to personal

matters that may arise

The teaching schedule is
o o (0.0%) (5.4%) (38.8%) (44.6%) (11.2%) 3.62 0.756
flexible in our University

Flexible work setup in our

University boosts the level of (0.0%) (0.0%) (0.0%) (61.2%) (38.8%) 4.39 0.488
improvement.

Flexible working arrangements

in our University enhances job  (0.0%) (0.0%) (13.3%) (23.8%) (62.9%) 4.50 0.720
satisfaction levels

Flexible working arrangements

in our University serves to (0.0%) (0.0%) (0.0%) (17.5%) (82.5%) 4.82 0.381
reduce job stresses

Overall mean 3.70 0.545

For the item "In our University, there is flexibility of being given time off to attend to
personal matters that may arise,” the results indicated a mean of 1.18 (SD = 0.381),
suggesting that respondents tended to strongly disagree. The low standard deviation
implies a high level of consensus among respondents, further supported by the
overwhelming majority (82.5%) selecting "strongly disagree.” This finding stands in
total contrast to Mogeni's (2020) study, which found that flexible working arrangements,
including the availability of time off, made a significant contribution to employee

retention in the context of Kenyan Commercial Banks. The discrepancy in results may be
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attributed to differences in organizational culture, policies, or the nature of work between
academic institutions and commercial banks, highlighting the need for further research to
understand the factors influencing the relationship between time off flexibility and
employee retention in various sectors. "The teaching schedule being flexible in the
University" yielded a mean of 3.62 (SD = 0.756), indicating that respondents tended to
agree on average. The majority (44.6%) chose "agree," which aligns with Choi's (2020)
findings that flexible teaching schedules positively impact employee retention among
U.S. federal employees. This similarity suggests that the benefits of flexible teaching
schedules in promoting employee retention may transcend national and sectoral
boundaries, emphasizing the importance of considering such arrangements in strategies
aimed at retaining academic staff. However, the slightly higher standard deviation of
0.756 indicates a neutral level of variability in responses, which may warrant further
investigation into the factors influencing perceptions of teaching schedule flexibility

within the university.

Regarding "Flexible work setup in the University boosts the level of improvement,” the
mean was 4.39 (SD = 0.488), suggesting strongly agree on average, with high consensus
based on the low standard deviation. This result is similar to the findings of Baridula and
Adanma (2021), who noted that flexible working arrangements foster innovation and
creativity, leading to improved employee retention in Nigerian manufacturing firms. The
consistency in findings across different sectors and countries underscores the potential of
flexible work setups in driving improvement and, consequently, enhancing employee
retention. The low standard deviation of 0.488 indicates a strong agreement among
respondents, further reinforcing the significance of this relationship in the context of

Egerton University.
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For the "Flexible working arrangements in our University enhances job satisfaction
levels," the mean was 4.50 (SD = 0.720), indicating a strongly agree on average. The
majority (62.9%) selected "strongly agree,” which is consistent with the studies by
Zamecnik and Kozisek (2021) and Tirta and Enrika (2020), linking flexible working
arrangements to increased job satisfaction and employee retention. The alignment of
these findings suggests that the positive impact of flexible working arrangements on job
satisfaction and, subsequently, employee retention is well-established across various
contexts. However, the slightly higher standard deviation of 0.720 indicates some
variability in responses, which may be attributed to individual differences in perceptions

or experiences of job satisfaction within the University.

Lastly, the item "Flexible working arrangements in our University serves to reduce job
stresses" had a very high mean of 4.82 (SD = 0.381), suggesting a strongly agree with
high consensus. A significant proportion (82.5%) chose "strongly agree," aligning with
the findings of Irabor and Okolie (2019) and Chepwogen (2018), who highlighted that
flexible working arrangements contribute to reduced work stress and improved employee
retention. The consistency in results across studies emphasizes the crucial role of flexible
working arrangements in mitigating job stress, a factor known to influence employee
retention. The low standard deviation of 0.381 indicates a strong agreement among
respondents, further underscoring the importance of this relationship in the context of
Egerton University. These findings suggest that incorporating stress-reducing flexible
working arrangements may be a key strategy in promoting employee retention within the

academic sector.
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4.2.2 Remote Working Arrangements

The respondents were asked to rate the following statements using Likert scale of 1-5 (1
= strongly disagree, 2 = disagree, 3 = Neutral, 4 = Agree, 5 = strongly agree) regarding
remote working arrangements. The responses are presented in Table 8.

Table 8

Remote Working Arrangements

Std.
Dev.

Statement 1 2 3 4 5 Mean

Remote working in our
University has been associated

_ _ (2.9%) (7.9%) (23.8%) (40.4%) (25.0%) 3.77 1.008
to higher levels of job

independence

Remote working has been

linked to increased feelings of

) _ o (14.6%) (12.1%) (35.4%) (30.8%) (7.1%) 3.04 1.140
isolation within the work

environment

Remote working has reduced
) ) (1.2%) (2.9%) (30.0%) (34.6%) (31.2%) 3.92 0.916
work-life conflicts

Remote working has led to

) ) ) (0.0%) (7.9%) (45.0%) (32.9%) (14.2%) 3.53 0.833
improved quality of life

Remote working has been

connected with more relaxed (1.2%) (7.5%) (22.1%) (28.8%) (40.4%) 4.00 1.021

working atmosphere

Overall Mean 3.66 0.984

Based on the perception that "Remote working within the University leads to higher
levels of job independence,” the mean was 3.77 (SD = 1.008), indicating that
respondents tended to agree. The relatively high standard deviation suggests some

variability in responses, which may be due to differences in individual experiences or
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perceptions of job independence in remote working arrangements. This finding aligns
with the results of Aman-Ullah et al. (2020) and Mamahit et al. (2019), who linked job
autonomy to employee retention levels. The consistency in findings across studies
highlights the importance of fostering job independence through remote working

arrangements to promote employee retention in the academic sector.

Regarding "Remote working has been linked to increased feelings of isolation within the
work environment,” the mean was 3.04 (SD = 1.140), suggesting that respondents tended
to be neutral on average. However, the high standard deviation indicates a considerable
dispersion of responses, which may be attributed to the varying impact of remote
working on individuals' sense of isolation. This finding is consistent with the study by
Jawabri et al. (2022), which demonstrated that remote working negatively affected
motivation, engagement, and job satisfaction levels of employees in the United Arab
Emirates service sector. The similarity in results underscores the potential challenges
associated with remote working, particularly in terms of social isolation, which may
indirectly influence employee retention through factors such as job satisfaction and

engagement.

"Remote working has reduced work-life conflicts” yielded a mean of 3.92 (SD = 0.916),
indicating that respondents tended to agree on average. The neutral standard deviation
suggests some variability in responses, which may be due to individual differences in the
experience of work-life balance while working remotely. This finding is in line with the
studies by Zamecnik and Kozisek (2021), Njora and Ndegwa (2020), and Chepwogen
(2018), which associated remote working with reduced work-life conflicts and improved
employee retention. The consistency in results across different contexts highlights the
potential of remote working arrangements in promoting work-life balance and,

consequently, enhancing employee retention in the academic sector.
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For the item "Remote working has led to improved quality of life,” the mean was 3.53
(SD = 0.833), suggesting that respondents tended to “agree” on average. The relatively
low standard deviation indicates a neutral level of consensus among respondents. This
finding is consistent with the studies by Prasad et al. (2020) and Shirmohammadi et al.
(2022), which linked remote working to improved quality of life and well-being. The
alignment of results across studies emphasizes the potential benefits of remote working
arrangements in enhancing the overall quality of life for academic staff, which may

indirectly contribute to improved employee retention.

Lastly, "Remote working has been connected with more relaxed working atmosphere™
had a mean of 4.00 (SD = 1.021), indicating that respondents tended to “agree” on
average. The relatively high standard deviation suggests some variability in responses,
which may be attributed to individual differences in perceptions of the working
atmosphere while working remotely. This finding is in line with the studies by
Derbyshire et al. (2020) and Stanca and Tarbujaru (2021), which associated remote
working with a more relaxed and comfortable working environment. The consistency in
results across different contexts highlights the potential of remote working arrangements
in fostering a more relaxed working atmosphere, which may indirectly contribute to

improved employee retention in the academic sector.

4.2.3 Team Support

The respondents were asked to rate the following statements using Likert scale of 1-5 (1
= strongly disagree, 2 = disagree, 3 = Neutral, 4 = Agree, 5 = strongly agree) regarding

team support. The responses are presented in Table 9.
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Table 9
Team Support

Std.

Dev.

Statement 1 2 3 4 5 Mean

Consistently receiving team
support allows me to attend to (0.0%) (4.2%) (21.7%) (45.8%) (28.3%) 3.98 0.818

family events

Team support is often received
) ) ) (0.0%) (11.7%) (18.3%) (35.8%) (34.2%) 3.93 0.995
in execution of work functions

Team support has contributed to
my overall wellbeing in my (5.8%) (13.8%) (52.9%) (26.2%) (1.2%) 3.03 0.828
work place

Team support plays a crucial
role in improving my work-life

_ ) (5.0%) (16.7%) (23.3%) (37.1%) (17.9%) 3.46 1.116
balance in relation to my leave

arrangements

Team support has been
adequately provided in my work (14.6%) (20.4%) (35.0%) (25.0%) (5.0%) 2.85 1.105

place

Overall Mean 3.45 0.972

For the item "Consistently receiving team support allows me to attend to family events,”
the mean was 3.98 (SD = 0.818), indicating that respondents tended to “agree”. The
relatively low standard deviation suggests a neutral level of consensus among
respondents. This finding is further supported by the frequency distribution, which shows
that a combined 74.1% of respondents selected either "Agree" (45.8%) or "Strongly
Agree"” (28.3%). This result aligns with the study by Ogbonnaya et al. (2018), which
found that team support was a critical component in ensuring and enhancing work

engagement levels. The consistency in results highlights the importance of team support
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in facilitating balance between work and family responsibilities, which may indirectly

contribute to improved employee retention in the academic sector.

Regarding the item "Team support is often received in execution of work functions," the
mean was 3.93 (SD = 0.995), suggesting that respondents tended to “agree”. The neutral
standard deviation indicates some variability in responses, which may be attributed to
differences in individual experiences or perceptions of team support in work execution.
The frequency distribution shows that a combined 70% of respondents chose either
"Agree" (35.8%) or "Strongly Agree" (34.2%), further supporting the interpretation of
the mean. The finding is consistent with the study by Shamsi et al. (2018), which found
that team working relationships were strongly correlated with employee retention levels
in the Ministry of Civil Service in Oman. The similarity in results across different
contexts emphasizes the significance of team support in the effective execution of work

functions, which may contribute to improved employee retention in the academic sector.

The item "Team support has contributed to my overall wellbeing in my work place"
yielded a mean of 3.03 (SD = 0.828), indicating that respondents tended to be “neutral”
on average. The relatively low standard deviation suggests a neutral level of consensus
among respondents. The frequency distribution reveals that a majority (52.9%) selected
"Neutral," while a combined 27.4% chose either "Agree" (26.2%) or "Strongly Agree"
(1.2%). This finding is in line with the study by Wakio (2019), which investigated the
responsibilities of team support on employee retention levels within Machakos County in
Kenya and found that team support was correlated with employee retention levels. The
consistency in results highlights the potential of team support in promoting overall well-
being in the workplace, which may indirectly contribute to improved employee retention

in the academic sector.
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For the item "Team support plays a crucial role in improving my work-life balance in
relation to my leave arrangements,” the mean was 3.46 (SD = 1.116), suggesting that
respondents tended to agree. However, the high standard deviation indicates a
considerable dispersion of responses, which may be due to individual differences in the
experience of work-life balance in relation to leave arrangements and team support. The
frequency distribution shows that a combined 55% of respondents selected either
"Agree" (37.1%) or "Strongly Agree" (17.9%), supporting the interpretation of the mean.
This finding is consistent with the studies by Zureehan and Lee (2022) and Cruz et al.
(2020), which emphasized the importance of team support in improving work-life
balance and employee retention. The alignment of results across studies underscores the
potential of team support in facilitating a balance between work and personal life,
particularly in relation to leave arrangements, which may indirectly contribute to

improved employee retention in the academic sector.

Lastly "Team support has been adequately provided in the work place™ had a mean of
2.85 (SD = 1.105), indicating that respondents tended to be neutral. The high standard
deviation suggests a considerable variability in responses, which may be attributed to
differences in individual experiences or perceptions of the adequacy of team support in
the workplace. The frequency distribution reveals that 35% of respondents chose
"Neutral,” while a combined 30% selected either "Agree" (25%) or "Strongly Agree"
(5%). This finding is in line with the study by Santoso et al. (2019), which found that
team support was a predictor of employee work contentment and retention in Indonesia.
The consistency in results across different contexts highlights the importance of
providing adequate team support in the workplace to promote employee satisfaction and

retention in the academic sector.
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4.2.4 Employee Retention
The respondents were asked to rate the following statements using Likert scale of 1-5 (1
= strongly disagree, 2 = disagree, 3 = Neutral, 4 = Agree, 5 = strongly agree) regarding

employee retention. The responses are presented in Table 10.

Table 10

Employee Retention

Std.
Dev.

Statement 1 2 3 4 5 Mean

My intention is to remain
employed in the Institution fora (0.0%) (12.9%) (51.7%) (24.2%) (11.2%) 3.34 0.843

long time.

The institution workforce values
_ (0.8%) (17.5%) (33.3%) (37.9%) (10.4%) 3.40 0.923
and appreciates my work

The institution demonstrates a

commitment to work-life balance (2.9%) (10.4%) (35.4%) (33.8%) (17.5%) 3.52 0.993
for employees.

The institution provides

opportunities for career growth  (0.0%) (12.9%) (27.1%) (32.1%) (27.9%) 3.75 1.004
and development

Personal life is achieved and work

responsibilities are managed (0.0%) (10.0%) (26.2%) (50.0%) (13.8%) 3.67 0.835
effectively.

Overall Mean 3.54 0.920

Regarding the "intention to remain employed in the Institution for a long time," the mean
was 3.34 (SD = 0.843), indicating that respondents tended to neutral on average. The
relatively low standard deviation suggests a neutral level of consensus among
respondents. The frequency distribution reveals that a majority (51.7%) selected

"Neutral,” while a combined 35.4% chose either "Agree" (24.2%) or "Strongly Agree"
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(11.2%). This finding aligns with the study by Hassan and Jambulingam (2021), which
emphasized the role of job satisfaction and organizational commitment in promoting

employee retention.

Regarding "The institution workforce values and appreciates my work,” the mean was
3.40 (SD = 0.923), suggesting that respondents tended to agree on average. The neutral
standard deviation indicates some variability in responses, which may be due to
differences in individual experiences or perceptions of work appreciation by the
institution workforce. The frequency distribution shows that a combined 48.3% of
respondents selected either "Agree"” (37.9%) or "strongly Agree" (10.4%), supporting the
interpretation of the mean. This finding is consistent with the study by Hermawati et al.
(2021), which highlighted the importance of employee recognition and appreciation in

optimizing performance and retention.

The item "The institution demonstrates a commitment to work-life balance for
employees” yielded a mean of 3.52 (SD = 0.993), indicating that respondents tended to
agree on average. The neutral standard deviation suggests some variability in responses,
which may be attributed to differences in individual experiences or perceptions of the
institution's commitment to work-life balance. The frequency distribution reveals that a
combined 51.3% of respondents chose either "Agree" (33.8%) or "Strongly Agree"
(17.5%), further supporting the interpretation of the mean. This finding aligns with the
studies by Ngunga et al. (2021) and Lau et al. (2018), which emphasized the significance

of work-life balance in promoting employee satisfaction and retention.

"The institution provides opportunities for career growth and development,” the mean
was 3.75 (SD = 1.004), suggesting that respondents tended to agree on average. The high

standard deviation indicates a considerable variability in responses, which may be
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attributed to differences in individual experiences or perceptions of career growth and
development opportunities provided by the institution. The frequency distribution shows
that a combined 60% of respondents selected either "Agree" (32.1%) or "Strongly
Agree" (27.9%), supporting the interpretation of the mean. This finding is consistent
with the study by Binushika and Karandakatiya (2020), which highlighted the role of
career growth and development opportunities in promoting employee retention in the

information technology industry.

Lastly, "Personal life is achieved and work responsibilities is managed effectively” had a
mean of 3.67 (SD = 0.835), indicating that respondents tended to agree on average. The
low standard deviation suggests a high level of consensus among respondents. The
frequency distribution reveals that a combined 63.8% of respondents chose either
"Agree" (50%) or "Strongly Agree" (13.8%), further supporting the interpretation of the
mean. This finding aligns with the study by Abdien (2019), which emphasized the
importance of achieving a balance between personal life and work responsibilities in

reducing turnover intention and promoting employee retention.

4.2.4 Labour Relations

The respondents were asked to rate the following statements using Likert scale of 1-5 (1
= strongly disagree, 2 = disagree, 3 = Neutral, 4 = Agree, 5 = strongly agree) regarding

labour relations. The responses are presented in Table 11.
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Table 11

Labour Relations

Std.

Dev.

Statement 1 2 3 4 5 Mean

My employer adheres to the
) (0.0%) (16.7%) (28.8%) (33.3%) (21.2%) 3.59 1.002
Labour standards and practices

Labour policies provides training
(0.0%) (20.8%) (29.2%) (33.8%) (16.2%) 3.45 0.997
at my place of work

Labour policies provide security
(0.0%) (15.8%) (27.5%) (42.5%) (14.2%) 3.55 0.923
to my work

Labour policies contributes to my
_ (0.0%) (2.9%) (25.8%) (43.8%) (27.5%) 3.96 0.807
safety and wellbeing at work

Labour policies help reduce the
risk of accidents and injuriesat  (6.2%) (12.1%) (42.5%) (26.2%) (12.9%) 3.27 1.039

work

Overall Mean 3.56 0.954

For the item "My employer adheres to the Labour standards and practices,"” the mean was
3.59 (SD = 1.002), indicating that respondents tended to agree on average. The relatively
high standard deviation suggests some variability in responses, which may be attributed
to differences in individual experiences or perceptions of employer adherence to labour
standards and practices. The frequency distribution shows that a combined 54.5% of
respondents selected either "Agree" (33.3%) or "Strongly Agree" (21.2%), supporting
the interpretation of the mean. This finding is consistent with the study by Nasir and
Mahmood (2018), which highlighted the importance of adherence to labour standards

and practices in promoting employee retention and organizational competence.
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Regarding "Labour policies providing training at the place of work," the mean was 3.45
(SD = 0.997), suggesting that respondents tended to agree on average. The neutral
standard deviation indicates some variability in responses, which may be due to
differences in individual experiences or perceptions of training provision at the
workplace. The frequency distribution reveals that a combined 50% of respondents chose
either "Agree" (33.8%) or "Strongly Agree" (16.2%), further supporting the
interpretation of the mean. This finding aligns with the studies by Fahad et al. (2021) and
Sharma and Sharma (2021), which emphasized the role of training and development

opportunities in enhancing employee satisfaction, productivity, and retention.

"Labour policies provide security to my work" yielded a mean of 3.55 (SD = 0.923),
indicating that respondents tended to agree on average. The relatively low standard
deviation suggests a neutral level of consensus among respondents. The frequency
distribution shows that a combined 56.7% of respondents selected either "Agree"
(42.5%) or "Strongly Agree" (14.2%), supporting the interpretation of the mean. This
finding is consistent with the study by Al Kurdi et al. (2020), which highlighted the
significance of job security in promoting employee retention and organizational

performance.

"Labour policies contributes to my safety and well being at work," the mean was 3.96
(SD = 0.807), suggesting that respondents tended to agree on average. The low standard
deviation indicates a high level of consensus among respondents. The frequency
distribution reveals that a combined 71.3% of respondents chose either "Agree" (43.8%)
or "Strongly Agree" (27.5%), further supporting the interpretation of the mean. This
finding aligns with the studies by Bandara et al. (2020) and Agbele and Oyelade (2020),
which emphasized the importance of employee safety and well-being in promoting job

satisfaction and retention.
52



Lastly, the item "Labour policies help reduce the risk of accidents and injuries at work™
had a mean of 3.27 (SD = 1.039), indicating that respondents tended to neutral extent on
average. The high standard deviation suggests a considerable variability in responses,
which may be attributed to differences in individual experiences or perceptions of the
effectiveness of labour policies in reducing accidents and injuries at work. The frequency
distribution shows that 42.5% of respondents selected "Neutral,” while a combined
39.1% chose either "Agree" (26.2%) or "Strongly Agree" (12.9%). This finding is
consistent with the study by Segbenya et al. (2021), which highlighted the role of labour
policies in promoting a safe working environment and employee retention in the distance

education sector in Ghana.

4.3 Regressions Analysis

4.3.1 Flexible Working Arrangements and Employee Retention

This analysis directly addresses the first research objective, which sought to investigate
the relationship between these two variables. The linear regression analysis results are

presented in three tables: the model summary (Table 12), ANOVA (Table 13), and

coefficients (Table 14).

Table 12

Model Summary

Model R R Square Adjusted R Square Std. Error of the
Estimate
1 .863° 745 144 .36817

a. Predictors: (Constant), Flexible Working Arrangement
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The model summary table (Table 12) presents the correlation coefficient (R) and the
coefficient of determination (R Square). The R-value is 0.863, indicating a strong
positive correlation between flexible working arrangements and employee retention. The
coefficient of determination (R Square) represents the proportion of variance in the
dependent variable that can be explained by the independent variable(s) (Tabachnick &
Fidell, 2019). The R Square value of 0.745 suggests that 74.5% of the variance in
employee retention can be explained by flexible working arrangements. Consequently,
the remaining 25.5% (1-R Square) of the variance in employee retention can be
attributed to other factors not included in this study, such as organizational culture,
leadership styles, or compensation packages. This finding is consistent with the studies
by Chumo (2022) and Mogeni (2020), which highlighted the influence of various factors

on employee retention among the University academic staff.

Table 13
ANOVA?®
Model Sum of df Mean Square F Sig.
Squares
Regression 94.376 1 94.376 696.241 .000°
1 Residual 32.261 238 136
Total 126.637 239

a. Dependent Variable: Employee Retention

b. Predictors: (Constant), Flexible Working Arrangement

The ANOVA table (Table 13) assesses the overall significance of the regression model.
The F-statistic and its associated p-value are used to test the null hypothesis that the
regression coefficients are equal to zero (Field, 2018). In this study, the F-statistic is

696.241, with a p-value less than 0.005, indicating that the model is statistically

54



significant at a 5% level of significance. This means that the null hypothesis, which
states that flexible working arrangements have no significant effect on employee
retention, can be rejected. The results suggest that flexible working arrangements are a
significant predictor of employee retention among academic staff at Egerton University.

Table 14
Coefficients?

Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
(Constant) 1.323 .087 15.181 .000
Flexible
! Working 170 .006 .863 26.386 .000
Arrangement

a. Dependent Variable: Employee Retention
The coefficients table (Table 14) provides information about the individual contribution
of the independent variable (flexible working arrangements) to the prediction of the

dependent variable (employee retention).

Ho1: Flexible working arrangements have no significant effects on employee retention of

Egerton University academic staff Nakuru, county.

At a 5% level of significance, the decision rule is to reject the null hypothesis if the p-
value is less than 0.05. In this study, the t-statistic for flexible working arrangements is
26.386, with a p-value less than 0.05, indicating that flexible working arrangements have
a statistically significant impact on employee retention. Therefore, the null hypothesis is
rejected. The unstandardized coefficient represents the change in the dependent variable
for a one-unit change in the independent variable, holding other variables constant

(Warner, 2021). In this study, the unstandardized coefficient for flexible working
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arrangements is 0.170, suggesting that for every one-unit increase in flexible working
arrangements, employee retention increases by 0.170 units, holding other factors

constant.

Based on the unstandardized coefficients, the regression equation can be expressed as:

Y =1.323 + 0.170X; Where Y = Employee Retention

X1 = Flexible Working Arrangements

The findings of this linear regression analysis are consistent with previous studies that
have linked flexible working arrangements to increased employee retention levels.
Zamecnik and KoziSek (2021) found that flexible working arrangements, such as flexible
schedules and telecommuting options, significantly contributed to employee retention in
Spanish hotels. Similarly, Baridula and Adanma (2021) and Choi (2020) reported that
flexible working arrangements positively influenced employee retention in
manufacturing companies in Nigeria and among federal employees in the United States,
respectively. These studies suggest that implementing flexible working policies can

enhance employee retention across various sectors and geographical contexts.

Moreover, the results align with the findings of Idowu (2020), Tirta and Enrika (2020),
Njora and Ndegwa (2020), Irabor and Okolie (2019), and Chepwogen (2018), who
demonstrated the positive impact of flexible working arrangements on employee
retention in different organizational settings. The consistency in findings across these
studies underscores the importance of flexible working arrangements in promoting
employee retention, particularly in the context of academic institutions like Egerton

University.
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The positive effect of flexible working arrangements on employee retention can be
attributed to several factors, as highlighted in the literature. Legesse and Mohammed
(2020) and Adebayo et al. (2020) noted that flexible working arrangements contribute to
improved work-life balance, job satisfaction, and reduced work-related stress, which are
key determinants of employee retention. By providing flexible working options,
organizations can create a supportive work environment that enables employees to better
manage their work and personal responsibilities, leading to increased job satisfaction and

a lower likelihood of turnover (Beiu & Davidescu, 2021; Ju, 2021).

4.3.2 Remote Working Conditions

The linear regression analysis was conducted to evaluate the influence of remote
working arrangements on employee retention of academic staff at Egerton University,
Nakuru County. This analysis directly addresses the second research objective, which
aimed to investigate the relationship between these two variables. The regression
analysis results are presented in three tables: the model summary (Table 15), ANOVA
(Table 16), and coefficients (Table 17).

Table 15
Model Summary

Model R R Square Adjusted R Square Std. Error of the
Estimate
1 797° 635 634 44056

a. Predictors: (Constant), Remote Working Conditions

The model summary table (Table 15) presents the correlation coefficient (R) and the
coefficient of determination (R Square). The correlation coefficient measures the

strength of the linear relationship between the independent variable (remote working
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arrangements) and the dependent variable (employee retention) (Hair et al., 2019). In this
study, the R-value is 0.797, indicating a strong positive correlation between remote
working arrangements and employee retention. The coefficient of determination (R
Square) represents the proportion of variance in the dependent variable that can be
explained by the independent variable(s) (Tabachnick & Fidell, 2019). The R Square
value of 0.635 suggests that 63.5% of the variance in employee retention can be
explained by remote working arrangements. Consequently, the remaining 36.5% (1-R
Square) of the variance in employee retention can be attributed to other factors not
included in this study, such as job autonomy, social support, or monitoring functions.
This finding is consistent with the studies by Wang (2021) and Aman-Ullah et al. (2020),
which highlighted the influence of various factors associated with remote working on

employee performance and retention.

Table 16
ANOVA?
Model Sum of df Mean Square F Sig.
Squares
Regression 80.443 1 80.443 414.459 .000°
1 Residual 46.194 238 194
Total 126.637 239

a. Dependent Variable: Employee Retention

b. Predictors: (Constant), Remote Working Conditions

The ANOVA table (Table 16) assesses the overall significance of the regression model.
The F-statistic and its associated p-value are used to test the null hypothesis that the
regression coefficients are equal to zero (Field, 2018). In this study, the F-statistic is
414.459, with a p-value less than 0.005, indicating that the model is statistically

significant at a 5% level of significance. This means that the null hypothesis, which

58



states that remote working arrangements have no significant effect on employee
retention, can be rejected. The results suggest that remote working arrangements are a

significant predictor of employee retention among academic staff at Egerton University.

Table 17
Coefficients®
Model Unstandardized Standardized  t Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) 348 159 2.186 .030
1 Remote Working
Conditions 874 043 797 20.358 .000

a. Dependent Variable: Employee Retention

The coefficients table (Table 17) provides information about the individual contribution
of the independent variable (remote working arrangements) to the prediction of the

dependent variable (employee retention).

The relevant null hypothesis, as stated in Chapter One, is:
Ho2: Remote working arrangements have no significant effects on employee retention of

academic staff at Egerton University, Nakuru.

The t-statistic and its associated p-value are used to test the significance of individual
regression coefficients (Cohen et al., 2018). At a 5% level of significance, the decision
rule is to reject the null hypothesis if the p-value is less than 0.05. In this study, the t-
statistic for remote working arrangements is 20.358, with a p-value less than 0.005,
indicating that remote working arrangements have a statistically significant impact on

employee retention. Therefore, the null hypothesis is rejected.
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The unstandardized coefficient represents the change in the dependent variable for a
one-unit change in the independent variable, holding other variables constant (Warner,
2021). In this study, the unstandardized coefficient for remote working arrangements is
0.874, suggesting that for every one-unit increase in remote working arrangements,

employee retention increases by 0.874 units, holding other factors constant.

Based on the unstandardized coefficients, the regression equation can be expressed as:

Y =0.348 + 0.874 X,
Where
Y = Employee Retention

X, = Remote Working Conditions

The findings of this linear regression analysis are consistent with previous studies that
have examined the relationship between remote working arrangements and employee
retention. Jawabri et al. (2022) found that remote working negatively affected
motivation, engagement, and job satisfaction levels of employees in the United Arab
Emirates service sector, which are factors that have been linked to employee retention in
other studies (Alrazehi et al., 2021; Solo, 2021; Aman-Ullah et al., 2021). The negative
impact of remote working on these factors suggests that it could indirectly influence
employee retention through job satisfaction, as highlighted by Zdmecnik and KoziSek

(2021), Njora and Ndegwa (2020), and Chepwogen (2018).

However, it is essential to note that the relationship between remote working
arrangements and employee retention may vary depending on the context and the
specific implementation of remote working policies. Some studies have found positive

effects of remote working on employee outcomes. For instance, Prasad et al. (2020) and
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Shirmohammadi et al. (2022) reported that remote working contributed to improved
psychological well-being and work-life balance among employees in the information
technology sector. These findings suggest that the impact of remote working
arrangements on employee retention may depend on factors such as the nature of work,

organizational support, and individual preferences.

The results of this study also align with the theoretical framework, particularly the
Spillover Theory, which posits that experiences in one domain of life can influence
experiences in other domains (Ju, 2021). In the context of remote working, positive
experiences such as increased job autonomy and improved work-life balance may spill
over to enhance overall job satisfaction and, consequently, employee retention (Beiu &
Davidescu, 2021). Conversely, negative experiences associated with remote working,
such as feelings of isolation or lack of social support, may negatively impact job

satisfaction and, in turn, employee retention (Jawabri et al., 2022).

4.3.3 Team Support

The linear regression analysis was conducted to establish the effect of team support on
employee retention of academic staff at Egerton University, Nakuru County. This
analysis directly addresses the third research objective, which sought to investigate the
relationship between these two variables. The regression analysis results are presented in
three tables: the model summary (Table 18), ANOVA (Table 19), and coefficients (Table

20).
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Table 18

Model Summary

Model R R Square Adjusted R Square Std. Error of the
Estimate
1 .789° 622 621 44821

a. Predictors: (Constant), Team Support

The model summary table (Table 18) presents the correlation coefficient (R) and the
coefficient of determination (R Square). The correlation coefficient measures the
strength of the linear relationship between the independent variable (team support) and
the dependent variable (employee retention) (Hair et al., 2019). In this study, the R-value
is 0.789, indicating a strong positive correlation between team support and employee
retention. The coefficient of determination (R Square) represents the proportion of
variance in the dependent variable that can be explained by the independent variable(s)
(Tabachnick & Fidell, 2019). The R Square value of 0.622 suggests that 62.2% of the
variance in employee retention can be explained by team support. Consequently, the
remaining 37.8% (1-R Square) of the variance in employee retention can be attributed to
other factors not included in this study, such as organizational culture, leadership styles,
or compensation packages. This finding is consistent with the studies by Wakio (2019)
and Shamsi et al. (2018), which highlighted the influence of team support on employee

retention in various organizational contexts.
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Table 19

ANOVA?
Model Sum of df Mean Square F Sig.
Squares
Regression 78.826 1 78.826 392.385 .000°
1 Residual 47.812 238 201
Total 126.637 239

a. Dependent Variable: Employee Retention

b. Predictors: (Constant), Team Support

The ANOVA table (Table 19) assesses the overall significance of the regression model.
The F-statistic and its associated p-value are used to test the null hypothesis that the
regression coefficients are equal to zero (Field, 2018). In this study, the F-statistic is
392.385, with a p-value less than 0.001, indicating that the model is statistically
significant at a 5% level of significance. This means that the null hypothesis, which
states that team support has no significant effect on employee retention, can be rejected.
The results suggest that team support is a significant predictor of employee retention

among academic staff at Egerton University.

Table 20
Coefficients?
Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) .365 163 2.243 026
1 Team
Support 919 .046 789 19.809 .000

a. Dependent Variable: Employee Retention
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The coefficients table (Table 20) provides information about the individual contribution
of the independent variable (team support) to the prediction of the dependent variable

(employee retention).

The relevant null hypothesis, as stated in Chapter One, is:
Hos: Team support has no significant effects on employee retention of academic staff at

Egerton University, Nakuru.

The t-statistic and its associated p-value are used to test the significance of individual
regression coefficients (Cohen et al., 2018). At a 5% level of significance, the decision
rule is to reject the null hypothesis if the p-value is less than 0.05. In this study, the t-
statistic for team support is 19.809, with a p-value less than 0.001, indicating that team
support has a statistically significant impact on employee retention. Therefore, the null

hypothesis is rejected.

The unstandardized coefficient (B) represents the change in the dependent variable for a
one-unit change in the independent variable, holding other variables constant (Warner,
2021). In this study, the unstandardized coefficient for team support is 0.919, suggesting
that for every one-unit increase in team support, employee retention increases by 0.919
units, holding other factors constant. Based on the unstandardized coefficients, the

regression equation can be expressed as:

Y =0.365 + 0.919X;
Where ;
Y = Employee Retention

X3 =Team Support)

The findings of this linear regression analysis are consistent with previous studies that

have examined the relationship between team support and employee retention.
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Ogbonnaya et al. (2018) found that team support was a critical component in ensuring
and enhancing work engagement levels among employees in the British National Health
Services. Similarly, Shamsi et al. (2018) reported a strong correlation between team
working relationships and employee retention levels in the Ministry of Civil Service in
Oman. The authors attributed this finding to the support that employees received from
their peers, enabling them to perform their tasks effectively and, consequently, leading to

higher employee retention levels.

Moreover, the results align with the findings of Wakio (2019), who investigated the roles
of team support on employee retention levels within Machakos County in Kenya. The
study found that team support was correlated with employee retention levels, which was
attributed to employees sharing responsibilities and collaborating in undertaking team
work aspects in the organization. The positive effect of team support on employee
retention can be explained by the social exchange theory, which suggests that individuals
engage in reciprocal relationships based on the perceived costs and benefits of these
relationships (Cropanzano et al., 2017). In the context of the workplace, employees who
receive support from their team members may feel obligated to reciprocate by remaining

with the organization, leading to higher retention levels (Cruz et al., 2020).

Furthermore, team support can contribute to a positive work environment, which has
been identified as a key factor in promoting employee retention (Arungo & Kipkebut,
2020). When employees feel supported by their colleagues and experience a sense of
belonging within their team, they are more likely to be satisfied with their job and less

likely to leave the organization (Zureehan & Lee, 2022).
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4.4 Moderated Multiple Regression

The provided Moderated multiple regression analysis delves into understanding the
complicated relationship between several predictor variables, namely Flexible working
conditions, Remote Working Conditions, Team Support, Labour Policies and their
interaction with Employee Retention. The complete aim was to discern the potential

effects of these factors on academic staff retention at Egerton University, Nakuru.

Table 21
Model Summary
Model R R Adjusted R Std. Error Change Statistics

Square  Square of the R Square F dfl df2 Sig. F

Estimate  Change Change Change

1 .848* 719 715 .38842 719 201.120 3 236 .000
2 871° 759 755 .36007 041 39.638 1 235 .000
3 .876° .768 763 .35446 .008 8.492 1 234 .004
a. Predictors: (Constant), Team Support, Flexible working conditions, Remote Working

Conditions

o

Predictors: (Constant), Team Support, Flexible working conditions, Remote Working
Conditions, Labour Policies

134

Predictors: (Constant), Team Support, Flexible working conditions, Remote Working
Conditions, Labour Policies, Interaction Effect of Work-Life Balance and Labour Policies

Initially, the analysis in Model 1 showcased an R? value of 0.719, indicating that
approximately 71.9% of the variance in Employee Retention could be explained by the
model's predictors. With the inclusion of Labour Policies in Model 2, there was a
noticeable enhancement in the R2 value, reaching 0.759. This suggested that Labour
Policies played a pivotal role, explaining why certain employees might choose to remain
within the academic institution. The substantial F Change value of 39.638 further
emphasized the significance of introducing Labour Policies, demonstrating its profound

impact on predicting Employee Retention.
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Subsequently, Model 3 incorporated an interaction effect labelled as interaction effect of
work-life balance and labour policies, specifically examining the interplay between
work-life balance and labour policies. The R? value for this model climbed slightly to
0.768, implying that the inclusion of the interaction term marginally improved the
model's explanatory power. The F Change statistic for this model was 8.492, which,
when tested at a 5% significance level, became instrumental in understanding the

moderation effect.

At this juncture, it becomes necessary to address the hypothesis Hos: "Labour policies
have no significant statistical effects on the relationship between work-life balance and
employee retention of academic staff at Egerton University, Nakuru." The results from
Model 3 challenge this hypothesis, revealing that the interaction effect (Interaction Effect
of Work-Life Balance and Labour Policies) indeed plays a moderating role. This implies
that the relationship between labour policies and academic staff retention was not
constant; rather, it varies depending on the details of work-life balance. Thus, rejecting
the null hypothesis underscores the criticality of understanding how these variables
interact in a specific context like Egerton University, Nakuru.

To elucidate these findings further, it was essential to draw upon relevant theories and
empirical literature. Historically, studies such as those by Njoroge & Nzulwa (2019) and
Muturu & Mose (2019) underscored the pivotal role of working conditions and labour
policies in influencing retention dynamics. These studies have consistently highlighted
the tangible impacts of organisational policies on employee decisions to stay or depart.
However, the introduction of the interaction effect (Interaction Effect of Work-Life

Balance and Labour Policies) in this study introduces a level of complexity.

The theoretical underpinning suggests that while individual predictors like Team Support

and Working Conditions provide foundational insights, the true essence lies in
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understanding their collective impact. Empirical literature, particularly from Nakuru
County, Kenya, has emphasized the multifaceted nature of academic institutions and the
many factors influencing staff retention. The Moderated effect found in this study aligns
with a broader understanding that policies and work-life balance are not isolated

variables; they are interconnected dimensions shaping retention outcomes.

In conclusion, the Moderated multiple regression analysis offers important insights into
the predictors of academic staff retention at the University. Contrary to the hypothesized
relationship posited in Hog, the results highlight the pivotal moderating role of labour
policies. Drawing upon theoretical frameworks and empirical literature, the study
underscores the intricate interplay between organisational policies and broader work-life
contexts. This detailed understanding not only enriches existing literature but also
provides actionable insights for academic institutions aiming to enhance staff retention

strategies.
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CHAPTER FIVE

SUMMARY, CONCULSIONS AND RECOMMENDATIONS

5.1 Introduction

The study sought to examine the effects of work-life balance on employee retention at
Egerton University academic. Structured questionnaires were used for data collection
and they were distributed to 202 respondents in which 168 respondents returned filled
questionnaires. This chapter aims to briefly present the summary of results, conclusions

and recommendations of the study.

5.2 Summary of the Major Findings
5.2.1 Flexible Working Arrangements and Employee Retention

The overall mean for flexible working arrangements was 3.70 with a standard deviation
of 0.545. This represents the highest overall mean among all variables studied, indicating
strong agreement with flexible working arrangements. The notably low standard
deviation suggests that respondents were quite consistent in their positive assessment of
flexible working arrangements. This demonstrates that academic staff at Egerton
University generally had aligned views regarding the implementation and effectiveness

of flexible working practices.
5.2.2 Remote Working Arrangements and Employee Retention

Remote working arrangements showed an overall mean of 3.65 with a standard deviation
of 0.984. This represents the second-highest mean among the studied variables,
suggesting generally positive attitudes toward remote working arrangements. However,
the relatively high standard deviation indicates considerable variation in how staff

experienced and perceived remote working. This variation might reflect differences in
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individual adaptation to remote work settings or disparities in remote work

implementation across departments.
5.2.3 Team Support and Employee Retention

Team support measures yielded an overall mean of 3.45 with a standard deviation of
0.972. This represents the lowest mean among all variables studied, though still
indicating moderate agreement with team support statements. The relatively high
standard deviation suggests significant variation in how academic staff experienced team
support. These findings indicate that while team support was generally positive,

experiences were not uniform across the university.
5.2.4 Employee Retention

The analysis of employee retention revealed an overall mean of 3.54 with a standard
deviation of 0.920. This moderate mean score suggests that while staff generally showed
positive retention intentions, there was room for improvement. The standard deviation
indicates notable variation in retention attitudes among academic staff, suggesting that
retention factors might affect different staff members differently. This points to the need

for more targeted retention strategies.
5.2.5 Labour Policies

Labour policies showed an overall mean of 3.56 with a standard deviation of 0.954. This
moderate-to-positive mean indicates generally favorable perceptions of the university's
labour policies. The standard deviation suggests considerable variation in how staff
experienced and perceived these policies. These findings indicate that while labour
policies were generally well-received, their implementation or impact may not have been

consistent across all academic staff members.
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5.3 Conclusions

The conclusions of this study are: Flexible working arrangements, such as flexible
teaching schedules, work setups that boost improvement, arrangements that enhance job
satisfaction, and those that reduce job stresses, have a significant positive effect on
employee retention among academic staff at Egerton University. Remote working
arrangements have a significant positive influence on employee retention among
academic staff at Egerton University. While remote working was associated with
increased job independence and reduced work-life conflicts, it also led to feelings of

isolation among some respondents.

Team support is a significant factor influencing employee retention among academic
staff at Egerton University. Respondents consistently received team support in attending
family events and executing work functions, which positively impacted employee
retention. Labour policies play a moderating role in the relationship between work-life
balance and employee retention among academic staff at Egerton University. The impact
of work-life balance initiatives on retention may vary depending on the labour policies in

place.
5.4 Recommendations
5.4.1 Recommendation for Policy

Based on the findings and significance of the study, the following recommendations
were made: To enhance the effect of employee retention among academic staff, the
University should implement flexible working arrangements. This can include flexible
teaching schedules, work setups that promote improvement, arrangements that enhance
job satisfaction and those that reduce job stresses. By prioritizing flexible working

policies, the university can create a supportive work environment that promotes work-
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life balance, increases job satisfaction, and reduces turnover intentions among academic

staff.

The university should consider the potential impact of remote working arrangements on
employee outcomes. While remote working can increase job independence and reduce
work-life conflicts, measures should be taken to address feelings of isolation that may
arise. This could involve providing adequate support systems, fostering virtual team

collaboration, and ensuring clear communication channels.

Fostering a supportive team environment is crucial for promoting employee retention
among academic staff. Egerton University should prioritize team building and
collaborative work practices that enable team members to support each other in attending
family events and executing work functions. This can contribute to a positive work

environment, enhance job satisfaction, and reduce turnover intentions.

The university should review and potentially revise its labour policies to ensure they
align with and support work-life balance initiatives. As labour policies were found to
neutral the relationship between work-life balance and employee retention, it is essential
to have policies that facilitate and reinforce the implementation of work-life balance
strategies. This may involve addressing issues such as training provision, job security,

safety and well-being, and accident prevention measures.

By implementing these recommendations, Egerton University can effectively address the
issues of work-life balance and employee retention among its academic staff. These
measures will not only contribute to the well-being and satisfaction of employees but
also enhance the university's ability to attract and retain top talent, ultimately improving

the quality of education and research.
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5.4.2 Suggestions for Further Studies
Based on the findings, the following suggestions for further studies can be made:

Examine the factors influencing the flexibility of time-off arrangements for personal
matters in academic settings. Investigate the experiences of isolation during remote
work and strategies to promote a sense of connectedness among academic staff working
remotely. Explore the specific aspects of team support that contribute to overall well-
being and identify potential barriers hindering its effectiveness. Understand the
underlying reasons behind varying retention intentions among academic staff and to
investigate the aspects of labor policies related to accident and injury prevention and the

factors influencing perceptions of these policies.
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APPENDICES

Appendix I: Research Questionnaire

Dear Respondent,

My name is Charity Nyangati Gundi, | am a student pursuing Master of Business
Administration (Human Resource Management) at Kabarak University. | am undertaking
a study on Effect of Work-Life Balance on Employee Retention of Academic Staff at

Egerton University Nakuru County. The study results are for academic purposes only.

Instructions:

Kindly tick the appropriate section.

Section 1: Personal Information
1. What was your gender? Female [ ] Male [ ]
2. What was your age bracket? Below 25 years [ ] 26 —35years [ ]
36 — 45 years [1 46 -55[] 56-65 [] 66andabove [ ]
3. The duration worked in the university:
Below 10 Years [ ]
11-20 Years []
21-30 Years [1]
31-40 Years [1]
Above 40 [1
4. Rank of Employment:

Professor []
Associate Professor []
Adjunct Professor [1]
Senior Lecturers [1]
Lecturers []
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Section Il: Flexible Working Arrangements

Please tick (V) the answer that describes your opinion to the following statements in
relation to Flexible Working Arrangements. Using a 5 point Likert-type scale ranging
from 1= Strongly disagree to 5=Strongly agree where 5 = strongly agree, 4 = Agree, 3 =

Neutral, 2 = Disagree, 1 = strongly disagree

Statement 1 |2 3 |4 5

In the University, there was flexibility of being given time off to

attend to personal matters that may arise

The teaching schedule was flexible in the University

Flexible work setup in the University boosts the level of

improvement.

Flexible working arrangements in the University enhances job

satisfaction levels

Flexible working arrangements in the University serves to

reduce job stresses

Section I11: Remote Working Arrangements

Please tick ( V) the answer that describes your opinion to the following statements in
relation to Remote Working Arrangements. Using a 5 point Likert-type scale ranging
from 1= Strongly disagree to 5=Strongly agree where 5 = strongly agree, 4 = Agree, 3 =
Neutral, 2 = Disagree, 1 = strongly disagree

Statement 1 |2 3 |4 5

Remote working in the University has been associated to higher

levels of job independence

Remote working has been linked to increased feelings of

isolation within the work environment

Remote working has reduced work-life conflicts

Remote working has led to improved quality of life

Remote working has been connected with more relaxed working

atmosphere
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Section V: Team Support

Please tick ( V) the answer that describes your opinion to the following statements in
relation to team support. Using a 5 point Likert-type scale ranging from 1= Strongly
disagree to 5=Strongly agree where 5 = strongly agree, 4 = Agree, 3 = Neutral, 2 =
Disagree, 1 = strongly disagree

Statement 1 |2 3 |4 5

Consistently receiving team support allows one to attend to

family events

Team support was often received in execution of work functions

Team support has contributed to the overall wellbeing in the

work place

Team support plays a crucial role in improving the work-life

balance in relation to leave arrangements

Team support has been adequately provided in the work place

Section VI: Employee Retention

Please tick ( V) the answer that describes your opinion to the following statements in
relation to employee retention. Using a 5 point Likert-type scale ranging from 1=
Strongly disagree to 5=Strongly agree where 5 = Strongly agree, 4 = Agree, 3 = Neutral,

2 = Disagree, 1 = strongly disagree

Statement 1 |2 3 14 |5

The intention was to remain employed in the Institution for a

long time.

The institution workforce values and appreciates our work

The institution demonstrates a commitment to work-life balance

for employees.

The institution provides opportunities for career growth and
development

Personal life was achieved and work responsibilities managed

effectively.
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Section Vi: Labour Policies

Please tick (V) the answer that describes your opinion to the following statements in
relation to Labour policies Using a 5 point Likert-type scale ranging from 1= Strongly
disagree to 5=Strongly agree where 5 = Strongly agree, 4 = Agree, 3 = Neutral, 2 =
Disagree, 1 = strongly disagree

Statement 1 |2 3 14 |5

The employer adheres to the Labour standards and practices

Labour policies provides training at the place of work

Labour policies provide security to our work

Labour policies contributes to the safety and well being at work

Labour policies help reduce the risk of accidents and injuries at

work
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Appendix Il: KUREC Clearance Letter

KABARAK UNIVERSITY RESEARCH ETHICS COMMITTEE

Private Bag - 20157 Tel: 254-51-343234/5
KABARAK, KENYA Fax: 254-051-343529
Email: kurec@kabarak.ac.ke www.kabarak.ac.ke

OUR REF: KABU01/KUREC/001/12/10/23 Date: 24" October, 2023

Charity Gundi,
REG No. GMB/NE/0103/01/19
Kabarak University,

Dear Charity,

RE: EFFECT OF WORK-LIFE BALANCE ON EMPLOYEE RETENTION OF ACADEMIC
STAFF IN EGERTON UNIVERSITY, NAKURU COUNTY.

This is to inform you that KUREC has reviewed and approved your above research proposal.
Your application approval number is KUREC-121023. The approval period is 24/10/2023 —
24/10/2024.

This approval is subject to compliance with the following requirements:

i.  All researchers shall obtain an introduction letter to NACOSTI from the relevant head of institutions
(Institute of postgraduate, School dean or Directorate of research)
ii. The researcher shall further obtain a RESEARCH PERMIT from NACOSTI before commencement of
data collection & submit a copy of the permit to KUREC.
iii.  Only approved documents including (informed consents, study instruments, MTA Material Transfer

Agreement) will be used

iv.  All changes including (amendments, deviations, and violations) are submitted for review and approval
by KUREC:

v.  Death and life-threatening problems and serious adverse events or pected ad events wheth

related or unrelated to the study must be reported to KUREC within 72 hours of notification;
vi.  Any changes, anticipated or otherwise that may increase the risk(s) or affected safety or welfare of
study participants and others or affect the integrity of the research must be reported to KUREC within
72 hours;
vii.  Clearance for export of biological speci must be obtained from rel institutions and submit a
copy of the permit to KUREC;
vili.  Submission of a request for renewal of approval at least 60 days prior to expiry of the approval period.
Attach a comprehensive progress report to support the renewal and;
ix.  Submission of an executive summary report within 90 days upon completion of the study to KUREC

ANV AL VY -

Suceee TIONAL RESEARCH ETHICS COMBITTE §
Prof. Jacksdn Kitetu PhD.
KUREC-Chairman

Cc Vice Chancellor
DVC-Academic & Research
Registrar-Academic & Research
Director-Research Innovation & Outreach
Institute of Post Graduate Studies

i -‘@ + family, we purpose at all times and in all places, to set apart in one’s heart, Jesus as Lord.
(1 Peter 3:15)
Kabarak University is ISO 9001:2015 Certified

As members of Kabarak
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Appendix I11: NACOSTI Research Permit

L)
Y
b "..‘- w, A p—
IEILELI (F HEKYA NATTONAL COMMTISSION FOR
SCIENCE. TECHNOLOGY & INNOVATION

BefNo: 245003

RESEARCH LICENSE

This is to Certify that Mz Charity Nyvangati Gundi of Eabarak University, has been lcensed fo conduct research as per the
provizien of the Science, Technology and Innovation Act, 2003 (Fev.2014) in Makurn oo the topic: EFFECT OF WORK-LIFE
BALANCE ON EMFLOYEE RETENTION OF ACADEMIC STAFF IN EGERTON UNIVERSITY, NAEURU COUNTY for the
peried ending : 11/December/ 2024,

License No: NACOSTIF23/31668

WOTE: This is a computer generated License. To venfy the authenficity of this docament,

See overleaf for conditions
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Appendix 1V: Approval to Conduct Research at Egerton University

UNIVERSITY

Tl (051) 2217987, 2217781,2217852

Fax: (051) 2217805, 2217827

Pmail: registrasbea@egerton.zc.ke
OFFICE OF THE REGISTRAR

(HUMAN CAPITAT. & ADMINISTRATION}

EGERTON

B O.Box 33§
20115 -EGERTON

EU/APD/CR/ZN 10" Tunuary, 2024
Charity Nyangati Guadi

P.O. Private Bay - 20157

KABARAK

Dear Ms. Gundi,

RE: APPROVAL TO CONDUCT RESEARCH AT EGERTON UNIVERSITY
Kefercnee s made to your letter dated 2™ Jaruary, 2024 on the subjoct abave.

Permission is herehy granted for you to uedertake rescarch study tiled “Effect of
Waork-Life Balance on Employee Retention of Academic Siaff in Egerton University,
Nalurn County™.

Plesse note that fae confidential information so obtained during the course of your studics
should he treated with utmost confidentiality, Purpose to share with us the results of your

research.

Yours sincerely,

Maureen A, égah

FOR: REGISTRAR (HUMAN CAPITAL &2

MAN/cs

e —
“Transforming Lives Through Quality Education”
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Appendix V: Evidence of Conference Participation

KABARAK UNIVERSITY

Certificate of Participation
Awarded to
Charity Gundi

for successfully participating in the 13" Annual Kabarak
University International Research Conference held from 30" and
31% October 2023 and presented a paper entitled “Examination of

Link Between Remote Working Arrangements and Employee Retention of
Egerton University Academic Staff.”

Conference Theme

Empowering the Youth through Digital Commerce

Pt P

Dr. Patrick Kibati Dr. Moses Thiga
Dean, School of Business and Director - Research, Innovation
Economics and Outreach

Kabarak University Moral Code
As members of Kabarak University family, we purpose at all times and in all places, to set apart in one’s heart, Jesus as Lord.

(1 Peter 3:15)

Kabarak University is [SO 9001:2015 Certified
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Available on-line at: http://www.oapub.org/soc
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EFFECT OF WORK-LIFE BALANCE ON
EMPLOYEE RETENTION OF EGERTON UNIVERSITY
ACADEMIC STAFF, NAKURU COUNTY, KENYA

Charity Nyangati Gundi®,
Emily Chepsero Tumwet?,
Daisy Bowen?

1Master of Science Student

in Human Resource Management,
Kabarak University,

Kenya

2Senior Lecturer, Dr.,

Kabarak University,

Kenya

Abstract:

This study investigated the effect of work-life balance on employee retention among
academic staff at Egerton University in Nakuru County, Kenya. Specifically, it examined
the impact of flexible working arrangements on employee retention. The research
employed a causal research design with a sample size of 202 academic staff members,
determined using the Taro Yamane formula. Data was collected through structured
questionnaires and analyzed using descriptive statistics and linear regression analysis.
The findings revealed a strong positive correlation (R = 0.863) between flexible working
arrangements and employee retention, with flexible working arrangements explaining
74.5% of the variance in employee retention. The study found that aspects such as flexible
teaching schedules, work setups that boost improvement, and arrangements that
enhance job satisfaction and reduce job stress significantly contribute to employee
retention. However, the research also highlighted areas of concern, particularly the lack
of flexibility in granting time off for personal matters. The study concludes that
implementing flexible working policies can significantly enhance employee retention
among academic staff. These findings contribute to the growing body of literature on
work-life balance and employee retention in higher education institutions, particularly
in the Kenyan context.

Keywords: work-life balance, employee retention, flexible working arrangements,
academic staff, Egerton University
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