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ABSTRACT
Flexible work programs, including flexible hours, teleworking, compressed workweeks, and job sharing, are increasingly adopted to enhance work–life balance, employee satisfaction, and productivity. This study examined the influence of flexible work programs on employee performance in Tier 1 commercial banks in Nairobi City County, Kenya, using Kenya Commercial Bank as a representative institution. A cross-sectional research design was employed, targeting 96 employees across multiple departments, with data collected through structured questionnaires. Descriptive and inferential statistical analyses were conducted using SPSS. The findings indicated moderate implementation of flexible work arrangements, with employees appreciating the ability to adjust working hours, though teleworking was less practiced. Inferential statistics revealed a very weak and statistically insignificant relationship between flexible work programs and employee performance (r = .036, p = .745; β = .085, p = .149). These results suggest that while flexible work programs may enhance employee satisfaction and time management, their direct impact on performance is limited in the banking context due to operational, regulatory, and supervision constraints. The study concludes that for flexible work programs to effectively enhance performance, they must be supported by clear policies, technological infrastructure, and management oversight. Recommendations include policy development, investment in digital systems, managerial training, and continuous evaluation to optimize the benefits of flexibility on employee productivity and organizational outcomes.
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INTRODUCTION
The banking sector in Kenya has undergone remarkable changes in recent years, driven by globalization, technological advancements, and shifting workforce expectations. To help employees better balance personal and professional responsibilities, many organizations are adopting flexible work practices, such as telecommuting, flexible hours, compressed workweeks, and job sharing (Mwangi & Kamau, 2021). These approaches are increasingly recognized as strategic human resource tools that can enhance motivation, job satisfaction, and overall productivity (Ochieng & Njeru, 2020). Flexible working practices (FWPs) denote working without rigid boundaries around working spaces, schedules, and contracts (Soga et al., 2022).  Flexible working arrangements (FWAs) have emerged as a critical strategy for improving employee engagement and organisational performance. They have been consistently associated with positive impacts on employee engagement metrics, including job satisfaction, morale, productivity, work-life balance, and innovative work behaviour (Onyekwelu et al., 2022; Ghonim et al., 2025). 

Commercial banks in Nigeria often face challenges in adopting flexible work arrangements, primarily due to a lack of adequate technology to support telecommuting, insufficient policy support from management, and a desire by management to maintain tight oversight over employees. Additionally, concerns about potential security breaches from remote work locations, particularly regarding sensitive financial data, have led to a cautious approach toward flexible work practices (Pepple et al., 2025). In Nairobi City County, top-tier commercial banks operate under intense competition and high-performance pressures, making effective workforce management essential. Employees often face long hours, demanding performance targets, and difficulties maintaining a healthy work–life balance (Kariuki, 2019). Flexible work arrangements have been introduced to address these challenges, with the goal of improving employee well-being, engagement, and performance outcomes (Otieno & Wanjiru, 2022). 

Despite the growing adoption of flexible work practices, their impact on employee performance in Tier 1 commercial banks remains underexplored. While some research indicates positive effects on productivity and commitment, the success of these programs depends on factors such as organizational support, technological infrastructure, and managerial practices (Mutua & Chepkemoi, 2020). Investigating this relationship in Nairobi’s banking sector is therefore essential for understanding how flexible work arrangements can strengthen both employee performance and organizational competitiveness.
2. LITERATURE REVIEW
2.1 Theoretical Framework
This study was grounded on the Spill Over Theory. Staines (1980) developed the theory to describe the effects of balancing several responsibilities. According to Rothbard (2001), the spillover hypothesis essentially tackles two categories of factors: those connected with job duties and those related to family. The two separate areas of work-related variables and factors related to families have been found to be associated. For example, women are more strongly impacted by the spillover hypothesis over the job environment than males are, while the opposite holds true for employment-related elements.
Both positive and negative spillover processes can occur; the former generates tension in people, whilst the latter may lead to elevated levels of involvement and contentment. A condition of balance is reached, according to Wayne, Carlson, and Kacmar (2007), when either home or office takes precedence over the other by option or where both are assigned well distributed importance. It is also typical when WLB has numerous negative effects on one's productivity at job or at home, one's relationships with friends and family members, one's general well-being and contentment at work and at home, and more.
Critics include Andreassen, Hetland, and Pallesen (2021) contend that the spillover Theory asserts that job and family are distinct entities and separate domains of existence. In actuality, professionals may encounter considerable overlap as well as coordination between their professional and familial roles, undermining the notion of distinct borders. Consequently, the idea may lack universal applicability. 
This theory is applicable to flexible work programs since, pertains to the study in that employees who consistently work extended hours undergo an elevated degree of friction between work and existence devoid of adaptable job schedules. The line between home and work is relatively tenuous, often resulting in positive or bad influences permeating either area. Consequently, firms should integrate favorable work-life balance regulations that enable workers to have a favorable WLB. 
2.2 Empirical Review
Mukururi and Ngari (2020) examined the impact of work-life balance regulations on employee satisfaction within Kenya's banking sector, specifically focusing on commercial banks in the NCBD region. This study utilized a descriptive survey approach. The population of interest comprised 1,074 employees from commercial banks located in Nairobi CBD, from which a sample of 291 respondents was obtained using a proportionate stratified sampling method across various strata, including managerial, supervisory, clerical, secretarial, and support staff. The results of from study indicate that flextime work arrangements affect employee performance at commercial banks located in Nairobi's central business area. The study demonstrated the presence of flexible work arrangements in commercial banks inside Nairobi's central business area. A conceptual gap exists as the study, while addressing work-life balance, focused the dependent variable on employee job satisfaction. This study aims to address the gap by examining the impact of flexible work programs on employee performance. 
Ngambi (2019) conducted a study on the impact of alternate work hours on employee performance within telecommunication organizations, surveying telecommunication companies in Nairobi. A sample of 46 respondents was chosen from a pool of 455 employees in telecommunication enterprises with shift work. Data was gathered from the participants via a questionnaire. The gathered data was examined with SPSS and displayed in tables. The findings from research indicated that flexible work hours are intended to sustain employee motivation in a competitive company landscape. The flexible schedules allow employees to adjust their start and end timings, contingent upon fulfilling a specified number of hours worked. The study reveals an empirical gap, as it focuses on telecommunication corporations rather than specifically on commercial banks. The study aims to investigate flexible work programs in commercial banks located in Nairobi. 
A study conducted by Mukanzi and Gachunga (2020) examined the influence of perceived managerial support as a moderating factor between burnout, stress, absenteeism, and employee performance at Equity Bank Nairobi, with an emphasis on promoting work-life balance. The main research employed a descriptive design. The survey had a total of 195 respondents. The data was gathered through surveys. The gathered data was refined and sanitized for thoroughness in anticipation of coding. Descriptive statistics, including mean and standard deviation, were employed to analyze the data. The findings indicated that leadership support serves as a moderator between burnout, stress, absenteeism, and employee performance, particularly when aligned with the interests of both employers and employees. Nonetheless, it is evident that there exists an empirical gap, as the study concentrated just on Equity Bank, which may not accurately reflect other commercial banks. Consequently, to address the empirical gap, the study aims to include all commercial banks to comprehensively gather information from each institution. 
Some studies examine the relationship between work-life balance and employee performance in SACCOs in Nairobi (Afwande & Kiiru, 2023; Simo, 2024). The target audience comprised licensed SACCOS in Nairobi that were operational and licensed by SASRA from 2010 to 2014. The purposive selection technique was employed to choose respondents; the sample size consisted of 76 senior employees, of whom only 68 provided responses. Primary data was obtained through the administration of questionnaires. Standard multivariate regression, linear regression analysis, and descriptive analysis were employed to examine data using SPSS version 21. The main research indicated that flexible working hours enable employees to determine the timing, location, and duration of their work-related activities. The study reveals contextual gap, given its focus on SACCOs. Nonetheless, the present analysis focuses on commercial banks, which possess distinct programs and rules.
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     Figure 1: Conceptual Framework
The conceptual framework in Figure 1 illustrates the relationship between flexible work programs as the independent variable and employee performance as the dependent variable in Tier 1 commercial banks in Nairobi City County, Kenya. Flexible work programs refer to work arrangements such as flexible working hours, teleworking, compressed workweeks, and job sharing that allow employees greater control over when and where they perform their duties. The framework assumes that when banks implement such flexible arrangements, employees are likely to experience improved work–life balance, increased job satisfaction, and higher motivation. These positive outcomes enhance employees’ productivity, efficiency, and commitment to organizational goals, ultimately leading to improved employee performance. Thus, the framework suggests that effective implementation of flexible work programs can significantly contribute to better employee performance in the banking sector. 
3. MATERIALS AND METHODS
The study adopted a cross-sectional research design. A cross-sectional design is an observational research approach in which data are collected from a population or a representative sample at a single point in time or within a short period (Trochim, 2021). This design was appropriate for the study as it enabled the researcher to examine the relationship between work–life balance practices and employee performance at a specific moment. Cross-sectional studies are generally quicker and more cost-effective than longitudinal studies because data are collected once rather than repeatedly over time (Holborn & Langley, 2019).
The study targeted 126 staff members at the Kenya Commercial Bank headquarters in Nairobi County (Kenya Commercial Bank, 2026). The sampling frame comprised employees from various departments, including Investments and Banking Markets (13), Human Resources (11), Finance/Accounts (16), Legal (8), Information Technology (13), Credit (27), Central Operations (31), and Customer Service (7). To ensure adequate representation from each department, the study employed a stratified random sampling technique. From the total population of 126 employees, a sample size of 96 respondents was selected, representing approximately 76 percent of the target population (Creswell & Creswell, 2018).
The study utilized a structured questionnaire as the primary instrument for data collection. Prior to the data collection process, the research received authorization from Kenyatta University and the National Commission for Science, Technology and Innovation (NACOSTI). The research instrument was subjected to validity and reliability tests to ensure the accuracy and consistency of the data collected. Additionally, a pilot study involving 9 respondents, representing about 10 percent of the target population, was conducted to test the clarity and suitability of the questionnaire (Saunders, Lewis, & Thornhill, 2019).
Data analysis employed inferential statistics, which enabled the researcher to draw conclusions about the wider population based on the sample data. The analysis was conducted using the Statistical Package for Social Sciences (SPSS). The results were presented in tabular form to enhance clarity and ease of interpretation. Ethical considerations were also observed throughout the study, including protecting participants’ confidentiality, ensuring voluntary participation, and maintaining the integrity of the research process, which helped ensure the credibility and reliability of the study findings (Bryman, 2016).
4. RESULTS AND DISCUSSION
4.1 Response Rate
Table 1: Distribution of Response Rate
	Response
	Frequency
	Percentage

	Response
	83
	86

	Non-Response
	13
	14

	Total 
	96
	100


The study obtained a response rate of 86 percent which was considered excellent for survey-based research. The high response rate was attributed to the researcher’s follow-up efforts and the respondents’ interest in the subject of work-life balance and employee performance. This level of participation enhances the credibility and generalizability of the findings.
4.2 Summary of Demographic Characteristics of Respondents
Table 2 Summary of Demographic Characteristics of Respondent 
	Demographic Variable
	Category
	Frequency
	Percentage (%)

	Gender
	Male
	43
	51.8

	
	Female
	40
	48.2

	Education Level
	Diploma
	20
	24.1

	
	Bachelor’s Degree
	40
	48.2

	
	Master’s Degree
	16
	19.3

	
	Doctorate
	4
	4.8

	
	Other Qualifications
	3
	3.6

	Work Experience
	Less than 1 Year
	9
	10.8

	
	1-4 Years
	13
	15.7

	
	5-8 Years
	15
	18.1

	
	9-12 Years
	34
	41.0

	
	Over 12 Years
	12
	14.5



The demographic results as indicated in table 2 shows that the respondents represented a relatively balanced workforce in terms of gender, education level, and work experience at Kenya Commercial Bank in Nairobi City County. The findings show that slightly more than half of the respondents were male (51.8%), while females constituted 48.2%, indicating near gender parity within the workforce. Regarding education level, the majority of employees held a Bachelor’s degree (48.2%), followed by Diploma holders (24.1%) and those with a Master’s degree (19.3%), while a small proportion had Doctorate degrees (4.8%) or other professional qualifications (3.6%). In terms of work experience, most respondents had substantial tenure within the bank, with 41.0% having worked between 9 and 12 years, followed by 18.1% with 5–8 years of experience and 15.7% with 1–4 years. A smaller proportion had less than one year of experience (10.8%) or more than 12 years (14.5%). Overall, the results suggest that the study involved a well-educated, experienced, and fairly gender-balanced group of employees, which strengthens the reliability of responses regarding work-life balance practices and employee performance.
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The purpose of this study was to determine how flexible work programs affect employee performance at Kenya Commercial Bank, as a representation of Tier 1 Commercial Banks in Nairobi City County, as provided in Table 3.
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	Statement 
	N
	Mean
	Std. Deviation

	[bookmark: _Hlk136415853]Flexi time Schedules may enhance efficiency, concentrate work efforts, and enable workers to autonomously manage their time in this bank
	83
	2.879
	1.8173

	The flexible schedules allow employees to adjust their start and end timings, contingent upon fulfilling a certain number of hours within this framework.
	83
	3.325
	1.554

	[bookmark: _Hlk136415863]Adopting teleworking empowers employees with greater control over work schedules in this bank
	83
	2.674
	1.423

	Groupings of remote employment arrangements correlate employee engagement with increased self-reported concentration in this bank
	83
	2.759
	1.642

	[bookmark: _Hlk136415874]There is fair execution of telecommuting for the staff in this bank
	83
	2.747
	1.568

	Managers find it harder to monitor telecommuting employees' performance directly in this bank
	83
	2.988
	1.649

	Aggregate Mean
	
	2.89
	


Source: Research Data, (2026)
Table 3 presents the descriptive results on flexible work programs at Kenya Commercial Bank. The mean scores range between 2.674 and 3.325, indicating moderate agreement among respondents regarding the implementation of flexible work arrangements. The flexible schedules allow employees to adjust their start and end timings, contingent upon fulfilling a certain number of hours within this framework recorded the highest mean score (M = 3.325, SD = 1.554), suggesting that most employees appreciate some level of flexibility in scheduling. On the other hand, the statement Adopting teleworking empowers employees with greater control over work schedules in this bank recorded the lowest mean score (M = 2.674, SD = 1.423), implying limited adoption or effectiveness of telework options. 
From the overall mean of 2.89, the findings suggest that while Kenya Commercial Bank has taken steps toward integrating flexibility in work arrangements, these programs are not yet fully embedded in daily operations. The relatively low mean scores on teleworking and remote engagement indicate that the bank may still face challenges in implementing flexible work options, possibly due to the nature of banking operations that rely on in-person service delivery and regulatory compliance. Therefore, while Kenya Commercial Bank shows effort in offering some degree of flexibility, the data points to a need for stronger institutional support and clearer policy frameworks to make flexible work a viable part of employee performance strategies. These findings relate closely to those of Mukururi and Ngari (2020), who found that flextime arrangements positively influenced employee satisfaction in commercial banks within Nairobi’s CBD, though their focus was more on job satisfaction than overall performance. Both studies highlight the growing but uneven adoption of flexible work practices within the banking sector, suggesting that flexibility is still an emerging rather than established norm. In contrast, Ngambi (2019) found that flexible work hours significantly enhanced employee motivation and performance within telecommunication firms, where work structures may allow greater autonomy than banking operations. This difference suggests that while flexibility enhances performance in sectors with adaptable work models, its effectiveness in banking requires stronger managerial support and tailored implementation strategies.




4.4 Summary of Inferential Statistics
Table 4 Inferential Statistics Results for Flexible Work Programs

	Statistic
	Value
	Interpretation

	Correlation Coefficient (r)
	.036
	Very weak positive relationship with employee performance

	p-value (Correlation)
	.745
	Not statistically significant

	Regression Coefficient (β)
	.085
	Positive but weak effect on employee performance

	t-value
	1.457
	Low predictive strength

	p-value (Regression)
	.149
	Not statistically significant



The inferential statistics results in Table 4 indicate that flexible work programs had a weak and statistically insignificant relationship with employee performance in Tier 1 commercial banks in Nairobi City County. The correlation analysis showed a very low positive relationship between flexible work programs and employee performance (r = .036, p = .745), suggesting that flexibility in work arrangements had minimal direct influence on how employees performed. Similarly, the regression coefficient results revealed that flexible work programs had a positive but statistically insignificant effect on employee performance (β = .085, p = .149). This implies that although flexible work arrangements may contribute to improved time management and employee satisfaction, they do not significantly predict employee performance within the banking context. The findings suggest that while flexible work programs exist, their effectiveness may depend on supportive systems, clear policies, and appropriate monitoring mechanisms to translate flexibility into measurable performance improvements.
4.4.1 Discussion of Inferential Statistic Results
The inferential statistics results revealed that flexible work programs had a weak and statistically insignificant relationship with employee performance among employees in Tier 1 commercial banks in Nairobi City County. The correlation analysis showed a very low positive relationship between flexible work programs and employee performance (r = .036, p = .745), indicating that the existence of flexible work arrangements did not strongly influence how employees performed in the bank. This suggests that although flexible working programs such as flexitime or teleworking may offer employees greater control over their work schedules, their direct impact on measurable performance outcomes in the banking sector may be limited. One possible explanation is that banking operations often require strict regulatory compliance, direct customer interaction, and physical presence, which can restrict the effectiveness of flexible work arrangements.
The regression coefficient results further supported this observation by showing that flexible work programs had a positive but statistically insignificant effect on employee performance (β = .085, p = .149). This means that while flexible work arrangements may contribute to improved work-life balance and employee satisfaction, they do not significantly predict performance outcomes in this context. The finding implies that flexible working practices alone may not be sufficient to enhance productivity unless they are supported by proper management structures, clear policies, and technological systems that allow employees to remain accountable and productive while working flexibly.
These findings suggest that the effectiveness of flexible work programs in improving employee performance depends largely on how they are implemented within the organization. In the banking sector, where tasks often involve sensitive financial transactions and close supervision, flexibility may need to be carefully structured to align with operational requirements. Therefore, organizations may need to complement flexible work arrangements with other supportive initiatives such as performance monitoring systems, clear communication channels, and technology-enabled work platforms to ensure that flexibility translates into improved employee productivity and organizational performance.
5 SUMMARY and CONCLUSION 
5.1 Summary of the Study
The study examined the influence of flexible work programs on employee performance at Kenya Commercial Bank as a representation of Tier 1 commercial banks in Nairobi City County. The study achieved a high response rate of 86%, indicating strong participation and enhancing the reliability of the research findings. The demographic results showed that the respondents represented a relatively balanced workforce in terms of gender, education level, and work experience. Most employees held a bachelor’s degree and had substantial work experience, particularly between nine and twelve years, suggesting that the responses were provided by a knowledgeable and experienced workforce capable of offering reliable perspectives on work-life balance practices within the bank.
The descriptive analysis revealed moderate implementation of flexible work programs within the bank. Employees moderately agreed that flexible scheduling allows them to adjust their working hours, which may help them manage their time better. However, teleworking and remote work arrangements appeared to be less commonly practiced. The aggregate mean score of 2.89 indicated that although the bank has made efforts to introduce flexible work arrangements, these programs are not yet fully integrated into daily operations. This may be due to the operational nature of banking activities, which often require physical presence and direct interaction with customers.
The inferential statistics further showed that flexible work programs had a weak and statistically insignificant relationship with employee performance. The correlation analysis indicated a very weak positive relationship (r = .036, p = .745), while regression analysis also showed a positive but insignificant effect (β = .085, p = .149). These findings suggest that flexible work programs alone do not significantly predict employee performance in the banking sector. This implies that while flexibility may contribute to employee satisfaction and work-life balance, it may not directly translate into improved productivity unless supported by proper management systems, policies, and technological infrastructure.
5.2 Conclusion
Based on the findings of the study, it can be concluded that flexible work programs have a limited direct influence on employee performance within Tier 1 commercial banks in Nairobi City County. Although flexible scheduling practices exist within the bank and are moderately appreciated by employees, their overall impact on performance outcomes is not statistically significant. This may be attributed to the nature of banking operations, which require high levels of accountability, customer interaction, and regulatory compliance that often necessitate employees’ physical presence at the workplace.
The study further concludes that while flexible work programs may contribute to improving employee well-being and work-life balance, their effectiveness in enhancing performance depends on how they are implemented within the organization. Without adequate technological support, clear policies, and proper monitoring mechanisms, flexible work arrangements may not yield the expected improvements in productivity. Therefore, flexible work practices should be carefully structured and supported by organizational systems to ensure they align with operational requirements and performance expectations.
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