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Abstract: 

Kenya Electricity Generating Company, Kenya’s largest electricity producer, operates in a high-pressure 

environment with demanding roles, shift work, and hazardous conditions. Organizations increasingly 

implement stress management strategies to boost employee efficiency and satisfaction. However, 

workplace factors such as FWAs can influence these strategies’ effectiveness. Studies indicate that 

FWAs reduce absenteeism, improve retention, and boost motivation. This study investigates how FWAs 

moderate the relationship between stress management and employee performance at KenGen. Guided 

by social exchange theory, the research adopted a positivist approach and explanatory design, targeting 

2,487 employees across various branches. Using proportional stratified random sampling, 331 

respondents were selected based on Krejcie and Morgan’s table and Neyman’s formula. Data collected 

through questionnaires was analyzed using descriptive and inferential statistics. Results revealed a 

positive and significant correlation between FWAs and employee performance (r=.531, p<0.01), as well 

as stress management and performance (r=.671, p<0.01). Stress management significantly impacted 

performance (β=0.314, t=5.897, p<0.05), but FWAs did not (β=0.031, t=0.610, p>0.05). Notably, FWAs 

negatively moderated the stress management-performance relationship (β=-0.150, p<0.05), indicating 

that flexibility may weaken the benefits of stress management strategies. Thus, organizations like 

KenGen should carefully implement FWAs to avoid undermining stress management initiatives, 

ensuring clear guidelines, communication, and technological support. 
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Introduction 

Flexible Working Arrangements (FWAs) are organizational policies designed to provide employees with 

greater control over their work schedules, location, and hours (Klindzic & Maric, 2019). These 

arrangements include job sharing, flextime, telecommuting, and compressed workweeks, among others. 

In today’s rapidly changing business environment, FWAs are increasingly seen as a strategic tool to 

enhance employee well-being and organizational performance (Ostrom et al., 2021). The shift towards 

FWAs is driven by advancements in technology, changes in work culture, and the need for work-life 

balance (Kossek et al., 2022). Research suggests that FWAs are key in reducing workplace stress and 

enhancing employee performance. Stress in the workplace, particularly in high-demand industries like 

energy generation, has been linked to burnout, reduced efficiency, and high turnover rates (Bakker & 

Demerouti, 2017). Stress is often exacerbated by rigid work schedules, long commuting hours, and 

demanding workloads, all of which can negatively impact employee well-being and productivity (Cooper 

& Lu, 2016). 

Employee stress remains a significant challenge in many organizations, with direct implications for 

productivity, job satisfaction, and overall company performance (Rachman, 2021). Tracking 

performance remains a challenge for many organizations, particularly when resources are limited. 

Employers continuously seek ways to enhance efficiency and productivity by addressing factors that 

influence employee performance (Adnan Bataineh, 2019). When employees struggle to balance 

professional and personal responsibilities, stress levels rise, negatively impacting their performance 

(Mmakwe & Ukoha, 2018). Heavy workloads, emotional exhaustion, and inflexible schedules contribute 

to poor work-life balance (WLB), leading to decreased job satisfaction and productivity (Hasyim & Bakri, 

2025). Kenya Electricity Generating Company (KenGen), the largest electricity producer in Kenya, 

operates in a high-pressure environment characterized by demanding technical roles, shift work and 

exposure to hazardous conditions. To mitigate these challenges, organizations are increasingly adopting 

flexible working arrangements (FWAs) to help employees manage their work and personal commitments 

more effectively. Employee performance refers to how effectively employees fulfill their assigned roles 

and responsibilities in the workplace (AlArafat & Doblas, 2020). It is a multidimensional construct 

encompassing task performance, contextual performance, adaptive performance, and 

counterproductive work behavior (Koopmans, 2014). Some research, such as Mungamia et al. (2016), 

found a strong positive relationship between FWAs and performance in Kenya’s banking sector, while 

other studies, like Ongaki (2019), reported insignificant effects. Similarly, De Menezes and Kelliher 

(2017) observed varying outcomes based on whether FWAs were formally or informally structured. 

While prior studies have examined the direct effects stress management (Warraich, Ahmed, Ahmad & 

Khoso 2014, Zainuddin et al. (2021), Shahidan 2023; Fong & Mahfar, 2013); Lyimo & Joachim (2022), 
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Abonyo, 2020, Mungai, Waguchu & Kiiru, 2024), Mbinya & Mose (2024, Munyi & Mabonga, 2024 and 

FWAs  (Bett, Sang & Chepkwony, 2022; Andeyo, Otuya & Misigo, 2024;Mwaniki, 2022, Ngayai & Ndeto, 

2024; Wanambisi, 2023; Bloom et al., 2015) on performance in different sectors, little attention has been 

given to the energy sector. Additionally, the moderating role of FWAs in the WLB - performance 

relationship remains underexplored in Kenya. This study aims to address this gap by assessing whether 

FWAs can enhance employee performance by reducing stress and improving work-life balance at 

KenGen. Findings will contribute to both academic literature and organizational policy, offering practical 

strategies for improving employee well-being and productivity in high-stress industries. 

Literature Review 

Empirical Review 

This empirical review synthesizes key findings from existing studies that have examined these 

constructs and their inter-relationships. The review is structured around three key themes: (i) Effects of 

stress management on employee performance (ii) Effects of flexible working arrangements on employee 

performance, and, (iii) Moderating effect of flexible working arrangements on stress management and 

employee performance 

Effects of Stress Management on Employee Performance 

Stress management has been widely studied in organizational contexts, with empirical evidence 

demonstrating its significant impact on employee performance. Research indicates that workplace 

stress, if unmanaged, leads to decreased productivity, higher absenteeism, and lower job satisfaction. 

A cross-sectional study by Warraich, Ahmed, Ahmad, and Khoso (2014) examined the relationship 

between workplace stress and productivity across four worksites in Karachi, Pakistan. Using the 

Perceived Stress Scale (PSS) and the Health and Work Questionnaire (HWQ), the study found a strong 

inverse correlation (r = -0.35, p < 0.001) between stress levels and productivity. Employees with higher 

stress reported lower work satisfaction (r = -0.61, p < 0.001), emphasizing the need for interventions to 

reduce stress and improve performance. Similarly, Sari et al. (2021) conducted a study focusing on the 

manufacturing industry in Indonesia to analyze the effect of job stress on employee performance. The 

research involved 93 staff-level employees from various manufacturing companies. Data were collected 

through surveys and analyzed using SPSS version 20.0, employing partial structural data analysis 

techniques. The findings revealed a significant impact of work stress and work environment on employee 

performance, with a correlation coefficient (R) of 0.972. Non-standard working hours and poor 

relationships with colleagues and superiors were identified as major contributors to work stress, leading 

to decreased performance. The study suggests implementing flexible working hours and facilitating open 

communication through discussion forums and meetings to mitigate stress and enhance productivity. 
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Zainuddin et al. (2021) explored factors contributing to job stress and their impact on job performance 

among employees in Sarawak Corporation, Malaysia. The study utilized the Job Demands-Control 

(JDC) Model and involved 80 respondents. Data were collected through questionnaires with a 10-point 

Likert scale. The results indicated that time pressure and skill discretion significantly correlated with job 

performance. The study emphasizes the importance of managing time pressure and enhancing skill 

discretion to improve employee performance. Further, Saleh and Shahidan (2023) conducted a 

comprehensive study at E & E Manufacturing in Malaysia to examine the impact of work stress on 

employee performance, turnover, and absenteeism. The quantitative research involved 80 participants, 

with data analyzed using SPSS version 20. The findings demonstrated that work stress significantly 

affects employee performance and contributes to higher turnover and absenteeism rates. The study 

underscores the importance of creating a healthy work environment to mitigate stress-related issues 

and enhance organizational effectiveness. 

Fong and Mahfar (2013) investigated the relationship between occupational stress and turnover 

intention among employees in a furniture manufacturing company in Selangor, Malaysia. The study 

involved 95 randomly chosen respondents. Descriptive statistical analysis and Pearson correlation were 

used to analyze the data. The findings revealed that the majority of respondents experienced moderate 

levels of occupational stress and turnover intention. A significant positive correlation was found between 

occupational stress and turnover intention, indicating that higher stress levels are associated with 

increased intentions to leave the organization. The study highlights the need for organizations to address 

occupational stress to reduce turnover rates. 

Cooper and Quick (2019) conducted an experimental study in the United States aimed at examining the 

effects of workplace wellness programs on employee stress levels and performance in the corporate 

sector. The study sampled 300 employees from financial services firms and involved the implementation 

of a comprehensive six-month stress management program. This program incorporated physical fitness 

activities, cognitive-behavioral training, and organizational support initiatives. Data were collected 

through pre- and post-intervention surveys and performance metrics, and regression analysis was used 

for statistical evaluation. The results indicated a significant 27% reduction in perceived stress among 

participants. Additionally, productivity improved by 12%, and absenteeism declined by 18%. Employees 

who had access to wellness programs also reported higher levels of engagement and reduced turnover 

intentions. These findings suggest that a holistic approach to stress management, integrating physical, 

mental, and organizational interventions, can greatly enhance employee well-being and overall 

performance. The study concludes that the incorporation of such wellness initiatives should be a 

strategic priority for organizations seeking to foster a healthier and more productive workforce. 
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In Tanzania, Lyimo and Joachim (2022) assessed the effect of job stress on employee performance 

within the banking sector, specifically at CRDB Bank in Arusha City. The study found that factors such 

as long and unlimited working hours, limited time to accomplish duties, lack of flexible work 

arrangements, and lack of job autonomy negatively impacted employee performance. Excessive tasks 

and a broad job focus further exacerbated stress levels, leading to less effective performance. The 

authors recommend conducting similar research in other sectors to determine if these findings are 

consistent across different industries. 

In Kenya, A study by Abonyo (2020) at Kenya Airways investigated the impact of stress management 

on employee performance. Utilizing a cross-sectional design, the research collected primary data 

through questionnaires and analyzed it using descriptive and inferential statistics. The findings revealed 

that stress management accounted for 47.7% of the variation in employee performance. Specifically, 

flexible work schedules (β = 0.460, p < 0.05) and workplace quality (β = 0.463, p < 0.05) had significant 

positive correlations with performance, while workplace counseling showed an insignificant negative 

correlation (β = -0.184, p < 0.142). The study concluded that enhancing workplace quality and 

implementing flexible work schedules are vital for boosting employee performance at Kenya Airways. 

Musi, Mukulu, and Oloko (2023) conducted research within the Kenya Agricultural Livestock Research 

Organization (KALRO) to assess how organizational stress management strategies influence employee 

performance. The study employed a survey design with a sample size of 142 employees, analyzing data 

using SPSS version 21. Results indicated that favorable working conditions led to a 0.876 change in 

employee performance, with a t-value of 6.123 (p = 0.002). Additionally, team-building activities had a 

mean score of 2.78, suggesting their positive impact. The study concluded that improving working 

conditions and promoting team-building activities are effective stress management strategies that 

enhance employee performance in the agricultural sector. 

Mungai, Waguchu, and Kiiru (2024) explored the effects of stress management strategies on employee 

performance in selected counties. The study focused on counseling services, flextime programs, and 

meditation techniques as stress management interventions. Findings suggested that these strategies 

positively influenced employee performance by alleviating occupational stress. The study recommended 

the implementation of comprehensive stress management programs to improve service quality in funeral 

homes. 

Mbinya and Mose (2024) investigated the effects of occupational stress on employee performance within 

Kenya's Judicial Service Commission. The study targeted 362 employees and utilized questionnaires 

for data collection. Analysis revealed that workload stress, role ambiguity, working conditions, and work 

relationships significantly affected employee performance. The study recommended the development 

of effective strategies to manage these stressors to enhance performance within the judiciary. 
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In the healthcare sector, Munyi and Mabonga (2024) examined the impact of mental health factors—

specifically work-related stress, burnout, and depression—on employee productivity at Aga Khan 

University Hospital in Nairobi. Using a cross-sectional, mixed-methods approach, the study found that 

75% of participants reported moderate stress levels, with 48% experiencing burnout and 53% exhibiting 

depressive symptoms, all negatively affecting job performance. The study highlighted the effectiveness 

of well-being programs, including counseling and stress management, in improving performance by 66% 

among participants. It recommended regular mental health assessments and enhanced well-being 

programs to support employee performance in healthcare institutions. 

The null hypothesis indicated below was formulated to guide the study: 

H01: Stress management has no significant effect on employee performance in the Kenya Electricity 

Generating Company. 

Effect of Flexible Working Arrangements on Employee Performance 

Several studies have investigated how flexible work arrangements influence employee performance, 

particularly in industries characterized by high job demands. A study by Bloom et al. (2015) in China 

found that employees who worked remotely exhibited a 13% increase in productivity compared to their 

in-office counterparts. The research attributed this improvement to reduced commuting time, fewer 

workplace distractions, and a more comfortable work environment. Similarly, Masuda et al. (2014) 

conducted a study in Japan and the U.S. and found that flexible work schedules improved employee 

performance by fostering a better work-life balance and job satisfaction. 

Bett, Sang, and Chepkwony (2022) conducted a correlational study focusing on agricultural 

cooperatives in Kericho County. The research targeted 210 employees, with a sample size of 137 

respondents. Data were collected using structured and unstructured questionnaires and analyzed 

through correlation analysis. The study found a significant positive relationship between flexible work 

arrangements and employee performance (R = 0.801, p < 0.05). Specifically, flexible work arrangements 

facilitated employee reorganization, scheduling, and shift development, leading to reduced absenteeism 

and expanded service hours. The authors concluded that implementing FWAs enhances employee 

performance and recommended the adoption of ICT infrastructure to support such practices.  

In the public university sector, Andeyo, Otuya, and Misigo (2024) assessed the effects of FWAs on non-

teaching staff performance in selected public universities in Western Kenya. Employing a cross-

sectional survey design, the study targeted 3,538 employees, with a sample size of 343 respondents. 

Data were gathered through questionnaires and interviews, and analyzed using SPSS version 27. The 

findings revealed a strong positive relationship between flexible work arrangements and employee 

performance (t-statistic = 22.385, p = 0.001). The study recommended that public universities and the 
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government embrace FWAs and develop policies to safeguard public employees and other 

organizations.   

Mwaniki (2022) investigated the effect of flexible work schedules on employee performance at Safaricom 

PLC. Utilizing a descriptive research design, the study targeted 1,470 employees across various 

divisions. Data were analyzed using descriptive and inferential statistics. The results indicated that 

telecommuting had a positive and significant effect on employee performance (B = 0.248, p = 0.000). 

Compressed hours also showed a favorable impact (B = 0.293, p = 0.000), as did part-time work (B = 

0.213, p = 0.000). Flexible work schedules overall significantly and positively affected employee 

performance (B = 0.606, p = 0.000), explaining 43.2% of the variation in performance. The study 

concluded that implementing FWAs leads to improved employee productivity and recommended their 

adoption to enhance organizational performance.  

In the public sector, Ngayai and Ndeto (2024) examined the influence of flexible work practices on 

employee performance at the Public Service Commission of Kenya. The study targeted 223 employees, 

with a sample size of 143 subjects. Data were collected through questionnaires and analyzed using 

descriptive and inferential statistics. The findings indicated that hybrid work arrangements and remote 

working had significant effects on employee performance. The study recommended developing clear 

policies for hybrid work arrangements and fostering a culture of teamwork and collaboration among 

remote teams.   

Wanambisi (2023) explored the effect of flexible work practices during the COVID-19 pandemic on 

employee performance in Kenya's insurance industry. Adopting a quantitative descriptive research 

design, the study focused on 56 human resource managers from registered insurance companies, 

achieving an 86% response rate. Data were analyzed using descriptive and inferential statistics. The 

findings revealed that 67.9% of changes in employee performance could be explained by job sharing, 

telecommuting, work scheduling, and flextime work practices. Flexi-time, work scheduling, and job 

sharing had significant effects on employee performance, while telecommuting did not show a significant 

influence. The study recommended formalizing job sharing and flexible work schedules in company 

policies to enhance implementation and participation.  

The null hypothesis indicated below was formulated to guide the study: 

H02: Flexible working arrangements have no significant effect on employee performance in Kenya 

Electricity Generating Company. 
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Moderating Effect of Flexible Working Arrangement on Stress Management and 

Employee Performance 

Scholars have previously indicated that Work-Life Balance is an important aspect of an organization that 

values employee performance.  Studies have found that work-life balance has a great association with 

employee performance and productivity and that there exists a positive relationship, but the direct 

relationships were affected by external variables that cannot be controlled in the internal environment 

(Ansari, Chimani, Baloch, & Bukhari, 2015).  A comprehensive mini-review by Çivilidağ and Durmaz 

(2024) analyzed 21 studies conducted between 2010 and 2024, focusing on the correlation between 

FWAs and employee performance. The findings revealed a significant positive relationship (r = 0.596, p 

< 0.05), suggesting that FWAs not only enhance performance but may also moderate the adverse effects 

of job stress. The study concluded that FWAs contribute to increased job satisfaction, reduced work-

related stress, and improved work-life balance, all of which are crucial for optimal employee 

performance. In this regard, the effect of flexible working arrangements on stress management and 

employee performance remains to be explored.  In this context, external factors, according to the study, 

among other factors, are family life, personal life, and community commitments that cannot be controlled 

by the internal working environment and yet they are a very important part of an employee's life.  

Therefore, the flexible working arrangement that is hypothesized in this study is thought to moderate 

stress management as a work-life balance construct.  This study will, therefore, evaluate the moderating 

effect of flexible working arrangements on work-life balance and Employee Performance in Kenya 

Electricity Generating Company (KENGEN). The null hypothesis indicated below was formulated to 

guide the study: 

H03: Flexible Working Arrangements has no significant moderating effect on stress management and 

employee performance in the Kenya Electricity Generating Company. 

Theoretical Review 

Social Exchange Theory 

This study was anchored on Social Exchange Theory (SET), which was introduced by scholars such as 

Homans (1958), Blau (1964), and Thibaut & Kelley (1959) (Wallenburg & Handfield, 2022). It provides 

a framework for understanding human relationships through a cost-benefit analysis. Homans 

established the theory's core premise that human interactions operate on a system of behavioral 

reinforcement, where individuals repeat actions yielding positive outcomes while avoiding those with 

negative consequences (Enayat, Ardebili, Kivi, Amjadi & Jamali, 2022). Blau subsequently differentiated 

between transactional economic exchanges, characterized by explicit contractual agreements, and 

relational social exchanges, which develop through implicit trust and generate enduring reciprocal 
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expectations (Voigtman, 2024). Thibaut and Kelley enhanced this framework by introducing 

interdependence theory, which posits that individuals continuously assess relationships by comparing 

current benefits against potential alternatives, thereby influencing their commitment to maintain or 

dissolve social bonds (Rumble, 2022). 

Central to SET is the evaluation mechanism where individuals calculate relationship "profit" by weighing 

perceived rewards (benefits like emotional support or material gains) against costs (investments such 

as time or emotional labor). This assessment employs two key benchmarks: The Comparison Level 

(CL), representing an individual's expectation baseline derived from past experiences and social norms, 

and the Comparison Level for Alternatives (CLalt), which evaluates whether superior options exist 

outside the current relationship. The theory emphasizes reciprocal obligation as a stabilizing force in 

relationships, where mutual benefit exchange fosters trust and longevity. Equity principles further dictate 

that perceived fairness in reward-cost distribution enhances relationship quality, while imbalances 

generate dissatisfaction (Rusbult, 2003). 

In organizational contexts, SET explains how employees evaluate their employment relationship by 

comparing job inputs (effort, skills) against received outcomes (compensation, recognition). Positive 

balances strengthen engagement and performance, whereas negative disparities may trigger 

withdrawal behaviors. However, the theory faces criticism for its rational-choice assumptions, which may 

overlook affective and cultural dimensions of workplace interactions. Measurement challenges also arise 

when quantifying intangible social commodities, and cultural variability in exchange norms may limit the 

theory's universal applicability.  

Methodology  

The study adopted a positivist philosophy, which assumes that reality is objective and can be measured 

through observable phenomena (Park et al., 2020). KenGen was selected due to its dynamic work 

environment, where employees face high stress from shift-based operations in power generation. The 

study targeted Turkwell Hydro Plant and Olkaria Geothermal Plant, where shift systems are prevalent. 

An explanatory research design was employed to examine the causal relationship between stress 

management (independent variable), employee performance (dependent variable), and the moderating 

role of flexible working arrangements (FWAs). This design facilitates hypothesis testing through 

quantitative data collected via structured questionnaires with 5-point Likert scales (Tanujaya et al., 

2022). The study used a case study approach, focusing on the Kenya Electricity Generating Company 

(KenGen), to provide in-depth insights into how FWAs influence WLB and performance in a high-stress 

industry. The target population comprised 2,487 KenGen employees stratified into senior, middle, and 

junior management across departments (Table 3.1). A proportional stratified random sampling technique 

was applied, using Krejcie & Morgan’s (1970) table to determine a sample size of 331 employees. 
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Neyman’s proportional allocation formula ensured representation across strata. Random selection was 

done via a Table of Random Digits, ensuring unbiased participation (Kolmogorov, 1963). The data 

analysis employed a three-tiered statistical approach to comprehensively examine the study's variables. 

Descriptive statistics were first utilized to summarize key demographic characteristics of respondents 

and provide an overview of response trends across all measured variables, establishing a foundational 

understanding of the data distribution. Building on this, inferential statistics, specifically correlation and 

regression analyses, were conducted to rigorously test the hypothesized relationships between stress 

management, flexible working arrangements, and employee performance, determining both the strength 

and significance of these associations.  

Model Specification 

Direct effects: 

Equation One- Control variables and Dependent variable 

Y=β0 + β1Age + β2Gender + β3Level of Education + β4Years of Experience + β5position + 

ε……………….…………………………………. (Model 1) 

Equation Two – Control Variables, Independent variables, and Dependent variable 

Y= βo+C+β1X1 +ε………………………………………………. (Model 2) 

Moderating effects 

Y = βo+C+β1x1+ β5x1*M+ε………………………………….… (Model 4) 

Where; 

Y = Employee Performance; 

Β0 = Constant term or intercept; 

C = Control variables in the model; 

Β1…...β4 = the coefficients of the variables in the model; 

M= Flexible Working Arrangement 

x1 = Stress Management 

ε = error term 
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Results 

Descriptive Statistics Results  

The study utilized a 12-item measurement scale based on a 5-point Likert scale, where 1 represented 

"Strongly Disagree," 2 "Disagree," 3 "Neutral," 4 "Agree," and 5 "Strongly Agree." Participants were 

required to rate their level of agreement with statements concerning stress management, flexible work 

arrangements, and their perceived impact on job performance. 

Variable 

n = 293 

Composite 

Mean 

Standard 

Deviation 

Skewness Kurtosis 

Stress Management (SM) 4.00 .61 -.63 4.716 

Employee Performance (EP) 4.22 .640 -1.49 2.07 

Flexible Working Arrangements 

(FWA) 

3.88 .903 -1.20 .898 

Table 1: Descriptives for SM, FWA, and EP (Source: Research Data (2023)) 

The descriptive analysis shows that respondents mostly agreed with the statements on stress 

management (SM), employee performance (EP), and flexible working arrangements (FWA), as 

evidenced by the high composite mean scores of 4.00, 4.22, and 3.88, respectively. This suggests that 

employees view these workplace factors favorably, with performance-related aspects receiving the 

strongest endorsement. 

Reliability of Instruments 

Reliability is the extent to which a measurement of a phenomenon provides stable and consistent results 

(Tavakol & Dennick, 2011). Cronbach’s Alpha assesses internal consistency, indicating how well items 

measure the same construct, with values ranging from 0 to 1 (Tavakol & Dennick, 2011). In this study, 

Cronbach’s Alpha evaluated the reliability of scales measuring stress management, employee 

performance and flexible work arrangements. Coefficients above 0.70 are considered acceptable (Leech 

et al., 2014), and all variables scored between 0.86 (lowest) and 0.94 (highest), confirming the 

instrument’s reliability for data analysis (see Table 2). 
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Variables Cronbach’s alpha No. of Items 

Stress Management 0.86 12 

Employee Performance 0.90 14 

Flexible Working Arrangement 0.94 12 

Table 2: Reliability of Research Instruments (Source: Research Data (2023)) 

Factor Analysis  

Table 3 presents a summary of the factor analysis results for the three key study variables: Stress 

Management (SM), Employee Performance (EP), and Flexible Working Arrangements (FWA). The 

analysis was conducted using Principal Component Analysis (PCA) with Varimax rotation to determine 

the underlying factor structures and assess the suitability of the data for further statistical analysis. The 

Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy and Bartlett’s Test of Sphericity were used 

to validate the adequacy of the sample size and the appropriateness of the factor analysis. 
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Variable 

No. 

of 

Items 

No. of 

Factors 

Extracted 

Eigenvalues 

% 

Variance 

Explained 

Cumulative 

Variance 

(%) 

KMO 

Value 

Bartlett’s 

χ² (df, p-

value) 

Factor 

Loading 

Range 

Stress 

Management 

(SM) 

12 2 
5.243 (F1), 

1.339 (F2) 

35.95% 

(F1), 

18.90% 

(F2) 

54.85% 0.890 

1365.392 

(df = 66, 

p = 

0.000) 

0.556 – 

0.771 

Employee 

Performance 

(EP) 

14 3 

6.409 (F1), 

1.117 (F2), 

1.012 (F3) 

27.21% 

(F1), 

22.86% 

(F2), 

10.92% 

(F3) 

60.99% 0.927 

1875.391 

(df = 91, 

p = 

0.000) 

0.548 – 

0.840 

Flexible 

Working 

Arrangements 

(FWA) 

12 1 7.461 62.17% 62.17% 0.939 

2712.894 

(df = 66, 

p = 

0.000) 

0.560 – 

0.860 

Table 3: Factor Analysis for SM, FWA and EP (Source: Research Data (2023)) 

Extraction Method: Principal Component Analysis. 
Rotation Method: Varimax with Kaiser Normalization. 

The results of the factor analysis showed that all items measuring Stress Management, Employee 

Performance, and Flexible Working Arrangements had factor loadings above 0.5, confirming their 

suitability for further analysis. Stress Management was explained by two factors with eigenvalues of 

5.243 and 1.339, accounting for a cumulative variance of 54.8%, and a KMO value of 0.890, with 

Bartlett’s test yielding a significant chi-square (χ² = 1365.392, p < 0.001).  Employee Performance was 

decomposed into three factors with eigenvalues of 6.409, 1.117, and 1.012, explaining a total of 60.9% 

of the variance. Its KMO value was 0.927, and Bartlett’s test was also significant (χ² = 1875.391, p < 

0.001). Flexible Working Arrangements produced a one-factor solution with an eigenvalue of 7.461, 

explaining 62.1% of the variance, and demonstrated high sampling adequacy (KMO = 0.939), with a 

significant Bartlett’s test (χ² = 2712.894, p < 0.001). These results indicate strong construct validity and 

the retention of all items for further analysis. 

https://doi.org/10.51137/wrp.ijarbm.2025.rkmk.45852
https://www.wr-publishing.org/


International Journal of Applied Research in Business and Management (ISSN: 2700-8983) 

an Open Access journal by Wohllebe & Ross Publishing, Germany. 

Volume: 06 Issue: HRMIC Year: 2025 

https://doi.org/10.51137/wrp.ijarbm.2025.rkmk.45852  

 

 

 

Wohllebe & Ross Publishing, Germany – The Open Access Publisher. 

More information and current publishing opportunities at wr-publishing.org 

Correlation Analysis 

Table 4 presents the Pearson correlation coefficients among the key variables of the study: Employee 

Performance (E. Perf.), Stress Management (Str.), and Flexible Working Arrangements (FWor). The 

analysis aimed to assess the strength and direction of the linear relationships between the variables. 

The significance level was set at 0.01 (2-tailed), indicating strong statistical confidence in the observed 

associations. 

Variable E.Perf. Str. FWor 

Employee Performance 1   

Stress Management .671** 1  

Flexible Working Arrangements .531** .529** 1 

Table 4: Correlation Analysis Results (Source: Research Data (2023)) 

**. Correlation is significant at the 0.01 level (2-tailed). 
Dependent Variable: Employee Performance (E.Perf.), Independent Variables: Stress Management 
(Str.), (TAdv); Moderator: Flexible Working Arrangement (FWor).  

The correlation analysis revealed statistically significant positive relationships among all the study 

variables. Stress Management was strongly and positively correlated with Employee Performance (r = 

.671, p < 0.01), indicating that better stress management practices correlate with improved work 

outcomes. Flexible work arrangements also exhibited a meaningful, though slightly weaker, connection 

to performance (r = .531, p < 0.01). Furthermore, the analysis revealed a moderate link between stress 

management and flexible work arrangements (r = .529, p < 0.01), suggesting that organizations 

implementing stress reduction strategies tend to simultaneously adopt flexible work options. These 

interconnected relationships emphasize the combined role of both factors in influencing workplace 

performance. 

Hypothesis Testing 

The first hypothesis of the study stated that stress management does not have a significant effect on 

employee performance. 

H01: Stress Management does not have a significant effect on employee performance. 

As shown in Table 4, stress management had a significant positive effect on employee performance (β 

= 0.314, t = 5.897, p < 0.05), leading to the rejection of the null hypothesis. This indicates that for every 

unit increase in stress management, performance improves by 0.327 units. The strong t-value (5.897) 

suggests the effect is nearly six times greater than the standard error. The findings confirm that stress 

management techniques enhance employee performance at the Kenya Electricity Generation Company 
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(Kengen). The findings of this study concur with those of Warraich et al. (2014), Zainuddin et al. (2021), 

Shahidan (2023), Fong and Mahfar, 2013), Lyimo & Joachim (2022), Abonyo (2020), Mungai, Waguchu 

and Kiiru, (2024), Mbinya and Mose (2024), Munyi and Mabonga (2024), who collectively found that 

stress management has a significant effect on firm performance. 

Hypothesis two examined the effect of flexible working arrangements on employee performance. 

H02: Flexible working arrangements do not have a significant influence on employee performance. 

Regression results (Table 4) indicate that flexible working arrangements had no statistically significant 

effect on employee performance (β=0.031, t=0.610, p>0.05). The non-significant p-value led to 

acceptance of the null hypothesis, rejecting the alternative hypothesis. The negative coefficient (-0.021) 

suggests a marginal inverse relationship, implying that increased flexibility arrangements did not 

enhance and may have slightly reduced employee performance. These findings demonstrate that the 

implemented flexible work policies failed to produce measurable performance improvements at the 

Kenya Electricity Generation Company (Kengen). The findings of this study concur with those of Bett et 

al. (2022), Andeyo et al. (2024), Mwaniki, (2022), Ngayai and Ndeto (2024), Wanambisi (2023), and 

Bloom et al. (2015). 

 Unstandardize
d Coefficients 

Stand. 
Coeff. 

  Collinearity 
Statistics 

Controls  

 

B Std 
Error 

Beta t Sig. Tolerance VIF 

Age -.001 .036 -.001 -.021 .983 .480 2.081 

Gender .121 .053 .089 2.312 .021 .881 1.136 

Education -.026 .032 -.034 -793 .489 .726 1.378 

Experience -.009 .026 -.018 -.362 .718 .544 1.838 

Position .101 .049 .092 2.082 .038 .669 1.496 

 

Predictors 

       

Stress 0.327 .055 0.314 5.897 0.000 .459 2.181 

FWA 0.022 .036 0.031 0.610 0.542 .506 1.977 

Table 5: Regression testing results for direct effect predicting variables on employee performance 
(Source: Research Data (2023)) 

a. Dependent Variable: Employee Performance 
Legend: Stress – Stress Management, FWor – Flexible Working Arrangement. 

Hypothesis three explores the moderating effect of flexible working arrangements on stress 

management and employee performance. 

https://doi.org/10.51137/wrp.ijarbm.2025.rkmk.45852
https://www.wr-publishing.org/


International Journal of Applied Research in Business and Management (ISSN: 2700-8983) 

an Open Access journal by Wohllebe & Ross Publishing, Germany. 

Volume: 06 Issue: HRMIC Year: 2025 

https://doi.org/10.51137/wrp.ijarbm.2025.rkmk.45852  

 

 

 

Wohllebe & Ross Publishing, Germany – The Open Access Publisher. 

More information and current publishing opportunities at wr-publishing.org 

 

H03: Flexible working arrangements do not have a significant moderating effect on stress management 

and employee performance.   

From the results of the interaction between stress management and flexible working arrangement 

(Stress*FWor), there is a statistical significance that flexible working arrangement negatively moderates 

the effect of stress management and employee performance (β= -.150, ρ<0.05).  We, therefore, reject 

the null hypothesis and accept the alternative that flexible working arrangement negatively and 

significantly moderates the effect of stress management on employee performance at the organization, 

and the null hypothesis is therefore rejected 

Modgraph  

Figure 1 demonstrates the high level of use of flexible working arrangements in the Kengen Company 

in Kenya.  There is a steep graphical gradient between stress management and employee performance, 

which was negatively significant. Therefore, the null hypothesis H03, which stated that flexible working 

arrangements do not have a significant moderating effect on stress management and employee 

performance, was rejected.  Results, therefore, go by the alternative hypothesis that stress management 

has a significant effect on employee performance. The interaction outcome indicates that there was an 

enhanced moderation effect when flexible working arrangement was applied, which resulted in 

increased stress management on employee performance. 

 

Figure 1: Moderated effect of flexible working arrangement on stress management and employee 
performance 
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Objective three sought to analyze the moderating effect of flexible working arrangements on stress 

management and employee performance. Results of hypothesis 3 revealed that flexible working 

arrangements negatively and statistically moderate the effect of stress management on employee 

performance.  Therefore, the utilization of flexible working arrangements in the form of a shift system on 

the daily operations of the company leads to high levels of employee performance, especially employees 

who provide services in Rig Stations and Control Rooms.  In addition, findings reveal that the direct 

effect of stress management on employee performance and the moderating effect of flexible working 

arrangements and stress management on employee performance is significant in the company and has 

bridged the gap of a previous study by (Mungania, Waiganjo, & Kihoro, 2016) in the Kenyan context that 

the long working hours and increased non-standard schedules that are caused by 24-hour economy 

had put considerable strain in workers and their families.  In addition, based on the context of the study, 

findings have generated new knowledge on the significant moderating effect of flexible working 

arrangements and stress management on employee performance and have bridged the moderation gap 

that existed before. 

Conclusion 

This study examined the relationships between stress management practices, flexible work 

arrangements and employee performance within Kenya Electricity Generation Company (Kengen). The 

correlation analysis established statistically significant positive relationships among all key variables, 

with stress management demonstrating the strongest association with employee performance. 

Regression results confirmed stress management's significant positive effect on performance, while 

flexible work arrangements showed no statistically significant direct impact. Further, flexible work 

arrangements were found to negatively moderate the relationship between stress management and 

performance. This counterintuitive result suggests that the current implementation of flexible work 

policies at Kengen may be inadvertently undermining the positive effects of the organization's stress 

management programs.  

Recommendations 

Based on these findings, three key recommendations emerge: First, Kengen should prioritize and 

expand evidence-based stress management programs, as these directly enhance employee 

performance. Second, the company should reevaluate its flexible work policies, particularly shift 

systems, to identify and mitigate factors causing the negative moderation effect. Third, future 

organizational interventions should adopt an integrated approach, considering how different HR policies 

interact, rather than implementing them in isolation. Additional research should investigate the specific 

mechanisms through which flexible arrangements undermine stress management benefits, with 
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particular attention to technical roles like Rig Station and Control Room employees. These evidence-

based adjustments would help optimize both employee well-being and organizational performance.  
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