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ABSTRACT 

Employees iacross ithe iworld ioften iface iseveral ichallenges iin iorder ito imanage iwork ilife 

ibalance, iranging ifrom imatters iconcerning itheir iprivate ilives iand ifamilies. iSuch ichallenges 

ihave iresulted iin istress, iburn iout, idissatisfaction iamong iemployees, ipoor iemployee 

iperformance, ilow iorganizational iproductivity ias iwell ias ia ilack iof iproper iorganizational 

idirection. iIn ian iattempt ito iimplement iwork ilife ibalance, ipublic iuniversities ihave 

iexperienced ichallenges. iThis istudy itherefore isought ito iestablish ithe iinfluence iof iwork-life 

ibalance ion iemployee iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iand 

iTechnology i(JKUAT), iKiambu iCounty, iKenya. iSpecifically, ithe istudy isought ito iexamine 

ithe iinfluence iof itime imanagement iand iemployee idevelopment ion iemployee iperformance 

iin iJKUAT. iThe istudy iwas iguided iby iSpill iover iTheory and  iThe iRole iTheory. iThe istudy 

iused idescriptive iresearch idesign. iThe itarget ipopulation iof ithis istudy iwill ibe iboth 

iTeaching iand iNon-teaching isenior iofficers iof iJKUAT iin iKenya. iThe itotal iapproximated 

ipopulation iof ithe isenior iofficers i2,500 ipersons. i iThe iresearcher iused iproportionate 

istratified irandom isampling itechnique ito iselect i345 irespondents ifrom ithe itarget ipopulation, 

ithe iresearcher idivided ithe ipopulation iinto idifferent istrata ibased ion icertain icharacteristics, 

iand ithen iselecting ia iproportionate inumber iof isamples ifrom ieach istratum. iThis itechnique 

iensures ithat ieach isubgroup, ior istratum, iis irepresented iin ithe ifinal isample iin iproportion 

ito iits isize iin ithe ioverall ipopulation. iThe iresearcher icollected iboth iprimary iand isecondary 

idata ifor ithe istudy iSecondary idata iwas icollected ithrough ithe ireview iof iliterature ithat iwas 

idone ion iJKUAT. iPrimary idata iwas icollected ithrough iuse iof isemi istructured 

iquestionnaires. iThe istudy iused iboth idescriptive iand iinferential istatistics ifor idata ianalysis 

iwith ithe iaid iof iStatistical iPackage ifor iSocial iSciences i(SPSS iversion i25). iDescriptive 

istatistics isuch ias imean, istandard ideviation, ifrequency iand ipercentages iwere iused iin ithis 

istudy. iData iwas ithen ipresented iin ia itables, ibar icharts iand ipie icharts. i The study concludes 

ithat itime imanagement ihas ia ipositive iand isignificant ieffect ion iemployee iperformance iin 

iJomo iKenyatta iUniversity iof iAgriculture iand iTechnology i(JKUAT), iKiambu iCounty, 

iKenya. iThe istudy iconcludes ithat iemployee idevelopment ihas ia ipositive iand isignificant 

ieffect ion iemployee iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iand 

iTechnology i(JKUAT), iKiambu iCounty, iKenya. iThe istudy irecommends ithat the 

organization should implement a time management training program for all staff members. 

Key Words: Worklife Balance, time management, employee development, Performance in Jomo 

Kenyatta University of Agriculture and Technology  
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Background of the Study 

Employee iiperformance iiis iiconsidered iias iiinstrumental iito iithe iigrowth iiand iidevelopment 

iiof iiany iiorganization ii(Hameed, ii2018). iiEmployees iiform iipart iiof iithe iigrowth iiprocess 

iiof iiorganizations iiin iithat iithey iiprovide iithe iinecessary iiresults iior iioutputs iithat iiwill 

iiimprove iithe iiperformance iilevel iiof iithese iiorganizations. iiCertain iifactors iiare iiattributed 

iito iithe iiimprovement iiin iithe iiperformance iiof iiorganizations iisuch iias iireward, 

iiteamwork, iicareer iidevelopment iiand iimany iiother iifactors. iiHowever, iidespite iithe 

iipresumed iipositive iicontribution iiof iiemployees iito iithe iigrowth iiand iidevelopment iiof 

iiorganizations, iiit iihas iibeen iiobserved iithat iimany iiemployees iido iinot iicontribute 

iipositively iito iithe iiorganization ii(Adzovie, iiNyieku, iiKeku, ii2018). 

Due iito iithe iipublic iipolicy iireforms iitaking iiplace iiworldwide, iipublic iiorganizations iiare 

iistriving iito iiincrease iithe iiquality iiof iitheir iihuman iicapital iito iirespond iito iisustainability 

iiand iicompetitive iistructures iithat iiare iiput iiin iithe iieconomies‟ iisystems ii(Alagaraja, ii& 

iiShuck, ii2019). iiStudies iiin iiwork iilife iibalance iihave iicaptured iiattention iiin iithe iiminds 

iiof iimultiple iischolars iieven iiapart iifrom iihuman iiresources; iithere iiare iifields iiof 

iimanagement, iipsychology iiand iipractitioners i(Biason, i2018). iWork-life ibalance iis ia iwide 

iconcept ithat ihas idominated iand idivided iopinion iboth iglobally, iregionally iand ilocal ion iits 

iimpact ion iperformance iin iboth iprivate iand ipublic iorganization. iFor iorganizations ito 

ienhance iperformance ithen iwork ilife ibalance icannot ibe iignored i(Aryeetey, i& iGockel, 

i2018). iAccording ito iiJoseph iiand iiCarlson ii(2020) iidefined iiwork-life iibalance iias iithe 

ii“accomplishment iiof iirole-related iiexpectations iithat iiare iinegotiated iiand iishared iibetween 

iian iiindividual iiand iihis/her iirole-related iipartners iiin iithe iiwork iiand iifamily iidomain 

Globally, iiorganizations iihave iihad iito iibattle iiwith iichallenges iiof iidecline iiin iiemployee 

iiperformance. iiIn iithe iiUnited iiStates iiof iiAmerica ii(USA) iiorganizations iihave iihad iito 

iibattle iiwith iidifferent iichallenges iidue iito iipoor iiservice iidelivery iiof iithe iiemployees 

iiand iitheir iicommitment iitowards iithe iiwork ii(Zuheir, ii2018). iiSome iiof iithe iiidentified 

iichallenges iithat iihas iiaffected iiemployee iiperformance iiamong iithese iiorganizations 

iiinclude iipoor iiwork iilife iibalance, iipoor iimentorship iitraining iideficiency iiand iipoor 

iiinterpersonal iirelationship iiin iithe iiorganisation ii(Dialoke& iiNkechi,2020). iiAccording iito 

iiSkripak, iiCortes, iiand iiWalz, ii(2019), iiperformance iiof iiemployees iiin iithe iiChina iiis 

iimore iiindividualized iiand iithis iihas iireduced iitheir iiproductivity iiby ii23%. iiPoor iiwork 

iilife iibalance iiand iilack iiof iiproper iiknowledge iitransfer iihave iibeen iipointed iiout iias 

iisome iiof iithe iicauses iiof iipoor iiperformance iiof iiemployees. iiIn iiMalaysia, iimost 

iiorganizations iiare iinot iiruled iiout iifrom iithe iichallenges iithat iicrop iiup iias iia iiresult iiof 

iipoor iiemployee iiperformance, iias iiit iiis iiobserved iithat iipoor iiknowledge iiand iiwork 

iiprocess iiintegration iioften iimake iiemployees iito iicontribute iiless iito iithe iigrowth iiand 

iiprogress iiof iithe iiorganizations iiwhere iithey iiwork ii(Osman ii& iiIbrahim, ii2019). 

According iito iiZassazi, ii(2018) iiin iiUganda, iiidentified iithat iiemployees iiare iimajor iiassets 

iiof iiany iiorganization. ii iiThe iiactive iirole iithey iiplay iitowards iia iicompany’s iisuccess 

iicannot iibe iiunderestimated. ii iiAs iia iiresult, iiequipping iithese iiunique iiassets iithrough 

iieffective iitraining iibecomes iiimperative iiin iiorder iito iimaximize iithe iijob iiperformance. 

iiIn iiNigeria, iiGadi iiand iiLauko ii(2019) iiconducted iia iistudy iion iithe iieffects iiof iitraining 

iiof iiacademic iistaff iion iiemployees’ iiperformance iiin iifederal iipolytechnics, iiNigeria. 

iiFindings iirevealed iithat iiworklife iibalance iiof iiAcademic iiStaff iihas iia iisignificant iieffect 

iion iiemployees’ iiproductivity, iienhanced iitimeliness iiin iiservice iidelivery iiand iiwork 

iiquality. 
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Locally iiCountries iiin iiEast iiAfrica iispecifically iiKenya iihave iicontinued iito iicome iiup 

iiwith iiinnovative iiwork-life iibalances iithat iiwill iicounter iithis iidisparity. iiThe iiever-

changing iidemographics iiin iithe iilabor iimarket iiare iianother iielement iipushing 

iiorganizations iito iiembrace iiflexibility iiand iibalance iias iithey iimake iiefforts iito iiarrest 

iiany iitop iitalent iioutside iitheir iiorganization ii(Mukururi ii& iiNgari, ii2019). iiEvery 

iiemployee iihas iia iipersonal iiand iiprofessional iilife; iiboth iiof iithese iiare iivery iidifficult 

iito iiseparate. iiIf iian iiorganization iiwishes iito iihave iibetter iiperformance iiand iimore 

iicommitment iifrom iiemployees, iithen iithey iihave iito iibe iihappy iiand iisatisfied. iiMukururi 

ii& iiNgari ii(2020) iiadds iithat iifor iihigher iilevels iiof iiemployee iiperformance iito iibe 

iiachieved iiin iian iiorganization, iian iiemployee iimust iifulfill iihis/her iiindividual iiright iito 

iihave iia iifulfilled iilife iiinside iiand iioutside iiwork. iiThis iiright iihowever iimust iibe 

iiaccepted iiand iirespected, iito iithe iimutual iibenefit iiof iithe iiindividual iiand iithe 

iiorganization. 

The iiconcept iiof iiwork-life iibalance iiis iicommonly iiused iiin iia iicomprehensive iiway iito 

iidescribe iipolicies iithat iiwere iipreviously iiknown iias iifamily-friendly, iithough iithey iihave 

iibeen iiextended iibeyond iithe iiscope iiof iithe iifamily ii(Githinji, i& iMuli, i2023). iiDifferent 

iiresearchers iihave iidefined iithe iiterm iiwork-life iibalance iidifferently iiusing iidiverse 

iidimensions ii(Poulose iiand iiSudarsan, ii2017). iiGrzywacz iiand iiCarlson ii(2016) iidefined 

iiwork-life iibalance iias iithe ii“accomplishment iiof iirole-related iiexpectations iithat iiare 

iinegotiated iiand iishared iibetween iian iiindividual iiand iihis/her iirole-related iipartners iiin 

iithe iiwork iiand iifamily iidomains”. ii iiWork iiis iian iiactivity iithat iiprovides iiemployees 

iiwith iiresources iithat iithey iineed iito iilive, iiand iithe iiconcept iiof iiwork iiincludes iisocial 

iicontribution, iipersonal iigrowth, iiand iia iifeeling iiof iibelonging iithat iiare iicentral iito iia 

iisense iiof iiwell-being ii(Gragnano, iiSimbula, ii& iiMiglioretti, ii2020) 

Jomo iiKenyatta iiUniversity iiof iiAgriculture iiand iiTechnology ii(JKUAT) iiis iia iipublic 

iiuniversity iithat iiis iisituated iiin iiJuja, ii36 iikilometres iinortheast iiof iiNairobi, iialong iithe 

iiNairobi-Thika iiSuperHighway, iioff iiExit ii15 ii(CUE, ii2020). iiIt iioffers iicourses iiin 

iiTechnology, iiEngineering, iiScience, iiCommerce, iiManagement iiand iiBuilding iisciences. 

iiThe iiuniversity iihas iia iistrong iiresearch iiinterest iiin iithe iiareas iiof iibiotechnology iiand 

iiengineering. iiJomo iiKenyatta iiUniversity iiof iiAgriculture iiand iiTechnology iiis iestablished 

iunder ithe iJKUAT iAct, i1994. iThe iAct iprovides ithe ilegal ifoundation ifor ithe 

iestablishment, iorganization, iand igovernance iof ithe iuniversity. iThe iuniversity iwas inamed 

iafter iJomo iKenyatta, ithe ifirst iPresident iof iKenya, iand iit ireflects iits icommitment ito 

ieducation, iagriculture, iand itechnology i(CUE, i2020). 

iStatement iof ithe iProblem 

According ito iMutua i(2021), ithere iis ia isignificant idecline iin ithe iemployee iperformance iat 

iJKUAT, ias ievidenced iby itheir ireports, iwhich ihighlighted i21%, i23%, iand i24% ideclines 

iin iperformance iin i2018/2019, i2020/2021, iand i2021/2022 irespectively. iStudies iby iMose 

i(2017) iand iMurithi i(2018) ialso iaffirmed ithat iemployees iin ipublic iuniversities iin iKenya 

ihave ibeen iperforming iabysmally idue ito iineffective iwork-life imanagement ipractices. iiIt iiis 

iiapproximated iithat iimore iithan ii38% iiof iicivil iiservants iiquit iitheir iijobs iievery iiyear 

iiand iimove iito iiprivate iisector iior iibecome iiself-employed iiand iitherefore iithe 

iicorporations iiloose iimost iiof iiits iitalented iiworkers. 

Njoroge ii(2019) iiestablished iithat iichallenges iiof iimanaging iicareers iiresults iito iiissues 

iirelated iito iiwork iilife iibalance iiand iireward iiof iiemployees iiin iithe iiorganizations. 

iiEmployee iiperformance iiis iicentral iito iithe iisurvival iiof iiorganizations iiwhether iipublic 
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iior iiprivate. iiSuccessful iiorganizations iihave iiestablished iithat iithere iiare iiseveral iifactors 

iiaffecting iiperformance iibut iithe iimost iicrucial iione iiis iihuman iiresource ii(Marsh, iiHau, 

ii& iiWen, ii2018). iiKemboi ii& iiWere ii(2023) iistudied iifactors iithhaheen, iiNaqvi iiand 

iiKhan ii(2020) iifocused iion iivisualizing iithe iiimportance iiof iiwork iilife iibalance iifor 

iischool iiteachers iiat iithe iidistrict iiof iiKotli iiAzad iiJammu ii& iiKashmir, iiPakistani iiand 

iiin iianalysing iiits iirelationship iibetween iiwork iilife iibalance iiand iiteachers’ iiperformance. 

iiThey iifound iiout iia iisignificant iiand iipositive iiassociation iibetween iiwork iilife iibalance 

iiand iiorganization iiperformance. iHowever, ihaving ibeen ilimited ito iPakistan ithe istudy 

ifindings icannot ibe igeneralized ito ithe icurrent istudy 

Work-life ibalance iis ia icritical ifactor iin ithe iwell-being iand ijob isatisfaction iof iemployees 

iin iany iorganization. iHowever, iin ithe icontext iof iJomo iKenyatta iUniversity iof iAgriculture 

iand iTechnology i(JKUAT) iin iKenya, ithere iis ia igrowing iconcern ithat ithe ibalance ibetween 

iwork iand ipersonal ilife imay ibe ihaving ia isignificant iimpact ion iemployee iperformance 

i(Debrah, i& iOfori, i2022). iThis iissue iarises idue ito ithe idemands iof iacademic iand 

iadministrative iroles iwithin ithe iuniversity, iwhich ioften irequire ilong iworking ihours iand 

ihigh ilevels iof idedication. iThe ipotential iconsequences iof iwork-life iimbalance ion iemployee 

iperformance iat iJKUAT, iincluding ireduced iproductivity, ijob isatisfaction, iand ioverall iwell-

being, ipose ia isubstantial ichallenge ito iboth ithe iemployees iand ithe iinstitution ias ia iwhole 

i(Cherono, iKiprono, i& iNjeje, i2021). i 

This istudy isought ito iinvestigate ithe ispecific iways iin iwhich iwork-life ibalance, ior ithe ilack 

ithereof, iaffects iemployee iperformance iat iJKUAT. iBy iunderstanding ithe inature iof ithis 

iinfluence, ithe iresearch iaims ito iprovide ivaluable iinsights ithat ican ihelp iJKUAT iand 

isimilar iinstitutions idevelop istrategies iand ipolicies ito iimprove iwork-life ibalance ifor itheir 

iemployees iand ienhance ioverall ijob iperformance, ijob isatisfaction, iand iretention irates. 

iGeneral iObjective i 

The imain iiobjective iiof iithe iistudy iiwas iito iiestablish iithe iiinfluence iiof iiwork-life 

iibalance iion iiemployee iiperformance iiin iiJomo iiKenyatta iiUniversity iiof iiAgriculture iiAnd 

iiTechnology ii(JKUAT), iiKiambu iiCounty, iiKenya 

iSpecific iObjectives i 

i. To iidetermine iithe iiinfluence iiof iitime iimanagement iion iiemployee iiperformance 

iiin iiJomo iiKenyatta iiUniversity iiof iiAgriculture iiand iiTechnology iiKiambu 

iiCounty, iiKenya. 

ii. To iiassess iithe iiinfluence iiof iiemployee iidevelopment iion iiemployee iiperformance 

iiin iiJomo iiKenyatta iiUniversity iiof iiAgriculture iiand iiTechnology iiKiambu 

iiCounty, iiKenya. 

 

Theoretical iFramework 

iSpill iover iTheory 

Spillover iitheory iiis iibased iion iiPleck's ii(1977) iiearly iinotion iiof iiasymmetrically 

iipermeable iiboundaries iibetween iithe iilife iidomains iiof iiwork iiand iifamily. iiIt iiis 

iiconcerned iiwith iiwork-related iifactors iiand iifamily iirelated iifactors ii(Piotrkowski, ii1979). 

iiAccording iito iiBin, iiLasi iiand iiDarno ii(2020) iithe iispillover iitheory iiexplains iithe 

iiconditions iiunder iiwhich iithere iiis iispillover iibetween iithe iifamily iimicrosystem iiand iithe 

iiwork iimicro iisystem. iiThe iispillover iimay iieither iibe iinegative iior iipositive. iiIf iithe 
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iiinteractions iibetween iiwork iiand iifamily iiare iirigidly iistructured iiin iispace iiand iitime, 

iithen iispillover iiin iiterm iiof iienergy, iibehaviour, iiand iitime iiare iinegative. iiWhenever 

iithere iiis iiflexibility iisuch iithat iian iiemployee iican iiintegrate iiand iioverlap iifamily iiand 

iiwork iiresponsibilities iiin iispace iiand iitime, iia iipositive iispillover iiis iiexperienced, iiwhich 

iiis iicrucial iiin iiattaining iihealthy iibalanced iilife ii(Iskamto, ii2021). 

Rao iiand iiKrishna ii(2021) iiopined iithat iiwhat iidetermines iithe iiwork- iilife- iibalance iiis 

iiin iiboth iiwork iiand iihome iicontexts. iiContextual iideterminants iiinclude iithe iiculture iiof 

iiwork, iidemands iiof iihome, iithe iiculture iiof iihome, iiand iidemands iiof iiwork. iiOn iithe 

iiother iihand, iiIndividual iideterminants iiwork iiorientation iior iithe iiextent iito iiwhich iihome 

iior iiwork iiis iian iiepicenter iiof iilife iiinterest, iicoping iienergy, iipersonality, iiand iipersonal 

iicontrol, iiage, iicareer iistage, iiand iigender. iiThe iinature iiof iithe iibalance iibetween iiwork 

iiand iilife iimay iibe iiboth iisubjectively iiand iiobjectively. iiThe iiobjective iiindicators 

iiinclude iitime iiof iiuncommitted iior iifree iitime iioutside iiand iihours iiof iiwork. iiOn iithe 

iiother iihand, iiSubjective iiIndicators iiis iithe iistates iiof iibalance iior iiimbalance. iiGuest 

iialso iiargued iithat iibalance iimay iioccur iiwhen iigives iiequal iiweights iito iiboth iihome iiand 

iiwork iior iieither iiof iithe iitwo iidominates iiby iichoice. iiSpillover iihappens iiwhen iione 

iisphere iiof iilife iiinterferes iiwith iithe iiother. iiMoreover, iiresults iiof iiwork iilife iibalance 

iiinclude iiwell-being iiin iilife iias iia iiwhole, iipersonal iisatisfaction, iiimpact iion iiothers iiat 

iiwork iias iiwell iias iifriends iiand iifamilies, iiand iiproductivity iiat iiwork iiand iihome, 

ii(MohdAbass, ii2019). iiThis iitheory iiexplains iithe iicondition iiunder iiwhich iithere iiis 

iiconflict iibetween iiwork iiand iilife iiresponsibilities iias iia iiresult iiof iispillover iieffect. iiSpill 

iiover iitheory iiwas iiused iiin iithis iistudy iito iiassess iithe iiinfluence iiof iiwork-life iibalance 

iion iiemployee iiperformance. 

iThe iRole iTheory 

Role istress itheory iwas ideveloped iby iKahn iet ial, i(1964). iRole istress itheory iis iclosely 

ilinked ito ithe iconcept iof iwork-life ibalance, ias iit iunderscores ithe ichallenges iindividuals 

iface iin ibalancing itheir ivarious iroles, iincluding itheir iwork-related iroles iand ipersonal iroles. 

iWork-life ibalance iis ia icritical iaspect iof ithis itheory iand iserves ias ia ikey idimension 

ithrough iwhich irole istress iis iunderstood iand imanaged i(Githinji, i& iMuli, i2023). iOne iof 

ithe icentral ithemes iwithin irole istress itheory iis ithe iidea iof irole iconflict, iwhere ithe 

idemands iand iexpectations iof iwork iroles ican icome iinto iconflict iwith ithose iof ipersonal 

iroles, ileading ito istress iand itension. iFor iinstance, ithe iconflict ibetween ibeing ia idedicated 

iemployee iand ia icommitted iparent ican icreate irole istress ifor iworking iparents. iFinding ithe 

iright iequilibrium ibetween ithese iroles ibecomes icrucial ito iachieving iwork-life ibalance iand 

ireducing istress i(Adzovie, iNyieku, i& iKeku, i2017). 

Role istress itheory irecognizes ithe iimportance iof icoping imechanisms iin imanaging ithe istress 

ithat iarises ifrom iconflicting iroles. iPeople ioften iemploy istrategies ilike itime imanagement, 

isetting ipriorities, iand inegotiating irole iexpectations iwith iemployers iand ifamily imembers 

ito icreate ia iharmonious iwork-life ibalance. iThese istrategies iare iessential iin ihelping 

iindividuals inavigate itheir imultiple iroles ieffectively iand iminimize ithe istrain iassociated 

iwith ithem i(Palvalin, iVoordt, i& iJylhä, i2019). iMoreover, ithe itheory iconsiders igender iand 

icultural ifactors ithat iinfluence ian iindividual's iexperience iof irole istress iand iwork-life 

ibalance. iSocietal iexpectations iand istereotypes iregarding igender iroles ican icontribute ito 

ivarying iexperiences iof iwork-life ibalance ifor idifferent iindividuals. iAddressing ithese ifactors 

iis iintegral ito icreating ia imore iinclusive iand iequitable iwork-life ibalance ifor iall i(Githinji, 

i& iMuli, i2023). iThe iRole iTheory iwas iused iin ithis istudy ito iassess ithe iinfluence iof iwork-

life ibalance ion iemployee iperformance 



 

 

Ngugi & Muli; Int. j. soc. sci. manag & entrep   8(4), 1320-1336;  November 2024;       1324 

iEmpirical iReview 

iTime iManagement iand iEmployee iPerformance 

Kibebsii iiand iiChufi ii(2022) iiresearched iion iithe iieffect iiof iitime iimanagement iion 

iiemployee iiperformance iiin iipublic iisector iiorganizations ii(Councils) iiin iiBoyo iiDivision, 

iiCameroon. iiData iifor iithe iistudy iiwas iigotten iifrom iiprimary iisources. ii120 iistructured 

iiquestionnaires iiwere iiadministered iito iiemployees iiof iithe iiCouncils iiwho iiwere iiselected 

iithrough iithe iistratified iisampling iitechnique. iiData iiwas iianalysed iiusing iidescriptive iiand 

iiinferential iianalysis iiand iipresented iiusing iitables. iiThe iicoefficient iishows iia iirelative 

iimoderate iidegree iiof iiexplanation iiof iithe iidependent iivariable iiby iithe iiindependent 

iivariables. iiThus, iiwork iischedule, iipunctuality, iiand iiprocrastination iihave iia iipositive 

iiinfluence iion iiemployee iiperformance. iiHence iithe iidecision iiwill iibe iito iireject iithe iinull 

iihypothesis ii(H0) iiin iifavour iiof iithe iialternative. iiThis iimeans iithat iitime iimanagement 

iihas iia iisignificant iiinfluence iion iiemployee iiperformance. 

Rahman iiet iial., ii(2018) iiexplained iithat iiemployee iiperformance iiwork iiis iian iianalytical 

iitool iito iihelp iithe iidecision iimakers iiin iimaking iivaluable iiand iiaccurate iidecisions iithat 

iileads iito iiimprovement iiof iiorganisation iigoals. iiObeidat,(2016) iimentioned iithree 

iidifferent iiways iiemployers iican iisupport iithe iiproductivity iiof iithe iiorganisation iithrough 

iiproviding iiemployees iiwith iirequired iiinformation iion iitime iiabout iiperformance 

iiimprovement, iimotivation iiand iiperformance iiappraisal. iiAmstrong ii(2016) iiemphasised 

iion iithe iiimportance iiof iiemployee iiperformance iias iia iipath iiway iito iiconduct iiand 

iiintegrate iidifferent iiways iiof iiaiding iiemployees’ iiperformance iiin iiorder iito iienhance iithe 

iiknowledge iiand iiskills iiof iiemployees iiwithout iitiding iithem iito iifix iiphysical iiplace iior 

iiignoring iitheir iibusy iischedules. 

Daniel iiet iial. ii(2020) iicarried iiout iia iistudy iito iiexamine iithe iieffects iiof iitime 

iimanagement iion iiemployees’ iiperformance. iiTwo iivariables iiof iithe iistudy iiwere iitime 

iimanagement iiand iiemployee iiperformance. iiA iiSurvey iiResearch iidesign iiwas iiused iifor 

iithe iistudy iiwith iia iisample iisize iiof ii102 iirespondents. iiQuestionnaires iiwere iiused iito 

iicollect iicategorical iidata iifor iithe iistudy. iiDescriptive iistatistics iiwas iiused iitest iithe 

iihypothesis. iiThe iifindings iiof iithe iistudy iirevealed iithat iithere iiis iia iipositive iirelationship 

iibetween iiorganizational iiperformance iiand iieffective iitime iimanagement. 

Richard ii(2019) iiconducted iia iistudy iito iifind iiout iithe iiextent iito iiwhich iitime 

iimanagement iiaffects iiemployee iiperformance. iiTime iiManagement iiand iiemployee 

iiperformance iiwere iithe iimain iivariables iiof iithe iistudy. iiA iiquantitative iiapproach iiwas 

iiadopted iiand iia iisimple iirandom iitechnique iiwas iito iidraw ii80 iirespondents. 

iiQuestionnaires iiwere iiused iito iicollect iicategorical iidata. iiDescriptive iistatistics iiwas iiused 

iito iisummarize iitables iiand iifigures. iiThe iimethod iiused iito iitest iithe iihypothesis iiwas 

iichi iisquare. iiThe iifindings iishowed iithat iiTime iiManagement iienables iithe iiorganization 

iito iisurvive iicompetition iiand iiget iimore iibusiness. 

iEmployee iDevelopment iand iEmployee iPerformance 

Cherono ii(2017) iiconducted iia iistudy iion iiemployee iidevelopment iiand iiorganizational 

iiperformance iiof iiUnilever iiTea iiKenya iiLtd iiin iiKericho iiCounty. iiThe iimain iitheory iithe 

iistudy iiused iiwas iithe iiHuman iiRelations iitheory. iiThe iistudy iialso iiused iiHuman 

iiResource iiManagement iiand iiResource iibased iiview iiTheories. iiThe iiresearch iidesign 

iithat iiwas iiadopted iiwas iidescriptive iiresearch iidesign. iiThe iitarget iipopulation iiwas ii696 

iiemployees iiof iiUnilever iiTea iiKenya iilimited. iiStratified iiand iisimple iirandom iisampling 
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iitechniques iiwere iiused. iiTo iiobtain iiprimary iidata iiquestionnaires iiwith iiboth iistructured 

iiand iiunstructured iiquestions iiwere iiused. iiDescriptive iiand iiinferential iistatistics iiwere 

iiboth iiused iiin iianalysis. iiThe iifindings iiindicated iithat iithere iiexist iisignificant iieffect 

iibetween iiemployee iidevelopment iiand iithe iiperformance iiof iithe iiorganization. iiTraining 

iiand iimentorship iiwere iisignificant iiin iicontributing iito iithe iiperformance iiand 

iiparticipation iiand iidelegation iiwere iinot iisignificant iiin iiaffecting iithe iiperformance. 

iiProductivity, iicost, iiinnovation iiand iitask iicompletion iilevel iiplay iisignificant iiimportance 

iiin iiperformance iiof iithe iiorganization. 

A iistudy iiwas iicarried iiout iiin iiNigeria iiby iiMalaola iiand iiogbuabor ii(2019) iion iithe 

iieffects iiof iitraining iiand iimanpower iidevelopment iiin iiemployees’ iiproductivity iiand 

iiorganizational iiperformance, iiusing iiFirst iiBank iiOf iiNigeria iiPLC iias iia iicase iistudy. 

iiThe iistudy iiapplied iistructured iiquestionnaires iito iia iisample iisize iiof ii75 iidrawn iiby 

iisimple iirandom iisampling. iiThe iidata iigenerated iiwas iianalysed iiusing iidescriptive 

iistatistics ii.The iifindings iiof iithe iistudy iishow iithat iimajority ii(70%) iiof iithe iirespondents 

iiagreed iithat iitraining iiand iimanpower iidevelopment iihas iienhanced iitheir iiefficiency iiand 

iijob iiproductivity. iiSecondly, iiMajority ii(80%) iiof iithe iirespondents iiagreed iithat 

iimanpower iidevelopment iienhanced iiorganizational iiperformance. iiA iiresearch iigap iiexists 

iiin iithe iiabove iistudy iias iithe iiresearcher iionly iifound iiout iithat iitraining iiand 

iidevelopment iienhances iieffectiveness iiand iiproductivity iithis iiresearch iiwould iithus iiwant 

iito iifind iiout iiif iiit iialso iiaffects iithe iilevel iiof iicosts, iiinnovation iiand iitasks iicompletion 

iilevel. iiThe iisector, iiin iiwhich iithe iistudy iiwas iidone iithe iibanking iisector, iiis iidifferent 

iifrom iithe iicurrent iisector iiof iistudy iithe iitea iisector 

A iistudy iiwas iiconducted iiby iiLankau iiand iiScandura ii(2018) iion iihow iipeople iilearned 

iiin iimentoring iirelationships. iiThe iistudy iisurveyed ii440 iiemployees iiin iia iinon-profit 

iihospital iiin iithe iisouth-eastern iiUnited iiStates iion iiwhether iithey iihad iia iimentor, iitheir 

iidegree iiof iirole iiambiguity, iilevel iiof iijob iisatisfaction, iiintention iito iileave iiand iiaspects 

iiof iilearning iiin iia iimentoring iirelationship. iiThe iistudy iifound iiout iithat iimentoring iiwas 

iisignificantly iirelated iito iiskill iidevelopment. iiIt iialso iifound iiout iithat iimentoring iiwas 

iirelated iito iiorganizational iicommitment iias iiwell iias iijob iisatisfaction. 

 

 



 

 

Ngugi & Muli; Int. j. soc. sci. manag & entrep   8(4), 1320-1336;  November 2024;       1326 

iConceptual iFramework i 

Aiiconceptualiiframeworkiiisiiaiistructureiithatiitheiiresearcheriibelievesiicaniibestiiexplain iithe 

iinatural iiprogressioniiofiitheiiphenomenoniitoiibeiistudied.iiFromiiaiistatisticaliiperspective, 

iithe iiconceptual iiframeworkiidescribesiitheiirelationshipiibetweeniitheiimainiiconceptsiiofiia 

iistudy. iiIt iiis iiarranged iiin iia 

iilogicaliistructureiitoiiaidiiprovideiiaiipictureiioriivisualiidisplayiiofiihowiiideasiiiniiaiistudy 

iirelate iito iione iianother ii(Grant ii& iiOsanloo, ii2014). 

 

Independent iVariable    i i i i i iDependent iVariable 

Figure i2. i1: iConceptual iFramework 

iSource: i(Researcher, i2024) 

RESEARCH iMETHODOLOGY 

iResearch iDesign 

iiThis iistudy i iiutilize iithe iidescriptive iiresearch iidesign. iiDescriptive iiresearch iidesign 

iiillustrates iian iiideal iisituation iiwhere iithe iiresearcher iican iiconduct iithe iistudy iion iiwork-

life iibalance iion iithe iiperformance iiof iiemployees iiin iithe iiindependent iiconstitutional 

iicommissions. 

iTarget iPopulation 

iThe itarget ipopulation iof ithis istudy iwas iall icadre iof istaff ii.e iTeaching, iNon iteaching 

isenior iand ijunior iofficers iof iJKUAT iin iKenya. iThe itotal iapproximated ipopulation iof ithe 

isenior iofficers iwas i2,500 ipersons i(JKUAT,2022) 

Table i3. i1: iTarget iPopulation 

Category Target iPopulation Percent 

Top iManagers 120 4.8 

Middle ilevel iManagers 230 9.2 

Lower iLevel iManagers 650 26 

Junior iEmployees 1500 60 

Total 2500 100 

Source: i(JKUAT, i2023) 

Time iManagement 

• Prioritization 

• Setting iDeadlines 

• Time iAllocation Employee iPerformance 

• Customers isatisfaction 

• Goals irealization 

• Timely idelivery iof iservices 

• Balanced iScore icard 

 

Employee iDevelopment 

• Flex iworking itime 

• Retirement ibenefits 

• Progressive icareer idevelopment 
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iSampling Technique and Procedure 

Proportionate iistratified iirandom 

iisamplingiiisiiaiimethodiiofiisamplingiithatiiinvolvesiidividingiitheiipopulationiiintoiidifferent 

iistrata 

iibasediioniicertainiicharacteristics,iiandiitheniiselectingiiaiiproportionateiinumberiiofiisamples 

iifrom iieach iistratum. iiThe iiresearcher iiused iiproportionate iistratified iirandom iisampling 

iitechnique. i 

iSample iSize 

iThe istudy iused istratified irandorm isampling ito idetermine ithe iappropriate isample isize ifor 

ithis istudy. iThe isample isize ifor ieach iof ithe iresearch iinstitutions iwas i345 imembers iof 

istaff 

Table i3. i2: iDistribution iof iSample iSize 

Category Target iPopulation Sample iSize 

Top iManagers 120 17 

Middle ilevel iManagers 230 32 

Lower iLevel iManagers 650 90 

Junior iEmployees 1500 207 

Total 2500 345 

Source: i(Researcher, i2024) 

iData iCollection iInstruments 

The iiresearcher iicollected iiboth iiprimary iiand iisecondary iidata iifor iithe iistudy. iiThe 

iiresearcher iused iia iistructured iiquestionnaire iiwhich iiwas iiadministered iito iiall iithe 

iiparticipants iithat iiare iiidentified iifor iithe iistudy. iiThe iiquestionnaire iicontained iiboth 

iiopen-ended iiand iiclosed-ended iiquestions iion iithe iirelationship iibetween iiwork-life 

iibalance iiand iiperformance iiin iithe iicivil iiservice. iiThis iiis iibecause iiquestionnaires iiallow 

iiusers iito iicollect iimassive iidata iiin iia iishort iitime. iiAdditionally, iithey iiallow iione iito 

iiaddress iia iilarge iinumber iiof iiissues iiin iia iistructured iiway. iSecondary idata iwas 

icollected ithrough ithe ireview iof iliterature ithat iwas idone ion iJKUAT, ialso ifrom itheir 

iHuman iResource iManuals iand ithe iwebsite. 

iPilot iTesting 

A iipilot iistudy, iior, iipilot iitest iior iipre-test iiis iidefined iias iia iismall-scale iipreliminary 

iiresearch iithat iiis iiconducted iiso iias iito iievaluate iitime, iicost iiand iifeasibility iito iiimprove 

iion iithe iidesign iiof iia iiparticular iistudy iiprior iito iiconducting iithe iiactual iione iior iifull-

scale iiresearch iiproject ii(Kultar, ii2017). iiThe iiresearcher iicarried iiout iia iipilot iistudy iito 

iiensure iithe iidata iicollection iitool iiis iireliable iiand iivalid. iiThe iipilot iitest i iihelped 

iicorrect iisome iiof iithe iichallenges iiencountered iibefore iiundertaking iithe iifinal iistudy. 

iiThe iipretesting iisample iiwas iimade iiof ii17 iirespondents, iirepresenting ii5% iiof iithe 

iisample iisize. iiThe iiresults iifrom iithe iipilot iitest iiwas iinot iiused iiin iithe iimain iistudy. 

iiIn iiaddition, iithe iirespondents iiused iiin iithe iipilot iitest iiwere iiexcluded iifrom iithe iifinal 

iistudy. i 
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iData Processing and Analysis 

The idata icollected ifrom ithe iparticipants iwas ipresented iin iterms iof iTables, iPie iCharts, 

iand iGraphs. iThe idata iwas ibased ion ithe istudy's iobjectives iand iresearch iquestions. iThe 

idescriptive istatistical itechniques iof ifrequency, imean, iand istandard ideviation iwas iused ito 

ianalyze ithe iquantitative idata iacquired. iThe iresults iwere idisplayed iusing ifrequency 

idistribution itables, iwhich ikept itrack iof ihow imany itimes ia iscore ior iresponse iappears. 

iQualitative idata iwas i icollected iand ianalyzed iusing icontent ianalysis iand ipresented iin 

iprose iform. 

This iwould igive ia iclear ipresentation iand iprocessing iof ithe idata iand iensure ithat iall ithe 

idata iis irecorded ifor ianalysis. i(Yen, iH., i2016). iThe iresearch iused iMicro iSoft iExcel iand 

iSPSS iversion i28.0 ias ithe itools ifor idata ianalysis. iThe iresearcher iused imultiple iregression 

ianalysis ifor ithe istudy. 

Y i=B0 i+B1X1+ iB2X2 i+ ie 

Where; i 

Y= iEmployees iperformance 

Bo= iconstant i 

B1-B2=Coefficients iof ithe ivariables 

x1= Time management 

x2= Employee development 

e= iError iTerm 

Y i(Employee iPerformance) i= iB1(Time imanagement) i+ iB2 i(Employee idevelopment) i+ ie 

i(Error iterm) 

DATA ANALYSIS, PRESENTATION AND INTERPRETATION  

iDescriptive iStatistics iAnalysis 

iTime iManagement iand iEmployee iPerformance 

The ifirst ispecific iobjective iof ithe istudy iwas ito idetermine ithe iinfluence iof itime 

imanagement ion iemployee iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iAnd 

iTechnology i(JKUAT), iKiambu iCounty, iKenya. iThe irespondents iwere irequested ito 

iindicate itheir ilevel iof iagreement ion ithe istatements irelating ito itime imanagement iand 

iemployee iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iAnd iTechnology 

i(JKUAT), iKiambu iCounty, iKenya. iThe iresults iwere ias ishown iin iTable i4.1 
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Table i4. I1: iTime iManagement iand iEmployee iPerformance 
 

Mean 

i 

Std. 

iDeviation 

Effectively imanaging imy itime ileads ito iimproved ijob iperformance 3.902 0.897 

I ibelieve ithat iemployees iwho iprioritize iand imanage itheir itime 

iwell iare imore iproductive 

3.884 0.731 

The iimplementation iof igood itime imanagement ipractices ipositively 

iimpacts ithe iquality iof imy iwork 

3.843 0.763 

I ifeel ithat imy itime imanagement iskills idirectly iinfluence imy 

ioverall ijob iperformance 

3.816 0.641 

Well-managed itime ileads ito ia ireduction iin istress ilevels iand ian 

iimprovement iin iemployee iattendance iand ipunctuality. 

3.736 0.675 

A iworkplace iculture ithat ivalues iand isupports ieffective itime 

imanagement ipositively iimpacts iemployee imorale iand ijob 

isatisfaction 

3.687 0.741 

Effective itime imanagement icontributes ito ia idecrease iin iworkplace 

iconflicts iand iimproves ioverall iteam idynamics 

3.642 0.687 

Aggregate 3.787 0.734 

Source:(Researcher, i2024) 

From ithe iresults, ithe irespondents iagreed ieffectively imanaging itheir itime ileads ito iimproved 

ijob iperformance i(M=3.902, iSD= i0.897). iIn iaddition, ithe irespondents iagreed ithat ithey 

ibelieve ithat iemployees iwho iprioritize iand imanage itheir itime iwell iare imore iproductive 

i(M=3.884, iSD= i0.731). iFurther, ithe irespondents iagreed ithat ithe iimplementation iof igood 

itime imanagement ipractices ipositively iimpacts ithe iquality iof itheir iwork i(M=3.843, iSD= 

i0.763). iThe irespondents ialso iagreed ithat ithey ifeel ithat itheir itime imanagement iskills 

idirectly iinfluence itheir ioverall ijob iperformance i(M=3.816, iSD= i0.641). iFurther, ithe 

irespondents iagreed ithat iwell-managed itime ileads ito ia ireduction iin istress ilevels iand ian 

iimprovement iin iemployee iattendance iand ipunctuality i(M=3.736, iSD=0.675). iIn iaddition, 

ithe irespondents iagreed ithat ia iworkplace iculture ithat ivalues iand isupports ieffective itime 

imanagement ipositively iimpacts iemployee imorale iand ijob isatisfaction i(M=3.687, 

iSD=0.741). iThe irespondents ialso iagreed ithat ieffective itime imanagement icontributes ito ia 

idecrease iin iworkplace iconflicts iand iimproves ioverall iteam idynamics i(M=3.642, 

iSD=0.687). 

The irespondents iwere ifurther irequested ito iindicate ihow itime imanagement iaffect itheir 

iperformance. iFrom ithe iresults, ithe irespondents iindicated ithat ieffective itime imanagement 

iallows iemployees ito iprioritize itasks iand ifocus ion iwhat iis imost iimportant. iBy iallocating 

iappropriate itime ito ieach itask, iemployees ican icomplete imore iwork iin iless itime, iincreasing 

ioverall iproductivity. iFurther, ithe irespondents iindicated ithat iproper itime imanagement ihelps 

iin ireducing ithe ifeeling iof ibeing ioverwhelmed iby ideadlines iand iworkload. iBy iplanning 

iand ischeduling itasks, iemployees ican iapproach itheir iwork iwith ia iclear imind, ireducing 

istress iand ianxiety. iThe irespondents ialso iindicated ithat iwhen itime iis imanaged iwell, 

iemployees ihave isufficient itime ito ipay iattention ito idetails, ileading ito ihigher iquality iwork. 

iRushed itasks iare imore ilikely ito icontain ierrors, iso imanaging itime ieffectively iensures 

ithoroughness iand iaccuracy 
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From ithe iresults, ithe irespondents iindicated ithat igood itime imanagement iallows iemployees 

ito iallocate itime ifor ipersonal iactivities iand iresponsibilities ioutside iof iwork. iThis ibalance 

iprevents iburnout iand ipromotes ioverall iwell-being, iwhich iin iturn ienhances ijob 

iperformance. iIn iaddition, ithe irespondents iagreed ithat iemployees iwho imanage itheir itime 

ieffectively iare imore ireliable iin imeeting ideadlines. iThis ireliability ibuilds itrust iwith 

isupervisors iand icolleagues iand iensures ithat iprojects iand itasks iare icompleted ion ischedule. 

iThe irespondents iagreed ithat iby imanaging itime iefficiently, iemployees ican iset iaside 

iperiods ifor iprofessional idevelopment, isuch ias ilearning inew iskills ior iattending itraining 

isessions. iThis icontinuous ilearning ienhances itheir icapabilities iand icareer iprospects. iThe 

ifindings iconform ito ithe ifindings iof iRichard i(2019) ithat ithere iis ia ivery istrong 

irelationship ibetween itime imanagement iand iemployee iperformance. 

iEmployee iDevelopment iand iEmployee iPerformance 

The isecond ispecific iobjective iof ithe istudy iwas ito iexamine ithe iinfluence iof iemployee 

idevelopment ion iemployee iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iAnd 

iTechnology i(JKUAT), iKiambu iCounty, iKenya. iThe irespondents iwere irequested ito 

iindicate itheir ilevel iof iagreement ion ivarious istatements irelating ito iemployee idevelopment 

ion iemployee iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iAnd iTechnology 

i(JKUAT), iKiambu iCounty, iKenya. iThe iresults iwere ias ipresented iin iTable i4.2. 

Table i4. I2: iEmployee iDevelopment iand iEmployee iPerformance 

 Mean 

i 

Std. 

iDeviation 

Investments iin iemployee idevelopment ihas ipositively 

icontribute ito imy ioverall ijob iperformance 
3.931 0.891 

Employees iwho iactively iengage iin iprofessional idevelopment 

iopportunities itend ito ibe imore iproductive 
3.855 0.857 

The iorganization's icommitment ito iemployee idevelopment 

ienhances ithe iquality iof ithe iwork iI iproduce. 
3.720 0.714 

I ibelieve ithat imy iparticipation iin iemployee idevelopment 

iprograms idirectly iinfluences imy ijob iperformance 
3.685 0.677 

Employee idevelopment iinitiatives icontribute ito ireduction iin 

istress ilevels iand ian iimprovement iin imy iattendance iand 

ipunctuality 

3.678 0.656 

A iworkplace iculture ithat iprioritizes iand isupports iemployee 

idevelopment ipositively iimpacts imy imorale iand ijob 

isatisfaction 

3.665 0.759 

Employee idevelopment iefforts icontribute ito ia idecrease iin 

iworkplace iconflicts iand iimprove ioverall iteam idynamics 
3.643 0.889 

Employees iwho iactively iengage iin iongoing idevelopment 

iopportunities idemonstrate ibetter idecision-making iabilities. 
3.612 0.543 

The iorganization's icommitment ito iemployee igrowth 

ipositively iinfluences imy iwork iperformance. 
3.587 0.876 

Aggregate 3.708 0.762 

Source:(Researcher, i2024) 
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From ithe iresults, ithe irespondents iagreed ithat iinvestments iin iemployee idevelopment ihas 

ipositively icontribute ito itheir ioverall ijob iperformance i(M=3.931, iSD= i0.891). iIn iaddition, 

ithe irespondents iagreed ithat iemployees iwho iactively iengage iin iprofessional idevelopment 

iopportunities itend ito ibe imore iproductive i(M=3.855, iSD=0.857). iFurther, ithe irespondents 

iagreed ithat ithe iorganization's icommitment ito iemployee idevelopment ienhances ithe iquality 

iof ithe iwork ithey iproduce i(M=3.720, iSD= i0.714). 

The irespondents ialso iagreed ithat ithey ibelieve ithat itheir iparticipation iin iemployee 

idevelopment iprograms idirectly iinfluences itheir ijob iperformance i(M=3.685, iSD= i0.677). 

iFurther, ithe irespondents iagreed ithat iemployee idevelopment iinitiatives icontribute ito 

ireduction iin istress ilevels iand ian iimprovement iin itheir iattendance iand ipunctuality 

i(M=3.678, iSD=0.656). iIn iaddition, ithe irespondents iagreed ithat ia iworkplace iculture ithat 

iprioritizes iand isupports iemployee idevelopment ipositively iimpacts itheir imorale iand ijob 

isatisfaction i(M=3.665, iSD=0.759). iThe irespondents ialso iagreed ithat iemployee 

idevelopment iefforts icontribute ito ia idecrease iin iworkplace iconflicts iand iimprove ioverall 

iteam idynamics i(M=3.643, iSD=0.889). iIn iaddition, ithe irespondents iagreed ithat iemployees 

iwho iactively iengage iin iongoing idevelopment iopportunities idemonstrate ibetter idecision-

making iabilities i(M=3.612, iSD=0.543). iFurther, ithe irespondents iagreed ithat ithe 

iorganization's icommitment ito iemployee igrowth ipositively iinfluences itheir iwork 

iperformance i(M=3.587, iSD=0.876). 

The irespondents iwere irequested ito iindicate ihow ielse iemployee idevelopment iaffects itheir 

iperformance. iThe irespondents iindicated ithat idevelopment iprograms iprovide iemployees 

iwith inew iskills iand iknowledge, idirectly iimproving itheir iability ito iperform itasks 

ieffectively iand iefficiently. iThis icontinuous ilearning iensures ithat iemployees iremain 

icompetent iand icompetitive iin itheir iroles. iIn iaddition, ithe irespondents iindicated ithat ias 

iemployees idevelop inew iskills iand iexpand itheir iknowledge, itheir iconfidence iin itheir 

iabilities igrows. iThis iconfidence itranslates ito itaking ion inew ichallenges, imaking idecisions, 

iand iperforming itasks iwith igreater iassurance iand icompetence. iThe irespondents iindicated 

ithat iemployee idevelopment iequips iindividuals iwith ithe itools iand imindset ineeded ito iadapt 

ito ichanges iwithin ithe iorganization ior iindustry. iThis iadaptability iis icrucial ifor imaintaining 

iperformance ilevels iduring iperiods iof itransition ior iinnovation. 

The irespondents ialso iindicated ithat idevelopment iprograms ioften ifocus ion icritical ithinking 

iand iproblem-solving iskills. iEmployees iwho iundergo isuch itraining iare ibetter iequipped ito 

iidentify iissues, ianalyze isituations, iand idevelop ieffective isolutions, ileading ito iimproved 

iperformance. iFindings irevealed ithat iexposure ito inew iideas, itechniques, iand iperspectives 

iduring idevelopment iprograms ican ispark iinnovation iand icreativity. iEmployees ican iapply 

ithese ifresh iinsights ito itheir iwork, ileading ito imore iinnovative isolutions iand iimproved 

iperformance. iThe irespondent iemployee idevelopment ioften iincludes itraining iin 

icommunication iand iteamwork iskills. iImproved icommunication iand icollaboration ienhance 

ithe ieffectiveness iof iteam iprojects iand ifoster ia imore iharmonious iwork ienvironment. iThe 

irespondents iindicated iwith ienhanced iskills iand iknowledge, iemployees ican iperform itheir 

itasks imore iefficiently iand ieffectively. iThis iincrease iin iproductivity ibenefits iboth ithe 

iindividual iand ithe iorganization. iThe ifindings iare iin iline iwith ithe iresults iof iCherono 

i(2019) iwho irevealed ithat ithere iis ia ivery istrong irelationship ibetween iemployee 

idevelopment iand iemployee iperformance 
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iCorrelation iAnalysis 

The ipresent istudy iused iPearson icorrelation ianalysis ito idetermine ithe istrength iof 

iassociation ibetween iindependent ivariables i(itime imanagement iand iemployee idevelopment) 

iand ithe idependent ivariable i(employee iperformance iin iJomo iKenyatta iUniversity iof 

iAgriculture iand iTechnology i(JKUAT), iKiambu iCounty, iKenya). iPearson icorrelation 

icoefficient irange ibetween izero iand ione, iwhere iby ithe istrength iof iassociation iincrease 

iwith iincrease iin ithe ivalue iof ithe icorrelation icoefficients. i 

Table i4. 3: iCorrelation iCoefficients 

 Employee 

iPerformance 

Time 

iManagement 

Employee 

iDevelopment 

Employee 

iPerformance 

Pearson iCorrelation 1   

Sig. i(2-tailed)    

N 321   

Time 

iManagement 

Pearson iCorrelation .827** 1  

Sig. i(2-tailed) .003   

N 321 321  

Employee 

iDevelopment 

Pearson iCorrelation .895** .119 1 

Sig. i(2-tailed) .000 .067  

N 321 321 321 

Source:(Researcher, i2024) 

From ithe iresults, ithere iis ia ivery istrong irelationship ibetween itime imanagement iand 

iemployee iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iand iTechnology 

i(JKUAT), iKiambu iCounty, iKenya i(r i= i0.827, ip ivalue i=0.003). iThe irelationship iwas 

isignificant isince ithe ip ivalue i0.003 iwas iless ithan i0.05 i(significant ilevel). iThe ifindings 

iconform ito ithe ifindings iof iRichard i(2019) ithat ithere iis ia ivery istrong irelationship 

ibetween itime imanagement iand iemployee iperformance. 

The iresults ialso irevealed ithat ithere iwas ia ivery istrong irelationship ibetween iemployee 

idevelopment iand iemployee iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iand 

iTechnology i(JKUAT), iKiambu iCounty, iKenya i(r i= i0.895, ip ivalue i=0.000). iThe 

irelationship iwas isignificant isince ithe ip ivalue i0.000 iwas iless ithan i0.05 i(significant ilevel). 

iThe ifindings iare iin iline iwith ithe iresults iof iCherono i(2017) iwho irevealed ithat ithere iis ia 

ivery istrong irelationship ibetween iemployee idevelopment iand iemployee iperformance 

iRegression iAnalysis 

Multivariate iregression ianalysis iwas iused ito iassess ithe irelationship ibetween iindependent 

ivariables i(itime imanagement iand iemployee idevelopment) iand ithe idependent ivariable 

i(employee iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iand iTechnology 

i(JKUAT), iKiambu iCounty, iKenya). 
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Table i4. I4: iModel iSummary 

Model R R iSquare Adjusted iR iSquare Std. iError iof ithe iEstimate 

1 .923 .852 .851 .10129 

a. iPredictors: i(Constant), itime imanagement iand iemployee idevelopment 

Source:(Researcher, i2024) 

The imodel isummary iwas iused ito iexplain ithe ivariation iin ithe idependent ivariable ithat 

icould ibe iexplained iby ithe iindependent ivariables. iThe ir-squared ifor ithe irelationship 

ibetween ithe iindependent ivariables iand ithe idependent ivariable iwas i0.852. iThis iimplied 

ithat i85.2% iof ithe ivariation iin ithe idependent ivariable i(employee iperformance iin iJomo 

iKenyatta iUniversity iof iAgriculture iand iTechnology i(JKUAT), iKiambu iCounty, iKenya) 

icould ibe iexplained iby iindependent ivariables i(itime imanagement iand iemployee 

idevelopment). 

Table i4. I5: iAnalysis iof iVariance 

Model Sum iof iSquares df Mean iSquare F Sig. 

1 

Regression 8.027 2 2.007 96.96 .000b 

Residual 6.555 318 .0207   

Total 14.582 320    

a. iDependent iVariable: iemployee iperformance iin iJomo iKenyatta iUniversity iof iAgriculture 

iand iTechnology i(JKUAT), iKiambu iCounty, iKenya 

b. iPredictors: i(Constant), itime imanagement iand iemployee idevelopment t 

Source:(Researcher, i2024) 

The iANOVA iwas iused ito idetermine iwhether ithe imodel iwas ia igood ifit ifor ithe idata. iF 

icalculated iwas i96.96while ithe iF icritical iwas i2.420. iThe ip ivalue iwas i0.000. iSince ithe iF-

calculated iwas igreater ithan ithe iF-critical iand ithe ip ivalue i0.000 iwas iless ithan i0.05, ithe 

imodel iwas iconsidered ias ia igood ifit ifor ithe idata. iTherefore, ithe imodel ican ibe iused ito 

ipredict ithe iinfluence iof itime imanagement iand iemployee idevelopment ion iemployee 

iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iand iTechnology i(JKUAT), 

iKiambu iCounty, iKenya. 

Table i4. I6: iRegression iCoefficients 

Mo

del 

 
Unstandardized 

iCoefficients 

Standardize

d 

iCoefficients 

t Sig. 

  
B Std. 

iError 

Beta 
  

1 (Constant) 0.202 0.028 
 

7.214 0.000  
time imanagement 0.481 0.097 0.480 4.959 0.001  
employee idevelopment 0.425 0.081 0.424 5.247 0.000 

a iDependent iVariable: iemployee iperformance iin iJomo iKenyatta iUniversity iof 

iAgriculture iand iTechnology i(JKUAT), iKiambu iCounty, iKenya 

  

Source:(Researcher, i2024) 
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The iregression imodel iwas ias ifollows: i 

Y i= i0.202 i+i0.481X1 i+ i0.425X2 i+ε i 

According ito ithe iresults, itime imanagement ihas isignificant ieffect ion iemployee iperformance 

iin iJomo iKenyatta iUniversity iof iAgriculture iand iTechnology i(JKUAT), iKiambu iCounty, 

iKenya, iβ1=0.481, ip ivalue= i0.001). iThe irelationship iwas iconsidered isignificant isince ithe 

ip ivalue i0.001 iwas iless ithan ithe isignificant ilevel iof i0.05. iTime imanagement iis icrucial 

iacross ithe ieducation isector, iwhere iboth iacademic iand inon-academic istaff imust ibalance 

ivarious itasks. iEfficient itime imanagement iacross iinstitutions ican ilead ito ibetter iteaching 

iquality, iresearch ioutput, iand iadministrative iefficiency, ithus ienhancing ithe isector's 

iperformance. iThe ifindings iconform ito ithe ifindings iof iRichard i(2019) ithat ithere iis ia ivery 

istrong irelationship ibetween itime imanagement iand iemployee iperformance. i 

In iaddition, ithe iresults irevealed ithat iemployee idevelopment ihas isignificant ieffect ion 

iemployee iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iand iTechnology 

i(JKUAT), iKiambu iCounty, iKenya iβ1=0.425, ip ivalue= i0.000). iThe irelationship iwas 

iconsidered isignificant isince ithe ip ivalue i0.000 iwas iless ithan ithe isignificant ilevel iof i0.05. 

iAcross ithe iindustry, iemphasizing iemployee idevelopment iwill ienhance iworkforce iskills, 

ileading ito iimproved iservice idelivery, iinnovation, iand icompetitiveness iin ieducation 

iinstitutions. iThe ifindings iare iin iline iwith ithe iresults iof iCherono i(2017) iwho irevealed 

ithat ithere iis ia ivery istrong irelationship ibetween iemployee idevelopment iand iemployee 

iperformance. i 

iConclusions 

The istudy iconcludes ithat itime imanagement ihas ia ipositive iand isignificant ieffect ion 

iemployee iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iAnd iTechnology 

i(JKUAT), iKiambu iCounty, iKenya. iFindings irevealed ithat iprioritization, isetting ideadlines 

iand itime iallocation iinfluences iemployee iperformance iin iJomo iKenyatta iUniversity iof 

iAgriculture iAnd iTechnology i(JKUAT), iKiambu iCounty, iKenya. 

The istudy ialso iconcludes ithat iemployee idevelopment ihas ia ipositive iand isignificant ieffect 

ion iemployee iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iAnd iTechnology 

i(JKUAT), iKiambu iCounty, iKenya. iFindings irevealed ithat iflex iworking itime, iretirement 

ibenefits iand iprogressive icareer idevelopment iinfluences iemployee iperformance iin iJomo 

iKenyatta iUniversity iof iAgriculture iAnd iTechnology i(JKUAT), iKiambu iCounty, iKenya. 

iRecommendations 

The istudy ifound ithat itime imanagement ihas ia ipositive iand isignificant ieffect ion iemployee 

iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iAnd iTechnology i(JKUAT), 

iKiambu iCounty, iKenya. iThis istudy itherefore irecommends ithat ithe iorganization ishould 

iimplement ia itime imanagement itraining iprogram ifor iall istaff imembers. 

The istudy ialso ifound ithat iemployee idevelopment ihas ia ipositive iand isignificant ieffect ion 

iemployee iperformance iin iJomo iKenyatta iUniversity iof iAgriculture iAnd iTechnology 

i(JKUAT), iKiambu iCounty, iKenya. iThis istudy itherefore irecommends ithat ithe iorganization 

ishould iestablish ia icomprehensive iprofessional idevelopment iprogram. 
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