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ABSTRACT 

Employee productivity in telecommunication companies in Kenya has been a growing 
concern, particularly with the rapid shift towards remote and hybrid work models. 
According to a report by the Communications Authority of Kenya (CAK, 2023), 

inefficiencies in work processes, inadequate digital skills, and network reliability issues 
have contributed to reduced operational effectiveness in the sector therefore the study 

seek to assess the influence of remote work environment on employee productivity in 
Telecommunication sector in Kenya. Specifically, the study sought to assess the effect of 
digital connectivity, job autonomy, work-life integration and flexible scheduling on 

employee productivity in Telecommunication sector in Kenya. The study was anchored 
on diffusion of innovation theory, self-determination theory, conservation of resources 

theory and temporal fit theory. The study adopted a descriptive research design. The 
study targeted 300 employees in the 6 core departments from the six major 
telecommunication companies in Kenya. The study used Yamane’s’ formula to get the 

sample size of 171 employees. In addition, the study adopted stratified random sampling 
to get sample size in each department. The study used both questionnaire and interview 

schedule to collect the primary data desirable for the study. Questionnaire were used to 
collect data from department heads. Interview schedule was used to collect data from 
employees. The pilot study was carried out at Safaricom Limited Offices in Nakuru 

Town. The questionnaires in this study were validated through the application of content 
validity. The reliability of the study instruments was determined by generating 

Cronbach’s Alpha reliability of 0.70 or higher.  Data that was gathered in this study was 
both quantitative and qualitative in nature. Qualitative data from the interview schedule 
was analyzed using thematic analysis and presented in prose form. Quantitative data was 

analyzed using both descriptive and inferential statistics. Descriptive statistics involved 
the use of frequency, percentage, mean and std. Inferential statistics involved the use of 

correlation and regression analysis. The findings were presented using tables and in prose 
form.  The study concluded that digital connectivity had a moderate, positive, and 
statistically significant influence on employee productivity in the telecommunication 

sector in Kenya. In addition, the study concluded that job autonomy had a strong, 
positive, and statistically significant effect on employee productivity in the 

telecommunication industry, Furthermore the study concluded that work-life integration 
had a significant and positive impact on employee productivity within the 
telecommunication sector. Finally, the study concluded that flexible scheduling had a 

positive and statistically significant correlation with employee productivity in the 
telecommunications industry. The study recommends that organizations in the 

telecommunication sector should continue to invest in stable and high-speed internet 
infrastructure to support remote work. Reliable digital connectivity has been shown to 
directly impact employee productivity by reducing disruptions and enabling efficient task 

completion. The study recommends that HR departments implement structured work-life 
balance programs to support employees in managing the blurred boundaries between 

work and personal life in remote environments. 

Key words: Employee Productivity, Telecommunication Companies 
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TERMS OF DEFINITION 

Digital Connectivity The ability of employees to access digital tools, networks, and 

communication platforms that facilitate remote work, 

collaboration, and information sharing (Galanti, Guidetti, & 

Mazzei, 2021). 

Employee Productivity The efficiency and effectiveness with which an employee 

completes tasks and contributes to organizational goals, often 

measured in output quality, quantity, and time (Greenberg, 

2020) 

Flexible Scheduling A work arrangement that allows employees to adjust their 

working hours to accommodate personal and professional 

needs, promoting better productivity and well-being (Galanti, 

Guidetti, & Mazzei, 2021). 

Job Autonomy The degree to which employees have control over how, when, 

and where they perform their tasks, allowing for independent 

decision-making and flexibility (Yarberry & Sims, 2021). 

Work-Life Integration A concept that emphasizes blending personal and professional 

responsibilities to create a balanced and fulfilling lifestyle, 

rather than strictly separating work and personal time 

(Manimuthu & El Hathat, 2022). 
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CHAPTER ONE : INTRODUCTION  

The chapter covers the background of the study, the statement of the problem, the 

objectives, the research questions, justification of the study, significance, and the scope of 

the study.  

1.1 Background of the Study  

Remote work has become a significant factor affecting organisational 

performance and employee productivity, especially in knowledge-based sectors such as 

telecommunications, where efficiency and digital collaboration are essential. Research 

indicates that remote work arrangements can increase employee productivity by 

minimising commuting time, enhancing work-life balance, and providing access to a 

global talent pool, while simultaneously reducing operational costs for employers (Smith, 

2021; Bennett & Richards, 2023). A remote work environment refers to a setting in 

which employees execute their responsibilities outside the conventional office, frequently 

from home or alternative locations, employing technology for communication, 

collaboration, and task completion (O'Brien & Harris, 2021).  

The evolution of remote work has been driven by advancements in digital tools, 

improved internet access, and shifts in organisational work culture, especially following 

the COVID-19 pandemic. Remote work is important due to its provision of flexibility, 

reduction of commuting time, and enhancement of work-life balance, all of which 

contribute positively to employee satisfaction and retention (Smith, 2021). Furthermore, 

organisations can tap into a wider talent pool, reduce overhead expenses, and enhance 

environmental sustainability by decreasing office space and commuting (Bennett & 
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Richards, 2023). Remote work is increasingly acknowledged as a feasible alternative to 

conventional office-based employment, influencing organisational strategies regarding 

productivity and workforce management (Lee, 2022).  

The telecommunication sector in Germany has adopted remote work, especially in 

the aftermath of the COVID-19 pandemic. Deutsche Telekom has indicated that remote 

working arrangements have resulted in enhanced productivity. Advanced collaborative 

technologies and flexible working hours were significant factors contributing to this 

increase in productivity (Schmidt & Weber, 2022). A study by Weiss (2023) identified 

challenges in communication and team cohesion as employees adjusted to remote work. 

The overall impact has been positive, as many companies are considering permanent 

hybrid models to sustain productivity while providing employees with increased 

flexibility (Klein & Fischer, 2021).  

The telecommunication sector in Nigeria has experienced an increasing trend 

towards remote work, with firms such as MTN Nigeria and Airtel adopting flexible work 

arrangements. A report by the Nigerian Communications Commission (2021) indicates 

that approximately 40% of employees in the sector engaged in remote work during the 

pandemic. Nigerian telecommunication companies have made notable progress in 

integrating remote work practices, emphasizing the development of robust digital 

platforms and providing training to improve employees' remote work skills (Ogunyemi, 

2023). MTN Nigeria's "Smart Workplace" platform has optimized internal 

communication and improved cross-departmental collaboration, illustrating the influence 

of remote work innovations on the operational model of the sector (Eleanya, 2021). The 
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integration of these initiatives with hybrid work policies has allowed the Nigerian 

telecom industry to adapt to remote work effectively, while maintaining growth and 

service quality. Companies that invested in digital infrastructure experienced a 20% 

increase in productivity; however, challenges such as unreliable internet access and 

power outages were identified as barriers to sustained productivity (Okoye & Emeka, 

2022). 

Telecommunication companies in South Africa, including Vodacom and MTN 

South Africa, swiftly implemented remote work policies during the COVID-19 

pandemic, resulting in around 60% of employees working from home in 2020 (Bester & 

Botha, 2021). Du Plessis (2022) conducted a study revealing a 12% increase in employee 

productivity within the sector, attributed primarily to enhanced work-life balance and 

reduced office distractions. South African companies have expanded remote work 

policies, with many implementing hybrid work models that accommodate flexible 

working hours. South Africa's remote work success, despite challenges concerning 

technology access and employee well-being, has established it as a regional leader 

(Rautenbach & Burger, 2023).  

In Kenya, telecommunication firms like Safaricom have adopted remote work 

policies, resulting in a considerable segment of their workforce operating remotely 

following the pandemic. A 2023 report by the Communications Authority of Kenya 

indicates that the adoption rate of remote work in the telecommunications sector was 

55%. The report demonstrated an 18% increase in employee productivity in companies 

such as Safaricom following the implementation of remote work policies (Mutuku, 
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2023). Challenges such as inconsistent internet connectivity and remote work fatigue 

continue to affect employee performance (Mbiti & Odhiambo, 2022). Investments in 

infrastructure and employee wellness programs have led to positive outcomes in Kenya's 

telecommunication sector as a result of remote work initiatives (Wambua, 2021).  

1.1.1 Remote Work Environment  

The effectiveness of a remote work environment is influenced by multiple factors. 

Digital connectivity serves as the foundation for remote work, facilitating seamless 

communication and collaboration. This denotes the capacity to utilise digital tools and the 

internet for the efficient execution of tasks. High-speed internet, video conferencing 

platforms, and cloud-based storage systems are essential for maintaining connectivity 

among remote teams (Galanti, Guidetti, & Mazzei, 2021). Platforms like Zoom, 

Microsoft Teams, Slack, and Google Drive enable real-time collaboration and 

information exchange. Disparities in internet access can pose challenges, resulting in 

workflow disruptions. Organisations should allocate resources towards robust digital 

infrastructure, cybersecurity protocols, and technical support to facilitate efficient and 

secure remote work for employees (Zappalà & Toscano, 2021).  

Job autonomy represents a critical component of remote work, allowing 

employees to independently manage their tasks and schedules. This denotes the extent of 

control that employees possess regarding their work processes and decision-making 

(Yarberry & Sims, 2021). Remote work environments facilitate increased autonomy, 

enabling individuals to determine the timing and manner of task completion. This 

flexibility improves motivation, creativity, and overall job satisfaction. Autonomy 
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necessitates a significant degree of responsibility and self-discipline to adhere to 

deadlines and uphold work quality (Ng., Lit, & Cheung, 2022). Employers must balance 

the provision of independence with structured guidance to ensure accountability and 

productivity.  Establishing clear expectations, defining key performance indicators 

(KPIs), and cultivating trust between employees and managers are essential for sustaining 

effective job autonomy.  

Work-life integration is a pertinent concept in remote work, facilitating a more 

seamless blending of professional and personal responsibilities for employees. In contrast 

to work-life balance, which seeks to establish distinct boundaries between professional 

and personal spheres, work-life integration recognises the potential for coexistence of 

these domains (Manimuthu & El Hathat, 2022). Remote workers frequently balance 

professional obligations with household responsibilities, childcare, and personal 

commitments. This integration can alleviate stress and enhance overall well-being by 

removing the strict division between work and personal life. Without effective time 

management, work-life integration may result in burnout, as employees often find it 

challenging to disengage from work. Organisations should promote employee breaks, 

establish clear work hour boundaries, and prioritise mental and physical well-being to 

mitigate this risk (Arunprasad, Dey & Jebli, 2022).  

Flexible scheduling represents a notable advantage of remote work, enabling 

employees to adjust their work hours according to their optimal productivity periods. 

Remote workers have the flexibility to select their working hours based on personal 

efficiency rather than conforming to a standard 9-to-5 schedule. This flexibility allows 
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for the consideration of various time zones, personal commitments, and distinct work 

styles, thereby improving productivity and job satisfaction (Galanti, Guidetti, & Mazzei, 

2021). Nonetheless, the issue of flexible scheduling emerges when teams require real-

time collaboration. Organisations can establish core working hours during which all 

employees are present for meetings, while permitting flexibility outside these designated 

times. The implementation of shared calendars and scheduling tools facilitates effective 

team coordination while maintaining productivity.  

1.1.2 Employee Productivity  

Employee productivity serves as a critical determinant of workforce efficiency 

and overall organisational performance. The term denotes the quantity of output 

generated by an employee over a defined timeframe, typically assessed through metrics 

such as the volume of work completed, the quality of the results, and the resources 

utilised during the process (Greenberg, 2020). Employee productivity plays a crucial role 

in enhancing an organization's profitability and competitive edge. In the 

telecommunications sector, characterised by rapid innovation and high standards of 

customer service, employee productivity is of paramount importance (Kiptoo & Kosgey, 

2019). The capacity of employees to adapt to emerging technologies, efficiently resolve 

issues, and fulfil customer demands significantly impacts the success of companies such 

as Safaricom, Airtel, and Telkom Kenya. (Muindi, 2020).  

Katz (2020) observes that employee productivity is frequently evaluated using 

both quantitative and qualitative metrics. Quantitative methods, including the 

measurement of units produced or the value of services delivered per employee, yield 
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concrete data regarding performance. Katz emphasises the significance of qualitative 

assessments, such as evaluating an employee's innovation, teamwork, and problem-

solving abilities, particularly in industries like telecommunications, where creative input 

is highly valued. Anderson and Wilson (2021) contend that the assessment of employee 

productivity must encompass not only output but also elements like employee 

engagement and job satisfaction. These elements significantly influence long-term 

performance, as motivated employees tend to exceed their fundamental job requirements. 

Chadwick and Dabu (2019) examine the relationship between employee training, 

skill development, and productivity from a distinct perspective. Organisations that invest 

in continuous training generally exhibit increased productivity, particularly in dynamic 

sectors such as telecommunications, where technological advancements and customer 

service models are in constant flux.  

Telecommunication companies assess employee productivity through a variety of 

traditional and modern indicators. Muriuki and Gikonyo (2018) indicate that Safaricom 

utilises a comprehensive performance management system incorporating specific KPIs, 

including sales performance, customer satisfaction ratings, and operational efficiency. 

The company emphasises aligning individual goals with corporate objectives, ensuring 

that each employee's efforts directly contribute to the strategic vision. Safaricom has 

established a performance-oriented culture in which remuneration and career progression 

are associated with productivity metrics.  
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Otieno (2020) notes that Safaricom's productivity measurement includes 

employee engagement surveys to evaluate staff satisfaction and commitment levels. The 

company recognises that employee engagement correlates with increased productivity, 

prompting regular investments in programs designed to improve job satisfaction and 

cultivate a positive work environment. Wafula and Mutua (2019) indicate that Safaricom 

prioritises employee development by providing ongoing training programs and 

opportunities for professional growth. This approach guarantees that employees possess 

the requisite skills and knowledge to address the challenges of a rapidly evolving 

telecommunications industry. 

1.1.3 Telecommunication Companies in Kenya  

The telecommunication sector in Kenya has experienced substantial growth, 

significantly contributing to improvements in communication, internet accessibility, and 

economic development. Telecommunication companies offer essential services including 

mobile connectivity, broadband internet, and digital payment solutions, which are vital 

for both individual and business operations (Communications Authority of Kenya 

[CAK], 2021). The telecommunications industry in Kenya is primarily led by major 

entities including Safaricom, Airtel Kenya, and Telkom Kenya, each providing a range of 

products to address the increasing need for digital connectivity (Wanjiru & Kamau, 

2022). The swift growth of 4G and 5G networks has enhanced mobile penetration, 

recorded at 133.3% in 2022, suggesting that a significant number of Kenyans possess 

multiple SIM cards to utilise various services (CAK, 2022). Investments in fiber-optic 
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infrastructure and mobile money platforms like M-Pesa have established 

telecommunications as a crucial component of Kenya's digital economy (Ndung’u, 2020).  

The implementation of remote work in Kenya has been significantly shaped by 

developments in telecommunication technology, especially in the aftermath of the 

COVID-19 pandemic. Reliable internet services from companies like Safaricom and 

Zuku have enabled businesses to adopt flexible work models, permitting employees to 

work from home or any location with internet access (Kamau & Wanyoike, 2021). The 

Kenya National Bureau of Statistics (2021) reports a significant increase in remote work 

during the pandemic, with more than 45% of formal sector firms implementing work-

from-home policies. The transition has been enabled by high-speed broadband 

connections, cost-effective data bundles, and cloud-based collaboration tools that 

facilitate virtual meetings and project management (Mungai & Githinji, 2022). 

Telecommunication companies are essential for sustaining remote work through the 

provision of corporate internet solutions and the improvement of mobile network 

coverage in both rural and urban regions (Ombati & Wambui, 2023).  

The telecommunications sector in Kenya has facilitated digital inclusion, allowing 

businesses and freelancers to function remotely. The proliferation of affordable 

smartphones and mobile internet has enabled an increasing number of Kenyans to 

participate in the gig economy, freelancing, and online business ventures (Gitonga, 

2022). The World Bank (2022) reports that more than 1.2 million Kenyans participate in 

online work, utilising platforms like Upwork, Fiverr, and Ajira Digital for remote 

employment opportunities. Telecommunication companies have facilitated this transition 
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by offering cost-effective internet packages and enhancing mobile money services, 

thereby simplifying payment receipt and transaction processes for remote workers 

(Kariuki & Otieno, 2022). Challenges including unstable network connectivity, high 

internet costs, and cybersecurity threats persist as significant concerns for remote workers 

dependent on digital infrastructure (Owuor & Mwangi, 2023).  

Despite the increasing dependence on telecommunications for remote work, 

disparities in digital access between urban and rural areas continue to exist. Major cities 

such as Nairobi and Mombasa benefit from robust network coverage and high internet 

speeds; however, numerous rural areas continue to encounter connectivity issues 

stemming from insufficient infrastructure (Kariuki, 2021). CAK (2022) reports that 

around 30% of Kenya's population does not have reliable internet access, which restricts 

remote work opportunities in these areas. Telecommunication companies are addressing 

these challenges by investing in the expansion of 4G and 5G networks, laying fiber-optic 

cables, and collaborating with the government to promote digital literacy programs 

(Nyaga & Musyoka, 2023). The initiatives aim to close the digital divide, enabling a 

greater number of Kenyans, particularly in remote regions, to access remote work 

opportunities.   

As Kenya advances in digital transformation, telecommunication companies will 

play a crucial role in facilitating remote work. The incorporation of emerging 

technologies, including artificial intelligence (AI), cloud computing, and the Internet of 

Things (IoT), will enhance remote work capabilities (Ochieng & Njoroge, 2022). 

Continued investment in infrastructure and government policy support is anticipated to 
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enhance the future of remote work in Kenya, enabling businesses and individuals to 

utilise telecommunication services for improved productivity and economic growth 

(Mutua & Kiptoo, 2023).  

1.2 Statement of the Problem  

Employee productivity in telecommunication companies in Kenya has been a 

growing concern, particularly with the rapid shift towards remote and hybrid work 

models. According to a report by the Communications Authority of Kenya (CAK, 2023), 

employee productivity issues have contributed to reduced operational effectiveness in the 

sector. Additionally, a report by the Kenya Institute for Public Policy Research and 

Analysis (KIPPRA, 2022) highlighted that over 35% of telecom employees struggled 

with meeting performance targets due to difficulty in tracking work progress and 

adapting to virtual collaboration tools. Moreover, high employee turnover rates within the 

sector; averaging 18% annually, have raised concerns about workforce stability, 

knowledge retention, and service quality (Wanjiru & Kamau, 2023). It is based on these 

challenges that the current study seeks to assess the effect of remote work environment 

and employee productivity in Telecommunication Sector, in Kenya. 

A number of studies have been conducted to examine the relationship between 

remote work and employee productivity. However, these studies present notable 

conceptual, methodological, and contextual gaps that make their findings less applicable 

to the telecommunication sector in Kenya. For instance, Kimondo (2022) examined the 

effect of remote working on employees’ productivity at Absa Bank Plc, a financial 

institution. While the study provides valuable insights, the banking sector is characterized 
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by standardized workflows and highly digitized operations, which differ significantly 

from the more technical, customer-service-intensive, and infrastructure-driven 

environment of the telecommunication sector. Thus, applying such findings directly to 

telecommunications may yield misleading conclusions due to sectoral differences in job 

roles, performance metrics, and remote work adaptability. 

Similarly, Atoko (2021) explored the impact of remote working on employee 

performance during the COVID-19 pandemic, relying solely on a review of secondary 

literature from recent articles. The reliance on desktop-based evidence limits the 

empirical depth and contextual relevance, especially in post-pandemic settings where 

organizational remote work policies have evolved and hybrid models are becoming 

permanent. The present study, by collecting primary data from telecom employees, seeks 

to generate current and sector-specific insights based on lived experiences in the evolving 

remote work landscape. 

Wanjiku (2022) focused on the effects of working from home on employee 

productivity at Syngenta East Africa Limited, a manufacturing firm. However, 

manufacturing involves tangible production processes and physical resources that differ 

vastly from the digital service delivery and network-based operations predominant in 

telecommunications. This raises a contextual gap in applying such findings to telecom 

firms where productivity is heavily dependent on virtual collaboration, system uptime, 

and real-time customer engagement. 
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Moreover, Muindi (2023) examined remote working and employee productivity at 

Credit Bank, Kenya, another study rooted in the financial sector. This again limits its 

applicability due to differing job structures, remote work capabilities, and sectoral 

performance indicators. Additionally, the study lacked a clear theoretical grounding, 

which this research aims to address by anchoring the study in socio-technical systems 

theory which emphasizes the interaction between people, technology, and work 

environments in achieving optimal performance. In light of the above, there is a clear 

need for a sector-specific and empirically grounded study that evaluates the effect of 

remote work environments on employee productivity in Kenya’s telecommunication 

sector.  

1.3 Objectives of the Study  

The study was guided by the following objectives.  

1.3.1 General Objective 

The general objective of the study was to assess the effect of remote work environment 

and employee productivity in Telecommunication Sector, in Kenya.  

1.3.2 Specific Objectives 

i. To establish the effect of digital connectivity on employee productivity in the 

Telecommunication Sector, in Kenya.  

ii. To find out the effect of job autonomy on employee productivity in the 

Telecommunication Sector, in Kenya.  

iii. To assess the effect of work-life integration on employee productivity in the 

Telecommunication Sector, in Kenya.  

iv. To determine the effect of flexible scheduling on employee productivity in the 

Telecommunication Sector, in Kenya.  
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1.4 Research Question  

i. What is the effect of digital connectivity affect employee productivity in the 

Telecommunication Sector in Kenya? 

ii. How does job autonomy affect employee productivity in the Telecommunication 

Sector in Kenya? 

iii. In what ways does work-life integration affect employee productivity in the 

Telecommunication Sector in Kenya?  

iv. To what extent does flexible scheduling affect employee productivity in the 

Telecommunication Sector in Kenya?  

1.5 Significance of the Study  

This study holds significant value for various stakeholders involved in shaping 

and responding to the dynamics of remote work within Kenya's telecommunication 

sector. For policymakers and industry regulators, particularly the Communications 

Authority of Kenya (CAK) and the Ministry of Information, Communications, and the 

Digital Economy, the findings provide critical insights for formulating regulatory 

frameworks that support effective and sustainable remote work practices. These insights 

will be instrumental in refining labor policies to better address aspects such as employee 

rights, remote work compensation, data security, working hours, and occupational health 

in the context of an evolving work environment. 

The telecommunications industry and other corporate entities stand to benefit as 

well. Firms such as Airtel Kenya and Telkom Kenya can utilize the study to benchmark 

against best practices for managing remote workforces. By drawing lessons from leading 

companies like Safaricom, organizations can adopt digital solutions that enhance 

productivity while addressing potential challenges, including cybersecurity risks and 
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diminished employee engagement. The implementation of these insights may lead to 

improved operational efficiency, sector growth, and better service delivery to consumers. 

Furthermore, the study contributes to academic knowledge by offering a 

comprehensive analysis of the relationship between remote work environments and 

employee productivity within a key economic sector. Future researchers can build on its 

findings to explore emerging trends such as hybrid work models and digital workplace 

transformations. Additionally, academic institutions may find the results useful in 

updating or developing curricula tailored to current realities in business management and 

human resource development. 

1.6 Scope of the Study  

The study focused on the remote work environment and employee productivity in 

telecommunication sector in Kenya. The independent variables were digital connectivity, 

job autonomy, work-life integration and flexible scheduling. The dependent variable was 

employee productivity. The study targeted 300 employees in the 6 core departments from 

the six major telecommunication companies in Kenya. The study ued Yamane’s’ formula 

to get the sample size of 171 employees. In addition the study adopted stratified random 

sampling to get sample size in each department . The study was conducted in a period of 

twelve (12) Months with an estimated budget of Ksh123, 000.  
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CHAPTER TWO: LITERATURE REVIEW 

2.1 Introduction  

The chapter focused on the theoretical review, empirical review, summary of the 

reviewed literature and conceptual framework.  

2.2 Theoretical Review  

The study was anchored on diffusion of innovation theory, self-determination 

theory, conservation of resources theory and temporal fit theory.  

2.2.1 Diffusion of Innovation Theory 

The theory was developed by Rogers in 1962.  The theory provides a 

comprehensive framework for understanding how new ideas, practices, or technologies 

spread within a social system over time. Rooted in sociology and communication studies, 

the theory emphasizes the process through which innovations are communicated and 

adopted by individuals or organizations. DOI identifies five key attributes that influence 

adoption decisions: Relative Advantage, Compatibility, Complexity, Trialability, and 

Observability (Rogers, 2003). These factors shape how quickly and widely innovations 

are embraced, thereby influencing organizational performance and efficiency. 

The theory has evolved and been applied in diverse fields, including healthcare, 

agriculture, education, and information technology, where it has been instrumental in 

explaining patterns of adoption (Lyytinen & Damsgaard, 2001). Empirical studies affirm 

that innovations with clear relative advantage and compatibility with existing practices 

are adopted more rapidly, while those perceived as complex face resistance (Al-Jabri & 

Sohail, 2012). Moreover, DOI underscores the role of opinion leaders, communication 
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channels, and social networks in accelerating diffusion, making it a useful framework for 

analyzing both individual and organizational adoption behaviour (Rogers, 2003). 

Despite its wide applicability, DOI has been criticized for adopting a linear 

perspective that may oversimplify the adoption process (Straub, 2009). The theory 

assumes homogeneity in adopter behaviour, often overlooking cultural, structural, and 

contextual dynamics that may influence how innovations diffuse across different 

environments (Greenhalgh et al., 2005). Furthermore, DOI does not fully address issues 

of sustained use after adoption, raising concerns about its adequacy in capturing long-

term behavioural change in rapidly evolving technological landscapes. 

The theory is relevant to this study in examining how digital technologies and 

flexible work innovations diffuse within the telecommunication sector in Kenya. As 

organizations adopt remote working tools, cloud platforms, and collaborative 

applications, DOI provides a valuable lens to understand how relative advantage, 

compatibility, and perceived complexity shape employee acceptance and productivity 

outcomes. This study employs DOI to assess how the adoption and diffusion of digital 

innovations enhance remote work effectiveness, offering practical insights for improving 

technology-driven productivity strategies in the sector. 

2.2.2 Self-Determination Theory 

Developed by Deci and Ryan (1985), Self-Determination Theory (SDT) provides 

a robust framework for understanding the role of job autonomy in shaping employee 

motivation, performance, and overall well-being. The theory posits that individuals have 

three fundamental psychological needs autonomy, competence, and relatedness that must 
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be satisfied to foster intrinsic motivation and optimal functioning (Ryan & Deci, 2000). 

In this context, autonomy refers to the extent to which employees experience a sense of 

volition and control over their work decisions, allowing them to act in alignment with 

their personal values and interests. 

Empirical studies have consistently shown that autonomy at the workplace 

enhances intrinsic motivation, creativity, and commitment (Slemp & Vella-Brodrick, 

2013). Employees who perceive higher levels of autonomy are more likely to take 

initiative, solve problems independently, and demonstrate greater engagement in their 

roles (Deci & Ryan, 2017). SDT has been widely applied across organizational settings to 

explain how autonomy-supportive work environments contribute to job satisfaction, 

reduced turnover intentions, and improved performance outcomes. 

Nevertheless, SDT has faced critiques for emphasizing psychological needs 

without sufficiently addressing external organizational factors such as structural 

constraints, cultural variations, and power dynamics that may limit autonomy (Van den 

Broeck et al., 2016). Additionally, while the theory highlights intrinsic motivation, it has 

been argued that in some contexts extrinsic motivators also significantly influence 

employee behaviour, suggesting the need for an integrative perspective  

The theory is particularly relevant to this study as it underscores the pivotal role 

of job autonomy in enhancing employee productivity within Kenya’s telecommunication 

sector. By illustrating how autonomy-supportive environments empower employees to 

take ownership of their responsibilities, exercise discretion in decision-making, and align 

their tasks with personal strengths and preferences, Self-Determination Theory provides a 
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strong theoretical foundation for analyzing the influence of job autonomy on employee 

outcomes. In doing so, it highlights how autonomy fosters higher levels of intrinsic 

motivation, adaptability, and sustained performance in dynamic and technology-driven 

work settings 

2.2.3 Conservation of Resources Theory  

The Conservation of Resources (COR) Theory, introduced by Hobfoll (1989), 

serves as a significant psychological framework that elucidates how individuals seek to 

acquire, safeguard, and preserve valued resources in order to cope with stress and sustain 

their well-being.  In this context, resources encompass tangible assets such as income and 

equipment, personal characteristics like self-efficacy and resilience, as well as social 

supports including networks and organisational backing (Hobfoll et al., 2018).  COR 

Theory suggests that stress arises when resources are at risk, depleted, or inadequate to 

satisfy demands, whereas well-being improves when individuals effectively maintain or 

expand their resources.  Over time, the theory has evolved to address dynamic changes in 

the workplace, highlighting strategies for resource investment, recovery cycles, and the 

cumulative impacts of resource loss or gain over time (Hobfoll et al., 2018; Chen et al., 

2021). 

The robustness of COR Theory is evident in its wide-ranging applicability and its 

ability to predict stress, burnout, and performance in various workplace settings.  This 

offers an in-depth perspective on employee well-being, highlighting the direct influence 

of resource availability on productivity, engagement, and organisational results (Bakker 

& Demerouti, 2022).  The focus on proactive resource development has shaped 
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workplace wellness initiatives, remote work policies, and programs aimed at building 

resilience (Chen et al., 2021).  Furthermore, COR Theory is particularly relevant in 

flexible and remote work environments, where individuals encounter distinct resource 

challenges such as access to technology, maintaining work-life balance, and establishing 

social support networks (Hobfoll et al., 2018). 

While COR Theory holds significant influence, it has faced criticism for its 

expansive definitions of “resources.” These definitions can differ among individuals and 

cultures, leading to challenges in operationalisation (Hobfoll et al., 2018; Kim et al., 

2019).  Academics also contend that the theory often places too much focus on resource 

loss, while neglecting the beneficial aspects of resource gain and individual development 

(Sonnentag & Fritz, 2015).  Furthermore, COR Theory posits that individuals react 

consistently to resource depletion, neglecting the influence of personality, resilience, and 

organisational support systems on outcomes (Hobfoll et al., 2018). 

The theory is relevant in analysis the effect of work-life integration through 

remote work on employee productivity.  Remote work merges the lines between 

professional and personal responsibilities, which can result in resource exhaustion if not 

handled properly.  This study utilises COR Theory to explore the impact of digital 

infrastructure access, supportive management, and well-being initiatives on employees' 

ability to conserve essential resources, mitigate burnout, and maintain productivity.  The 

theory highlights the critical role of organisational commitment to employee support 

systems, ensuring that remote work arrangements serve to enrich rather than diminish 

employees' resources.  
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2.2.4 Temporal Fit Theory  

The Temporal Fit Theory (TFT) was originally presented by Bluedorn and 

Denhardt (1988) and examines the impact of the compatibility/fit between the time 

preferences of individuals with organizational time systems and their performance, 

satisfaction, and well-being. The theory developed out of the studies conducted on 

organizational behaviour to determine the influence of time orientation, pacing and 

scheduling on employee outcomes. According to TFT, employees become more engaged, 

less stressed, and more productive when their natural rhythms, pace preferences, and 

work patterns are consistent with their organizational environment (Bluedorn and 

Denhardt, 1988; Mohammed and Nadkarni, 2011). The theory has recently been applied 

to flexible and remote work arrangements as well, but in terms of the importance of 

temporal autonomy in maximizing the working ability of employees during their most 

productive times of the day (Mohammed et al., 2017; Sonnentag et al., 2021).  

It is one of the main TFT assets that enables connecting time management to the 

efficiency of the organization itself and offers an angle to evaluate the working time, 

periods, and pacing policies within the organization (Ballard and Seibold, 2021). It has 

not only been applied in the conventional office environment, but it has also been shown 

to be especially applicable in industries where schedules are inconsistent, teams are 

distributed, and workflows are technology-intensive. The theory focuses on the 

possibility of employees to be more satisfied with their occupation, more energized, more 

innovative because of the flexibility of the approaches they use to organize their 

schedules (Mohammed et al., 2017; Sonnentag et al., 2021). 
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In its turn, TFT has been criticized because of a lack of empirical validation of the 

theory when compared to better-known organizational theories. Critics note that it does 

not reflect cultural differences in time perception and that it assumes that employees have 

great control over their schedule, which is not always feasible (Ballard and Seibold, 

2021). In addition, TFT can make too cumbersome the interplay of organisation needs, 

individuals chronotypes and performance outcomes and has to be modified to various 

employment circumstances (Mohammed and Nadkarni, 2011). 

Temporal Fit Theory plays a pivotal role in explaining the impact of flexible work 

schedules on employee productivity, as it emphasizes the importance of aligning 

organizational work arrangements with employees’ temporal preferences, biological 

rhythms, and social responsibilities. Flexible scheduling allows individuals to manage 

their tasks during periods of optimal concentration while also accommodating family and 

social roles, which in turn enhances efficiency, job satisfaction, and overall performance. 

In the context of Kenya’s telecommunication sector, where employees often face 

demanding workloads and dynamic work environments, the application of Temporal Fit 

Theory underscores how flexibility in scheduling can foster higher productivity, 

improved well-being, and long-term organizational effectiveness.  
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2.3 Empirical Review  

2.3.1 Digital Connectivity on Employee Productivity  

Adeyemi, Olufemi, and Okonkwo (2020) conducted a study on the impact of 

digital connectivity on employee productivity at Globacom Nigeria. The study adopted a 

descriptive research design to assess how digital connectivity influences employee 

efficiency, collaboration, and performance. A sample of 113 employees was selected 

using a stratified random sampling method to ensure representation across different 

departments. Data was collected using structured questionnaires and in-depth interviews 

with IT specialists.  

The data were analyzed using regression analysis and thematic content analysis 

for qualitative insights. Findings revealed that enhanced digital connectivity significantly 

improved employee collaboration, reduced workflow disruptions, and increased overall 

productivity. The study concluded that firms investing in robust digital infrastructure 

experience higher operational efficiency and employee engagement. However, the study 

focused broadly on efficiency and collaboration but did not analyze digital connectivity's 

specific effect on employee productivity in terms of measurable work output. The current 

study focused specifically on employee productivity, provides a Kenyan perspective, and 

uses a descriptive research design to quantitatively measure productivity levels. 

Chowdhury, Patel, and Mukherjee (2021) examined the relationship between 

digital connectivity and customer service efficiency at Reliance Jio India. A cross-

sectional research design was employed, with a sample of 157 customer service 

representatives chosen through purposive sampling. The study utilized online surveys and 
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focus group discussions to collect data on the impact of digital connectivity tools on 

customer response times. The data were analyzed using structural equation modeling. 

Findings indicated that improved digital connectivity reduced service response times by 

40%, enhanced issue resolution efficiency, and led to higher customer satisfaction rates. 

The study concluded that integrating advanced digital communication tools improves 

service delivery and enhances customer experience. The study focused on customer 

service efficiency rather than overall employee productivity. The study was conducted in 

India, making its findings less relevant to Kenya.  The current study investigated the 

direct impact of digital connectivity on employee productivity in Kenya’s 

telecommunication sector and employs a descriptive research design with stratified 

random sampling to ensure representativeness.  

Kojo, Appiah, and Mensah (2022) investigated the effect of digital connectivity 

on innovation in technology startups in Ghana. The study adopted an exploratory research 

design with a sample of 89 startup employees selected using snowball sampling. Data 

collection methods included semi-structured interviews and online surveys, while 

thematic analysis was applied to assess qualitative insights. Findings showed that high-

speed internet and interconnected digital tools fostered creative collaboration, accelerated 

prototype development, and enhanced market adaptability. The study concluded that 

digital connectivity is a crucial enabler of innovation and competitive advantage in 

technology-driven enterprises. The exploratory design and snowball sampling approach 

may not provide a comprehensive representation of employees. The current study focused 
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specifically on employee productivity and adopts a descriptive research design with a 

structured sampling approach to enhance representativeness. 

Mohamed, Warsame, and Yusuf (2023) analyzed the role of digital connectivity in 

remote work efficiency at Hormuud Telecom in Somalia. The study employed a mixed -

methods approach, with a sample of 179 remote employees selected through stratified 

random sampling. Data were collected using an online questionnaire and virtual 

interviews and analyzed through multiple regression analysis and thematic coding. 

Findings demonstrated that strong digital connectivity significantly reduced 

communication delays, improved work-life balance, and enhanced overall task 

completion rates. The study concluded that digital connectivity is a critical factor in 

sustaining effective remote work models.  The mixed-methods approach included virtual 

interviews, which may have introduced response bias. The current study exclusively 

focused on employee productivity and adopts a descriptive research design to provide a 

structured quantitative analysis. 

Ahmed and Karanja (2020) conducted a study on the influence of digital 

connectivity on employee engagement at Airtel Kenya. The study adopted a descriptive 

research design and employed stratified random sampling to select 117 employees from 

various departments. Data was collected through structured questionnaires and analyzed 

using regression analysis. Findings revealed that increased digital connectivity led to 

improved employee communication, collaboration, and efficiency. The study concluded 

that organizations investing in digital connectivity experience enhanced teamwork and 

job satisfaction. The study focused on employee engagement rather than productivity. 
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The current study focused on employee productivity and extends the research to the 

entire Kenyan telecommunications sector. 

Mwangi, Adeoye, and Kimani (2021) examined the impact of digital connectivity 

on service delivery in Equity Bank. A cross-sectional research design was employed, and 

a sample of 143 employees was selected through purposive sampling. Data was gathered 

through interviews and surveys, and thematic analysis was used to interpret qualitative 

responses. The study found that employees with access to advanced digital tools 

responded to customer queries more effectively, leading to improved client satisfaction. 

The study concluded that integrating digital connectivity with daily operations enhances 

service efficiency. However, the study focused on service delivery rather than employee 

productivity. The reliance on qualitative thematic analysis may have limited the ability to 

quantify productivity outcomes. The current study investigated productivity in Kenya’s 

telecommunications sector using a quantitative descriptive research design. 

Omondi and Kamau (2021) explored the role of digital connectivity in fostering 

innovation at Safaricom Plc. The study employed a case study design with a sample of 

189 employees chosen through stratified sampling. Data was collected using structured 

interviews and analyzed using content analysis. The findings indicated that employees 

with access to cloud computing and real-time collaboration tools were more likely to 

generate innovative ideas. The study concluded that digital connectivity fosters an 

innovation-driven work environment. The study focused on innovation rather than 

productivity. The study was limited to Safaricom, not the broader telecommunications 

sector. The case study approach may not generalize findings across different firms. The 
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current study generalizes findings across Kenya’s telecommunications sector and focuses 

on productivity. 

Njoroge and Hassan (2020) investigated the relationship between digital 

connectivity and organizational agility at Kenya Power. A correlational research design 

was used with a sample of 101 employees selected through simple random sampling. 

Data was collected through questionnaires and analyzed using correlation techniques. The 

study found that digital connectivity allowed for quicker decision-making and 

adaptability to changes in the market. The study concluded that digital connectivity 

enhances the responsiveness of organizations to external changes. The study examined 

organizational agility rather than productivity. The study was conducted in the energy 

sector, not telecommunications. The current study applies a descriptive research design to 

directly assess employee productivity in Kenya’s telecommunications sector. 

2.3.2 Job Autonomy on Employee Productivity 

Boateng, Addo, and Owusu (2021) assessed the relationship between job autonomy and 

employee creativity at MTN Ghana. The study utilized a descriptive research design with 

a sample of 97 software developers selected through purposive sampling. Data were 

collected using in-depth interviews and online surveys, then analyzed using content 

analysis and ANOVA tests. Findings indicated that higher job autonomy led to increased 

creativity, problem-solving capabilities, and innovation in software development. The 

study concluded that organizations promoting job autonomy foster an innovative 

workplace culture. However, the study focused on job autonomy in relation to creativity 

rather than its direct effect on productivity. The study was conducted in Ghana within the 
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software development sector, limiting its applicability to other industries. The current 

study addressed the conceptual gap by examining the effect of job autonomy on 

employee productivity rather than creativity.  

Olukoya, Adebayo, and Adeyemi (2022) examined the effect of job autonomy on 

employee engagement at Dangote Cement Nigeria. A mixed-methods research design 

was employed, with a sample of 163 marketing employees selected using stratified 

random sampling. Data collection involved online questionnaires and focus group 

discussions, while analysis was done using regression modelling and thematic analysis. 

Findings showed that job autonomy significantly increased employee engagement, 

reduced workplace stress, and improved productivity. The study concluded that 

empowering employees through flexible decision-making structures enhances 

engagement and organizational.  The mixed-methods approach relied on focus group 

discussions, which may introduce subjectivity. The current study narrows the focus to 

productivity effects and applies a descriptive research design specific to the Kenyan 

telecommunication sector, ensuring contextual relevance and a more objective approach. 

Abdullahi, Bashir, and Farah (2023) investigated the influence of job autonomy 

on work performance at Salaam Bank Somalia. A case study approach was used, with a 

sample of 75 customer service representatives selected through quota sampling. Data 

were collected using semi-structured interviews and employee performance records, then 

analyzed through descriptive statistics and thematic coding. Findings demonstrated that 

job autonomy positively influenced decision-making speed, reduced errors, and enhanced 

work output. The study concluded that job autonomy is a key driver of performance and 
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job satisfaction in customer-facing roles. However, the study was conducted in Somalia 

within the banking sector, limiting its relevance to Kenya's telecommunications industry.  

The current study shifts the focus to the effect of job autonomy on overall employee 

productivity and applies a descriptive research design in the Kenyan telecommunications 

sector with a more representative sampling method 

Kimani, Njoroge, and Mwangi (2020) explored the impact of job autonomy on 

employee motivation at Equity Bank Kenya. A cross-sectional research design was 

adopted, with a sample of 131 employees selected using a simple random sampling 

method. Data were collected through structured questionnaires and analyzed using 

Pearson correlation and regression analysis. Findings revealed that employees with 

higher job autonomy exhibited increased intrinsic motivation, job satisfaction, and 

performance levels. The study concluded that granting employees greater decision-

making authority enhances their commitment and work efficiency. However, the cross-

sectional design limits the ability to establish long-term causal relationships. The current 

study addresses the conceptual gap by focusing directly on productivity. It also shifts the 

context to the telecommunications sector and adopts a descriptive research design to 

allow for a comprehensive analysis of the factors affecting productivity. 

Koech and Owino (2021) studied the effect of job autonomy on employee 

satisfaction at Kenya Airways. The study employed a longitudinal research design, 

tracking 133 employees over a period of one year. Simple random sampling was used to 

select participants, and data was collected using structured surveys and focus groups. 

Findings revealed that employees with higher job autonomy reported greater job 
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satisfaction and motivation. The study concluded that allowing employees more control 

over their tasks improves workplace morale. However, the use of a longitudinal design 

may not be feasible for assessing immediate productivity effects. The current study shifts 

the focus from job satisfaction to productivity, contextualizes the study in Kenya’s 

telecommunications sector, and employs a descriptive research design that allows for 

broader applicability. 

Kariuki and Opiyo (2022) examined the impact of job autonomy on decision-

making efficiency in Kenya revenue authority. A case study approach was used with a 

sample of 175 managers and employees chosen through stratified sampling. Data was 

gathered using structured questionnaires and analyzed through thematic analysis. The 

study found that employees with greater autonomy made more informed and quicker 

decisions. The study concluded that job autonomy enhances decision-making efficiency 

in revenue collection agencies. The current study was conducted in a government agency, 

limiting applicability to the private sector.  A case study approach may limit 

generalizability. The current study focuses directly on employee productivity rather than 

decision-making efficiency. It also shifts the context to Kenya’s telecommunication 

sector and employs a descriptive research design to ensure broader applicability. 

2.3.3 Work-Life Integration on Employee Productivity 

Agyapong, Osei, and Boateng (2021) examined the relationship between work-

life integration and employee productivity at Ecobank Ghana. A descriptive research 

design was used, with a sample of 117 employees selected through cluster sampling. Data 

collection involved online surveys and performance appraisal reports, analyzed using 
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correlation analysis. Findings indicated that employees with flexible work-life integration 

practices demonstrated higher productivity, fewer absences, and greater job engagement. 

The study concluded that supporting work-life balance initiatives improves workforce 

efficiency and organizational performance. However, the study was conducted in the 

banking sector in Ghana, limiting its applicability to the telecommunication sector in 

Kenya. This study expands the conceptual focus by considering the telecommunication 

sector in Kenya and adopts a descriptive research design to establish the effect of work-

life integration on employee productivity.  

Olufemi, Adewale, and Chinedu (2022) investigated the role of work-life 

integration in reducing workplace stress at First Bank Nigeria. A cross-sectional research 

design was adopted, with a sample of 189 employees selected using stratified sampling. 

Data were collected through self-administered questionnaires and analyzed using 

regression analysis. Findings showed that improved work-life integration significantly 

reduced stress levels, enhanced mental well-being, and improved work commitment. The 

study concluded that organizations with work-life balance programs promote employee 

well-being and sustainable productivity. The study emphasized stress reduction but did 

not link work-life integration directly to employee productivity. The study was limited to 

Nigeria's banking sector, making its findings less generalizable to Kenya's 

telecommunication sector. The current study directly assesses the effect of work-life 

integration on productivity in Kenya’s telecommunication sector using a descriptive 

research design to reduce potential response bias and enhance generalizability.  
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Warsame and Abdi (2023) explored the effect of work-life integration on 

employee job satisfaction at Hormuud Telecom Somalia. A mixed-methods approach was 

used, with a sample of 103 employees selected using convenience sampling. Data 

collection involved online interviews and structured surveys, analyzed through thematic 

analysis and logistic regression. Findings indicated that employees with flexible work-life 

integration options reported higher job satisfaction and better family-work harmony. The 

study concluded that work-life integration strategies contribute significantly to job 

satisfaction and employee morale. The study focused on job satisfaction rather than 

productivity, which is a critical business performance indicator. Conducted in Somalia, 

the study’s findings may not reflect the unique work dynamics in Kenya’s 

telecommunication sector. The study used convenience sampling, limiting the 

representativeness of the findings. The current study explicitly links work-life integration 

to productivity in Kenya’s telecommunication sector while employing a more systematic 

sampling technique to improve representativeness. 

Kilonzo and Wanjiru (2020) explored the impact of work-life integration on 

employee well-being at Bamburi Cement. The study employed a qualitative research 

design, selecting 147 employees through purposive sampling. Data was collected through 

in-depth interviews and analyzed thematically. The study found that employees with 

flexible work arrangements experienced lower stress levels and better mental health. The 

study concluded that promoting work-life integration improves overall well-being in 

industrial sectors.  However, the study was conducted in the cement industry, the study’s 

findings may not align with the dynamics of the telecommunication sector. The current 
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study bridges the gap by focusing on productivity and utilizing a descriptive research 

design that allows both qualitative and quantitative analysis. 

Makau, Kibet, and Ochieng (2021) assessed how work-life integration influences 

productivity at KenGen. The study used a mixed-methods research design, selecting 89 

employees using stratified random sampling. Data was collected through structured 

surveys and focus groups, with analysis done using descriptive statistics. The findings 

indicated that employees who were able to balance work and personal commitments 

performed better in their job roles. The study concluded that work-life integration is 

essential for sustaining employee productivity. The study was conducted in the cement 

industry, the study’s findings may not align with the dynamics of the telecommunication 

sector. The current study bridges the gap by focusing on productivity and utilizing a 

descriptive research design that allows both qualitative and quantitative analysis. 

2.3.4 Flexible Scheduling on Employee Productivity 

Twum and Appiah (2021) analyzed the influence of flexible scheduling on 

employee engagement at Vodafone Ghana. A mixed-methods approach was used, with a 

sample of 157 employees selected through quota sampling. Data collection included 

surveys and in-depth interviews, analyzed using content analysis and correlation tests. 

Findings revealed that employees with flexible scheduling options exhibited higher 

engagement levels, a better work-life balance, and increased job commitment. The study 

concluded that flexible scheduling enhances workforce morale and organizational 

effectiveness. A mixed-methods approach was used with quota sampling, which may 

limit generalizability. The current study examines the direct effect of flexible scheduling 
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on employee productivity rather than engagement. It focuses on Kenya’s 

telecommunication sector and employs a descriptive research design to ensure structured 

and objective analysis. 

Chukwuma, and Bello (2022) assessed the impact of flexible scheduling on job 

stress at GTBank Nigeria. A case study approach was employed, with a sample of 89 

employees selected through purposive sampling. Data collection involved structured 

surveys and employee performance records, analyzed using thematic analysis and 

ANOVA. Findings demonstrated that flexible scheduling significantly reduced job stress 

and improved overall well-being. The study concluded that adopting flexible scheduling 

models enhances employee mental health and job satisfaction. However, the study was 

conducted in Nigeria at GTBank, a financial institution, rather than a telecommunication 

company. The current study specifically examined productivity, is based in the Kenyan 

telecommunications sector, and employs a descriptive research design with appropriate 

sampling methods to enhance generalizability. 

Kariuki, Ndungu, and Wambua (2020) examined the impact of flexible scheduling 

on employee performance at KCB Bank Kenya. A descriptive research design was 

adopted, with a sample of 125 employees selected through stratified random sampling. 

Data were collected using structured questionnaires and analyzed through regression 

modeling. Findings showed that flexible scheduling improved work efficiency, reduced 

absenteeism, and enhanced overall performance. The study concluded that organizations 

embracing flexible scheduling achieve higher productivity and employee satisfaction. 

However, the research was conducted at KCB Bank Kenya, a financial institution, rather 
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than the telecommunication sector. The current study specifically analysed employee 

productivity and focused on Kenya’s telecommunications sector, and employs a 

descriptive research design to provide a structured approach. 

Obonyo, Limo, and Kipruto (2021) conducted a study on the effect of flexible 

scheduling on employee engagement at Nation Media Group. A descriptive research 

design was employed, and 103 employees were selected using stratified sampling. Data 

was collected through questionnaires and analyzed using regression analysis. Findings 

revealed that employees with flexible work schedules reported higher engagement levels. 

The study concluded that flexible scheduling leads to increased commitment to 

organizational goals. However, the study focused on employee engagement rather than 

productivity. The study also conducted at Nation Media Group, which is in the media 

industry, rather than telecommunications. The current study directly examines employee 

productivity, is specific to Kenya’s telecommunications sector, and employs a descriptive 

research design for comprehensive insights. 

Mugambi, Were, and Maina (2021) examined how flexible scheduling influences 

team collaboration at Bidco Africa. The study used a case study approach with 177 

employees selected through purposive sampling. Data was gathered through interviews 

and analyzed using thematic analysis. The study found that employees with flexible work 

schedules collaborated more effectively with team members. The study concluded that 

flexible scheduling fosters better teamwork and knowledge sharing. The current study 

was conducted at Bidco Africa, which is in the manufacturing sector, rather than 

telecommunications. The current study assesses employee productivity, is specific to 
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Kenya’s telecommunications sector, and uses a descriptive research design to ensure 

broader applicability. 

Kimani, Oduor, and Mutua (2021) assessed the impact of flexible scheduling on 

job retention in Safaricom Plc. A correlational research design was applied, and a sample 

of 159 employees was selected using stratified sampling. Data was collected through 

structured surveys and analyzed using correlation techniques. The study found that 

employees who had flexible scheduling options were more likely to remain with the 

organization. The study concluded that flexible scheduling reduces employee turnover 

rates. However, the study assessed job retention rather than employee productivity and 

used a correlational research design. The current study focuses on employee productivity 

across the entire telecommunications sector in Kenya and employs a descriptive research 

design for a structured approach. 

2.4 Summary of the Reviewed Literature and Research Gaps  

A number of studies have been conducted on various aspects of remote working 

and its influence on employees; however, they have left out key contextual, conceptual, 

and methodological gaps. Contextually, many of the reviewed studies were carried out 

outside Kenya, for example, Chowdhury et al. (2021) in India and Boateng et al. (2021) 

in Ghana, making their findings less applicable to the Kenyan telecommunication sector 

where work dynamics and infrastructural realities differ. Conceptually, several studies 

examined related but different outcomes such as innovation (Kojo et al., 2022; Omondi & 

Kamau, 2021), employee engagement (Olukoya et al., 2022; Ahmed & Karanja, 2020), or 
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stress reduction (Olufemi et al., 2022), without directly linking remote work dimensions 

to employee productivity.  

Methodologically, some studies relied on case study or exploratory designs with 

limited generalizability, such as Abdullahi et al. (2023) in Somalia’s banking sector and 

Kariuki & Opiyo (2022) at the Kenya Revenue Authority, while others used convenience 

or purposive sampling (Warsame & Abdi, 2023; Mwangi et al., 2021), which may 

introduce bias. These gaps highlight the need for a study that focuses directly on 

employee productivity, situates the analysis within Kenya’s telecommunication sector, 

and employs a descriptive research design with structured sampling to ensure 

representativeness and objectivity. 

To bridge the highlighted gaps, the current study specifically focuses on the effect 

of the remote work environment on employee productivity in Kenya’s telecommunication 

sector. Unlike previous studies that emphasized engagement, innovation, or stress 

reduction, this study concentrates on productivity as the primary outcome, thereby 

addressing the conceptual gap. By situating the research within Kenya’s 

telecommunication sector, which remains underexplored despite being a key driver of 

digital transformation, the study responds to the contextual gap. Furthermore, to 

overcome the methodological limitations of prior studies that relied on case studies, 

qualitative designs, or non-representative sampling, this research adopts a descriptive 

research design and stratified random sampling to ensure objectivity, reliability, and 

generalizability of findings. In this way, the study not only extends existing knowledge 
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but also provides practical insights for organizations in the telecommunication sector 

seeking to optimize employee productivity in remote work environments. 

2.5 Conceptual Framework  

A conceptual framework is a structured approach or plan that guides research by 

illustrating the relationship between various concepts and variables within a study. It 

outlines the theoretical basis for the research, providing a visual or narrative 

representation of how concepts are interrelated, and it often includes a diagram or model 

to depict these relationships. 
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Source: Researcher (2025) 

FIGURE 1 

Conceptual Framework 

 

Digital Connectivity 

• Internet access 

• Network interruptions 

• Cybersecurity  

Job Autonomy 

•  Decision-Making  

• Ability to set personal goals 

• Supervision and Control  

Work-Life Integration 

• Job burnout  

• Work-life conflict  

• Social integration with fellow 
employees  

Flexible Scheduling 

• Working hours 

• Deadlines and Deliverables 

• Time Scheduling   

Employee Productivity 

• Completion rates 

• Collaboration  

• Quality Control  
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2.6 Operationalization of Research Variable 

TABLE 1 

Operationalization of Research Variable 

Variable  Indicators  Measurements  Method of Analysis  

Digital 

Connectivity 

 

Internet access 
Network 

interruptions 
Cybersecurity  

  

Likert Scale  

Questionnaires 

Percentages  
Frequencies  

Correlation Analysis 
Regression Analysis   

Job 

Autonomy 

 

Decision-Making  
Ability to set 

personal goals 
Supervision and 

Control  

Likert Scale  

Questionnaires 

Percentages  
Frequencies  

Correlation Analysis 
Regression Analysis   

Work-Life 

Integration 

 

Job burnout  
Work-life conflict  
Social integration 

 

Likert Scale  

Questionnaires 

Percentages  
Frequencies  

Correlation Analysis 

Regression Analysis   

Flexible 

Scheduling 

 

Working hours 
Deadlines and 

Deliverables 
Time Scheduling   

Likert Scale  

Questionnaires 

Percentages  
Frequencies  

Correlation Analysis 
Regression Analysis   

Employee 

Productivity 

 

Completion rates 

Collaboration  
Quality Control  

Likert Scale  

Questionnaires 

Percentages  

Frequencies  

Correlation Analysis 

Regression Analysis   

Source: Researcher (2025) 
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CHAPTER THREE: RESEARCH METHODOLOGY  

3.1 Introduction 

This chapter outlines the methodology used in the study. It describes the research 

design, target population, sampling techniques, data collection instruments, and 

procedures for ensuring validity and reliability. It also explains the data collection 

process and methods of data analysis. 

3.2 Research Design 

The descriptive research design was implemented in the investigation. A 

descriptive research design entails the observation and description of phenomena without 

the intention of manipulating the environment or influencing variables. It is intended to 

offer a description of a situation, frequently emphasising the characteristics, behaviours, 

or factors that are present in a specific context (Yin, 2018). This method is well-suited 

because it enables researchers to systematically characterise and analyse the remote work 

environment and employee productivity in the telecommunication sector of Kenya. The 

design is suitable for this study because it allows for the accumulation of comprehensive 

data regarding the impact of digital connectivity, autonomy, work-life integration, and 

flexible scheduling on productivity and well-being in remote work environments. A 

descriptive design is effective for the analysis of relationships between variables and the 

formulation of conclusions based on factual data.  

3.3 Target Population 

Target population is a group from where measurements are obtained, (Trochim, 

2016). The study targeted 300 employees in the 6 core departments from the six major 
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telecommunication companies in Kenya. Thus, the target population was as shown in 

Table 2. 

TABLE 2 

Target Population 

Department  Telkom 

Kenya 

Safaricom 

PLC 

Airtel 

Kenya 
Ltd 

Finserve 

Africa 
Limited 

(Equitel 

Wananchi 

Group 
(Zuku) 

Jamii 

Telecommu
nications 

Limited 
(Faiba 

Total  

Customer care  12 25 16 6 6 11 76 

Information 
Technology  

20 37 23 9 9 15 113 

Human 

Resources  

6 12 8 3 3 5 37 

Marketing  6 12 8 3 3 5 37 

Internal Audit  3 6 4 1 1 3 18 

Administration  3 6 4 1 2 3 19 

Total  62 123 79 29 31 53 300 

   Source: Communications Authority of Kenya (2025).  

3.4 Sampling Frame and Sampling Techniques 282 

The sample is the subset of the population and contains elements with similar 

characteristics to the population, (Saunders, Lewis & Thornhill, 2019). Sampling has 

been described as the process of selecting a representative number of items out of the 

target population (Bryman, 2016). From the study population of 300, a sample size of  

was determined using Yamane’s’ formula to get the sample size of 171 employees as 

follows; 
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n    =          N 

               1+Ne² 

Where:              n = sample size 

N = population size 

                         e = margin of error  

                        1 = is a constant value 

n    =         300 

               1+300(0.05) ² 

n    =         300 

                1.750 

n    =         171.429 

      =         171 

In addition the study adopted stratified random sampling to get sample size in each 

department . The following formula was adopted  

nh=(Nh/N) x n 

nh = Sample size of stratum  

Nh = population size of stratum  

N = total population size 

n = total sample size  

For example, to get the sample of employees in customer care department 

nh=(76/300) x 171 

nh=(0.2533) x 171 

nh= =43 

TABLE 3 

Sample Size 

Department  Total  Sample Size 

Customer care  76 43 

Information Technology  113 65 

Human Resources  37 21 

Internal Audit 18 10 

Marketing  37 21 

Administration 19 11 

Total  300 171 
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3.5 Data Collection Instruments  

The study employed both a questionnaire and an interview schedule to gather the 

primary data that was suitable for the study. Questionnaire was used to collect data from 

all the other department expect the administration. The questionnaire included 

structured/closed-ended questions, which are queries that the researcher has provided the 

respondents with the option of answering. The questionnaire was developed using a 

multiple-item measurement scale. The data was collected using a five-point Likert scale, 

which included a list of response categories ranging from strongly agree to strongly 

disagree. The scale was as follows: 5 denotes Strongly Agree, 4 indicates Agreement, 3 

indicates Undecided, 2 indicates Disagreement, and 1 indicates Strongly Agree. The 

questionnaire was divided into four sections: Part A, which contained the background 

information, and parts B, C, and D, which contained the research variables. The 

questionnaire is employed in this investigation due to its numerous benefits. These 

advantages encompassed cost efficiency, standardisation of the queries, ease of data 

analysis, and distribution and data collection.  

Interview schedule was used to collect data from administrators. The interview 

schedule was the optimal choice for administrators, as it enables a comprehensive 

examination of their perspectives, experiences, and attitudes towards the remote work 

environment, which may not be completely captured through structured questionnaires. 

Interviews provide the researcher with the ability to explore emerging themes, clarify 

responses, and investigate further in real time, thereby providing flexibility. This is 

especially beneficial when investigating intricate and subjective matters such as 
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motivation, productivity, and work-life balance, which frequently necessitate open-ended 

responses.  

3.6 Data Collection Procedure 

In order to commence the data collection procedure, the researcher initially 

requested permission from the graduate school by obtaining an introduction letter. This 

letter was subsequently employed to submit an application for a research permit to the 

National Commission for Science, Technology, and Innovation (NACOSTI). The 

researcher presented the research permit, along with the letter from the graduate school, 

to the administration of the six telecommunication companies headquartered in Nairobi 

for formal introduction after successfully acquiring the research permit. The researcher 

met with the senior manager responsible for the proposed study during this introductory 

visit to provide an explanation of the research's objectives and importance. The 

researcher also disclosed the voluntary nature of the participation and the confidentiality 

of the responses.  

The roles of the respondents in the telecommunication corporations were used to 

identify them for this study. Employees in the core departments of the six main 

telecommunication companies comprised the target population.  The researcher 

collaborated with the human resources departments or department leaders of these 

companies to identify the appropriate respondents. These individuals were chosen based 

on their responsibilities within the organisation, ensuring that they are in a position to 

offer pertinent insights into the impact of remote work environments on employee 

productivity.  
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The researcher disseminated printed questionnaires to the respondents at their 

respective offices on the designated dates. The researcher subsequently distributed the 

questionnaires to the selected study respondents, providing them with a two-week 

window to complete them. The two-week timeframe is intended to provide respondents 

with ample time to submit detailed and deliberate responses, thereby enhancing the 

response rate. This is especially critical in light of the limited sample size. The researcher 

collected the completed questionnaires from the respondents after this period.  

3.7 Pilot Study 

Before commencing data collection in its entirety, the study's pilot was 

implemented at the offices of Safaricom Limited and Telkom Kenya in Nakuru Town to 

evaluate the efficacy of the data collection instruments. This group consisted of 11 

personnel, which accounted for 10% of the sample size. The piloted participants were 

excluded from the primary investigation.  

3.7.1 Validity of Research Instrument  

The content was implemented to validate the questionnaires in this investigation. 

Content validity guarantees that a questionnaire encompasses all facets of the concept 

being assessed. It determines whether the enquiries are pertinent to the study's objectives 

and reflective of the entire subject matter. The questions were meticulously crafted to 

ensure that they comprehensively address the research objectives, based on an exhaustive 

literature review and expert input, in order to achieve content validity. The content 

validity of this research was improved by a search for the perspectives of experts in the 
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field of study, particularly managers. Pre-testing is an effective method for enhancing the 

likelihood of face validity, as per Cooper and Schindler (2015).  

3.7.2 Reliability of Research Instrument  

The questionnaire's reliability was improved in this study by pre-testing it with a 

selected sample that was not included in the primary study. An internal consistency 

technique was implemented through the utilisation of Cronbach's Alpha. Through the 

generation of Cronbach's Alpha, the study instruments' reliability was assessed. Internal 

consistency reliability is a reliability metric that is used to assess the extent to which 

different test items that assess the same construct yield comparable results. Higher alpha 

values are more desirable. Patton (2015) suggested that a reliability of 0.70 or higher 

(obtained on a substantial sample) is tolerable as a general rule.  

3.8 Data Analysis and Presentation 

Data analysis is the process of organising and interpreting the vast amount of 

information that has been collected (Cooper & Schindler, 2015). The process of data 

analysis involved the reduction of the acquired information to a manageable size, the 

development of summaries, the identification of patterns, and the application of statistical 

techniques. The data collected in this study was both qualitative and quantitative in 

nature.  

Thematic analysis was employed to analyse qualitative data from the interview 

schedule. This procedure entails the transcription of the responses, the review of the 

transcripts to become acquainted with the content, and the subsequent identification of 

recurring themes and patterns that are pertinent to the study variables. The responses 
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were categorised according to these themes, and the findings were substantiated by 

illustrative quotations from participants. The data that was analysed was presented in 

narrative form, emphasising key insights, common viewpoints, and differences in opinion 

among employees. This approach provided a comprehensive comprehension of their 

experiences and perceptions.  

The Statistical Package for Social Sciences (SPSS) version 25 was employed to 

analyse quantitative data using both descriptive and inferential statistics. Descriptive 

statistics employed frequencies, percentages, standard deviations, and means. Correlation 

and regression analysis were employed in inferential statistics. The data was exhibited in 

the form of tables following the analysis. The subsequent multivariate regression model 

was implemented:  

Y = β0 + β1X1 + β2X2 + β3X3 + β3X4+ ε 

Where:  

Y = Employee Productivity   

β0 = Constant Term.  

β1, β2, β3 and β4 = Beta coefficients;  

X1= Digital Connectivity 

X2= Job Autonomy 

X3= Work-Life Integration 

X4= Flexible Scheduling 
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3.9 Diagnostic Tests 

The study conducted multicollinearity test, homoscedasticity test and linearity 

test.  

3.9.1 Multicollinearity Test  

The initial diagnostic assessment conducted was the multicollinearity test. This 

phenomenon occurs when one independent variable in a multiple regression model can be 

linearly predicted from the analysis of other variables to a specified degree of accuracy 

(Sekaran & Bougie, 2010). The analysis involved calculating the Variance Inflation 

Factor (VIF) and determining tolerance (1/VIF). Independent variables are classified as 

collinear when the variance inflation factor (VIF) falls within the range of 5 to 10. In the 

presence of multicollinearity, highly correlated variables were removed or combined into 

a single variable.  

3.9.2 Homoscedasticity test  

The second test conducted was a homoscedasticity test. Homoscedasticity refers 

to a condition where all errors exhibit a uniform variance across observations. The 

assumption of homoscedasticity is violated when the variance of the errors differs across 

the values of the independent variable. The existence of homoscedasticity introduces bias 

in test statistics and confidence intervals. The study employed a scatter plot diagram to 

assess homoscedasticity 
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3.9.3 Linearity Test  

A linearity test was the third diagnostic test conducted. This statistical method 

assesses the existence of a linear relationship between two variables. The analysis 

evaluated if the association between the independent variable (X) and the dependent 

variable (Y) could be sufficiently represented by a linear model. A scatter plot diagram 

was created using data input in the SPSS program. The assessment of the scatter plot 

pattern reveals a linear relationship between the variables and their direction.  

3.9.4 Normality Test 

Normality of residuals is crucial to ensure that the regression model provides 

unbiased and efficient estimates. The Shapiro-Wilk Test was used to test whether the 

residuals follow a normal distribution. If the residuals are not normally distributed, the 

data may be transformed, or non-parametric methods could be employed. The decision 

was made by comparing the p-value to the significance level (α); if the p-value is less 

than or equal to α (0.05), the residuals are not normally distributed  

3.10 Ethical Consideration  

During the data collection process, the following ethical considerations were 

addressed. The researcher implemented stringent data protection measures to safeguard 

the confidentiality of research participants. These measures involved the secure storage of 

data in encrypted files and the restriction of access to authorised personnel only. All 

collected data was stored digitally in password-protected folders, while physical copies 

were secured in locked storage. Participants were notified that their data would be utilised 
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exclusively for research purposes, with all findings reported in aggregate form to ensure 

the anonymity of individual responses.  

The informed consent process was meticulously administered. Before data 

collection commenced, participants were provided with a consent form that outlined the 

study's purpose, their rights, the measures ensuring confidentiality and anonymity, and 

the voluntary nature of their participation. To ensure anonymity, each participant 

received a unique identification number instead of personal names or identifiable 

information. This process safeguards identity while simultaneously improving the 

honesty and reliability of the responses given.  

Community factors were also considered. This study's findings are intended to 

benefit both participating organisations and the wider telecommunication sector in Kenya 

by offering evidence-based insights into the impact of remote work environments on 

employee productivity. This knowledge may aid in policy formulation and strategic 

planning, thereby improving employee well-being, organisational performance, and 

public service delivery. By protecting the interests of individual participants and the 

wider community, the researcher guarantees that the study enhances societal knowledge 

and development. 
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CHAPTER FOUR: RESEARCH FINDINGS AND DISCUSSIONS 

4.1 Introduction  

This section presents the results of the information assessment, discusses the 

outcomes, and presents the results. The overarching goal of the research was to assess the 

effect of remote work environment and employee productivity in Telecommunication 

Sector, in Kenya. 

4.1.1 Response Rate  

According to Fowler (2014), the rate of responses is calculated by dividing the 

overall number of persons in the sample by the number of people who correctly filled out 

the questionnaires. For this study, the researcher distributed 171 questionnaires; 90 were 

completed and returned. The total approval percentage for responses was 53%.  

TABLE 4 

Response Rate 

 Sample Size Completely Filled  Non-Response Rate 

Frequency 171 90 81 

Percent (%) 100 53 47 

Source: Research Data (2025) 

4.2 Pilot Test Results 

A pilot test was conducted to ensure the validity and reliability of the research 

instruments. The pilot study was conducted in Safaricom Limited Offices and Telkom 

Kenya in Nakuru Town where 11 questionnaires were pre-tested, representing 10% of the 

study's sample size. The study used Cronbach's alpha to find out how reliable the tools 

were. Table 5 displays the results. 
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TABLE 5 

Reliability Test Results 

Variable No. of Items Cronbach’s Alpha Value 

Digital connectivity  11 .856 

Job autonomy  11 .701 

Work-life integration  11 .754 

Flexible Scheduling 11 .826 

Employee productivity 11 .861 

Source: Research Data (2025) 

The reliability analysis indicates that all variables in the study are consistent and 

reliable, with Cronbach Alpha values well above the acceptable threshold of 0.7. 

accounts digital connectivity (α = 0.856), job autonomy (α = 0.701), work-life integration 

(α = 0.754), and flexible scheduling (α = 0.826) all demonstrate strong internal 

consistency. Among these, employee productivity in Telecommunication Sector, in 

Kenya has the highest reliability (α = 0.861), indicating excellent consistency across its 

items. Overall, the measurement instruments used in this study are reliable for evaluating 

the effect of remote work environment and employee productivity in Telecommunication 

Sector, in Kenya. 

4.3 Demographic Analysis  

The respondents' demographic information included gender, education qualification and 

tenure of service as discussed here in.  

4.3.1 Gender of the Respondents  

The researcher sought to assess the gender of the respondents the findings were as 

indicated in table figure 2 
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FIGURE 2 

Gender of the Respondents 

Source: Research Data (2025) 

From the findings, 54% of the respondents were male while 46% were female. 

This indicates a relatively balanced gender representation, with a slight male dominance 

in the telecommunication sector workforce participating in this study. The near parity in 

gender distribution may suggest that both male and female employees are actively 

engaged in remote work practices within the sector. 

4.3.2 Highest Education Qualification Attained 

The researcher asked the respondents to indicated their education level; the findings were 

as indicated in figure 3   



55 

 

 

FIGURE 3 

Highest Education Qualification Attained 

Source: Research Data (2025) 

From the findings, 43% had a diploma, 50% held an undergraduate degree, 6% 

had a master’s degree, while 1% possessed a PhD. These results demonstrate that 

majority of employees in the telecommunication sector have at least an undergraduate 

degree, indicating a highly educated workforce. This high level of academic qualification 

may enhance adaptability and performance in remote work environments due to 

improved digital literacy and self-management skills. 

4.3.3 Duration of Employment in the Organization 

The researcher sought to find out the tenure of employes in their current organization, the 

findings were as indicated in figure 4 
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FIGURE 4 

Duration of Employment in the Organization 

Source: Research Data (2025) 

From the findings, 21% of the respondents had worked for less than 3 years, 36% 

had served between 3 to 9 years, 26% had been employed for 10 to 15 years, while 18% 

had worked in the organization for over 15 years. This distribution suggests that a 

significant proportion of employees have medium to long-term experience in the sector, 

which may influence their adaptability to remote work structures. The presence of newer 

employees also reflects ongoing hiring, possibly influenced by shifts in work models like 

remote or hybrid arrangements. 

4.4 Analysis of the Study Variables 

The purpose of the investigation was to gather feedback on the digital 

connectivity, job autonomy, work-life integration and flexible scheduling on employee 

productivity in Telecommunication Sector, in Kenya. The average number might be 
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anywhere from 1 to 5, with 1 being the lowest and 5 the greatest. A data set's standard 

deviation indicates how far outliers are relative to the mean. 

4.4.1 Digital Connectivity on Employee Productivity 

The researcher sought to assess the effect of digital connectivity on employee 

productivity in Telecommunication Sector, in Kenya. The findings were as indicated in 

table 6 

TABLE 6 

Digital Connectivity on Employee Productivity 

Digital Connectivity SD D N D SD Mean Std 

The internet connection is stable and reliable for 
completing work tasks efficiently 

16 64 7 13 0 3.82 .856 

Reliable internet connectivity enhances my 

ability to complete tasks on time 

20 32 22 26 0 3.47 1.083 

My work is rarely affected by internet outages 

or disruptions 

28 41 19 12 0 3.84 .970 

Frequent internet disruptions negatively impact 
my overall work output. 

41 30 17 12 0 4.00 1.039 

My organization provides adequate 
cybersecurity measures to protect work-related 
data. 

33 37 18 12 0 3.91 1.002 

Effective cybersecurity practices improve my 
confidence and efficiency while working 

remotely. 

42 29 17 12 0 4.01 1.044 

Source: Research Data (2025) 

The findings indicate that 16% of respondents strongly agreed that the internet 

connection is stable and reliable for completing work tasks efficiently, 64% agreed, 7% 

were neutral, and 13% disagreed, with none strongly disagreeing. The mean was 3.82, 

with a standard deviation of 0.856, indicating that the majority of respondents found their 

internet infrastructure dependable. This suggests that telecommunication companies have 

made significant investments in providing stable connectivity to support work efficiency. 
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In addition, 20% strongly agreed that reliable internet connectivity enhances their 

ability to complete tasks on time, 32% agreed, 22% were neutral, and 26% disagreed, 

with none strongly disagreeing. This resulted in a mean of 3.47 and a standard deviation 

of 1.083, reflecting a moderate perception that internet reliability contributes to meeting 

deadlines. These findings align with those of Adeyemi, Olufemi, and Okonkwo (2020), 

who concluded that reliable internet infrastructure is a critical enabler of digital labor 

productivity, particularly in rapidly digitizing regions. Their study highlighted that stable 

internet services enhance task efficiency and minimize downtime in remote work 

environments. 

Furthermore, 28% of respondents strongly agreed that their work is rarely affected 

by internet outages or disruptions, 41% agreed, 19% were neutral, and 12% disagreed, 

with none strongly disagreeing. The responses generated a mean of 3.84 and a standard 

deviation of 0.970, suggesting that most respondents experienced minimal interruption to 

their work due to internet issues. 

Moreover, 41% strongly agreed that frequent internet disruptions negatively 

impact their overall work output, 30% agreed, 17% were neutral, and 12% disagreed, 

with none strongly disagreeing. This yielded a relatively high mean of 4.00 and a 

standard deviation of 1.039, reflecting a strong consensus that frequent disruptions 

compromise productivity. These results are consistent with Chowdhury, Patel, and 

Mukherjee (2021), whose study on mobile internet use in Sub-Saharan Africa 

demonstrated that internet reliability directly impacts individual work performance, 
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especially in digitally reliant sectors. They emphasized that any connectivity interruption 

limits timely task completion and affects overall productivity. 

In addition, 33% strongly agreed that the organization provides adequate 

cybersecurity measures to protect work-related data, 37% agreed, 18% were neutral, and 

12% disagreed, with a mean of 3.91 and a standard deviation of 1.002. This indicates that 

most employees felt their organizations had implemented sufficient protection for work-

related digital assets. 

Finally, 42% of respondents strongly agreed that effective cybersecurity practices 

improve their confidence and efficiency while working remotely, 29% agreed, 17% were 

neutral, and 12% disagreed, producing a mean of 4.01 and a standard deviation of 1.044. 

These findings mirror those of Kojo, Appiah, and Mensah (2022), who found that strong 

cybersecurity frameworks enhance employee confidence in handling digital tasks, 

thereby boosting productivity in remote work settings. Their research further noted that 

visible and reliable security measures improve compliance and reduce reluctance in 

executing online tasks 

The researcher further asked the employees to describe their experience with 

internet access while working remotely and how reliable their connection is on a typical 

workday. One of the employees stated that “I have a fiber-to-home connection averaging 

20 Mbps; video calls and large file uploads are seamless throughout the day,” Another 

employee indicated that “My home broadband sometimes slows to under 5 Mbps during 

evening peak hours, but I rarely lose the link entirely.”  This shows that the majority of 
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employees enjoy stable, high-speed connections sufficient for their daily tasks, with only 

occasional slowdowns that do not fully interrupt their workflow. 

In addition, the researcher asked the employees how often they face network 

interruptions, and how these affect their ability to complete tasks. One of the employees 

stated that “I experience brief outages about twice a week, which forces me to reschedule 

client calls and delays report submissions,” while another stated that “I have to switch to 

my mobile hotspot almost every afternoon because the Wi-Fi drops when many devices 

are online.” This implies that although most interruptions are infrequent, they can still 

disrupt critical activities prompting staff to have backup solutions but nonetheless 

impacting productivity. 

Finally, the researcher inquired about the measures in place to ensure 

cybersecurity while working remotely, and how confident employees feel in these 

protections. One respondent noted, “Our company-issued VPN, two-factor 

authentication, and weekly phishing simulations give me confidence that my data and our 

network remain secure,” while another commented, “We have antivirus software and 

regular security awareness emails, but I’m sometimes unsure about the proper protocol if 

I receive a suspicious attachment.” These responses suggest that robust cybersecurity 

infrastructure and training are largely in place, yet some employees still desire clearer 

guidance on handling potential threats. 
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4.4.2 Job Autonomy on Employee Productivity 

The researcher sought to assess the effect of job autonomy on employee productivity in 

Telecommunication Sector, in Kenya. The findings were as indicated in table 7 

TABLE 7 

Job Autonomy on Employee Productivity 

Job Autonomy SD D N D SD Mean Std 

I have the freedom to decide how to complete 
my work tasks 

33 37 18 12 0 3.91 1.002 

Having decision-making autonomy enhances 

my efficiency and motivation at work. 

42 29 17 12 0 4.01 1.044 

When working remotely I can set my own work 

schedule  

44 30 13 9 2 4.03 1.116 

Being able to set my own schedule allows me to 
manage my workload more effectively 

22 53 12 12 0 3.86 .906 

Working remotely reduces excessive 
supervision that limits my ability to work 

independently 

30 31 12 23 3 3.61 1.233 

Less managerial supervision enables me to 
focus and be more productive 

18 53 17 12 0 3.77 .887 

The study found that 33% of respondents strongly agreed that they have the 

freedom to decide how to complete their work tasks, 37% agreed, 18% were neutral, and 

12% disagreed. The responses produced a mean of 3.91 with a standard deviation of 

1.002, indicating that a majority of employees enjoy substantial autonomy in task 

execution. 

In addition, 42% of respondents strongly agreed that having decision-making 

autonomy enhances their efficiency and motivation at work, 29% agreed, 17% were 

neutral, and 12% disagreed. This yielded a mean of 4.01 and a standard deviation of 

1.044, suggesting that employees feel more empowered and productive when they are 

allowed to make decisions independently. These findings support the conclusions of 
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Mohamed, Warsame, and Yusuf (2023), who asserted that self-directed roles reduce 

decision fatigue and enhance productivity. Similarly, the results echo those of Ahmed and 

Karanja (2020), who emphasized that autonomy at work fosters innovation and a sense of 

ownership, particularly in highly skilled sectors like telecommunications. 

Furthermore, the study revealed that 44% of respondents strongly agreed that they 

can set their own work schedules, 30% agreed, 13% were neutral, 9% disagreed, and 2% 

strongly disagreed. This led to a mean score of 4.03 and a standard deviation of 1.116, 

highlighting that most employees have control over their schedules, which contributes to 

improved output. Moreover, 22% strongly agreed that being able to set their own 

schedule allows them to manage their workload more effectively, 53% agreed, 12% were 

neutral while 12% disagreed. These responses produced a mean of 3.86 and a standard 

deviation of 0.906, suggesting a strong belief in the positive impact of flexible time 

management on workload handling. 

In addition, 30% strongly agreed that working remotely reduces excessive 

supervision that limits the ability to work independently, 31% agreed, 12% were neutral, 

23% disagreed while 3% strongly disagreed. The responses resulted in a mean of 3.61 

and a standard deviation of 1.233, indicating that while many employees appreciate 

reduced oversight, a notable portion still views supervision as necessary. Lastly, 18% of 

respondents strongly agreed that less managerial supervision enables them to focus more 

and be productive, 53% agreed, 17% were neutral, and 12% disagreed. This yielded a 

mean of 3.77 and a standard deviation of 0.887, demonstrating broad support for 

autonomous working conditions. These findings align with the work of Mwangi, Adeoye, 



63 

 

and Kimani (2021), who concluded that trust-based autonomy enhances employee 

engagement and responsibility, especially among remote staff in high-performance 

sectors. 

The researcher further asked employees to what extent they feel empowered to 

make decisions related to their work while working remotely. One of the employees 

stated that “I decide which client issues to tackle first and choose the communication 

channels that best suit each stakeholder, which makes me feel accountable and trusted,” 

while another employee indicated that “Any policy changes or new tools I want to adopt 

must go through a three-step approval process, so I rarely act without permission.” This 

shows that although many employees experience genuine decision-making freedom, 

some remain hindered by rigid organizational procedures. 

Next, the researcher inquired how much freedom employees have in setting their 

own work goals or priorities when working remotely. One respondent noted, “I 

collaborate with my manager on high-level objectives, then carve out my weekly plan this 

flexibility helps me balance urgent tickets with strategic projects,” while another 

remarked, “I’m given a fixed list of daily tasks with deadlines, leaving little room to 

adjust priorities based on changing needs.” This implies that while goal-setting 

autonomy enhances motivation for some, others are confined to prescriptive task 

assignments that limit their ability to self-direct. 

Finally, the researcher asked how employees would describe the level of 

supervision they receive from their manager while working remotely, and whether they 
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find it supportive or restrictive. One employee explained, “My manager schedules a 

weekly one-on-one to discuss progress and obstacles, which feels supportive and 

respectful of my autonomy,” while another commented, “I get messages and status 

requests multiple times a day, which interrupts my focus and feels micromanaging.” 

These responses suggest that balanced, periodic check-ins foster a supportive remote 

environment, whereas overly frequent oversight can be perceived as restrictive and 

counterproductive. 

4.4.3 Work-Life Integration on Employee Productivity 

The researcher sought to assess the effect of work-life integration on employee 

productivity in Telecommunication Sector, in Kenya. The findings were as indicated in 

table 8 

TABLE 8 

Work-Life Integration on Employee Productivity 

Work-Life Integration SD D N D SD Mean Std 

Working remotely reduces the emotional drain 

through one-on-one interactions at the place 
of work 

46 30 14 10 0 4.11 .999 

My job frequently leaves me feeling stressed, 
which affects my personal life 

38 36 16 11 0 4.00 .994 

Working remotely reduces interferences with 

my personal life. 

41 36 13 10 0 4.08 .974 

Working remotely helps me to balance my 

work demands with my personal 
commitments. 

52 26 13 7 2 4.19 1.048 

Working on one-to-one bases prevents me 

from engaging in activities I enjoy outside of 
work. 

42 33 13 11 0 4.07 1.003 

I feel a strong sense of connection with my 
colleagues, even while working remotely. 

48 37 9 6 2 4.2000 .97381 

Source: Research Data (2025) 



65 

 

The study established that 46% of the respondents strongly agreed that that 

working remotely reduces the emotional drain from one-on-one interactions at the 

workplace, 30% agreed. Meanwhile, 14% were neutral while 10% disagreed. This 

yielded a mean of 4.11 and a standard deviation of 0.999, suggesting that most employees 

perceive remote work as less emotionally taxing thereby enhancing focus and overall 

productivity. 

In addition, 38% strongly agree that their job frequently leaves them feeling 

stressed, which affects their personal life 36% agree, 16% were neutral while 11% 

disagreed. The mean of 4.00 with a standard deviation of 0.994 indicates that job-related 

stress remains a significant concern, even with remote work options available. These 

findings support the argument by Allen, Golden, and Shockley (2019) that while remote 

work may reduce commuting stress and provide autonomy, it can also result in 

overworking and social isolation—factors that contribute to chronic stress when 

organizational support is lacking. 

Further, 41% strongly agree that working remotely reduces interference with their 

personal life, while 36% agree, 13% were neutral, and 10% disagreed. The mean stood at 

4.08 with a standard deviation of 0.974, reflecting a strong perception that remote work 

facilitates better separation between professional and personal life. 

Moreover, 52% strongly agree that working remotely helps them balance work 

demands with personal commitments, 26% agree, 13% were neutral, 7% disagreed, while 

2% strongly disagreed. With a mean of 4.19 and standard deviation of 1.048, these 

findings underscore how highly employees value the flexibility provided by remote work. 
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This aligns with Boateng, Addo, and Owusu (2021), who found that employees with 

control over their work environment can better protect their personal time from work-

related disruptions. Similarly, Olukoya, Adebayo, and Adeyemi (2022) argued that 

flexible work arrangements are positively correlated with improved job satisfaction and 

performance due to alignment with personal responsibilities. 

When asked whether working on a one-to-one basis prevents them from engaging 

in activities they enjoy outside of work, 42% strongly agree that it does, while 33% agree, 

13% were neutral, and 11% disagreed. The mean was 4.07 with a standard deviation of 

1.003, indicating that many employees feel their work restricts participation in enjoyable 

out-of-work activities possibly due to intense focus or limited social interaction. 

Lastly, 48% strongly agree that they feel a strong sense of connection with 

colleagues even while working remotely37% agree, 9% were neutral, 6% disagreed while  

2% strongly disagreed. The mean stood at 4.20 with a standard deviation of 0.974, 

suggesting that remote work has not diminished interpersonal bonds. These findings are 

consistent with the observations of Warsame and Abdi (2023), who emphasized the 

importance of monitoring flexible roles to avoid social isolation. They also support 

Kilonzo and Wanjiru (2020), who noted that strong digital communication practices help 

sustain workplace relationships in physically dispersed teams. 

 The researcher further asked employees whether they have experienced feelings 

of burnout since transitioning to remote work and, if so, what factors contribute to it. One 

of the employees stated that “I’ve felt overwhelmed by back-to-back video calls with no 

breaks, plus juggling homeschooling duties, which leaves me mentally drained by 
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midday,” while another employee indicated that “I actually feel less burned out because I 

no longer have a stressful commute and can take short walks between tasks.” This shows 

that remote work can both exacerbate and alleviate burnout depending on individual 

circumstances, with meeting overload and home pressures being key drivers for some, 

while saved commute time offers relief for others. 

Next, the researcher inquired how employees manage the boundaries between 

work responsibilities and personal life while working from home. One respondent noted, 

“I set strict ‘office hours’ and shut my laptop at 6 PM, then switch off notifications to 

spend time with my family,” while another remarked, “I often find myself answering 

emails late at night because my workspace is just down the hall, making it hard to switch 

off.” This implies that clear routines and technological boundaries help maintain balance 

for some, whereas blurred physical separation can lead to constant connectivity and 

potential overwork for others. 

Finally, the researcher asked how remote work has affected employees’ sense of 

connection and interaction with their colleagues. One employee explained, “We hold 

daily virtual stand-ups and use informal chat channels for water-cooler talk, so I actually 

feel more connected now,” while another commented, “I miss the spontaneous 

brainstorming sessions in the office our meetings feel too formal, and I sometimes feel 

isolated.” These responses suggest that structured virtual interactions can sustain or even 

boost team cohesion, but the loss of casual, in-person encounters can leave others feeling 

detached. 
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4.4.4 Flexible Scheduling on Employee Productivity 

The researcher sought to assess the effect of flexible scheduling on employee 

productivity in Telecommunication Sector, in Kenya. The findings were as indicated in 

table 9 

TABLE 9 

Flexible Scheduling on Employee Productivity 

Flexible Scheduling SD D N D SD Mean Std 

I have the flexibility to choose my working 
hours while working remotely. 

33 31 22 11 2 3.8222 1.08698 

My working hours allow me to balance my 

professional and personal responsibilities 
effectively. 

34 34 16 13 2 3.8556 1.10729 

I am able to meet work deadlines effectively 
while working remotely. 

23 33 27 16 1 3.6222 1.04481 

The flexibility in scheduling my tasks 

enhances my ability to deliver quality work 
on time. 

41 33 11 13 1 4.0000 1.08099 

Through working remotely I have the 
autonomy to plan my daily work schedule 
according to my productivity peaks. 

3 50 9 9 1 4.0111 .93008 

Working remotely give me the flexibility in 
my work schedule which allows me to 

manage my workload efficiently. 

43 36 11 1 9 4.0333 1.18464 

Source: Research Data (2025) 

From the findings 33% of the respondents strongly agree that employees have the 

flexibility to choose their working hours while working remotely 31% agree that flexible 

scheduling is available. Additionally, 22% were neutral, 11% disagreed, and 2% strongly 

disagreed. The mean of 3.82 with a standard deviation of 1.09 indicates that a significant 

number of employees appreciate the autonomy that flexible scheduling offers in remote 

work environments. 
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In addition, 34% strongly agree that their working hours allow them to balance 

professional and personal responsibilities effectively, with another 34% agreed, 16% 

were neutral, 13% disagreed while 2% strongly disagreed. The mean of 3.86 and standard 

deviation of 1.11 suggest that flexible scheduling contributes positively to a healthier 

work-life balance. This aligns with Makau, Kibet, and Ochieng (2021), who found that 

flexibility in work hours improves employee satisfaction and reduces work-family 

conflict, thus enhancing job performance. Moreover, Twum and Appiah (2021) observed 

that flexible work practices reduce psychological stress by helping employees manage 

their work and home roles more efficiently, boosting engagement and productivity. 

Concerning the ability to meet work deadlines effectively while working 

remotely, 23% strongly agree that they can meet deadlines, and 33% agree. However, 

27% were neutral, 16% disagreed, and 1% strongly disagreed. The mean of 3.62 and 

standard deviation of 1.04 suggest a generally positive perception, though slightly weaker 

than other items, possibly reflecting challenges in time management or coordination 

during remote work. 

On the other hand, 41% strongly agree that flexibility in scheduling tasks 

enhances their ability to deliver quality work on time, with 33% agreeing. Meanwhile, 

11% were neutral, 13% disagreed, and 1% strongly disagreed. The mean of 4.00 and 

standard deviation of 1.08 indicate strong agreement that flexible task scheduling 

supports timely and quality outputs. This is supported by Kariuki, Ndungu, and Wambua 

(2020), who concluded that allowing employees to manage their schedules enables 

alignment with peak productivity hours, ultimately boosting performance. Obonyo, Limo, 
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and Kipruto (2021) also emphasize that telecommuting improves autonomy and job 

satisfaction but requires strong self-discipline and time management skills to sustain 

productivity and meet deadlines. 

Regarding autonomy in planning daily work schedules according to productivity 

peaks, only 3% strongly agree, but a majority of 50% agree. Additionally, 9% were 

neutral, 9% disagreed, and 1% strongly disagreed. The mean of 4.01 with a standard 

deviation of 0.93 reflects consistent positive responses about the ability to plan work 

around personal productivity rhythms. 

Finally, 43% strongly agree that working remotely provides flexibility in work 

schedules, allowing for efficient workload management, with 36% agreeing. Another 

11% were neutral, 1% disagreed, and 9% strongly disagreed. The mean of 4.03 and 

standard deviation of 1.18 suggest that most employees perceive remote work as an 

effective strategy for managing workload. This observation is corroborated by Kimani, 

Oduor, and Mutua (2021), whose research in a Chinese travel agency revealed a 13% 

performance increase due partly to employees’ ability to better control their schedules 

and work environments. 

The researcher first asked employees how flexible their working hours are and 

how this flexibility affects their productivity or personal life. One of the employees stated 

that “I’m able to start as early as 5:30 AM to finish by 2 PM, which lets me attend my 

children’s school run and still hit my peak focus hours,” while another employee 

indicated that “I often log on late because I juggle caregiving duties in the morning, then 

work into the evening this irregularity sometimes makes me feel fragmented.” This shows 
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that while flexible hours can boost work–life harmony and productivity for some, others 

struggle to establish consistent routines and may experience schedule fragmentation. 

Next, the researcher asked how employees manage their deadlines and 

deliverables when working remotely, and whether this process has changed compared to 

in-office work. One respondent noted, “I now set my personal timers for each task, which 

gives me clearer visibility and accountability than when I was in the office,” while 

another remarked, “Deadlines feel more fluid at home; without the daily stand-up 

reminders, I occasionally miss deliverables until my manager flags them.” This implies 

that digital tools and self-discipline can enhance remote task management for some, 

whereas others may miss the structure and immediacy of in-person reminders. 

Finally, the researcher inquired how employees plan and allocate their time during 

the workday at home, and whether they follow a set routine. One employee explained, “I 

block out my calendar in two-hour focus sessions, interspersed with 15-minute breaks for 

movement and chores, which keeps me energized,” while another commented, “I tend to 

switch between tasks as interruptions arise there’s no fixed routine, so I end up 

multitasking and sometimes feeling scattered.” These responses suggest that intentional 

time-blocking fosters sustained productivity and well-being, whereas ad hoc work 

patterns can lead to distraction and reduced efficiency. 
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4.4.5 Employee Productivity in Telecommunication Sector, in Kenya 

The researcher sought to assess the level of agreement on employee productivity in 

Telecommunication Sector, in Kenya. The findings were as indicated in table 10 

TABLE 10 

Employee Productivity in Telecommunication Sector, in Kenya 

Employee Productivity SD D N D SD Mean Std 

I can complete my tasks within the assigned 

deadlines 

33 37 18 12 0 3.9111 1.00162 

Increased productivity due to remote work 
has positively impacted my performance 

evaluations. 

42 29 17 12 0 4.01 1.044 

I can easily collaborate with my team 

members despite working remotely 

44 30 13 9 3 4.0333 1.11627 

Strong team collaboration helps me complete 
my tasks more efficiently 

22 53 12 12 0 3.8556 .90642 

The quality of my work has remained high 
while working remotely 

30 31 12 23 3 3.6111 1.23338 

High-quality work output has contributed to 
my professional growth and recognition. 

28 41 19 12 0 3.7556 .98655 

Source: Research Data (2025) 

From the findings, 33% of the respondents strongly agreed that they can complete 

their tasks within assigned deadlines in the telecommunication sector in Kenya. 

Additionally, 37% agreed, 18% were neutral, and 12% disagreed, with none strongly 

disagreeing. The mean score of 3.91 and a standard deviation of 1.00 indicate that the 

majority of employees perceive themselves as capable of meeting deadlines, a critical 

aspect of productivity. 

Furthermore, 42% of the respondents strongly agree that they have experienced 

increased productivity due to remote work, which has positively impacted their 

performance evaluations. Another 29% agreed, 17% were neutral, and 12% disagreed, 

with no strong disagreement reported. The mean of 4.01 and standard deviation of 1.04 
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demonstrate strong consensus that remote work contributes directly to favorable 

performance appraisals. This aligns with Kimani, Oduor, and Mutua (2021), who found 

that perceived control over work processes in remote environments enhances time 

management and adherence to deadlines. Similarly, Obonyo, Limo, and Kipruto (2021) 

noted that remote work can boost employee output and improve performance reviews, 

especially in roles with clear targets and deliverables. 

In addition, 44% of the respondents strongly agree that they can easily collaborate 

with team members despite working remotely, while 30% agree, 13% are neutral, 9% 

disagree, and 3% strongly disagree. The mean score of 4.03 and standard deviation of 

1.12 suggest that most employees do not view physical separation as a barrier to 

teamwork. 

Furthermore, 22% of the respondents strongly agree that they believe strong team 

collaboration helps them complete tasks more efficiently. Additionally, 53% agree, 12% 

are neutral, and 12% disagree, with no strong disagreement. The mean of 3.86 and 

standard deviation of 0.91 indicate a general consensus that team synergy is vital to 

productivity. This supports Salas, Sims, and Burke (2017), who emphasize that effective 

team collaboration increases task efficiency and overall group performance, especially in 

high-reliability, technology-intensive sectors like telecommunications. 

From the findings, 30% of the respondents strongly agree that they have 

maintained high-quality work while working remotely, with 31% agreeing, 12% neutral, 

23% disagreeing, and 3% strongly disagreeing. The mean score of 3.61 and a higher 

standard deviation of 1.23 reflect variability in perceptions of work quality, possibly due 
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to individual differences in adapting to remote work. According to Purvanova (2019), 

although remote workers often report higher satisfaction, work quality may vary 

depending on the level of support, communication clarity, and personal discipline. 

Finally, 28% of the respondents strongly agree that they feel that delivering 

consistently high-quality work while working remotely has contributed to their 

professional growth and recognition. Furthermore, 41% agree, 19% are neutral, and 12% 

disagree, with no strong disagreement. The mean of 3.76 and standard deviation of 0.99 

suggest that employees generally perceive that remote work quality positively influences 

career advancement and acknowledgment. This view is supported by Gajendran and Joshi 

(2019), who highlight that sustained remote performance and visibility can enhance 

career outcomes and peer recognition within organizations. 

The researcher asked employees whether they feel they are able to complete tasks 

as efficiently when working remotely as compared to working in the office, and to 

explain why or why not. One of the employees stated that “I’m actually more productive 

at home because I have fewer interruptions and can focus for longer periods without 

office noise,” while another employee indicated that “I find it harder to stay on track at 

home due to distractions and a lack of face-to-face accountability.” This shows that 

productivity outcomes vary some employees benefit from a quieter and more controlled 

environment, while others struggle with motivation and external distractions in the home 

setting. 
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The researcher also asked how effective collaboration is with team members in a 

remote work setup and whether any challenges arise. One respondent noted, “We use 

video calls and Slack throughout the day, which keeps us connected and aligned it’s 

almost as good as being in the same room,” while another commented, “Sometimes, time 

zone differences and lack of non-verbal cues slow down our decision-making and create 

misunderstandings.” This implies that while digital tools can support effective teamwork, 

barriers such as communication lags, reduced spontaneity, and interpretation challenges 

still affect collaboration quality for some teams. 

Finally, the researcher asked employees what strategies they use to ensure the 

quality of their work while working remotely. One employee stated, “I maintain a daily 

checklist, review every deliverable twice before submission, and block out time for deep 

work,” while another shared, “I rely on scheduled feedback sessions with my supervisor 

and peer reviews to catch mistakes and improve output.” These responses suggest that 

self-discipline, structured routines, and intentional feedback loops are key strategies used 

by employees to maintain or even enhance work quality in a remote setting. 
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4.5 Inferential Statistics  

4.5.1 Correlation Analysis  

Correlation is a technique for investigating the relationship between two quantitative, 

continuous variables. The study adopted Pearson correlation analysis. Pearson's 

correlation coefficient (r) a measure the strength of the association between the two 

variables. 

TABLE 11 

Correlation Analysis 

 
Digital 
Connectivity 

Job 
Autonomy 

Work-life 
integration 

Flexible 
Scheduling 

Digital 

Connectivity 

Pearson 

Correlation 

1    

Sig. (2-tailed)     

N 90    
Job Autonomy Pearson 

Correlation 
.712** 1   

Sig. (2-tailed) .000    

N 90 90   
Work-life 
integration 

Pearson 
Correlation 

.575** .599** 1  

Sig. (2-tailed) .000 .000   
N 90 90 90  

Flexible 
Scheduling 

Pearson 
Correlation 

.511** .449** .811** 1 

Sig. (2-tailed) .000 .000 .000  
N 90 90 90 90 

Employee 
Productivity 

Pearson 
Correlation 

.646** .939** .560** .395** 

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

N 90 90 90 90 

Source: Research Data (2025) 

The findings revealed that there is a moderate, positive, and significant correlation 

between digital connectivity and employee productivity (r = 0.646, p = 0.000). This 

indicates that improved digital connectivity significantly enhances how efficiently 

employees perform their duties in the telecommunication sector in Kenya. These results 
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align with the findings of Karanja and Muturi (2021), who concluded that access to 

digital tools and high-speed internet boosts employee output by enabling real-time 

communication, virtual collaboration, and seamless access to organizational systems. 

Similarly, Ombati and Wamuyu (2022) emphasized that digitally connected work 

environments reduce downtime and support flexible working arrangements, which in turn 

improve task completion rates and employee satisfaction. 

The correlation analysis also revealed a strong, positive, and significant 

relationship between job autonomy and employee productivity (r = 0.939, p = 0.000). 

This finding suggests that when employees have the freedom to plan their work and make 

decisions, their productivity improves significantly. This result supports the work of 

Cheruiyot and Simiyu (2020), who found that autonomy enhances motivation and 

accountability among employees in the Kenyan ICT industry. Furthermore, Mutuku and 

Omolo (2021) reported that employees who experience high levels of job autonomy 

demonstrate better time management and problem-solving skills, leading to higher 

organizational performance and goal attainment. 

The study also indicated a significant and positive correlation exist between work-

life integration and employee productivity (r = 0.560, p = 0.000). This suggests that 

employees who effectively balance their personal and professional lives tend to perform 

better at work. These findings are consistent with the results of Wanjiku and Kihara 

(2019), who reported that firms that support work-life initiatives, such as remote work 

and wellness programs, experience improved employee morale and retention. 

Additionally, Odhiambo and Gitonga (2020) observed that organizations that respect 
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employees’ personal time benefit from more focused and energized workers, ultimately 

enhancing productivity in the telecommunications sector. 

Finally, the study found out that there is a positive and statistically significant 

correlation between flexible scheduling and employee productivity (r = 0.395, p = 0.000). 

This demonstrates that allowing employees to work flexible hours positively affects their 

output. The findings support the study by Mwangi and Nzulwa (2021), which showed 

that flexible work schedules reduce stress and burnout, enabling workers to deliver 

higher-quality output consistently. Moreover, Mutua and Kinyua (2022) highlighted that 

flexible scheduling arrangements increase employees’ control over their time, promoting 

a sense of ownership and accountability that directly translates into higher productivity 

levels. 

4.5.2 Diagnostic Test 

For the sake of justifying the use of the regression model pre-estimation tests were 

carried out.  

4.5.2.1 Multicollinearity Test 

The first diagnostic test was the multicollinearity test. Multicollinearity arises 

when one independent variable in a multiple regression model is highly correlated with 

other independent variables (Sekaran & Bougie, 2010). To detect multicollinearity, the 

Variance Inflation Factor (VIF) and Tolerance (1/VIF) was computed using SPSS. The 

findings were as indicated in Tabe 4.9 
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TABLE 12 

Multicollinearity Test 

Coefficientsa 

Model 
Collinearity Statistics 
Tolerance VIF 

1 Digital Connectivity .447 2.239 
Job Autonomy .429 2.332 

Work-Life Integration .273 3.669 
Flexible Scheduling .331 3.023 

a. Dependent Variable: Employee Productivity 

Source: Research Data (2025) 

A multicollinearity test was conducted using Variance Inflation Factor (VIF) and 

Tolerance values to determine the degree of correlation among the independent variables. 

The VIF values ranged from 2.239 to 3.669 all of which were below the critical threshold 

of 5. Similarly, Tolerance values ranged from 0.273 to 0.447, exceeding the minimum 

acceptable value of 0.2. These results indicate that multicollinearity was not a concern in 

this study and all variables were retained for regression analysis. 
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4.5.2.2 Homoscedasticity Test 

Homoscedasticity is a statistical concept that refers to the assumption of constant 

variance in the errors (or residuals) of a regression. The researcher sought to determine 

homoscedasticity using scatterplot diagram. The findings were indicated by the Scatter 

plot figure 5 below.  

 

FIGURE 5 

Homoscedasticity Test 

Source: Research Data (2025) 

From the findings the spots are diffused and do not form a clear specific pattern 

therefore the regression model does not have homoscedasticity problem. This is in line 

with Freedman (2016) who argued that the spread and dispersion of residuals across 

different values of predictors identify violations of homoscedasticity.  
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4.5.2.3 Linearity Test  

Linearity means that the amount of change or rate of change between scores on 

two sets of variables is constant for the entire range of scores for the variables (Bai & 

Perron, 2003). The study used a correlation test to test the assumption that there was a 

linear relationship between the dependent variable Table 13 

TABLE 13 

Linearity Test 

Variable Correlation Coefficient 

Digital connectivity  .646** 
Job autonomy  . 939** 

Work-life integration  . 560** 
Flexible scheduling  . 395** 

Source: Research Data (2025) 

The correlation results revealed that job autonomy had a very strong positive and 

significant relationship with employee productivity (r = .939**), suggesting that greater 

decision-making freedom is closely associated with higher productivity. Digital 

connectivity (r = .646**) and work-life integration (r = .560**) also showed moderate to 

strong linear relationships, while flexible scheduling (r = .395**) had a weaker yet still 

significant linear correlation. These results confirm that all the independent variables met 

the linearity assumption and were suitable for inclusion in the regression analysis. 

4.5.2.4 Normality Test  

The study conducted a normality test to determine whether the data is normally 

distributed. The result of the normality test is indicated in Table 14 
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TABLE 14 

Normality Test Results 

Variable 
Statistic df 

Sig. (p-

value) 

Digital connectivity  0.979 90 0.082 
Job autonomy  0.972 90 0.067 
Work-life integration  0.983 90 0.091 

Flexible scheduling  0.981 90 0.073 
Digital connectivity  0.985 90 0.101 

Source: Research Data (2025) 

From the findings the p-values for all the variables was greater than 0.05. This implies 

that data for all the study variables were approximately normally distributed.  

4.5.3 Multiple Regression Analysis 

TABLE 15 

Model Summary 

 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .940a .884 .879 .18035 

a. Predictors: (Constant), Digital connectivity, job autonomy, work-life integration 

and flexible scheduling 

Source: Research Data (2025) 

From the findings the R Square value of 0.884 suggests that 88.4% of the 

variability in employee productivity can be explained collectively by the remote work 

environment under the study (digital connectivity, job autonomy, work-life integration 

and flexible scheduling) while 11.6% can be explained by other variables or factors 

which were not covered in this study.  
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TABLE 16 

ANOVA 

ANOVAa 

Model 

Sum of 

Squares df Mean Square F Sig. 

1 Regression 21.156 4 5.289 162.619 .000b 

Residual 2.765 85 .033   

Total 23.921 89    

a. Dependent Variable: Employee Productivity 
b. Predictors: (Constant), Digital connectivity, job autonomy, work-life integration 
and flexible scheduling 

Source: Research Data (2025) 

 

From the overall Anova table the F-statistic of 162.619 is notably high with the p-

value (Sig.) of 0.000. Since this p-value is less than 0.05, it confirms that the model is 

statistically fit for the study, meaning that digital connectivity, job autonomy, work-life 

integration and flexible scheduling plays a significant role in influencing employee 

productivity in Telecommunication Sector, in Kenya. 

TABLE 17 

Regression Coefficients 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .945 .173  5.457 .000 

Digital 
Connectivity 

.025 .037 .037 .671 .004 

Job Autonomy .756 .044 .959 17.028 .000 

Work-life 
Integration 

.063 .075 .060 .843 .002 

Flexible 
Scheduling 

.043 .042 -.065 -1.007 .017 

a. Dependent Variable: Employee Productivity 

Source: Research Data (2025) 
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The researcher, performed a multiple regression analysis, the regression equation was 

expressed as: 

Y=β0+β1X1+β2X2+β3X3+β4X4+ε 

Where: 

Y represents employee productivity in Telecommunication Sector, in Kenya, X1, 

represents, digital connectivity, X2 represents job autonomy, X3 represents work-life 

integration and X4 represents flexible scheduling, β0 is the constant term, representing the 

baseline employee productivity when all independent variables are zero, and ε is the error 

term. 

From the results presented, the derived equation reflects the unstandardized 

coefficients (β) of the predictors. The findings indicate that each of the independent 

variables positively correlates with employee productivity in Telecommunication Sector, 

in Kenya. Specifically, the equation can be expressed as: 

Y=0.945+0.025 X1+0.756 X2+0.063 X3+0.043 X4  

The constant value of 0.945 implies that when digital connectivity, job autonomy, 

work-life integration, and flexible scheduling are held at zero, the baseline level of 

employee productivity in the telecommunication sector in Kenya would be 0.945. This 

indicates that other unmeasured factors still contribute positively to employee 

productivity even in the absence of the studied variables. The coefficients for each 

independent variable show the effect of each one on employee productivity.  In addition, 

a unit change in digital connectivity (X1) results in a 0.025 increase in employee 
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productivity in Telecommunication Sector, in Kenya. A unit change in job autonomy (X2) 

results in a 0.756 increase in job autonomy. A unit change in work-life integration (X3) 

results in a 0.063 increase in job autonomy. A unit change in flexible scheduling (X4) 

results in a 0.043 increase in employee productivity in Telecommunication Sector, in 

Kenya.  
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CHAPTER FIVE : CONCLUSION AND RECOMMENDATIONS 

5.1 Introduction 

This chapter provides a detailed summary of the major findings of the actual 

study; it then draws conclusions and discusses implications emanating from these 

findings. Finally, it makes some recommendations and suggestions on areas of further 

study.  The main aim of this study was to establish the effect of remote work environment 

and employee productivity in telecommunication companies in Kenya.    

5.2 Summary of Major Findings 

The study sought to determine the summary of key major findings of the study. 

The summary was categorized in terms of specific objectives. 

5.2.1 Digital Connectivity on Employee Productivity 

The study found out that digital connectivity plays a critical role in enhancing 

employee productivity in the telecommunication sector in Kenya. The study also revealed 

that most employees perceived their internet infrastructure as stable and reliable, which 

allowed them to complete work tasks more efficiently. Additionally, the study revealed 

that reliable internet connectivity improved employees’ ability to meet deadlines, 

although a few remained neutral or in disagreement, suggesting varying experiences. The 

study further revealed that internet outages were minimal for most respondents, with few 

reporting significant interruptions to their work. However, the study found that frequent 

internet disruptions were viewed as a substantial hindrance to work output, confirming 

that stable connectivity is integral to maintaining productivity levels.  These findings 

mirror those of Kojo, Appiah, and Mensah (2022), who found that strong cybersecurity 
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frameworks enhance employee confidence in handling digital tasks, thereby boosting 

productivity in remote work settings. Their research further noted that visible and reliable 

security measures improve compliance and reduce reluctance in executing online tasks 

5.2.2 Job Autonomy on Employee Productivity 

From the findings, the study revealed that job autonomy significantly influenced 

employee productivity in the telecommunication sector. The study found that most 

employees enjoyed the freedom to decide how to carry out their tasks, which contributed 

positively to their sense of control and motivation. Employees indicated that the ability to 

make independent decisions improved both their efficiency and work satisfaction. 

The study further revealed that job autonomy in remote working arrangements 

allowed employees to create their own schedules, and this flexibility enhanced their 

capacity to manage workloads effectively. Employees acknowledged that being able to 

plan their own time helped them meet job demands with greater ease. Additionally, the 

study revealed that reduced supervision enabled employees to work with greater focus 

and independence. While a section of the workforce still valued managerial oversight, the 

study found a general preference for less intrusive supervision. It was thus evident from 

the study that job autonomy, particularly through flexible decision-making and minimal 

monitoring, positively affected employee productivity. These findings align with the 

work of Mwangi, Adeoye, and Kimani (2021), who concluded that trust-based autonomy 

enhances employee engagement and responsibility, especially among remote staff in 

high-performance sectors. 
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5.2.3 Work-Life Integration on Employee Productivity 

From the findings, the study revealed that work-life integration had a meaningful 

impact on employee productivity. The study found that remote working arrangements 

were perceived to reduce emotional strain by limiting one-on-one interactions that 

typically occur in physical workplaces. This allowed employees to focus better and 

maintain higher levels of productivity.  

Furthermore, the study revealed that work-related stress often spilled over into 

employees' personal lives, even with remote work options. While remote work helped 

reduce certain stressors, the study revealed that job demands continued to affect personal 

well-being for many employees. The study also revealed that remote working facilitated 

the separation of personal and professional responsibilities. Employees felt that this 

flexibility helped them balance competing demands more effectively. In addition, the 

study found that remote work arrangements allowed many employees to remain 

connected with colleagues, which contributed to a sustained sense of belonging and 

support.  This aligns with Boateng, Addo, and Owusu (2021), who found that employees 

with control over their work environment can better protect their personal time from 

work-related disruptions. Similarly, Olukoya, Adebayo, and Adeyemi (2022) argued that 

flexible work arrangements are positively correlated with improved job satisfaction and 

performance due to alignment with personal responsibilities. 

5.2.4 Flexible Scheduling on Employee Productivity 

The study found out that flexible scheduling played an important role in 

supporting employee productivity. The study found that many employees had the 
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flexibility to choose their working hours while working remotely, which contributed to 

greater satisfaction and autonomy in how they approached their duties.  The study further 

revealed that flexible working hours enabled employees to balance personal and 

professional responsibilities more effectively. This scheduling flexibility helped mitigate 

the pressure associated with rigid working routines and allowed employees to manage 

their time in a way that supported both productivity and well-being. Moreover, the study 

revealed that flexible scheduling was appreciated by a majority of employees, as it 

allowed them to create routines that suited their individual preferences and lifestyles.  

This is supported by Kariuki, Ndungu, and Wambua (2020), who concluded that allowing 

employees to manage their schedules enables alignment with peak productivity hours, 

ultimately boosting performance. Obonyo, Limo, and Kipruto (2021) also emphasize that 

telecommuting improves autonomy and job satisfaction but requires strong self-discipline 

and time management skills to sustain productivity and meet deadlines. 

5.3 Conclusions  

Conclusions were done based on study objectives  

5.3.1 Digital Connectivity on Employee Productivity 

The study concluded that digital connectivity had a moderate, positive, and 

statistically significant influence on employee productivity in the telecommunication 

sector in Kenya. Specifically, the study concluded that stable and reliable internet 

infrastructure enabled employees to perform their tasks more efficiently and to meet work 

deadlines with fewer interruptions. Most employees reported minimal internet outages, 

which reinforced the critical role of dependable connectivity in sustaining consistent 



90 

 

work output.  The study further concluded that although a small portion of respondents 

experienced inconsistent internet access, the majority viewed their digital infrastructure 

as a supportive factor in maintaining high levels of productivity.   

These findings align with diffusion of innovation theory, which emphasizes that 

the relative advantage, compatibility, and ease of use of new technologies influence their 

adoption and effectiveness. Stable digital connectivity represents a relative advantage that 

facilitates task completion and collaboration, while consistent infrastructure reduces 

perceived complexity. Furthermore, the positive reception of digital tools demonstrates 

how well innovations diffuse across the telecommunication workforce, enhancing 

employee productivity as predicted by DOI. 

These results align with the findings of Karanja and Muturi (2021), who 

concluded that access to digital tools and high-speed internet boosts employee output by 

enabling real-time communication, virtual collaboration, and seamless access to 

organizational systems. Similarly, Ombati and Wamuyu (2022) emphasized that digitally 

connected work environments reduce downtime and support flexible working 

arrangements, which in turn improve task completion rates and employee satisfaction. 

5.3.2 Job Autonomy on Employee Productivity 

The study further concluded that job autonomy had a strong, positive, and 

statistically significant effect on employee productivity in the telecommunication 

industry. The study also concluded that employees who had the freedom to make 

decisions about how to perform their tasks experienced a greater sense of control and 

motivation, which enhanced both their satisfaction and efficiency at work. Furthermore, 
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the study concluded that minimal supervision empowered employees to focus more 

deeply on their responsibilities without the pressure of constant oversight. However, the 

study also recognized that while some employees still valued periodic managerial 

guidance, the general preference leaned towards autonomy and self-direction.  

These conclusions are in line with self-determination theory, which posits that 

autonomy is a fundamental psychological need driving intrinsic motivation, performance, 

and well-being. Employees granted greater discretion experience higher engagement and 

ownership, leading to improved productivity outcomes. The conclusion agree with the 

work of Cheruiyot and Simiyu (2020), who found that autonomy enhances motivation 

and accountability among employees in the Kenyan ICT industry. Furthermore, Mutuku 

and Omolo (2021) reported that employees who experience high levels of job autonomy 

demonstrate better time management and problem-solving skills, leading to higher 

organizational performance and goal attainment. 

Moreover, the findings are also in tandem with those of Mohamed, Warsame, and 

Yusuf (2023), who asserted that self-directed roles reduce decision fatigue and enhance 

productivity. Similarly, the results echo those of Ahmed and Karanja (2020), who 

emphasized that autonomy at work fosters innovation and a sense of ownership, 

particularly in highly skilled sectors like telecommunications. 

5.3.3 Work-Life Integration on Employee Productivity 

The study concluded that work-life integration had a significant and positive 

impact on employee productivity within the telecommunication sector. The study also 

concluded that remote work arrangements helped reduce emotional strain by limiting 



92 

 

face-to-face workplace interactions, which allowed employees to focus better on their 

duties. Furthermore, the study concluded that maintaining virtual communication with 

colleagues fostered a sense of connectedness and social support, even in physically 

distant environments.   

These findings correspond with the conservation of resources theory, which 

asserts that employees aim to preserve and manage their personal resources to prevent 

burnout and maintain productivity. By integrating work and personal life effectively, 

employees conserve emotional and cognitive resources, leading to enhanced efficiency 

and performance. The study highlights the role of organizational support and digital tools 

in facilitating resource conservation, aligning well with COR’s emphasis on managing 

and replenishing essential resources in remote work contexts. These findings are 

consistent with the observations of Warsame and Abdi (2023), who emphasized the 

importance of monitoring flexible roles to avoid social isolation. They also support 

Kilonzo and Wanjiru (2020), who noted that strong digital communication practices help 

sustain workplace relationships in physically dispersed teams. 

5.3.4 Flexible Scheduling on Employee Productivity 

The study concluded that flexible scheduling had a positive and statistically 

significant correlation with employee productivity in the telecommunications industry. 

The study further concluded that giving employees the freedom to choose their working 

hours allowed them to develop personalized. The study concluded that employees who 

could manage both personal and professional obligations more fluidly were more focused 

and less likely to experience burnout. Furthermore, the study concluded that flexible 
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scheduling empowered employees to work at their peak performance times, leading to an 

increased efficiency and output.  

These results support temporal fit theory, which emphasizes the alignment 

between employees’ preferred working times and organizational schedules to optimize 

performance. By allowing employees to work during periods of peak concentration and 

energy, flexible scheduling enhances productivity and well-being. The conclusion agree 

with Mwangi and Nzulwa (2021), who argue that flexible work schedules reduce stress 

and burnout, enabling workers to deliver higher-quality output consistently. Moreover, 

Mutua and Kinyua (2022) highlighted that flexible scheduling arrangements increase 

employees’ control over their time, promoting a sense of ownership and accountability 

that directly translates into higher productivity levels. 

5.4 Recommendations 

Based on the findings and conclusions of the study, the following 

recommendations are made  

The study recommends that organizations in the telecommunication sector 

continue to invest in stable and high-speed internet infrastructure to support remote work. 

Reliable digital connectivity has been shown to directly impact employee productivity by 

reducing disruptions and enabling efficient task completion. Furthermore, ICT 

departments should enhance cybersecurity protocols to ensure that employees working 

remotely feel secure and confident in handling sensitive work-related data. Continuous 

monitoring and upgrading of both connectivity tools and cybersecurity frameworks are 

essential for sustaining high productivity levels. 
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The study recommends promoting job autonomy by empowering employees to 

make independent decisions regarding how they approach and execute their tasks. HR 

policies should be revised to encourage decentralized decision-making and reduce 

micromanagement, particularly in remote work settings. Managers should focus on 

setting clear objectives while allowing flexibility in execution methods, as this autonomy 

enhances motivation, satisfaction, and output. Training for supervisors on managing 

remote teams through results-oriented leadership rather than close oversight is also 

advised. 

The study recommends that HR departments implement structured work-life 

balance programs to support employees in managing the blurred boundaries between 

work and personal life in remote environments. Strategies may include flexible start and 

end times, mental wellness days, and counseling support to help mitigate job-related 

stress. HR policies should also promote virtual team engagement activities to maintain a 

sense of community and social support, which enhances emotional well-being and 

productivity. Regular check-ins on employee wellness are essential to sustaining work-

life integration. 

The study recommends institutionalizing flexible scheduling policies that allow 

employees to customize their work hours in ways that suit their personal and professional 

needs. Managers should offer core working hours where availability is expected, while 

allowing flexibility around those times. Such policies enhance employee well-being, 

reduce burnout, and improve focus, ultimately leading to higher productivity. 
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Additionally, top-level leadership should develop guidelines to ensure that flexibility is 

not abused and that deliverables remain a priority. 

5.5 Suggestions for Further Studies  

Future research could explore how different types of digital tools (collaborative 

platforms, cloud computing, AI-based task managers) influence productivity outcomes in 

various departments of telecommunication firms.  

Further studies may investigate how job autonomy impacts productivity across 

different job roles and levels of responsibility as some roles may benefit more from 

autonomy than others depending on complexity and experience requirements. 

Future research may assess how flexible scheduling is perceived and implemented 

across different regions in Kenya or cultural groups within the sector. This would help 

determine whether regional or cultural differences affect the effectiveness of flexible 

work arrangements. 
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APPENDICES  

APPENDIX I: RESEARCH QUESTIONNAIRE 

Dear respondent, 

I am a student at KCA University. Am required to submit a research project as a 

requirement for partial fulfillment of Master’s Degree. As part of the course, I am 

conducting a study on “Effect of remote work environment and employee productivity in 

Telecommunication Sector, in Kenya.”.  Please help me fill out the questions. I also 

guarantee that the data you provide will be kept confidential and used only for this 

research. 

Section A. RESPONDENTS DETAILS 

1. Indicate you gender 

Yes     [   ] 

No    [   ] 

2. Highest education qualification attained 

 Certificate    [   ] 

 Diploma                   [   ] 

 Undergraduate Degree  [   ] 

 Master Degree      [   ] 

 PhD                              [   ] 

3. How long have you been working in this organization? 

  Less than 3 years      [   ] 

  3-9 years                  [   ] 

 10-15 years                 [   ] 

  More than 15years        [   ]  
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In a scale of 1-5, where; 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, and 

5=strongly indicate your level of agreement on the following statements  

Section B: Digital Connectivity on Employee Productivity 

 

Digital Connectivity  5 4 3 2 1 

The internet connection is stable and reliable for completing 
work tasks efficiently 

     

Reliable internet connectivity enhances my ability to 

complete tasks on time 

     

My work is rarely affected by internet outages or disruptions      

Frequent internet disruptions negatively impact my overall 
work output. 

     

My organization provides adequate cybersecurity measures to 

protect work-related data. 

     

Effective cybersecurity practices improve my confidence and 
efficiency while working remotely. 

     

 

Section C: Job Autonomy on Employee Productivity 

 

Job autonomy  5 4 3 2 1 

I have the freedom to decide how to complete my work tasks      

Having decision-making autonomy enhances my efficiency 
and motivation at work. 

     

When working remotely I can set my own work schedule       

Being able to set my own schedule allows me to manage my 
workload more effectively 

     

Working remotely reduce excessive supervision that limits 
my ability to work independently 

     

Less managerial supervision enables me to focus and be more 
productive 

     

 
 



107 

 

Section D: Work-Life Integration on Employee Productivity 

 

Work-life integration 5 4 3 2 1 

Working remotely reduce the emotional drain through one on 

one interactions at the place of work 

     

My job frequently leaves me feeling stressed, which affects 
my personal life 

     

Working remotely reduce interferences with my personal life.      

Working remotely help me to balance my work demands with 

my personal commitments. 

     

Working on one to one bases prevents me from engaging in 
activities I enjoy outside of work. 

     

I feel a strong sense of connection with my colleagues, even 

while working remotely. 

     

I actively participate in team or social events organized by my 
organization. 

     

Section E: Flexible Scheduling on Employee Productivity 

 

Flexible scheduling 5 4 3 2 1 

I have the flexibility to choose my working hours while 
working remotely. 

     

My working hours allow me to balance my professional and 

personal responsibilities effectively. 

     

I am able to meet work deadlines effectively while working 
remotely. 

     

The flexibility in scheduling my tasks enhances my ability to 

deliver quality work on time. 

     

Through working remotely i have the autonomy to plan my 
daily work schedule according to my productivity peaks. 

     

Working remotely give me the flexibility in my work 
schedule which allows me to manage my workload 

efficiently. 
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Section F: Employee Productivity 

 

Employee Productivity 5 4 3 2 1 

I can complete my tasks within the assigned deadlines      

Increased productivity due to remote work has positively 

impacted my performance evaluations. 

     

I can easily collaborate with my team members despite 
working remotely 

     

Strong team collaboration helps me complete my tasks more 

efficiently 

     

The quality of my work has remained high while working 
remotely 

     

High-quality work output has contributed to my professional 

growth and recognition. 

     

 
Thank you for your Participation 
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APPENDIX II: INTERVIEW SCHEDULE FOR EMPLOYEES 

Section A. Digital Connectivity 

Can you describe your experience with internet access while working remotely? How 

reliable is your connection on a typical workday? 

……………………………………………………………………………………………… 

How often do you face network interruptions, and how do these affect your ability to 

complete tasks? 

……………………………………………………………………………………………… 

What measures are in place to ensure cybersecurity while working remotely, and how 

confident are you in these measures? 

……………………………………………………………………………………………… 

B. Job Autonomy 

To what extent do you feel empowered to make decisions related to your work while 

working remotely? 

……………………………………………………………………………………………… 

How much freedom do you have in setting your own work goals or priorities when 

working remotely? 

……………………………………………………………………………………………… 

How would you describe the level of supervision you receive from your manager while 

working remotely? Do you find it supportive or restrictive? 

……………………………………………………………………………………………… 
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C. Work-Life Integration 

Have you experienced feelings of burnout since transitioning to remote work? If so, what 

factors do you think contribute to it? 

……………………………………………………………………………………………… 

How do you manage the boundaries between your work responsibilities and personal life 

while working from home? 

……………………………………………………………………………………………… 

How has remote work affected your sense of connection and interaction with your 

colleagues? 

……………………………………………………………………………………………… 

D. Flexible Scheduling 

How flexible are your working hours, and how does this flexibility affect your 

productivity or personal life? 

………………………………………………………………………………………………

How do you manage your deadlines and deliverables when working remotely? Has this 

process changed compared to in-office work? 

……………………………………………………………………………………………… 

How do you plan and allocate your time during the workday when working from home? 

Do you follow a set routine? 

……………………………………………………………………………………………… 

E. Employee Productivity 

Do you feel you are able to complete tasks as efficiently when working remotely as 

compared to the office? Why or why not? 

……………………………………………………………………………………………… 

How effective is collaboration with your team in the remote work setup? Are there any 

challenges? 

……………………………………………………………………………………………… 

What strategies do you use to ensure the quality of your work while working remotely? 

……………………………………………………………………………………………… 
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APPENDIX III: REQUEST FOR ETHICAL REVIEW FORM 

 

RESEARCH, INNOVATION, AND OUTREACH DIVISION 

KCA UNIVERSITY SCIENTIFIC AND ETHICS REVIEW COMMITTEE 

REQUEST FOR ETHICAL REVIEW FORM 

The request must include the following information for the research to be 

considered for approval: 

Name, institution, and contact details (email 

and phone number) of the principal/lead 
investigator/researcher: 

Name of the Institution : KCA UNIVERSITY 

Email : @gmail.com 
Phone number : +254 708 808427 

Principal researcher : Mary Waigumo Wangari 
Lead investigator :  Mary Waigumo Wangari 

If it is a thesis, include also the name(s), 
institution(s), and contact details (emails and 
phone numbers) of the supervisor(s): 

Supervisor  

Name : Dr. Eunice Njagi 
Institution : KCA University  

Emails : 

Phone numbers : 

Date of request: March 

Title of the Research: REMOTE WORK ENVIRONMENT AND 

EMPLOYEE PRODUCTIVITY IN 
TELECOMMUNICATION COMPANIES IN KENYA   

Planned or confirmed source of funding: Self-Sponsored  

Members of the research group 

and their roles in the implementation of the 
study, as well as possible cooperation with 
other universities, research institutes, or 

similar organizations: 

The research will be conducted by the principal 

researcher by the name Mary Waigumo Wangari 
 
 

  

What is the level of risk presented by your 
research? 

Please indicate whether the research risk assessment 
(Check risk document) stated on the application is: 

☐ √ Low risk (Research has no 

foreseeable risk of harm, discomfort, or 

inconvenience to respondents) 



112 

 

☐ Medium risk (Research has potential risk of 
unexpected negative consequences, harm or 

discomfort, but where appropriate steps can 
be taken to mitigate the risk) 

☐ High risk (Research with real and 
foreseeable risk of harm and discomfort to 
participants and or the research team, and 

which may lead to serious adverse 
consequences if these risks are not managed 

in a responsible manner. It involves highly 
sensitive topics and/or the participation of 
very vulnerable and marginalized 

individuals/groups) 

Would you like to bring any aspects of the 
applications to the Ethics Review Committee's 

attention? 

No there is no aspects of the applications that I would 
like to bring to the attention of the Ethics Review 

Committee's 
  

What research data will be collected? Primary Data using Research Questionnaire from 377 

departments’ heads from six (6) telecommunication 
companies in Nairobi, Kenya 

What personal data and confidential 
information will be processed? 

No personal or confidential data will collected or 
processed in this study  

Specify any special category or sensitive data 

that will be collected (tick all that apply) 
☐ Ethnicity 

☐ Mental Health (status, medical records conditions, to 

include disability) 

☐ Physical Health (status, medical records conditions, 

to include disability) 

☐ Sexual Orientation/Sexual life 

☐ Genetic Data (to include DNA data) 

☐ Biometric data (such as facial scan, iris scan, or 

fingerprint data used to identify a participant) 

☐ Political opinions 

☐ Trade Union membership 

☐ Religious or philosophical beliefs 

☐ Criminal Convictions and offences (to include 

alleged offences and convictions) 

☐ √ None 

☐ Other – Please specify below 

 

How will data be stored and transferred during 
the research? 

During the research, data will be securely stored in 
password-protected digital files and encrypted cloud 
storage to ensure confidentiality. Hard copies of 
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questionnaires will be stored in locked cabinets 
accessible only to authorized personnel. Data transfer 
will be conducted through encrypted email 

communication and secure file-sharing platforms to 
prevent unauthorized access. After analysis, all 

personal identifiers will be removed, and data will be 
archived in compliance with ethical research 
guidelines. 

Specify who will be able to access the 
identifying information and how you will 
ensure they process the information securely 

  Access to identifying information will be restricted to 
the principal researcher and authorized research 
assistants directly involved in data collection and 

analysis. To ensure secure processing, all personnel 
handling the data will sign confidentiality agreements 

and follow strict data protection protocols, including 
password-protected files and encrypted storage. 
Additionally, any printed materials containing sensitive 

information will be securely stored and shredded after 
use to prevent unauthorized access. 

How will research data be preserved and 

shared on completion of the project? 
(NB: Enter N/A in this section unless results 
will be published) 

Upon completion of the project, research data will be 

preserved in encrypted digital storage and backed up on 
a secure cloud platform to ensure long-term 
accessibility. Hard copies will be securely archived for 

a specified period, after which they will be destroyed 
following ethical guidelines. Data sharing will be 

limited to authorized stakeholders, such as academic 
institutions and regulatory bodies, through controlled 
access mechanisms like password-protected files or 

institutional repositories. 

Describe the measures that will be taken to 
ensure data are suitable for sharing, e.g., 

securing consent, anonymizing data prior to 
deposit/sharing, and sharing confidential or 
high-risk information using a controlled 

access repository. 

To ensure data are suitable for sharing, participants' 
informed consent will be obtained, explicitly outlining 

how their data will be used and shared while ensuring 
voluntary participation. Before deposit or sharing, all 
identifying information will be anonymized through 

data de-identification techniques such as coding and 
aggregation to protect participant confidentiality. 

Confidential or high-risk information will be stored and 
shared through controlled access repositories, requiring 
authentication and approval for access to authorized 

users only. Additionally, encryption and secure data 
transfer methods will be employed to prevent 

unauthorized access and maintain data integrity. 

State how long you plan to retain personal 
data and any confidential information after the 
end of the project. Indicate also how the data 

will be disposed 

Personal data and any confidential information will be 
retained for a period of three years after the completion 
of the project to allow for verification and follow-up if 

necessary. After this period, digital data will be 
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permanently deleted using secure data-wiping software, 
ensuring it cannot be recovered. Hard copies will be 
shredded and disposed of securely to prevent 

unauthorized access. All data disposal processes will be 
conducted in compliance with ethical research 

guidelines and data protection regulations. 

As the Principal Investigator of this study, I declare that I take full responsibility for the 
proposed study and will conduct it according to the documented project and in line with 

KCAUSERC ethical guidelines.By signing this document, I agree that: 
a) All documents submitted with this application are true representations of the stud y and 

have not been falsified. 

b) This study will not commence in any way, and no participant will be recruited until final 
official approval is received from KCAUSERC 

c) The study will be conducted according to the protocol submitted. All participants will be 
recruited and consented to according to the protocol. 

d) Any protocol deviations or protocol violations to the submitted study must be reported to 

KCAU in writing by email to KCAUSERC immediately. Within five (5) business days of 
the deviation or violation, the Deviation/Violation Must be reported to the ISERC office. 

e) Any study-related unexpected or serious adverse event must be reported to the ISERC 
Office by email within twenty-four (24) hours after the PI becomes aware of the event. 

 

Principal Investigator’s Signature                   Date 13th March 2025 
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APPENDIX IV: INFORMED CONSENT FOR RESEARCH PARTICIPATION 

Title of the Study: Assessing the Influence of Remote Work Environment on Employee 

Productivity in the Telecommunication Sector in Kenya 

Principal Investigator: Mary Waigumo Wangari 

Institution: KCA University 

Contact Information: +254 708 808427 

 

Purpose of the Study: 

You are invited to participate in a research study that seeks to assess the influence of the 

remote work environment on employee productivity in the telecommunication sector in 

Kenya. The study aims to examine the effects of digital connectivity, job autonomy, 

work-life integration, and flexible scheduling on employee productivity. Your 

participation will provide valuable insights into improving remote work policies and 

strategies within the sector. 

Voluntary Participation: 

Participation in this study is completely voluntary. You are free to decline participation or 

withdraw at any time without any consequences or penalties. Your decision to participate 

or not will not affect your employment or any benefits you receive. 

Procedures: 

If you agree to participate, you will be asked to complete a structured questionnaire. The 

questionnaire will take approximately 30 minutes to complete. Your responses will be 

collected anonymously, and no identifying information will be linked to your responses. 

Potential Risks and Benefits: 
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There are no known significant risks associated with participating in this study. However, 

if you experience any discomfort while responding, you may skip any question or 

withdraw from the study. The benefits of participating include contributing to research 

that may help improve remote work policies and employee productivity in the 

telecommunication sector. 

Confidentiality: 

All data collected in this study will be kept strictly confidential. Information will be 

stored securely in password-protected files, and any hard copies will be kept in locked 

storage. No personally identifying information will be published or disclosed to 

unauthorized parties. After three years, all data will be securely deleted and destroyed. 

Data Sharing and Retention: 

The data collected will be used solely for academic and research purposes. Anonymized 

data may be shared with academic institutions and regulatory bodies through secure 

repositories. Confidential or high-risk data will be shared under controlled access 

conditions to protect privacy. 

Contact Information for Questions: 

If you have any questions about this research, please contact the principal investigator at 

+254 708 808427.  

Consent Statement: 

I have read and understood the information provided above. I voluntarily agree to 

participate in this study, knowing that I may withdraw at any time without consequences. 

Participant’s Name: __________________________ 

Participant’s Signature: _______________________ 

Date: ______________ 
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APPENDIX V: KCA INTRODUCTION LETTER 
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APPENDIX VI: ETHICAL CLEARENCE LETTER 
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