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Abstract 

Recently the concept of workplace flexibility has gained a lot of attention from academicians and 

practitioners as a remedy to various issues.  With the onset of drastic improvement in many forms of 

technology (for example Information Technology) the work/non- work boundaries seem to have 

diminished with the passage of time resulting in greater opportunities for flexibility related to work.  

Flexibility connotes variation, the provision of an allowance that would take into cognizance the 

peculiarities of work, its participants and outcome. The purpose of this paper is to examine the flexible 

work arrangements and its impact on organizational performance as well as its managerial implications. 

This paper recommends that managers should make provisions to provide flexible work arrangements 

such as giving employees flexibility on when to begin and end work as long as they meet the target since 

this influences organizational performance. 

 

Keywords:  Flexible Work Arrangements, Flex-Time, Telecommuting, Shift Work, Part Time 

Working 

 

INTRODUCTION 

In a society filled with conflicting responsibilities and commitments, flexible work arrangement has 

become a predominant issue in the workplace. Flexible working arrangements are actually emerging 

issues in the human resource management field.  The world is becoming a global village, hence 

employees in organizations seek the balance between personal life and work responsibilities if the 

employee performance is to be achieved. Three major factors contribute to the interest in flexible work 

arrangement: global competition, renewed interest in personal lives, family values and an aging 

workforce. Concerns have always been raised regarding policy and debates on flexible work arrangement 

from perspectives of the quality of working life when weighed against the broader family matters. 

However the challenge has been how employees would adopt good flexible work arrangement practices 

and the organizations to adopt policies to tackle conflicts that ensue from the interface of family or social 

pressures and work stress (Mclean & Collins, 2011). 

 

Flexible work relates to an organization’s working arrangement in terms of working time, working 

location and pattern of working (Chartered Institute of Personnel And Development, 2013).  Flexible 

working arrangements like flexible part time, shift work, compressed work hours and job sharing are 

often used to help employees in balancing their family and work life (Okemwa, 2016) during ‘core hours’ 

which is usually fixed or a period between the latest permissible starting time and earliest permissible 

finishing time. 

 

In the current global work environment, there is intense competition for talented employees and market 

share based on higher product quality and lower prices in order to realize strategic advantage. 

Competition requires organizations to take into account diversity of employee needs, work life values, 
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cultural influences in the areas where the companies operate as well as the diversity of working 

relationships in order to attract, retain and fully engage the employee. As many organizations come to 

terms with the challenges of attracting and retaining the best talent and retaining the best talent coupled 

with the emerging issues of work life conflicts, it is important that managers employ a variety of human 

resource practices to attain organizational goals (Mclean & Collins, 2011).  

 

Studies across the world have shown that both public and private organizations are implementing work-

life balance initiatives, among them flexible work arrangement, to minimize on the negative effects of 

work-life imbalance and hence tap on the associated benefits which include but not limited to increased 

productivity, increased employee morale, increased customer service, increased employee commitment, 

and reduced absenteeism (Hughes & Bozionelos, 2007; Todd, 2004). 

Lockwood (2003) observes that companies in the USA introduced six hours instead of eight hours shifts 

per day as early as before World War II. This was done to enhance employee’s morale (Hill, Grzywacz, 

Allen, Blanchard, Matz-Costa & Pitt- Catsouphes, 2008)  revealed that flexible work hours, job sharing, 

parental leave on-site child care facility and telecommuting are commonly implemented to build morale, 

job satisfaction and work efficiency.  

In Africa, the concept of work life balance initiatives uptake and development compared to other 

continents has received lower attention. In Nigeria, Mordi and Ojo (2011) observed that most employees 

suffer work life conflict due to among others an overwhelming working environment. Thus the utilization 

of work-life initiatives is not given much consideration in Nigeria as compared to other countries of the 

West and Europe as evidenced above. Patel, Govender, Paruk, and Ramgoon (2006) revealed that in 

South Africa that despite the availability of work-life balance initiatives and strong legislation to support 

the uptake of work-life balance initiatives, there is a growing conflict between work and family. It was 

further observed that women are the most affected as demand for home, life and responsibilities clashed 

with their commitment to work compared to their male counterparts (Brink & De la Rey, 2001).  

According to Golden (2008) flexible practice is not a new concept and has been used by some 

organizations.  This has been made possible because of technological advancements.  Some flexible work 

practices used in organizations today include: flexitime: this arrangements enables employees to chose 

when they report or leave work; Flexi place: gives employees freedom as to work from home or office; 

compressed hours: enables employees to work for extra hours in order to get an off; Part time: this is 

working for less time in a week; Job sharing: this enable two people to share a full time job, thus they 

alternate either two days in a week depending on the arrangement.  

According to Lonnie (2011) so much emphasis has been put about teleworking. Most organizations are 

moving towards “24-hours operations”. This has been made possible because of advancement in 

technology. Thus most organizations are moving away from the standard working hours to non-standard 

work schedules. There has been a change over the last 300 years regarding the standard work week. 

Previously employees would work for 96 hours, that is, 16 hours per day (Bird, 2010). Since 1900s 

Labour Unions have continued to hire employees’ grievances until the 40 hours week was established by 

Labour Standards Act. 

According to Avery and Zabel (2001) one manufacturing company changed its work schedule from 

working six hours per day to eight hours. This alteration brought increase in production because accidents 

reduced as well as increasing employees’ morale.  The program was accepted nationally by stakeholders 

from government and business organizations. 

According to Kattenbach, Demerouti and Nachreiner (2010) the US President passed a Telework Act that 

enabled for more flexibility by employees. Other countries for instance Australia followed suit in order to 

bridge the production gap (Watson, Buchanan, Campbell & Briggs, 2003). According to Avery and Zabel 

(2001) Germany aerospace introduced flexible practices in order to reduce absenteeism. In UK quite a 

number of organizations introduced flexible work arrangements (Kersley, Alpin, Forth, Bryson, Bewley 



British Journal of Economics, Finance and Management Sciences 26 

February 2020, Vol. 17 (1) 

© 2020 British Journals ISSN 2048-125X 

 

 

& Oxenbridge, 2006). Organizations in Africa have introduced flexible practices but to a lesser extent 

(Horwitz  &  Franklin,  1996  

Work Flexibility Practices 

Flexible work practices allow employees the freedom to work outside the standard work schedules (Hill, 

Märtinson, Ferris, & Baker, 2004).  According Rau (2003) flexible work practices are different forms of 

working schedule that enables employees to work outside the normal work day.  Some of various forms 

of flexible work practices include – telecommuting, compressed hours, shift, flexi-time and annualized 

hours (Kelly & Kalev, 2008).  However, this study is interested in only four types of flexible work 

practices namely: telecommuting, compressed work week, job sharing and flexi-time. 

According to Tang and Dermid (2008) a survey carried out found that 87% of workforce preferred 

flexible work and this would take priority when looking for new employment.  Organizations are more 

alert and seek to engage employees who are more creative. They therefore look for ways and means of 

attracting employees. According to Shockley, & Allen (2007) flexible work schedules are an important 

element of organizational strategies which should be geared towards retaining a motivated workforce. 

Flexible work practices have been practiced in both developing and developed countries and both 

employers and employees have benefitted from them.  

Flexible work arrangement is defined as an alternative to the standard working day (Rau & Hyland 

2002).It usually pertains to organizational initiatives which enhance employees’ flexibility on the time 

and place where work has to be accomplished, and also various policies exerting influence on the number 

of hours worked. Economic, technological, social and family changes have encouraged the introduction 

of flexible working arrangements. The flexibility arrangements includes; flexitime, absence autonomy, 

compressed work weeks, reduced schedule, telework, extra vacation days, limited schedule of meetings 

(meetings cannot be scheduled too late at the end of the day), flexible holidays and keeping with the 

schedule -employees work the mandatory8 hours /day and do not extend their schedules longer (Rau & 

Hyland 2002). 

Hill et al., (2004) investigated the extent to which flexible hours and flex place arrangements resulted in 

benefits for individuals (more satisfactory work family balance) and organizations (longer work hours). 

They reported that given a reasonable work week which they considered to be between 40 and 50 hours) 

per week, employees who perceived flexibility in the timing and location of their work, had less difficulty 

with work-family balance. Moreover Hill et al., (2001) reported that employees with perceived flexibility 

in the timing and location of work could work longer hours be for work- family balance was perceived to 

be a problem.  

From a business perspective, Hill et al., (2001) results suggested that given a heavy workload perceived 

flexibility in the timing of work enables employees to work an extra day a week i.e. 60 hour a week, 

compared to 52 hours without flexible hours. O’Driscoll, Poelmans, Kalliath, Allen, Cooper & Sanchez 

(2003) suggests that the extent to which individuals have control and flexibility is a critical factor in the 

reduction of work family conflict. Flexible work arrangements are connected to a number of positive 

outcomes for employees who access them including better mental health and reductions in stress, burnout, 

turnover and absenteeism and increases in retention, loyalty, job satisfaction, innovation, creativity and 

productivity (Galinsky, Bond, Sakai, Kim & Giuntoli, 2008). 

History of Flexible Work Practices 

Initially, the concept of flexible work was synonymous with reduced or part-time workload (Collins, 

1993), particularly for women with dependent children. Now the concept of “flexible work arrangements” 

incorporates a broad range of both formal and informal workplace practices designed to meet the “life” 

needs of a greater diversity of employees (Di Cieri, Holmes, Abbott & Petit, 2005). Since 1973 when 

Hewlett-Packard became the first U.S Company to institute flex time, flexible work arrangements have 

grown in popularity and use. Data released by the Bureau of Labor Statistics in July of 2005 show that in 

2004, 27.5 percent of all full-time workers in the U.S. had flexible work schedules (Schaefer, 2005). 

Flexible works arrangements have been in use for a number of years. FWAs were first introduced at a 
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German aerospace company in 1967 as a way to reduce employee absenteeism due to commuting issues 

(Avery & Zabel, 2001). Recent years have seen an increasing number of organizations in the UK offering 

a range of flexible working options to their employees (Kersley, Forth, Bryson, Bewley, Dix & 

Oxenbridge, 2006). For many employers this has been a response to increasing interest in work–life 

balance (Bailyn, Robert & Thomas, 2001), the need to be competitive in the labor market (Rau & Hyland, 

2002) and the introduction of legislation giving parents of young or disabled children and, more recently, 

careers, the right to request flexible working arrangements (Green, 2004). 

The need for flexibility increased during the latter part of the 20th century. More women entered the 

workforce and continued working after having children. The need for employees to care for parents 

increased as people lived longer, and this prompted requests for flexible schedules. Older workers 

continued to work beyond the traditional retirement age, though many seniors prefer part-time 

employment, seasonal work or flexible daily scheduling. The importance of continuing education also 

impacts employee work schedules. Telecommuting lends itself to planning work hours around other life 

responsibilities (Baer, 2011). One reason why many have advocated their use is because of the belief that 

they help employees manage better the conflict between work and family (Cohen & Single, 2003). This 

conflict has received much attention in both popular press and the academic literature particularly over 

the last decade. One result of this is that organizations have sought to become more "family-friendly". 

Because flexible works arrangements are a common component of many family-responsive human 

resource policies, their popularity has increased (Glass & Finley, 2002). 

One of the most important consequences of FWAs is their strong and positive contribution to the quality 

of work life. The understanding of managerial attitudes towards FWAs and the mechanisms managers use 

to select between them with respect to implementation still, however, remains in a relatively embryonic 

state (Pierce, Newstrom, Dunham & Barber, 1989).There are several reasons for this. First, the conceptual 

statements, observations, and research that comprise the current literature on alternative work 

arrangements have not been based on well-grounded theoretical models defining variables, relationships, 

and processes. Second, most of the research on flexible working hours has concentrated on employee 

attitudes and behaviors rather than supervisory reactions and attitudes to these work arrangements 

(Duxbury & Haines, 1991). 

Factors that led to Flexible Work Arrangements  

In the past few decades, there has been a shift from work that was basically made up of a fixed schedule 

of full-time employees, such as the 40-hour, 9-5pm shift, to less permanent work with varying degrees of 

flexibility in where and when that work was performed (Possenriede &Plantenga, 2011). There is a 

wealth of research literature, backed up by labour market statistics on this changing dynamic of working 

life (Arnold, 1997). In a 2011 CBI survey, 50% of the labour force in Europe consisted of part-time, 

contingent and contract workers (KPMG, 2013). This was also corroborated in the US through a 2011 

Intuit report which stated that by 2020, 40% of the US workforce will consist of these workers (Morgan, 

2014). While part-time and contract work is fairly well known, contingent workers (sometimes called 

freelancers) are considered non-permanent, and may or may not work under a contract. Regardless of the 

type of flexible work, organizations can use these diverse resources to fit varying situations and not have 

to be burdened by employer-employee legislative or employment law restrictions (Phillips, 2005). There 

are a number of key factors that have contributed to this transformation of working life, and a few of them 

will be discussed here.  

Globalisation  

Globalisation is defined as the increased interdependence (economic, social, political) between nations 

(Northouse, 2013). Organisations are increasingly immersed in global complexities, competing for 

resources and information, with dissipating national boundaries (Schermerhorn, Hunt & Osborn, 2002). 

They now can compete globally with decreasing barriers to transportation, currency, communication and 

cultural factors (Morgan, 2014), and tap into a pool of globally diverse, quality candidates (Lee, 2014). 

Indeed, the enhanced communication, collaboration and connectivity that supports FWA's will attract and 



British Journal of Economics, Finance and Management Sciences 28 

February 2020, Vol. 17 (1) 

© 2020 British Journals ISSN 2048-125X 

 

 

retain top-level employees according to 47.6% of C-suite leaders in a recent survey (Deloitte, 2016). 

Globalisation is transforming employment practices (i.e. flexible work arrangements), and the way 

organisations are managing these new and diverse resources (Bertone & Leahy, 2002). All of these 

factors make globalisation one of the most pervasive influences on the changing nature of business, 

society and individuals (Kanter, 1995, cited in Spector, 2016). 

Demographics  

Traditionally, the working environment was characterised by an employee at the place of work (i.e. 

office, factory), spouse and children at home, the job lasted in many cases several years or even decades, 

and the distance between work and home was relatively short (Trusko, 2002). However, dual-career 

couples and single-parent families have also increased dramatically (Allen, 2001; Irfan & Azmi, 2015). In 

the UK alone, dual-career couples made up 60% of households in the mid1990s, compared to 40% in the 

early 1970s (Arnold, 1997).  

Also with people living longer, and the baby boomers generation aging, the average age of workers is 

higher than in the past (Possenriede & Plantenga, 2011), which in turn raises the age of retirement. The 

average retirement age for men between 2004 and 2010 rose from 63.8 to 64.6, and from 61.2 to 62.3 for 

women (ONS, 2012). Lastly, but by no means an exhaustive list, the cultural dynamics in the workforce 

will become more racially and ethnically diverse (AJOA, 2012) with increased immigration (Karoly & 

Panis, 2004). The value of work and family life as perceived by the employee may vary from culture to 

culture. This can bring challenges for organisations adapting to cultural diversity, and lead to programs 

such as flexible work arrangements to cater for employees from cultures that value family equally or 

above working life. 8 Organisations must recognise that "cross-cultural communication skills and 

respecting cultural diversity are paramount to succeeding in the global workplace" (Rosen et al., 2000, 

cited in SHRM, 2008). 

Women in the workforce  

Over the past 70 years, women as a percentage of the total workforce rose from 28.6% in 1948 to 46.8% 

in 2015, while men dropped from 71.4% to 53.2% over the same time period (USDOL, 2016). With 

increasing female participation in the workforce, and women bearing most of the responsibility for raising 

children, they may feel more committed to their job when they perceive the organization is supportive of 

family-friendly work initiatives such as FWA's (Scandura & Lankau, 1997). In the Philippines' BPO 

industry, women represent 54.9% of the workforce (PSA, 2012), with a fertility rate of 2.9 births per 

woman compared to 1.8 in countries such as USA, UK and Australia (World Bank, 2015). Given these 

factors, flexible working arrangements can be very appealing to women wanting to care for their children 

while working (Noonan et al., 2012, cited in Sarbu, 2014). Therefore it follows that organisations are 

more likely to provide FWA's in a female-dominated workplace (Holt & Thaulow, 1996, cited in Lewis 

and Roper, 2008).  

Technology 
The US economy over most of the past century has moved from production based to information based 

(Karoly & Panis, 2004), which has been popularised by the term "knowledge economy" from the 

pioneering work by Fritz Machlup in the early 1960s (Godin, 2008). Technology has grown out of this 

need for information on demand. Computers, the internet and social media are just some examples of 

technologies that enable people and organizations to share information. Further, these technologies along 

with others such as video-conferencing, instant messaging and collaboration platforms are enablers of 

flexible working initiatives (Morgan, 2014; Trusko, 2002), that could not have been realised just a few 

decades ago. 

Managers’ perceptions of FWAs As highlighted in the previous sections, managers’ perceptions of 

flexible working and support for flexible workers are important to achieving individual, team and 

organisational benefits from FWAs. Research studies show that managers see the use of FWAs as an 

indicator of employees’ organisational commitment and work ethic. For example, managers’ perceptions 

of the impact of flexible working on productivity are critical in determining the effect of FWAs on 
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employees’ career success (Leslie et al., 2012). If managers perceived that FWAs had a positive effect on 

productivity, this led to career premiums, but if they perceived that 8 FWAs had a positive effect on 

personal life (at the expense of productivity), this led to career penalties. Kossek and Thompson (2016) 

interviewed line managers about their perceptions of using a specific type of flexible working called 

‘reduced load work’ (RLW). They found that managers were more likely to be supportive of this 

alternative work pattern, if they perceived employees to be high performers, flexible in their use of RLW, 

and employed in conducive jobs. Less supportive managers expressed concerns about commitment to the 

organisation and the impact on productivity. They felt that a request for RLW acted as a warning of 

employees who were not coping with demands of the full-time job. 

Dimensions of Flexible Work Arrangements 

Flexi-Time 

 Flexi-time is an arrangement which enables employees to choose when they start or finish their work 

than the usual time, provided they complete a certain number of hours (Kelly & Kalev, 2006). Employees 

are supposed to be present particularly in certain core hours (Eaton, 2003). Flexi-time enables 

organizations to have employees working in extended time without any increase in costs. Eldridge and 

Nisar (2011) stated that less time is wasted in settling down. Employees are able to attend to their person 

responsibilities especially those young families and those attending to part time classes (Rocerto, Gupta & 

Mosca, 2011). According to Eldridge and Nisar (2011) studies have indicated organization using flex-

time have less employees turnover; there is more commitment and more gains in production. There is also 

improved employee relations and improved communication (Haar & Spell, 2004). Casey and Grzywacz 

(2008) also sights reduced employee absenteeism as another benefit Flexi time has limitation of making 

the organization to incur additional costs in setting a timekeeping system; the managers experience 

problems of supervising and rescheduling employees work (Travis, 2010).  

Telecommuting  
Telecommuting means working at home or at a central place convenient to ones customers (Blair-Loy & 

Wharton, 2002). The employees make use of their telephones, email and fax to get in touch with their 

managers and other co-workers. Previous studies have found that organizations practicing telecommuting 

have the advantage of employees retention (Grippaldi, 2002). According to Kurland and Bailey (1997) 

there are variety types of telecommuting. The commonly used are: home-based, satellite offices, 

neighborhood work centers, and mobile workers. Home-base telecommuting is a method of 

telecommuting in which employees particularly work from their homes. Employees may opt to work for 

several days in a week. In order for this arrangement to succeed, employers provide employees with 

various office equipment and machines for instance, computers and fax machines (Wahab, 2007). On the 

other hand Satellite offices are other ways of telecommuting whereby employees are stationed at locality 

convenient to them or to their customers. The offices are properly furnished and have various office 

equipment (Blair-Loy & Wharton, 2002). The other form of telecommuting is Neighbourhood work 

centre. It is more or less like satellite office. The disparity arises in that neighbourhood work centre 

accommodates employees from more than one company. The organizations or companies may share the 

lease on buildings but maintain separate offices within the same building. Offices may be furnished by 

owner of the building or the renting firm (Pyoria, 2009). Mobile working is different from telecommuters 

because they work from one fixed location. Mobile workers are mostly commuting on the road. They may 

work from various locations for instance, hotel, planes or vehicle. This arrangement is common for 

salespersons, reporters or investment bankers (Sahay, Nicholson & Krishna, 2003).  

According to Kossek and Lee (2008) organizations makes saving because of reduced absenteeism. 

Reduced absenteeism displays employees loyalty to the organization which in turn has positive effects on 

organization performance. Workers operating from home have the advantage of combing work and 

family or personal responsibilities. This benefits the organization in that absenteeism reduces. In their 

study Karnowski and White (2002) established that office running costs reduces as a result of better 
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utilization of resources management. Employees reduce their commute time as well (Major, Verive & 

Joice, 2008).  

However, there are challenges associated with telecommuting. Madsen (2011) states that workers 

telecommuting may feel cut off from the organization set up. Employees are not able to interact with each 

other thereby losing the sense of belonging. Teamwork and employees’ relations are also affected. There 

is the problem of inadequate resources and lack of technical support. Career development is 28 affected as 

well (Khaifa & Davidson, 2000). The employer is not able to closely monitor the performance of those 

employees chosen to telecommute. This may have repercussion for those jobs which are measureable. 

According to Bailey and Kurland (2002) extensive studies have been carried out on telecommuting and its 

influence on performance however very little research has been done on examine decisions and design 

processes to give support to these programs. Other research indicated that managers/supervisors have 

problems in monitoring their employees (Kurland & Egan, 1999). 

Shift Work  
According to Cole (2002) shift –work is utilizing more hours during a 24-hour cycle by incorporation 

more than one; working day’ for instance 3 blocks of 8 hours, 2 blocks of 8 hours, 2 blocks of 12 hours or 

some other variant advantage of shift-work is that it can provide 24 hour cover it is required. It enables 

more man hours to be worked than the typically day work system. It takes place outside the official 

working hours (8.30 a.m-5p.m) day. It can be in a form of night shift, evening, early morning and rotating 

shifts.  

This type of flexible work option is actually designed so that the services in the hospital are provided 24/7 

so as to make sure emergency issues is taken care of. It is indeed frequently applied in healthcare where 

doctors practice but mostly applied by nurses due to the fact that they represent a large portion in the 

healthcare. According to International Labor Organization (ILO) working in shifts help the employees to 

succeed one another at the workplace so that the establishment can operate longer than hours of work of 

an individual worker at different daily and night hours. Shift arrangement is vital practice since it helps in 

reducing accidents, fatigue which in long run productivity in the organization will be realized.  

Part Time Working  
According to Cole (2002) part-time work is employing people for a few hours each week (up to 21 hours) 

usually on regular/permanent basis. Part-time working is advantageous to employers in that it is 

particularly useful for meeting need for “bursts’ of work activity for instance in hospitals where there is 

shortage of medical personnel. It also applies in shelf-filling in a supermarket. Part time work has become 

an important form of employment in that people now combines education and also raising family. This 

part-time also been used to operational flexibility which in turn brings better employee performance. 

Household Income and Labor Dynamics in Australia (HILDA) survey indicated that part time workers 

have higher level of satisfaction with their work hours and flexibility than full time workers and equally 

satisfied with their pay. This type of flexible working option makes employee have manageable 

workload, brings about less work-family conflicts and also attracts well qualified employees thus the 

productivity level of employees will go up hence better performance. 

Managerial Implications 

Concerns from managers regarding the effects of flexible work arrangements on productivity have been 

found at the most senior levels within organisations. Williams, McDonald, and Cathcart (2017) found that 

senior executives, who recognized the strategic benefits of having flexible work arrangements, were still 

concerned about the impact of FWAs on productivity: “executives signalled that FWAs could be 

implemented where the productivity of the individual and team were not jeopardized… Differences in 

FWA practices across divisions revealed that open communication and encouragement by executives to 

their team is essential to explicitly signal support for FWAs. The study concluded that these senior 

management attitudes resulted in a tendency for inconsistent practice across the organisation and leaving 

decisions to supervisory discretion. In addition, as the executives did not use FWAs themselves, this 

tended to reinforce the message that flexible working is career limiting. 
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Gajendran, Harrison, and Delaney-Klinger (2015) found evidence that the positive relationship between 

home-working and individual effectiveness was dependent on the norms for home-working, suggesting 

that the social context of flexible working is an important factor. Furthermore, there is evidence that co-

workers’ flexible working has a strong influence on the decisions of employees to work flexibly 

themselves through a contagion effect (Rockmann &  Pratt, 2015). 

Conclusion 

In the dynamic and volatile environments in which most firms operate today, flexibility of organizational 

factors is a valuable capability for competitive advantage (Hutchison & Das, 2007).  Rozanski and  

Kubzansky (2005) reported that flexible work time arrangements at the workplace implies flexibility at 

work which enhances the ability of workers to cope with compelling work demands thereby reducing 

conflicts with other significant life roles. Flexible work time arrangements can be achieved in the firm 

through schedule flexibility, compressed work week, part-time work engagements, use of telecommuting 

services/platforms which (Galinsky, Bond, Sakai, Kim & Guintoli, 2008a) notes leads to productivity, 

low rates of absenteeism and job satisfaction. In addition too, Hughes & Galinsky (1994) have also 

reported that when organizations facilitate flexibility at work settings, workers can attain to their work 

and non-work needs better and their organizations would ultimately benefit. Lastly, Casper & Buffardi, 

2004; Ojo, Salau & Falola, 2014 and Casey & Gryzwaz (2008) all report that organizations are 

increasingly offering flexible work arrangements because of the positive result associated with its use 

which essentially includes; greater productivity, reduced absenteeism, increased commitment and 

enhanced recruiting. In conclusion, the implementation of flexible work time schedules facilitates positive 

individual and organizational outcomes. 

Recommendations 

The study recommends that managers should provide flexible work arrangements considerations such as 

giving employees flexibility on when to begin and end work as long as they meet the target since this 

influences organizational performance. Flexible career paths and encouraging job sharing as a form of 

flexibility is important in increasing performance of and organization.  

Furthermore, flexible work arrangement programs are influential in increasing organizational 

performance. This study recommends that organizations should diagnose employees flexible work 

arrangement practices needs and develop practical solutions by implementing them so as to be able to 

achieve business goals. 
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