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CHAPTER ONE
INTRODUCTION
1.1	Background of the Study
Flexible work practices, according to Rau (2003), are several types of work schedules that allow employees to work outside of the typical work day. A written or informal agreement between an employer and an employee to allow individual job control over flexibility in scheduling, location, quantity, or continuity in conjunction with non-work demands is characterized as workplace flexibility. Workplace flexibility is becoming more common as a formal policy and an informal work practice for both personal and professional reasons.
Given the degree to which society's requirements are changing, most governments and commercial companies throughout the world have recognized the value of workplace flexibility and the impact it may have on employee performance. Flexible practices, according to Golden (2008), are not a novel concept and have been employed by other organizations. Flexible practices have been implemented throughout Africa, but to a lesser level (Horwitz & Franklin, 1996). It is typical practice in European Union countries to balance employees' working hours and personal lives (Jones & Jones, 2011). Employees with flexible work practices have the opportunity to work outside of regular work schedules (Hill et al 2001). When adopted, workplace flexibility benefits both the business and the employee. When an employee can work from home, it saves money on transportation and allows them to combine work and family life while also engaging in non-work related activities.
There are several issues impacting employee performance in most work situations (McCourt, 2013), like workers who prefer occupations with some flexibility. According to Galinsky (2005), such as the ability to pick when to report and leave work. Most employees do not give their best, claiming non-work-related activities or family difficulties as reasons for their lower level of job performance, which invariably impacts unit performance and achievement of organizational goals. Working long hours and not having enough time to attend to workers' personal commitments are the causes of the problem (Cooper, 2008).
Increased workplace flexibility has a positive impact on productivity. However, research has shown that work-life balance has two benefits (Pedersen & Lewis, 2012). There has, however, been no study done to determine the impact of flexible work practices on employee performance. Using University of Ilorin and this study sought to determine the impact of workplace flexibility on employee performance, particularly in the private sector.
Given equivocal results and the persistent gap between the positive rhetoric surrounding workplace flexibility compared to the challenges in translating research to practice reported by some employers, this research integrates employer and employee views to close the research-practice gap that has existed.
1.2 	Statements of the Problem
According to Stroups and Yoon (2016), a component of an effective workplace is access to family-friendly workplace policies. Workplace flexibility (vacation, job shifts and working hours) potentially provide employees with the platform to succeed at work while accomplishing and fulfilling personal roles such as family responsibilities or educational pursuits. Furthermore, employees are entitled to flexible working hours so as to function effectively without any form of exhaustion.
However, most employees working in the education industry in Nigeria do not have the luxury of being flexible in their workplaces (Abdulraheem, 2014). Some employers in the education industry do not recognize the fact that their employees are not machines and as such cannot consistently work round the clock throughout the year (Adam, 2015). Most employers in the education system industry in Nigeria seldom give vacations to employee’s especially nonteaching staff. This leaves many staff disgruntled and less committed to the organization.
Abdulraheem (2014) also noted that to keep employees engaged there needs to be flexibility when it comes to the work schedules of employees. Alhija (2015) noted that the jobs of employees in the education industry are monotonous and boring. He noted that they were not inventive enough to draw upon the employee’s creativity. Consequently, most employees in the education industry in Nigeria have become less enthusiastic about their jobs and become less involved in their jobs emotionally and psychologically.
In addition, most employers in the education industry engage staff in very tedious work without break. The employees that go through this most are employees in educational institutions that earn low wages and are not even paid for extra shifts. Most employees in the education industry are faced with rigidity of their working hours in their respective workplace (Awais, 2017).Thus, there is a lack of flexibility in scheduling working hours including overtime or extra work hours, starting & quitting time and lastly lack of control over break time. In most cases, this makes the employees not attain set goals as the employees easily gets burnt out at work (Archibong, Bassey & Effiom, 2010).
Despite evidence of how destructive employee disengagement can be, studies from the human services field on employee flexibility and engagement are limited. Surprisingly, little academic and empirical research has been conducted overall, and a large portion of it comes from the business management community (Saks, 2006). To address this problem, more research that focuses specifically on the engagement levels of employees as it concerns workplace flexibility in an organization is necessary. Empirical data is needed so that professionals can better understand workplace flexibility and employee engagement and use what they learn about it to develop managerial interventions and alternative strategies that foster engagement for human services workers. Therefore, in response to this problem, this study proposes to investigate the effect of workplace flexibility on employee engagement.
1.3 	Research Questions
The study will aim to answer the following questions: 
1. What is the effect of vacation on employee commitment? 
2. Is there a significant relationship between job shift and job involvement? 
3. Is there a significant relationship between flexible working hours and employee performance?
1.4	Objectives of the Study
The general objective was to establish the influence of workplace flexibility on employee performance of staff of university of Ilorin. 
While it’s specific objectives is;
1. To establish the extent to which job sharing influences Employee Performance in university of Ilorin, 
2. To determine the extent to which working remotely influences Employee Performance in university of Ilorin.
3. To provide recommendations and best practices for designing, implement, engaging employee in university of Ilorin.
1.5	Research Hypothesis	
The hypotheses for the study are formulated in line with the specific research objectives as follows:
HO1: There is no significant relationship between job sharing and Employee Performance
HO2: There is no significant relationship between working remotely and Employee Performance
HO3: Employee engagement mediates the relationship between workplace flexibility and employee satisfaction in the University of Ilorin.
1.6 	Significance of the Study
This study will be significant to the following people:
This research will be useful to the management of Covenant University in that it would further enlighten the management on ways in which the staff engagement can be improved up onto achieve their goals and targets.
Furthermore, the study will be significant to the education industry as it will show the need for the working environment in the education industry to be flexible in order to improve the employees’ engagement and overall performance.
Not only that, the study will be significant in showing the government the importance of establishing a convenient working environment for public sector employees.
Moreover, the study will contribute to the expansion of existing knowledge on this area of study. It would also provide useful starting/reference points for future researchers and a sound basis for intellectual exercise.
1.7	Scope of the Study
The scope is restricted to the effect of workplace flexibility on employee performance in university of Ilorin. The scope of this study shall cover employee engagement as it relates to workplace flexibility in the education industry in Nigeria. Therefore, the target populations are the non-academic staff of University of Ilorin, Kwara State. The study adopted University of Ilorin as a case study due to the fact that it is one of the leading Universities in the education industry and such the work flexibility patterns they adopt and their effect on their employees’ engagement needs to be studied. The study will adopt the simple random sampling technique while data will be analyzed using the regression analysis. The geographical location of the study will be University of Ilorin, Kwara State. Finally, the study would be carried out between November 2023 and April 2025.
1.8 	Definition of Terms
Workplace: A place where people work, such as an office or factory.
Flexibility: The quality of bending easily without breaking.
Workplace Flexibility: This is a situation whereby employers and employees make arrangements about working conditions that suit them.
Telecommuting: Telecommuting is also called telework, teleworking, working from home, mobile work, remote work, and flexible workplace, is a work arrangement in which employees do not commute or travel to a central place of work, such as an office building, warehouse, or store. 
Job Shifts: Shift work is work that takes place on a schedule outside the traditional 9am – 5pm day.
Flexible Working Hours: The most common flexible hours arrangements are: Flexible hours or flexi-time schemes. 
Employee Commitment: It denotes an employee's enthusiasm for the company he or she works for.
Job Involvement: Job Involvement refers to the psychological and emotional extent to which someone participates in his/her work, profession, and company.
Employee: A person employed for wages or salary, especially at non-executive level.
Engagement: this is an arrangement to do something or go somewhere at a fixed time.


CHAPTER TWO
LITERATURE REVIEW
2.0	Introduction 
2.1	Conceptual Framework
2.1.1	Job Sharing
According to Branine (2003) two workers can share work duties by using the job sharing option. Each employee works half-time, with one reporting in the morning and the other in the afternoon, for example.
Employees, on the other hand, must possess complimentary talents (Kossek & Lee 2005). Employment sharing, according to Bliss and Thornton (2010), allows two people to alternately perform the responsibilities of a full-time job. In the mid-1960s, job sharing became a reality. This was supposed to be a solution for employment that couldn't be split into two part-time jobs. Job sharing allows businesses to keep their full-time staff while also benefiting from their skills (Gliss 2000).
Organizations that use this type of flexibility benefit from sourcing individuals' abilities and expertise in one position; it allows employees to tap into their talents; it allows employees to learn from one another; and it relieves employees while they are gone. Job sharers are able to keep full-time employment (Miller 2007).
Job sharing is not usually widespread in various industries. According to Miller (2007), just 11.1 percent and 15.8 percent of counselor education forum members had ever engaged in work sharing. Some of the reasons for its unpopularity include expense; managers find it difficult to supervise; and it is difficult to recruit and retain very accountable employees.
2.1.2	Working Remotely
Working remotely entails working from home or a central location that is handy for consumers (Blair-Loy & Wharton, 2002). Employees communicate with their supervisors and coworkers through their phones, email, and fax machines. Previous research has revealed that companies that practice working remotely have a higher employee retention rate (Grippaldi, 2002). There are many forms of working remotely, according to Kurland and Bailey (1997). Home-based, satellite offices, neighborhood work centers, and mobility employees are some of the most frequent options.
Working remotely, on the other hand, has its drawbacks. According to Madsen (2011), people who work remotely may feel cut off from the organization's structure. Employees are unable to engage with one another, resulting in a sense of disconnection. Employee relations and teamwork are also impacted. Inadequate resources and a lack of technical assistance are issues. Career advancement is also impacted (Khaifa & Davidson, 2000). The company is unable to keep a close eye on the performance of workers who choose to work from home. This might have an impact on jobs that can be measured.
2.1.3	Employee Performance
Performance is the art of completing a task within the set parameters. Employee performance is influenced by a variety of circumstances at work, and it is described as the manner in which a job assignment is carried out in accordance with the job description. (Saeed et al 2013). Employee performance refers to how well employees comprehend the task, their capacity to do it, and how much effort they put in to do so (Williams & Anderson, 1991). Dessler (2008) defines Employee performance as the completion of a work-related job that is required of employees and the quality with which the task was completed. Performance can be monitored on a monthly, quarterly, semi-annual, or yearly basis in order to enhance a certain company sector. Employee performance, according to Inuwa (2016), is critical to organizational development and profitability, and management's capacity to understand employee happiness and its relationship to schedules and daily responsibilities will have a significant influence on employee performance.
2.1.4	Concept of Flexible Work Arrangement
Flexible work arrangements are defined as work choices that allow employees flexibility around when and where work is done (Rau & Hyland, 2002). Flexible work arrangements may vary depending on company and industry policies, but in general, most people define it as different working hours other than 8:00 am to 5:00 pm which is the average time employees work (Towers et al., 2016).
But during the pandemic, the most significant thing about flexibility while working from home is the blurring of lines between work and personal life. Routley (2020) found that the biggest challenges of working from home include not being able to break away after work hours, difficulty collaborating and/or communicating with coworkers, and lack of motivation. 
Gorlick (2020) states that flexible work systems often make a person unable to mentally disconnect and separate himself from work. As a result, there is a decrease in work productivity, work motivation, increased stress levels, and decreased mental health. Those working from home face entirely new hurdles, such as Zoom fatigue, an emotionally and physically draining phenomenon caused by video conferencing (Fosslien & West, 2020).
Based on the literature study that has been described, the first hypothesis of this research is 
2.1.5	Flexible Work Arrangement and Work-Family Conflict
In modern organizations, managing the demands of work and family roles has become a major challenge for employees. Flexible work arrangements are increasingly popular as a solution to balance work and family demands or what is known as work-family conflict. Work-family conflict can be caused by several factors based on time, tension, and behavior.
Time-based conflict can arise when an individual's time in one activity results in an inability to participate in another activity. For example, spending more hours at work means that a person has fewer hours to devote to activities at home, thereby causing conflict. Tension-based conflict occurs when the demands of one role deplete the individual's personal resources and lead to anxiety, apathy, and feelings of irritability. This can occur when individuals experience a low level of support and a high level of ambiguity at work which causes, which then leads to negative outcomes (anxiety, fatigue, apathy) which carry over to family affairs (Klinker, 2019).
2.1.6	Job Stress and Job Satisfaction
Singh et al. (2019) defines job stress as a type of anxiety and depression that arises from the workplace and has different consequences for individuals. Stress is a problem for today's organizations and can impose huge costs on organizations. In work stress can be caused by work demands that are too high, such as work out of control, lack of employee welfare, strict supervision, working hours that exceed standards and other internal and external factors Fathi'ah (2018). Lewandowski et al. (2014) stated that stress can have a negative effect on individuals when experiencing a large amount of stress.
2.1.7	Works-Family Conflict and Employee Job Satisfaction Job
Satisfaction is defined as a positive emotional state resulting from a person's assessment of his work or experience while working in an organization (Locke & Latham, 1990). The satisfaction is related to the values held by the individual and the goals to be achieved in carrying out work tasks. These work values must match or help fulfill their basic needs. Thus, it can be concluded that job satisfaction is the result of work related to work motivation. 
From the several studies above, there is a hypothesis of the effect of the work family conflict variable on the job satisfaction variable. Based on the explanation above, the fourth hypothesis of this study is:
2.1.8	Employee Satisfaction and Organizational Commitment 
Organizational commitment is a strong desire to remain as a member of the organization, the desire to work hard according to the wishes of the organization, certain beliefs and acceptance of values and organizational goals. In other words, organizational commitment is an attitude that reflects employee loyalty to the organization. Ensuring staff are satisfied with their jobs is very important for any organization because it can increase the effect of greater service, increase compliance with organizational rules and objectives, and reduce negative organizational factors such as job change, turnover intention, absenteeism, and burnout. High employee satisfaction also affects employee commitment to the profession or work (Vickovic & Morrow, 2020). Frempong et al. (2018) have studied the impact of job satisfaction on employee loyalty. The results of the study conclude that job satisfaction shows a significant effect on loyalty and commitment in the manufacturing and mining sectors. The work environment shows a positive relationship and has a significant effect on job satisfaction and the work atmosphere gives pleasure to employees to do their best to maximize performance. Therefore, efforts to meet the needs of an employee so that they feel satisfied is a wise decision taken by the organization or company to have good and loyal employees. 
Research by Zakaria et al. (2014) revealed that the degree of employee loyalty can be increased if satisfaction with working conditions, rewards, benefits, and quality of training increases. The study stated a positive relationship between employee job satisfaction and employee loyalty. Akbar et al. (2016) found that job satisfaction significantly increases commitment to the organization. The results of Donald et al's research (2016) show that there is a relationship between job satisfaction and affective commitment and ongoing commitment. The results also show that there are significant differences in job satisfaction between male and female employees. In contrast to other studies, the results of Bagis et al. (2021) show that there is no significant relationship between job satisfaction and organizational commitment which is expressed through the extent to which employees devote attention, ideas, and responsibilities to achieve organizational goals.
2.2	Theoretical Framework
2.2.1	Exchange Theory
This theory posits that social interactions involve an exchange process where individuals seek to maximize rewards and minimize costs within relationships. Applied to the workplace, employees perceive workplace flexibility (the provision of flexible work arrangements) as a benefit provided by the organization. In return, they reciprocate by demonstrating higher commitment through increased dedication, loyalty, and engagement.


2.2.2	Job Characteristics Model
This model, developed by Hackman and Oldham, suggests that certain job characteristics influence employee attitudes and behaviors. Workplace flexibility can be considered as a job characteristic that impacts the meaningfulness of work, autonomy, and feedback. Employees who perceive their work as meaningful, have autonomy in their tasks, and receive feedback might exhibit higher commitment due to a sense of fulfillment and control over their work environment.
2.2.3	Psychological Contract Theory
This theory revolves around the mutual expectations and obligations between employees and their organizations. Workplace flexibility becomes a component of the psychological contract, where employees expect a degree of flexibility in exchange for their commitment and dedication to the organization. When this perceived flexibility aligns with employees' expectations, it fosters a sense of obligation and commitment.
2.2.4	Organizational Support Theory
This theory emphasizes the importance of perceived organizational support in shaping employee attitudes and behaviors. Workplace flexibility initiatives are viewed as an expression of support by the organization toward its employees. When employees perceive that the organization values their well-being by providing flexible work options, they are more likely to reciprocate with increased commitment.
Extensively, integrating these theories provides a comprehensive understanding of how workplace flexibility influences employee commitment. It considers the exchange dynamics, job characteristics, psychological contracts, and the perceived support offered by organizations. By examining these theoretical frameworks, your study can explore the intricate mechanisms through which workplace flexibility impacts employee commitment, providing valuable insights for organizations aiming to foster a more committed and engaged workforce.
2.2.5	Control theory
According to the concept, the more control one has over his or her work needs, the higher one's well-being. Employees can have a say in how their jobs are designed if their workplace is flexible (e.g., timing of work, location of work, and amount of work); Fonner & Roloff, 2010; Gajendran & Harrison, 2007). The capacity to manage one's surroundings is widely acknowledged as a key factor in determining one's happiness (Ganster & Rosen, 2013). Employees will be stressed if they have demanding jobs with little or no control. Employees in high-demand positions who are given control experience less stress, according to research (Gronlund, 2007). Job sharers and remote employees, on the other hand, have the advantage of balancing work and personal obligations. The employee's work control necessitates this. Employees who are allowed to have workplace flexibility may be able to devote more time to non-work activities such as attending evening or part-time classes or caring for their family.
2.3	Empirical Review
Kiran and Khumran (2018) studied flexi time and employee happiness at workplace. The study aimed at finding out the relationship of internal workplace flexibility with employee happiness. The study collected data from ten (10) registered software houses in Lahore, Pakistan, using self-administered questionnaires, with 358 participants in the survey. Non-parametric analysis of the data shows flexi time has a positive relationship with affective organizational commitment, employee engagement, job satisfaction and thus employee happiness. Thus, it concluded that where organization give discretion to its employees to decide about when, where, what and how to work, it makes employees more committed, engaged, satisfied and thus happier.
Onyeizugbe, et al (2019) investigated the relationship between flexi time and employee performance of manufacturing firms in Anambra state of Nigeria. The study was based on the attribution theory by Heaider (1958). The descriptive survey design was adopted with a population of 220 and Pearson moment correlation coefficient was used to analyze the data. The findings reveal that there is a significant relationship between self-roistering and employee retention in the manufacturing firms in Anambra state. The study concludes that flexible timing has a significant positive relationship with Employee Performance and the study recommends that the management of the studied manufacturing firm should imbibe self-roistering as part of the flexible timing procedure; it tends to enhance the employees ‘commitment in their jobs which leads to their retentions in the organization, and it brings about good quality products manufactured.
Sam, et al (2020) investigated the relationship between work-life balance and employee performance of twenty-0ne (21) Deposit Money Banks with Regional Headquarters in Port-Harcourt, Rivers State. Data was generated from (367) three hundred and sixty seven employees of Regional Headquarters of Deposit Money
Banks in Port-Harcourt, Rivers State while the Taro Yamane’s formula was used to determine the sample size of (191) and the Bowley formula was used to determine the optimum sample size distribution via simple random sampling techniques. Data were presented using descriptive statistics in form of frequencies, central tendencies and measures of dispersion. The hypotheses were tested using Spearman’s Rank Order Correlation Co-efficient aided with Statistical Package for Social Science version 23.0. The test for hypotheses revealed that there is a significant relationship between flexible work arrangement as a dimension of work-life balance and the measures of employee performance. Consequently, all the null hypotheses are rejected as the evidence indicates significant levels of relationship in all instances. The findings indicate that flexible work arrangement significantly enhances employee’s performance outcomes such as excellent service delivery, efficiency and effectiveness. Hence, this study recommends that management of these banks should ensure that they create flexible work schedules for their employees as it is recognized to have positive contributions to employee performance.
Njiru (2016) investigated the influence of flexible work practices on employee performance in Public sector in the Ministry of Interior and Coordination of National Government, Embu County the study was carried out at the Ministry of Interior and Coordination of National Government and a descriptive survey design was adopted. The study targeted all the 50 employees in the Institution. Census was done since the population was rather small and data was collected by use of structured questionnaires from 47 respondents out of 50 employees (3) did not respond. Data was analyzed by Statistical Package for Social Science (SPSS) and both descriptive and inferential statistics were conducted. The linear and multiple regression analysis were done to establish relationship among all the variables in the study. The study established that the institution did have flexible work practices policy in place; similarly the study found out that telecommuting had not affected employee performance in the institution; employees used telecommuting to a very small percentage and it influenced job satisfaction and staff morale, increased productivity but in a very small percentage. The study further revealed that compressed work hours influenced employee performance, job satisfaction and enhanced staff morale in a very small percentage. However, job sharing and flexi time were being used by majority and influenced employee performance, job satisfaction, staff morale, reduced absenteeism and contributed to cost effectiveness and efficiency in a big percentage. The study recommends that employees allowed to telecommute should be facilitated to do so. The Institution should also provide other forms of flexible practices, for instance, shift, part-time and weekend work.
Govender (2017) examined flexible work arrangements, job satisfaction and performance of Eskom share services. A quantitative research approach was employed with online questionnaires being distributed using Question Pro, an online survey tool. Using the simple random sampling technique, a sample size of 92 employees were requested to participate in the survey, 62% of these participants completed the online questionnaire. Data analysis, using SPSS, revealed that Flexible work arrangements is preferred amongst the majority of employees and that a significant positive relationship exists between flexible work arrangements as the independent variable and job satisfaction and performance as the dependent variable amongst employees of all ages. The availability of Flexible work arrangements enriches work life balance which increases job satisfaction and performance.



CHAPTER THREE
METHODOLOGY
3.1 	Introduction
This chapter presents the methodology employed in investigating the effect of workplace flexibility on employee engagement at the University of Ilorin. The section outlines the research design, population, sample, sampling technique, data collection methods, instruments, and the approach to data analysis.
3.2 	Research Design
The research design employed for this study is a case study design. The case study approach is deemed suitable as it permits an in-depth exploration of the specific context of the University of Ilorin, providing rich insights into the relationships and dynamics of workplace flexibility and employee engagement (Yin, 2014).
3.3 	Population and Sample
The target population consisted of over 1200 employees consisting of full time and part and also contract staffs spread over the Faculties and Departments. The population comprised of employees from all levels in the organization. 
3.4 	Sample Size and Sampling Technique
The sample size is deduced using Taro Yamane computation approach. According to Yamane (1967), the sample size of the study is derived thus;

n=N/1+N(e)2

Where:
N = the population size
e = the margin of error (assumed at 5%)
 1 = constant
n= 1200/1+1200 (0.05)2
n= 1200/1+1200 (0.0025)
 n= 1200/1+3
n= 1200/4 
n= 300
Therefore, the sample size of the study is 300 employees of University of Ilorin. Although 310 questionnaires were distributed, 300 were accepted and useful. A simple random sampling technique was used to administer questionnaire to the respondents. A simple random sampling technique is used to ensure that all the sample size is given equal chance in the study. A self-administered questionnaire and also Google forms was used in gathering the data. The respondents were provided with guidelines to ensure that they understood the questions and to respond suitably. The questions were worded in an open-ended manner to provide quantitative data as per the research response category. A Likert scale of 5 was used to measure the extent to which the various respondents agreed or disagreed with the issues raised. The copies of the questionnaire were distributed directly, and using created Google forms, were distributed via company centered social media platforms
3.5 	Methods of Data Collection
Data will be collected through a combination of surveys, interviews, and document analysis. Surveys will be administered to a large sample of employees, providing quantitative data, while interviews will be conducted with key informants to gather qualitative insights. Additionally, relevant documents such as company policies and reports will be analyzed.
3.6 	Instruments of Data Collection
A structured questionnaire will be designed for the survey, consisting of both closed-ended and open-ended questions. Interview protocols will be developed for the qualitative interviews, ensuring consistency in data collection across participants.
3.7 	Methods of Data Analysis
Quantitative data will be analyzed using statistical software, employing descriptive and inferential statistical techniques. Qualitative data will be subjected to thematic analysis, allowing for the identification of patterns and themes within the narratives provided by participants (Braun & Clarke, 2006).
3.8	Historical Background of the Study
The University of Ilorin was established by the Federal Military Government in August 1975 as part of a larger initiative to establish seven new institutions of higher learning. Initially, it began as a university college affiliated with the University of Ibadan. It officially attained full autonomous status as a university on October 1, 1977. The first 200 foundation students were admitted in October 1976, and academic activities commenced shortly thereafter
The University of Ilorin has grown from its initial three faculties (Arts, Education, and Science) to include 16 faculties and 88 academic departments. It is known for its academic excellence and attracts a large number of students, according to the University of Ilorin. The university also actively engages in international collaborations and research, according to Times Higher Education.

CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.1	Introduction 
This chapter is concerned with presentation, analysis and interpretation of data tested with regard to the hypotheses stated in chapter one to determine either the rejection or acceptance of H0 hypothesis
4.2	Data Presentation 
In this section, the responses to questionnaire are presented and analyzed using the simple percentage for comparison. The presentations and analysis are as stated below. 
Table 4.2.1: Questionnaire Distribution and Collected
	
	Frequency
	Percentage (%)

	Number of questionnaire distributed
	310
	100

	Number of questionnaire returned
	300
	97

	Number of questionnaire not returned
	10
	3


Source: Field Survey, 2025
For the analysis, the researcher will be making use of number of   returned questionnaires which is three hundred (300).
4.3	Demographic Representation of Respondents
Table 4.3.1
	Gender
	Respondents
	Percentage (%)

	Female
	250
	83.3

	Male
	50
	16.7

	Total
	300
	100

	Marital Status
	Respondents
	Percentage (%)

	Single
	190
	63.3

	Married
	110
	36.7

	Total
	300
	100

	Age Bracket
	Respondents
	Percentage (%)

	26 years -35 years
	180
	60

	36 years-45 years
	50
	16.7

	Above 45 years
	70
	23.3

	Total
	300
	100

	Qualification 
	Respondents
	Percentage (%)

	OND/NCE
	15
	5

	HND
	25
	8.3

	BSC or its equivalents
	230
	76.6

	Others
	30
	10

	Total
	300
	100


Source: Field Survey, 2025.
From the above analysis, it can be seen that 74% representing 26 respondents were female, while the remaining 26% representing 9 respondents were male. This shows that there are more female staffs, perhaps due to the nature of the company, dominate the organization.
The above analysis shows that greater percentage of the respondents were married at 63% representing 22 respondents while 35% representing 13 respondents were single.
The above analysis portrayed that 12% representing 4 respondents were between 15-25 years bracket, 50% representing 18 respondents were within 26-35 years bracket, 20% representing 7 respondents were within 36-45 years bracket, the remaining 18% representing 6 respondents were above 45 years of age who are likely to retire very soon and no respondents were below 15 years.
From the above analysis, 13% representing 4 respondents have OND/NCE certificate, 27% representing 10 respondents have HND, 35% representing 12 respondents have B.Sc or its equivalent and finally the remaining 25% representing 9 respondents were made up of employees with other certificates above the B.Sc degree.
4.4.1 Presentation of Data According to Research Questions
	Data for this study is presented in tables using frequencies and percentages, with the number of respondents outside bracket and the percentage in bracket.
Key:	SA = Strongly Agree	A = Agree U = Undecided SD = Strongly disagree D = Disagree
Table 1: Presentation of Responses on Job Sharing
	JOB SHARING
	SA
	A
	UD
	D
	SD

	University of Ilorin is positive towards job sharing
	105(35)
	86(28.6)
	75(25)
	29(9.6)
	5(1.6)

	Job sharing affects my performance
	96 (32)
	106(35.3)
	47(15.6)
	46(15.3)
	5 (1.6)

	Combining my work with someone enhances efficiency and effectiveness 
	110(36.6)
	87 (29)
	55(18.3)
	41(13.6)
	7 (2.3)

	Working with a more skilled individual has improved my skill
	83 (27.6)
	124(41.3)
	50(16.6)
	34(11.3)
	9 (3)


Source: Field Survey, 2025
Table 1 show the response of respondents to questions relating to job sharing. The table shows that 35% of respondents strongly agree that the company is positive towards jobs sharing and 35% also strongly agree that job sharing affects their performance. The table also shows that 36% of respondents strongly agreed that combining their work with someone enhances their efficiency and effectiveness also 41% agree that working with more skilled individual has improved their skill. This table clearly shows that employees of University of Ilorin generally agree or strongly agree to these questions.
Table 2: Presentation of Responses on Working Remotely
	WORKING REMOTELY
	SA
	A
	UD
	D
	SD

	University of Ilorin is positive towards working remotely
	17(5.6)
	64(21.3)
	8(2.6)
	111(37)
	100(33.3)

	Working remotely has reduced stress Level and improved performance
	38(12.6)
	75(25)
	86(28.6)
	91(30.3)
	10(3.3)

	Working remotely has improved work−Life balance
	33(11)
	50(16.6)
	13(4.3)
	123(41)
	81(27)

	Working remotely has improved efficiency and effectiveness
	26 (8.6)
	54(18)
	2(0.6)
	58(19.3)
	160(53.3)


Source: Field Survey, 2025
Table 2 shows the results of response of respondents to questions on working remotely. The table shows that 37% of respondents disagreed with the question on if University of Ilorin was positive towards working remotely and a further 30% also disagreed with the question on if working remotely has reduced stress level and improved performance. 41% of the respondents disagreed with if working remotely has improved work-life balance and also the table shows that 53% of respondents strongly disagreed on whether working remotely has improved efficiency and effectiveness.
Table 3: Presentation of Responses on Employee Performance
	EMPLOYEE PERFORMANCE
	SA
	A
	UD
	D
	SD

	Efficiency has improved in University of Ilorin
	87 (29)
	140(46.6)
	50 (16.6)
	21 (7)
	2 (0.6)

	Employee effectiveness has improved over the years in University of Ilorin
	107(35.6)
	100(33.3)
	57 (19)
	31(10.3)
	5 (1.6)

	Employee commitment has increased in University of Ilorin
	161(53.6)
	67 (22.3)
	42 (14)
	26 (8.6)
	4 (1.3)

	Job satisfaction has increased in University of Ilorin
	98 (32.6)
	116(38.6)
	58(19.3)
	20 (6.6)
	8 (2.6)


Source: Field Survey, 2025
Table 3 shows the results of response of respondents to questions on Employee Performance. The table shows that 46%% of respondents agreed with the question on if University of Ilorin had improved its efficiency, 35% also strongly agreed that it has improved its effectiveness and also 53% strongly agreed that employee commitment has increased. Finally, 38% agreed that job satisfaction has increased in University of Ilorin.


Table 4: Descriptive Statistics
	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	JS
	300
	1.00
	5.00
	3.8225
	1.06947

	WR
	300
	1.00
	5.00
	2.0275
	.65546

	EP
	300
	1.00
	5.00
	3.9925
	.97188

	Valid N (listwise)
	300
	
	
	
	


Source: SPSS version 20.00
The table 4 revealed the result of descriptive statistics indicated the mean and standard deviation as well as the minimum and maximum value of the variables. The mean value of job sharing (JS) is 3.82, working remotely (WR) is 2.02, the mean value of employee performance (EP) is 3.99. The table also recorded the standard deviation of the variables as JS is 1.06, WR is 0.655 and EP is 0.97
Table 3: Correlation Matrix
	Correlations
	
	
	

	
	JS
	WR
	EP

	Pearson Correlation
	1
	.910**
	.878**

	JS	Sig. (2-tailed)
	
	.000
	.000

	N
	300
	300
	300

	Pearson Correlation
	.910**
	1
	-.443

	WR	Sig. (2-tailed)
	.000
	
	.600

	N
	300
	300
	300

	Pearson Correlation
	.878**
	-.443
	1

	EP	Sig. (2-tailed)
	.000
	.600
	

	N
	300
	300
	300


**. Correlation is significant at the 0.01 level (2-tailed).
Table 2 indicates that there is a strong positive association between job sharing and employee performance with a correlation coefficient of r= 0.878 at 1% statistical level of significance. There is also a weak negative correlation between working remotely and employee performance correlation coefficient of r= -0.443 at 1% statistical level of significance


Table 4: Model Summary
Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.778a
	.757
	.737
	.20213


a. Predictors: (Constant), WR, JS
Table 5: ANOVA
	ANOVAa

	Model
	
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	
	Regression
	270.286
	2
	135.143
	3307.725
	.000b

	1
	Residual
	12.134
	297
	.041
	
	

	
	Total
	282.421
	299
	
	
	


a. Dependent Variable: EP
b. Predictors: (Constant), WR, JS 
Decision Rule: 5% level of significance
The statistical decision rule of p- value states that the null hypothesis should be accepted if P- value is greater than alpha value (i.e. level of significant which is 0.05) otherwise it should be rejected while the alternative hypothesis is adopted. F- Stats is 3307 with a p- value of 0.000. The R2 = 0.75 indicates that only 75% of variation in employee performance in University of Ilorin can be explained by job sharing and working remotely. The remaining 25% can be explained by other related factors not noted in the regression model which is referred to as the error term.
The regression coefficient for Jobs Sharing is 0.926 with a p- value of 0.015 which is less than alpha value (0.05) therefore, the null hypothesis is rejected. This implies a positive and significant effect of Job Sharing on employee’s performance in University of Ilorin. This indicates that an increase in Job sharing relates to a significant corresponding increase in the employee performance in University of Ilorin.
The regression coefficient for working remotely is -0.045 with a P- value of 0.127 which is greater than alpha value of 0.05. Therefore, there is no reason to reject the null hypothesis. This implies a negative and insignificant effect of working remotely on employee performance in University of Ilorin. This indicates that an increase in working remotely relates to an insignificant decrease in employee performance.



CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 	Summary
Summarizing the main findings of the study, it is evident that workplace flexibility plays a significant role in shaping the engagement levels of employees at the University of Ilorin. The analysis of data collected highlights the nuanced ways in which flexible work arrangements impact employee satisfaction, productivity, and overall engagement, aligning with the findings of previous studies (Allen et al., 2013; Kossek & Thompson, 2016).
5.3 	Conclusion
The study concluded that job sharing affects employee performance in University of Ilorin. This implies that job sharing contributes significantly to employee’s performance in University of Ilorin. The findings also showed that working remotely has a negative and insignificant effect on employee performance in University of Ilorin.
5.3 	Recommendations
The study therefore recommends in line with the findings and conclusions of the study as follows:
1. University of Ilorin should continue and encourage job sharing as a form of workplace flexibility practice and supervisors and heads of department within the company should ensure that employees have suitable partners to share jobs with, as it improves both skill and productivity level
2. Working remotely has no positive nor significant effect on employee performance of University of Ilorin and as such, any form of it should be discontinued as it leads to a reduction in performance and it’s not suitable for the organization at this time.
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APPENDIX I: LETTER TO THE RESPONDENTS
Dear sir/madam,
I am Issa Hammed Alao, a student at the Kwara State Polytechnic, Ilorin. I am currently carrying out a study on "Effect of Workplace Flexibility on Employee Engagement". The Research work is in partial fulfillment of the requirements for the award of a degree of OND.
I would be most grateful, if you would respond to these research questions, as your response will be of immense benefit to the success of this research study. All information provided shall be treated with the utmost confidentiality.


APPENDIX II: QUESTIONNAIRE
Section A: Bio-Data
Gender: 		Male [  ]		Female [  ]
Marital status: 		Single [  ] 		Married [  ]
Age Bracket: 		16-20 yrs [  ] 	21-30 yrs [  ] 	31-40 yrs [  ] 	41 yrs and above [  ]
Qualification: 		GCE/SSCE [  ] OND/NCE [  ] HND/BSC [  ] MSC/MA [  ]
Section B: Research Question
Please respond by ticking the appropriate response for each item: 
Key: SA= Strongly Agree, A=Agree, U=Undecided, D=Disagree, SD=Strongly Disagree
Objective 1: To establish the extent to which job sharing influences Employee Performance in university of Ilorin, 
	STATEMENT

	JOB SHARING
	SA
	A
	UD
	D
	SD

	University of Ilorin is positive towards job sharing
	
	
	
	
	

	Job sharing affects my performance
	
	
	
	
	

	Combining my work with someone enhances efficiency and effectiveness 
	
	
	
	
	

	Working with a more skilled individual has improved my skill
	
	
	
	
	


Objective 2: To determine the extent to which working remotely influences Employee Performance in university of Ilorin.
	STATEMENT

	WORKING REMOTELY
	SA
	A
	UD
	D
	SD

	University of Ilorin is positive towards working remotely
	
	
	
	
	

	Working remotely has reduced stress Level and improved performance
	
	
	
	
	

	Working remotely has improved work−Life balance
	
	
	
	
	

	Working remotely has improved efficiency and effectiveness
	
	
	
	
	


Objective 3: To determine the extent to which working flexibility influences Employee Performance in university of Ilorin.
	STATEMENT

	EMPLOYEE PERFORMANCE
	SA
	A
	UD
	D
	SD

	Efficiency has improved in University of Ilorin
	
	
	
	
	

	Employee effectiveness has improved over the years in University of Ilorin
	
	
	
	
	

	Employee commitment has increased in University of Ilorin
	
	
	
	
	

	Job satisfaction has increased in University of Ilorin
	
	
	
	
	




