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   					  CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
The nature of work and employment relationships has evolved significantly since the 1980s and 1990s, driven by globalization, technological advancement, and the quest for improved work-life balance. One major development is the growing adoption of flexible work schedules (FWS)—work arrangements that allow employees greater control over when, where, and how they perform their duties (Beauregard & Henry, 2009). These include practices such as part-time work, job sharing, telecommuting, and compressed workweeks. Such flexibility not only addresses employees’ personal needs but also helps employers manage productivity and reduce costs.
Historically, the concept of flexible working was explored as early as 1930 when W.K. Kellogg Company introduced four six-hour shifts instead of the traditional three eight-hour ones to create more jobs during the Great Depression (Honeycutt, 1996). The result was increased employee morale, reduced accidents, and improved productivity (Avery & Zabel, 2001). Later, in the 1980s, flexible work began to emerge as a strategic business response to environmental demands and employee well-being (Natalia, 2011; Skyrme, 1994).
Countries such as the UK, Netherlands, and Germany have adopted legislative frameworks to support flexible working, particularly for parents and caregivers. In Nigeria, although flexible work is less institutionalized, especially in the hospitality industry, it is increasingly being recognized as a critical factor in enhancing employee performance and organizational sustainability.
Hospitality businesses like Whitefield Hotel and Suites in Ilorin operate in a service-driven sector that demands high customer engagement, long hours, and varying work schedules. These demands can lead to fatigue, job dissatisfaction, and low employee retention if not properly managed. Therefore, implementing flexible work schedules could potentially improve employee morale, job satisfaction, and performance by helping staff balance work and personal commitments (Glansky et al., 2008; Lutz, 2012).
This study investigates how flexible working arrangements influence staff performance in the hospitality sector, using Whitefield Hotel and Suites, Ilorin, as a case study.
1.2 Statement of the Problem
Despite the potential benefits of flexible work schedules, many organizations in Nigeria still operate rigid work structures. Employees in the hospitality sector often face challenges such as long working hours, limited personal time, and high pressure, which negatively impact their performance, health, and job satisfaction (Sparks et al., 1997).
Previous studies have shown that without a balance between work and personal life, employees experience stress, burnout, and reduced productivity. In the hospitality sector—where customer satisfaction depends heavily on employee performance—such challenges can have adverse effects on business outcomes.
This study aims to assess whether implementing flexible work arrangements—such as part-time work and job sharing—can significantly influence staff productivity and job satisfaction at Whitefield Hotel and Suites, Ilorin.
1.3 Research Questions
This study seeks to answer the following research questions:
i. What is the relationship between part-time work and employee productivity in the hospitality sector?
ii. What is the impact of job sharing on employee productivity?
iii. Does job sharing influence employee job satisfaction?
1.4 Research Objectives
The main objective of this study is to examine the influence of flexible work schedules on employee performance in the hospitality industry. Specifically, the study aims to:
i. Examine the impact of part-time work on employee productivity.
ii. Evaluate the impact of job sharing on employee productivity.
iii. Assess the relationship between job sharing and employee job satisfaction.
1.5 Research Hypotheses
The following hypotheses will guide this study:
H₀₁: There is no significant impact of part-time work on employee productivity.
H₀₂: There is no significant impact of job sharing on employee productivity.
H₀₃: Job sharing has no significant relationship with employee job satisfaction.
1.6 Significance of the Study
This study is significant for several reasons:
a. It contributes to the growing body of knowledge on flexible work practices in the hospitality sector, especially in the Nigerian context.
b. It provides insight for human resource managers on how flexible work arrangements can enhance employee engagement, reduce turnover, and improve performance.
c. The findings will serve as a reference point for policy formulation in hospitality organizations aiming to improve workplace flexibility and competitiveness.
d. It highlights how modern work arrangements can help organizations adapt to changing employee needs in a dynamic business environment.
1.7 Scope of the Study
This study focuses on evaluating the impact of flexible working arrangements—specifically part-time work and job sharing—on employee performance at Whitefield Hotel and Suites, Ilorin. It covers employees across all levels—junior, intermediate, and top management—and is confined to the hospitality sector. Relevant theories and models related to work flexibility and performance will be used to support the study.


1.8 Definition of Terms
i. Flexible Working: A work arrangement that allows employees to vary their working hours, locations, or patterns to better suit their personal needs.
ii. Organization: A structured group of people working together to achieve specific goals.
iii. Job Sharing: A flexible work option where two employees share the responsibilities, hours, and benefits of a full-time job.
iv. Telework: A work arrangement where employees perform tasks from remote locations, often from home.
v. Employee Productivity: The output or efficiency of an employee in completing tasks within a specific period, relative to organizational goals.
vi. Job Satisfaction: The level of contentment an employee feels toward their job, based on various factors such as workload, environment, compensation, and personal fulfilment.


    


 CHAPTER TWO 
    LITERATURE REVIEW 
2.1 Introduction
This chapter reviews existing literature and scholarly opinions on the influence of flexible working arrangements on employee performance, particularly in the hospitality industry. It explores key concepts, theories, and models relevant to workplace flexibility and employee productivity. The chapter also presents a broader definition of flexible work schedules and employee performance, offering a theoretical and contextual foundation for this research.
2.2 Conceptual Analysis
2.2.1 Flexible Working Arrangements
Flexible working arrangements (FWAs) are an increasingly important trend in modern workplace management. According to Hill et al. (2008), FWAs refer to the ability of employees to make decisions about when, where, and for how long they work. These arrangements reflect a shift toward accommodating work-life balance and enhancing employee satisfaction.
Suarez, Cusumano, and Fine (1995) emphasize the strategic value of flexibility, while Gerwin (1993) and Gupta & Goyal (1989) argue that flexibility allows firms not only to adapt to external changes but also to create competitive advantages.
Changes in economic, technological, and social environments have significantly increased awareness about the need for flexible working conditions (Mary & Chris, 1998). Kalpana, Natalia, Steiner, Hassan, and others have explored this subject extensively, especially in relation to global changes in the nature of work.
Workplace Flexibility 2010 defines FWAs as any work structure that changes the time and/or location where work is conducted on a regular basis. Such arrangements are often used to attract and retain talent, reduce absenteeism, and boost organizational productivity.
Valle, Martin, and Romero (2001) argue that shifts in demographic, political, economic, technological, and organizational contexts necessitate flexible human resource systems. These shifts include:
a. Socio-demographic Factors: Lower birth rates and higher life expectancy result in older workforces, while more women and foreign workers enter the labor market. This diversity demands greater flexibility in HR practices.
b. Political-Legal Factors: Government policies and regulations influence firms to adopt more flexible designs and mobility in work arrangements (Arges, 2005).
c. Economic Factors: Globalization and increased competition compel organizations to become more flexible to remain efficient and competitive (Stone-Romero et al., 2003).
d. Technological Factors: Technological advancement facilitates flexible work structures and reshapes the HR function (Phillips & Wright, 2009; Knorad & Deckop, 2001).
e. Organizational Factors: Organizational culture, innovation, and the need for continuous learning require adaptive and flexible HR practices (Barney, 1986; Jackson & Schuler, 1995).
Additionally, flexible work arrangements may include several forms such as telecommuting, compressed workweeks, job sharing, part-time schedules, and flexitime. Each form is designed to address different organizational and employee needs. For example, telecommuting allows employees to work remotely, thereby reducing commuting time and improving work-life balance. Flexitime allows employees to choose their work hours within a given range, which can help accommodate personal responsibilities and increase job satisfaction.

Research by Bloom et al. (2015) revealed that flexible working schedules can increase productivity and job satisfaction while reducing turnover rates. Moreover, flexible work arrangements can serve as a non-financial incentive to improve employee morale and performance, particularly in sectors such as hospitality where long and irregular hours are common.
2.2.2 Employee Performance
Employee Performance
The concept of performance is an established concern in work environments, especially in formal settings. The performance of employees has gained importance due to increasing concerns among human resources and personnel experts about output levels related to remuneration and motivation. Charles and Anthony (2014) state: if you can’t define performance, you can’t measure or manage it (Armstrong & Baron, 1998). This emphasizes the need for measurable standards to determine employee performance levels.
Charles and Anthony (2014) also cited Daniel (op.cit.) defining performance as a process involving a series of behaviors directed toward achieving predetermined goals. The Oxford English Dictionary defines performance as “the accomplishment, execution, carrying out and working out of anything ordered or undertaken.” Longman’s Dictionary of Contemporary English defines performance as the actions or manner of carrying out an activity, including the ability to do something well. Thus, performance refers to both the process and the result
.2.2.3 Job Satisfaction
There are various definitions of job satisfaction, differing among scholars depending on perspective. Mosammod & Nurul (2011), citing J.P. Wanous and E.E. Lawler (1972), C.R. Reilly (1991), Schermerhon (1993), Spector (1997), Elickson and Logsdon (2002), and Hussami (2008), demonstrate that there is general agreement that job satisfaction refers to an employee's feelings or attitude toward their job.

Wanous and Lawler (1972) refer to job satisfaction as the sum of satisfaction across all facets of a job. Spector (1997) views it in terms of how people feel about their job and its various aspects. Reilly (1991) defines it as the general attitude a worker has toward their job, influenced by their perceptions. Therefore, job satisfaction plays a central role in employee performance and is influenced by working conditions, remuneration, relationships, and opportunities for development—all of which can be affected by flexible work schedules.
2.3 Theoretical Analysis
This section explores various theoretical perspectives relevant to the study of flexible work schedules and their influence on employee performance. Over time, scholars and practitioners have developed theories reflecting different views on the relationship between flexible work practices and workforce outcomes. This study adopts two key frameworks as its theoretical foundation: Atkinson’s Flexible Firm Model and Herzberg’s Two-Factor Theory of Motivation. These models are particularly appropriate because they provide comprehensive insights into how flexible work structures and motivational factors affect employee behaviour and performance—especially within dynamic sectors like hospitality.
2.3.1 Herzberg’s Two-Factor Theory
Herzberg, Mausner, and Snyderman (1959) proposed the Two-Factor Theory, also known as the Motivation-Hygiene Theory, which distinguishes between motivators and hygiene factors. Motivators (intrinsic factors) such as achievement, recognition, and personal growth foster job satisfaction and improve performance. In contrast, hygiene factors (extrinsic) such as salary, job security, company policies, and work conditions, while not necessarily motivating, can lead to dissatisfaction if absent or poorly managed.
In the context of flexible work arrangements, Herzberg’s theory can be used to interpret how elements such as flexible hours (a potential motivator) or unpredictable schedules (a hygiene concern) can influence employee satisfaction and performance. Extrinsic rewards, like fair compensation or predictable scheduling, are vital in hospitality roles, while intrinsic rewards such as autonomy, professional growth, and acknowledgment are equally important in enhancing commitment and output (Mullins, 2005; cited in Ukaejiofo, 2013).
However, this theory has faced criticism. Friedlander and Margulies (1969), cited in Mosammod and Nurul (2011), argued that interpersonal relationships—especially between management and staff—play a more significant role in job satisfaction than Herzberg initially suggested. This is particularly relevant in service-based industries like hospitality, where teamwork and management style greatly impact employee morale.


2.3.2 Atkinson’s Flexible Firm Model
Atkinson (1984) developed the Flexible Firm Model to describe how organizations restructure their workforce to cope with changing market conditions. The model introduces the concept of a dual labour force—core and peripheral workers—and proposes three main types of flexibility:
a. Functional Flexibility
This form of flexibility allows the movement of workers across various tasks. It is typically associated with core employees who are skilled, permanent staff members. These employees receive training and are expected to perform a variety of roles, making the workforce adaptable. In a hospitality setting, functional flexibility may allow a staff member to rotate between front desk duties, housekeeping coordination, and food service roles as needed.
b. Numerical Flexibility
This involves adjusting the size of the workforce in response to demand through part-time work, temporary contracts, job sharing, or outsourcing. Peripheral workers often fall into this category. For hotels like Whitefield, seasonal variations in guest volume may require numerical flexibility to ensure optimal service without incurring unnecessary labour costs.


c. Financial Flexibility
Financial flexibility focuses on aligning wage structures with labor demand. Compensation may vary based on labor market trends, job roles, or contract types. For example, temporary workers may receive lower pay but offer cost advantages during peak periods, thus supporting operational efficiency.
Although Atkinson’s model has been foundational in labor flexibility research, it has received critiques. Ursell (1991) suggested that, while core employees are ostensibly empowered, managerial control remains predominant. Monitoring tools such as performance appraisals and job specifications continue to limit autonomy. Additionally, some scholars argue that recent developments in labor practices call for a shift from Atkinson’s internal vs. external flexibility paradigm to a more nuanced view (McIlroy et al., 2004; Kalleberg, 2001).
More recent classifications include:
· Internal (Functional) Flexibility: Refers to the ability of an organization to reassign employees to different roles or alter work schedules internally (Reilly, 2001; Grenier et al., 1997).
· External (Numerical) Flexibility: Involves hiring or outsourcing labor in response to market demand (Kalleberg, 2001).
· Temporal Flexibility: The ability to adapt the duration and timing of work hours (Blyton, 1992; Berg et al., 2004), which is especially relevant in hospitality, where shifts often span weekends, nights, and holidays.
In conclusion, these theories provide a strong conceptual foundation for examining how flexible work schedules influence staff performance at Whitefield Hotel and Suites, Ilorin. Herzberg’s model helps evaluate the motivational outcomes of flexibility, while Atkinson’s model provides a structural and strategic lens for workforce management within the hospitality sector.
2.4 Empirical Analysis
This section presents empirical evidence supporting the relationship between flexible work schedules and employee performance, particularly within the hospitality industry. A growing body of research from various regions across the globe has established a significant correlation between flexible working arrangements and improved staff performance. These studies highlight how flexible work options can enhance employee motivation, work-life balance, and overall productivity—key factors influencing organizational success.
Numerous empirical studies have explored the influence of workplace flexibility on employee outcomes. It is widely acknowledged that employee motivation—driven by factors such as rewards, recognition, autonomy, and flexible work schedules—plays a crucial role in enhancing job satisfaction and organizational performance. Flexible working arrangements, in particular, have been shown to foster greater engagement, reduce burnout, and improve the work-life balance of employees, thereby enabling them to perform at optimal levels.
Khamkanya and Sloan (2008) conducted a study that found a strong positive relationship between flexible work arrangements and employee commitment. Similarly, Thadsin and Brian (2009) argued that when organizations adopt flexible working policies, employees experience greater control over their work environment, which reduces stress and isolation, and enhances productivity. These findings are supported by numerous other researchers who affirm that flexible scheduling allows employees to manage personal and professional responsibilities more effectively, ultimately leading to higher performance levels.
In the hospitality industry—where work hours are often long and irregular—flexible work schedules have become particularly valuable. Studies have shown that employees in hotels and service-based organizations benefit from work arrangements that consider individual needs and life circumstances. When hospitality organizations implement flexible working options such as shift swaps, compressed workweeks, or part-time schedules, employees are more likely to feel valued and motivated, which contributes to improved customer service and operational efficiency (Smith & Karunaratne, 2010; Malik et al., 2020).
Empirical evidence gathered from various contexts, therefore, consistently suggests that the adoption of flexible work practices can enhance employee well-being and job performance. This research underpins the present study, which seeks to assess how such practices influence staff performance at Whitefield Hotel and Suites, Ilorin—a prominent player in Nigeria’s hospitality sector.



CHAPTER THREE 
METHODOLOGY  
3.1 Introduction
This chapter outlines the research methodology adopted for the study titled "Flexible Work Schedules and Their Influence on Staff Performance in the Hospitality Industry: Evidence from Whitefield Hotel and Suites, Ilorin." It presents the research design, population of the study, sample size and sampling technique, sources of data, research instruments, methods of data collection, validity and reliability of the instrument, and the techniques employed for data analysis.
3.2 Research Design
This study adopts a descriptive survey research design. This design is appropriate for collecting and analysing data on the perception of employees regarding flexible work schedules and their effect on performance. It enables the researcher to observe and describe behaviours, attitudes, and opinions of staff in their natural setting without manipulation.
3.3 Population of the Study
The target population of this study comprises all employees of Whitefield Hotel and Suites, Ilorin, including both managerial and non-managerial staff. The total population is estimated at 130 employees, based on records obtained from the hotel’s human resources department.
3.4 Sample Size and Sampling Technique
Using Taro Yamane’s formula for determining sample size:	
The Yamane formula is given thus;
n = N/1 + a2N
Where: n – sample size
	N – Population
	a2 – level of error tolerance
	N
n= 1  +  a2N
	130
  n=
    1+ (0.052) 130
		130
	1 +  (0.0025) 120
	187
	1 + 0.4675
	130  
        1.4675
 n= 97.1
Rounded up, the sample size is 97 respondents.
A stratified random sampling technique was employed to ensure balanced representation across all departments and job roles within the hotel.	
3.5 Method of Data Collection
The study employed primary data as its main source. Data were collected directly from the employees of Whitefield Hotel and Suites using structured questionnaires.
Questionnaires were distributed physically to selected respondents within the hotel premises during their break times or after work hours to minimize disruption. The collection process was conducted over a two-week period to ensure high response rates and completeness.
3.6 Research Instrument
The primary instrument for data collection was a structured questionnaire designed based on the research objectives. The questionnaire consisted of two main sections:
· Section A: Demographic information of respondents

· Section B: Items measuring flexible work schedules (e.g., shift flexibility, telecommuting, and compressed hours) and employee performance (e.g., productivity, punctuality, job satisfaction, task efficiency).
A 5-point Likert scale ranging from Strongly Agree (5) to Strongly Disagree (1) was used to capture responses.
3.6.1 Validity and Reliability of the Instrument
To ensure content validity, the questionnaire was reviewed by two academic experts in human resource management and one professional in the hospitality industry.
Reliability was tested using the Cronbach’s Alpha method during a pilot study conducted on 10 employees (excluded from the main study). A reliability coefficient of 0.84 was obtained, indicating that the instrument was highly reliable.
3.7 Method of Data Analysis
Data collected were analyzed using descriptive statistics such as frequencies, percentages, and means to summarize respondents’ demographic characteristics and opinions.
Inferential statistics, particularly Pearson’s correlation and linear regression analysis, were employed to examine the relationship between flexible work schedules and staff performance. Analysis was conducted using Statistical Package for Social Sciences (SPSS) version 25.0.
3.8 Historical Background of the Case Study
Whitefield Hotel and Suites is a prominent hospitality establishment located at Plot 37, Gerewu Road, off Western Reservoir Road, Ilorin, Kwara State, Nigeria. Strategically positioned in a quiet residential area, the hotel offers guests a serene environment while maintaining proximity to major business districts, government offices, and multinational corporations in Ilorin.
Renowned for its exceptional service, professionalism, and warm hospitality, Whitefield Hotel and Suites caters to a diverse clientele, including business travelers, tourists, and leisure guests. The hotel provides a variety of accommodations designed to meet varying preferences and needs, including Single Rooms, Standard Rooms, Executive Standard Rooms, Business Suites, Queen Suites, and King Suites. Each room is tastefully furnished and equipped with modern amenities such as high-speed Wi-Fi, flat-screen televisions, air conditioning, and refrigerators to enhance guest comfort.
In addition to its luxurious lodging options, Whitefield Hotel offers a range of functional spaces for business and social events, including a fully equipped boardroom, a business center, and versatile conference and banquet halls. The hotel also boasts a dedicated and professional staff committed to delivering personalized services that make every guest’s stay memorable.
As a leading player in the hospitality sector in Kwara State, Whitefield Hotel and Suites has adopted various organizational strategies to maintain service excellence, staff satisfaction, and customer loyalty. Among these strategies is the implementation of flexible work schedules designed to optimize employee performance, enhance work-life balance, and promote organizational productivity. This makes the hotel an ideal case study for examining how flexible work arrangements influence staff performance within the hospitality industry.




CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1 Introduction
This chapter presents the findings of the study, aligning them with the objectives outlined in Chapter One. The data collected is analysed and presented using frequency tables and percentage distribution. Additionally, the relationships between the key variables are examined using the SPSS software, which aids in statistical analysis. The findings are structured in accordance with the specific research objectives and research questions. These objectives, derived from the research questions, focus on understanding the influence of flexible work schedules on employee performance within the hospitality industry, specifically at Whitefield Hotel and Suites, Ilorin.
The research aims to explore how flexible work arrangements impact employee performance and satisfaction in the context of a hospitality business, which typically involves high customer service demands and long working hours. This chapter outlines the relationship between flexible working conditions and key employee performance metrics at Whitefield Hotel and Suites.
4.2 Data Analysis
In this section, the data is analyzed using frequency tables and percentages to determine the distribution and characteristics of the study sample. The analysis answers the research questions posed earlier, providing insights into the effectiveness and impact of flexible working arrangements at Whitefield Hotel and Suites. SPSS software is used for further statistical analysis, allowing for a deeper exploration of the data relationships.


Table 1:	Gender of Respondents
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid     Male
           Female
           Total 
	48
49
97
	49.5
50.5
100.0
	49.5
50.5
100.0
	49.5
100.0


Source:   SPSS computation, 2025
From the table above 49.5% of the respondents were male and 50.5% were female. This implies that the hotel do not have bias in employing workers therefore it employ a gender balanced workforce.
4.5.2	Age Bracket
Table 2:  Age
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid  below
           30-40
           41-50
          above-50
          Total 
	78
15
3
1
97
	80.4
15.5
3.1
1.0
100.0
	80.4
15.5
3.1
1.0
100.0
	80.4
95.9
99.0
100.0


Source:   SPSS computation, 2025
From the above table 80.4% of the respondents were below 30years, 15.5% of the respondents fall under 30-40years, 3.1% of the respondents were between 41-50years and 1.0% of the respondents were above 50years of the employees working in Whitefield Hotel and Suits, Ilorin. Based on this result it shows that 80.4% of the employees fall below 30, which implies that the firm is interested in employing young employees who will be highly productive and efficient.
4.5.3	Level OF Education
The respondent was asked about their education qualification level and below were there responses.
Table 3:  Level of Education
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid    SSCE/WASC
OND/NCE
HND/B.SC/B.A
M.SC/MBA
Ph. D
          Total
	22
25
44
5
1
97
	22.7
25.8
45.4
5.2
1.0
100.0
	22.7
25.8
45.4
5.2
1.0
100.0
	22.7
48.5
99.0
100.0


Source:   SPSS computation, 2025
From the above table 22.7% of the respondents were SSCE/WASC holder, 25.8% of the respondents were OND/NCE holder, were 45.4% of the respondents were HND/B.SC/B.A holder, 5.2% of the respondents are M.Sc./MBA holder and 1.0% of the respondents was Ph. D holder.
Based on this result, it is obtained that majority of the respondents 45.5% are either B. Sc/HND/B.A holder which implies that the total population of the hotel will be knowledgeable, hence will understand the questions asked and respond to it accordingly.
4.5.4	Status In Company
The respondent was asked about their status in the company and below were there responses.
Table 4:   Status in the company
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid    Junior Staff
           Senior Staff
           Top Management 
           Total
	62
33
2
97
	63.9
34.0
2.1
100.0
	63.9
34.0
2.1
100.0
	63.9
97.9
100.0


Source:  SPSS computation, 2025
From the table above, 63.9% of the respondents are junior staffs, 34.0% are senior staffs and 2.1% are top management staff.
Based on this result, it is observe that the highest populations are the junior staffs constituting 63.9% of the total population of the firm, which implies a sensible settings in any organization and which this research work is almost directed to. 
4.5.5	Work Experience
The respondent was asked about their work experience in the company and below were there responses.


Table 5:   Work experience
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid    1-5years
           6-10years
          11-15years
16years and above
           Total
	59
32
5
1
97
	60.8
33.0
5.2
1.0
100.0
	60.8
33.0
5.2
1.0
100.0
	60.8
93.8
99.0
100.0


Source:  SPSS computation, 2025
From the above table, 60.8% of the employee have between 1-5years experience in the hospitality sector, 33.0% has 6-10years of experience, 5.2% have 11-15 experience and 1.0% has 16 years and above experience.
Based on this result, 60.8% of the population who has 1-5 experience still have a lot to learn in the sector giving that they are still at their youthful age, and the most experienced 1.0% wills serve as an adviser to the firm considering the years of experience.
4.5.6	Marital Status
The respondent was also asked about their marital status and below table shows there responses  
Table 6:  Marital Status
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid    Single
           Married
          Divorced
          Total
	64
32
1
97
	66.0
33.0
1.0
100.0
	66.0
33.0
1.0
100.0
	66.0
99.8
100.0


Source:  SPSS computation, 2025
The table above shows that 66% of the respondents are single, 33% of the respondent are married, and 1% is divorced. Hence, the firm as a mixed marital status employee, which most of them are single (66%) and (33%) are married, where the employees that are singles will have more impact in the workplace than the married ones.


4.5.7	The Company’s involvement in allowing part time work has improved its 	image and reputation in the minds of the public.
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid    Strongly agree
           Agree
          Undecided
          Disagree
          Total
	51
32
11
3
97
	52.6
33.0
11.3
3.1
100.0
	52.6
33.0
11.3
3.1
100.0
	52.6
85.6
96.9
100.0


Source:  SPSS computation, 2025
In the above table in answer to what respondents think about  the company’s involvement in allowing part time work has improved its image and reputation in the minds of the public it is shown that 52.6% sees it as strongly agree, 33.0% says it agreed to it, 11.3% also have undecided thought about it, and 3% disagree with it. Hence, with the result it shows that the employees, (85.6% of the respondent) solely believed in the company policy of allowing flexible work.

4.5.8	Part time work allow the employee to work effectively and it increase 	output of 	the employee.    
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid    Strongly agree
           Agree
          Undecided
          Disagree
          Total
	35
42
16
4
97
	36.1
43.3
16.5
4.1
100.0
	36.1
43.3
16.5
4.1
100.0
	36.1
79.4
95.9
100.0


Source:  SPSS computation, 2025
In the above table in answer to what respondents think about the Part Time work allow the employee to work effectively and it increase output of the employee, it is shown that 36.1% sees it as strongly agree, 43.3% says it agreed to it, 16.5% also have undecided thought about it , and 4.1% disagree with it. This implies that the employee have a strong believe in part time work in allowing them to work effectively while on the job.
4.5.9	Performance of the employee is determined by the hours spent on a job.
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid    Strongly agree
           Agree
          Undecided
          Disagree
          Strongly disagree
          Total
	38 
38
12
8
1
97
	39.2
39.2
12.4
8.2
1.0
100.0
	39.2
39.2
12.4
8.2
1.0
100.0
	39.2
78.4
90.7
99.0
100.0


Source:  SPSS computation, 2025
In the above table the answer to what the respondents think about the Performance of the employee is determined by the hours spent on a job, it is shown that 39.2% sees it as strongly agree, 39.2% says it agreed to it, 12.4% also have undecided thought about it, 8.2% disagree with it and 1.0% of the respondent strongly disagreed with it. This implies that from the result 78.4% of the employees agreed that employee productivity is determined by hours spent on a job.
4.5.10	Part time working policy enables the company attracts and retains highly 	competent and committed employees
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid    Strongly agree
           Agree
          Undecided
          Disagree
          Strongly disagree
          Total
	36 
37
9
14
1
97
	37.1
38.1
9.3
14.4
1.0
100.0
	37.1
38.1
9.3
14.4
1.0
100.0
	37.1
75.3
84.5
99.0
100.0


Source:  SPSS computation, 2025
In the above table in answer to what respondents think about the Part Time working Policy which enables the company attracts and retains highly competent and committed employees, it is shown that 37.1% sees it as strongly agree, 38.1% says it agreed to it, 9.3% also have undecided thought about it, and 14.4% disagree with it and 1.0% of the respondent strongly agree with it. It shows from the result that the policy for working in the firm allow and retain highly experienced staffs, by allowing them do other things for the development of their career and build a strong relationship with their families.

4.5.11	sharing a job among employees enables them to perform effectively and 	efficiently.  
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid    Strongly agree
           Agree
          Undecided
          Disagree
          Total
	64
24
8
1
97
	66.0
24.7
8.2
1.0
100.0
	66.0
24.7
8.2
1.0
100.0
	66.0
90.7
99.0
100.0


Source:  SPSS computation, 2025
In the above table in answer to what respondents think about the Part Time working Policy which enables the company attracts and retains highly competent and committed employees, it is shown that 66.0% sees it as strongly agree, 24.7% says it agreed to it, 8.2% also have undecided thought about it, and 1.0% of the respondent disagreed with it. From the result shown above, it shows that when two or more employees are attached to a job it allows them work effectively and efficiently sharing knowledge and experiences within each other.

4.5.13	Job shared by employees allows them to share knowledge and skills to attain a 	high quality service delivery.  
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid    Strongly agree
           Agree
          Undecided
          Disagree
         Total
	44 
35
16
2
97
	45.4
36.1
16.5
2.1
100.0
	45.4
36.1
16.5
2.1
100.0
	45.4
81.4
97.9
100.0


Source:  SPSS computation, 2025
In the above table in answer to what respondents think about the Job shared by employees allows them to knowledge and skills to attain a high quality service delivery, it is shown that 45.4% sees it as strongly agree, 43.3% says it agreed to it, 9.3% also have undecided thought about it, and 2.1% of the respondent disagreed with it. The result shows that 81.4% of the respondents believed that when two or more employee is attached to a job it allows them to provide high quality service, when they share knowledge on the job.


4.5.14	Achieving high quality work/life balance for employee is important to the 	organization.
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid    Strongly agree
           Agree
          Undecided
          Disagree
         Total
	41 
44
10
2
97
	42.3
45.4
10.3
2.1
100.0
	42.3
45.4
10.3
2.1
100.0
	42.3
87.6
97.9
100.0


Source:  SPSS computation, 2025
In the above table in answer to what respondents think about the Achieving high quality work/life balance for employee is important to the 	organization, it is shown that 42.3% sees it as strongly agree, 45.4% says it agreed to it, 10.3% also have undecided thought about it, and 2.1% of the respondent disagreed with it. From the table above it shows that 87.6% of the employees agreed that when employee is allowed to care for it family and life matters it enable them to balancing it with work place tasks.
4.6 TEST OF HYPOTHESES
H0 There is no significant impact between part time work and employee productivity..
H0 There is no significant impact in job sharing and employee productivity..
H0 Job sharing and job satisfaction are not related to one another.
Hypotheses 1
H0 There is no significant impact between part time work and employee productivity..
Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.638a
	.407
	.401
	1.73433


a. Predictors: (constant), part time	
ANOVAb
	Model
	Sum of Square
	df
	Mean Square
	F
	Sig.

	1 Regression
	196.332
	1
	196.332
	65.272
	.000a

	Residual
	285.750
	95
	3.008
	
	

	Total
	482.082
	96
	
	
	


a. Predictors: (constant), part time
b. Dependent Variable: employee productivity.
Interpretation and Decision
The model to be 0.407(4.07%). In the anova table above the fcal is 65.272 at 0.000 significant levels. The decision rule however states that the level of significance is 0.05 and at a state where p<0.05 there will be needed for the rejection of null hypotheses and a necessary acceptance of alternative hypotheses. This however means that impact between part time and employee productivity as P=0.000 and it is lower than the set significant level (0.05) hence there will need to reject null hypothesis and embrace alternate hypothesis.
		Coefficientsa	
	
	Unstandardized 
	Coefficients
	Standardized Coefficients
	
	

	Model
	B
	Std. Error
	Beta
	t
	Sig.

	1 (Constant)
	7.247
	1.044
	
	6.941
	.000

	Part time
	.226
	.088
	.258
	2.585
	.011


a. Dependent Variable: job satisfaction
The coefficient table above shows the simple model that expresses how part time work impact employee job satisfaction. The model is shown mathematically as “Y=a+bx” where “y” is job satisfaction and “x” is part time, a is a constant factor and “b” is the value of coefficient. From the table therefore, job satisfaction=7.247+0.226 part time. The coefficient table indicates the impacts of the part time work on employee job satisfaction where the beta value is 22.6% and the P value is 0.011 and this indicates that for a 100% change in job satisfaction, part time contributes or constitutes a 22.6% impact.
Decision
To decide however following the decision rule which states that p should be <0.005 for null hypothesis to be rejected and alternate to be accepted or vice-versa. Thus the decision would be alternate hypothesis (H1).
Hypothesis 2
H2 There is impact between job sharing and employee productivity..
Model Summary	
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.446a
	.199
	.190
	2.01642


a. Predictors: (constant), job sharing	

ANOVAb
	Model
	Sum of Square
	Df
	Mean Square
	F
	Sig.

	1 Regression
	95.817
	1
	95.817
	23.566
	.000a

	Residual
	386.266
	95
	4.066
	
	

	Total
	482.082
	96
	
	
	


a. Predictors: (constant), job sharing
b. Dependent Variable: employee productivity.
Interpretation and decision
The model summary above shows the impact between job sharing work and employee productivity. In the anova table above the fcal is 23.566 at 0.000 significant levels. The decision rule however states that the level of significance is 0.05 and at a state where p<0.05 there will be needed for the rejection of null hypotheses and a necessary acceptance of alternative hypotheses. This however means that impact between part time and employee productivity as P=0.000 and it is lower than the set significant level (0.05) hence there will need to reject null hypothesis and embrace alternate hypothesis.



	Coefficientsa	
	
	Unstandardized 
	Coefficients
	Standardized Coefficients
	
	

	Model
	B
	Std. Error
	Beta
	T
	Sig.

	1 (Constant)
	3.365
	.846
	
	3.976
	.000

	Job sharing
	.455
	.094
	.446
	4.854
	.000


a. Dependent Variable: employee productivity
The coefficient table above shows the simple model that expresses how job sharing impact employee job satisfaction. The model is shown mathematically as “y=a+bx” where “y” is job satisfaction and “x” is part time, “a” is a constant factor and “b” is the value of coefficient. From the table therefore, employee productivity=3.365+0.455 job sharing. The coefficient table indicates the impacts of the job sharing on employee productivity where the beta value is 45.5% and the p value is 0.000 and this indicates that for a 100% change in employee productivity, job sharing contributes or constitutes a 45.5% impact.
Decision
To decide however following the decision rule which states that p should be <0.005 for null hypothesis to be rejected and alternate to be accepted or vice-versa. Thus the decision would be alternate hypothesis (H2) and rejected (H0).


4.6 Result of Findings
This study explores the impact of flexible work schedules on employee performance, with a case study of Whitefield Hotel and Suites, Ilorin. The primary construct examined is flexible work schedules, which is further broken down into two key variables: part-time work and job sharing. The second construct, employee performance, is assessed using two variables: employee productivity and job satisfaction.
The objective of this study is to determine how the flexible work policies at Whitefield Hotel and Suites, Ilorin, influence the performance of their staff. Specifically, the research aims to explore whether these flexible working arrangements have a measurable effect on the overall productivity and satisfaction of the employees.
The findings reveal a positive and significant linear relationship between the two constructs—flexible work schedules and employee performance. After testing the four hypotheses, the results clearly indicate that flexible work schedules play a significant role in improving employee performance at Whitefield Hotel and Suites.
From the data collected through unstructured interviews with staff members, it was found that the flexible working policies not only enhance organizational productivity but also have a broader positive impact. The flexibility offered by the hotel contributes to improved employee satisfaction, which in turn positively influences job performance. Moreover, these benefits extend beyond the employees, as they also contribute to enhanced customer satisfaction and broader societal benefits.
In summary, the evidence suggests that the flexible work policies implemented by Whitefield Hotel and Suites have a substantial positive effect on employee performance, fostering a productive and satisfied workforce. These findings align with previous research on the benefits of flexible work arrangements in the hospitality industry.



CHAPTER FIVE
SUMMARY, FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.1 Summary of Findings
This chapter presents a discussion based on the study’s hypotheses, which guided the analysis and interpretation of the findings. The chapter is structured to include a summary of both theoretical and empirical findings, followed by conclusions, recommendations, and suggestions for further research.
The literature reviewed in the study revealed that flexible working arrangements are not only used by organizations to adapt to changes and uncertainties in the environment but also to generate competitive advantages (Gerwin, 1993; Gupta & Goyal, 1989).
Additionally, findings from Susana et al. (2013), citing Valle, Martin, and Romero (2001), emphasize that the human resources function has evolved into a more strategic role, reflecting the need for flexible human resource management systems. Factors such as socio-demographic, political-legal, economic, technological, and organizational aspects—collectively referred to as PESTOR factors—are key drivers influencing the adoption of flexible working policies.
Herzberg et al. (1987) also provide a crucial theoretical foundation by proposing the two-factor theory of motivation, which categorizes factors influencing motivation into two groups: hygiene factors (intrinsic) and motivator factors (extrinsic). The former, such as job achievements and recognition, directly impact job satisfaction. This research focuses on job satisfaction, which significantly influences employee recognition, income, promotion, and achievement of goals, ultimately leading to fulfilment.
The flexibility model counters the rigidity associated with employment structures, such as those established under scientific management principles (e.g., Taylorism and bureaucratic systems). While these traditional organizational structures aim to increase productivity and management control over workers, they often overlook the potential of flexible work arrangements in optimizing employee performance. Flexible work arrangements allow employees more autonomy, which leads to higher performance and motivation, as demonstrated by Thadsin and Brian (2009), who adapted the work of Khamkanya and Sloan (2008).
Thus, when employees are provided with the freedom to manage their work schedules, they tend to perform more effectively, as shown in the theoretical framework of this study (Chapter 2).
5.2 Conclusion
Organizations today face numerous challenges as they navigate a rapidly changing global environment. Businesses must adapt their models to stay relevant, competitive, and socially responsible. The integration of flexible work policies offers a transformative approach that benefits both employees and organizations. These policies not only address societal and family challenges but also promote innovation, offering new business opportunities and markets. In turn, employees are encouraged to be entrepreneurial, forward-thinking, and adaptable, creating a bridge between traditional workspaces and the development of new, sustainable products and services.
In the Nigerian context, many organizations still overlook the potential societal benefits that flexible working arrangements can offer. The promotion of flexible working policies can have a profound effect on employee satisfaction, performance, and organizational success. It is crucial for Nigerian businesses, especially in the hospitality industry, to embrace these flexible policies in order to foster employee loyalty, enhance productivity, and ensure long-term organizational growth. The concept of flexible work schedules should be adopted by organizations across all sectors to create value, both for employees and the organization as a whole.
5.3 Recommendations
Based on the findings of this study, several recommendations are proposed for academia, corporate organizations, stakeholders, and policymakers regarding the adoption of flexible working policies:
1. Organizations should implement flexible work policies: Businesses should consider engaging employees in flexible working hours (flexi-time) as part of their employee engagement strategy. Additionally, organizations must ensure that employees are provided with the necessary resources and support to address social and family needs. This approach will optimize employee job performance and well-being.
2. Updating traditional policies: Management should replace outdated work policies with more modern, flexible strategies that align with current trends. Embracing a flexible approach involves engaging subordinates in decision-making processes, including research and idea generation, to create a culture of inclusivity and innovation.
3. Encouraging a culture of ethics: Organizations should cultivate an ethical workplace culture that fosters proactive engagement with socio-economic issues. Encouraging employees to address societal challenges can drive innovation, resulting in positive outcomes for both the organization and its employees.
4. Government and Educational Bodies’ Role: The government, along with educational and professional bodies, should play an active role in guiding organizations through the process of integrating flexible work policies. This will position organizations to be at the forefront of innovation, not only in Africa but globally, addressing any gaps that hinder organizational performance and employee satisfaction.
5. Continuous evaluation of policies: It is essential for organizations to continually evaluate the effectiveness of flexible working arrangements and their impact on employee performance. By doing so, businesses can ensure that their flexible policies remain relevant, efficient, and aligned with employee needs and organizational goals.
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