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[bookmark: _Toc152572377]                                                         ABSTRACT 

The purpose of the study was to investigate the relationship between workplace flexibility and employee performance in context of Covid-19 using Howard Mission Hospital as a case study. The primary objectives of this research were to identify the characteristics of workplace flexibility at Howard Mission Hospital, to identify the benefits of using workplace flexibility at Howard Mission Hospital, to identify the challenges associated with workplace flexibility at Howard Mission Hospital, and to assess the extent of correlation between workplace flexibility and employee performance at Howard Mission Hospital. The study used a descriptive survey methodology. The study used a mixed research approach. A sample of 92 participants, 23 from management and 69 from non-management staff members. Data was gathered through the use of questionnaires and interviews and was then analysed using Statistical Package for Social Sciences (SPSS). Data was presented using tables, pie charts, and bar graphs. The main findings of the investigation are flexible working arrangements results in improved employee performance, as well as benefiting organisational outcomes. The study also highlighted the preferences and expectations of workers from various age groups and sex regarding adaptable working conditions, providing valuable insights together with recommendations for organisations. The main conclusion or contribution of the study is that implementing flexible working practices is a beneficial strategy for organisations to increase worker performance, this then result in positive organisational outcome. 
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[bookmark: _Toc152572382]                                                       CHAPTER 1


[bookmark: _Toc152572383]1.1Introduction     
The first chapter of the research paper acts as an introductory section that presents the research background, research objectives, establishes the study’s scope and limitations, and definitions of key terms. 

[bookmark: _Toc152572384]1.2 Background of the study    
In light of COVID-19, the study investigates the connection between workplace flexibility and worker performance. The topic of flexible work arrangements has always been fascinating, especially in light of the 2020 global Covid-19 pandemic. This issue is more crucial than ever because the pandemic is still active in some countries and could eventually make its way back to Zimbabwe. The global public and private sector's ability to operate is now threatened by the pandemic. Howard Mission Hospital was among the many organizations whose operations were significantly impacted by its threats. This led to the creation of new work arrangements that fit the current setting. Flexible work schedules were implemented by Howard Hospital with assistance from the Ministry of Health and Child Care (MHCC) as a new working strategy to lessen the effects of the Covid-19 pandemic and to satisfy organizational goals, staff needs, and Covid-19 regulations. Flexible work arrangements are scheduling plans that give full-time employees the freedom to select their daily start and end times, as long as they complete their assigned tasks within those allotted hours (Nabe-Nielsen, Garde, Austb, & Diderichsen, 2012).
As the world undergoes dramatic change, today’s organizations must address environmental, social and demographic aspects. 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 influence it may have on employee performance (Golden, 2008). The influencing social and demographic changes are increasing in numbers of women in the economy and working environment, increasing numbers of working mothers, especially those with young children (Halpern, 2005), UK also provides policies which encourage the employment of mothers (Lewis & Campbell, 2008). According to a number of sources, including Zeijen et al. (2018), Bal and De Lange (2014), and Wheatley (2017), introducing flexible work arrangements can raise employee satisfaction and engagement. The World at Work Report (2015) states that there has been an increase in flexible work arrangements, with roughly 80% of organizations globally now providing some kind of work flexibility. Additionally, the expansion of workplace flexibility has been impacted by the growing trend of work-life balance (Bailyn, 2001).   
Many countries have experienced rapid changes in their populations due to factors like the aging of their workforce and the entry of a new generation of workers (Twenge et al., 2010; United Nations, 2009). As a result, regular, rigid work schedules have proven to be insufficient, and one way to address these changes has been to change the nature of employment to one that is more flexible (Twiname et al., 2006). Flexible work schedules have been shown to positively impact emotional engagement in earlier studies. In a study on flexible work arrangements, the British Panel Survey and Understanding Society found that, in the UK's post-industrial economies, the number of flexible work arrangements has significantly increased over the previous 20 years. This demonstrates that organizational emotional engagement was positively impacted by flexible working (Herrbach et al., 2009).
Targeting work-related outcomes like productivity, satisfaction, and absenteeism, Baltes et al. (1999) carried out a meta-analysis of 31 studies on flexitime and shortened workweeks in the United States. According to the study, flexitime significantly improves worker productivity, job satisfaction, and absenteeism. Additionally, compared to work schedules with shorter core times, researchers discovered that less flexible work schedules were linked to better performance outcomes.  Additionally, they discovered that the implementation's efficacy gradually decreased, suggesting that staff members had grown accustomed to the new rules and believed them to be standard. Increasing work autonomy or enabling employees to modify their working hours to suit their daily schedules are two ways to improve workplace personalization and boost productivity. According to general theory (Twenge et al., 2010, 2012), younger workers value flexibility at work more and are therefore more emotionally affected by it; as a result, these arrangements may enhance worker job satisfaction. According to the study's findings, fewer work-life conflicts, higher job satisfaction, and employee loyalty to the organization are to blame for the drop in absenteeism.
Mwebi and Kadaga (2015), researchers at Jomo Kenyatta University of Agriculture and Technology, examined the effects of flexible work schedules on worker productivity at Nairobi CBD Commercial Bank in Nairobi. The survey was carried out in response to a variety of issues that demanding banking sector workers encountered, such as role conflicts between work and home, weariness, and work pressure. With 76% of bank employees agreeing with the statement used to measure employee performance, the researchers discovered that the use of flex-time programs had a significant impact on employee performance. This result is in line with Brummerlhuis, Haarb, and Lippe's (2010) observations. They discovered that flexible work schedules allow for more effective customer service. As a result, more customers are served by staff members who are more youthful, astute, and compassionate. Employers use adaptable HRM to keep workers motivated and performing well (Herrbach et al., 2009). Non-banking institutions were not taken into account by Mwebi and Kadaga. Thus, the purpose of this research is to ascertain how flexible scheduling affects hospital staff performance. 
Furthermore, a study on flexible work schedules and employee performance in a manufacturing company in Anambra State, Nigeria, was carried out by Uzochukwu, Ogechukwu, and Olohi (2019). This study's main goal was to look into the relationship between employees' performance and variable work hours in a manufacturing company in the Nigerian state of Anambra.  The study monitors a number of factors, from production scheduling concerns to high-quality product development that contribute to subpar workplace engagement and poor organizational performance.  Since the study revealed a favourable correlation between flexible scheduling and worker performance, Omotayo (2012) hypothesizes that flexible work schedules play a significant role in worker satisfaction.
According to a study on flexible work schedules conducted in Zimbabwe by Muchowe, Mawonde, and Pande (2021), compressed work weeks, teleworking, and flexible time all significantly improve organizational performance in the country during pandemics. According to Jones (2020), the global Covid-19 pandemic compelled governments to enact policies aimed at slowing the virus's spread. Governments from all around the world enacted policies including social distancing and national lockdowns, and they also pushed for workplace decluttering among private and public sector enterprises. Employing flexible work arrangements was one of the tactics that organizations adopted to get through the challenging circumstances (Paaulson & Hyden, 2020). The current trend in human capital management is flexible work arrangements, which has been sparked by the Covid-19 pandemic. Still, this research concentrated on how flexitime affected staff performance at Howard Hospital rather than the higher education institutions in Mashonaland Central Province.  

[bookmark: _Toc152572385]1.3 Statement of the problem
The Covid-19 pandemic has caused a sharp rise in staff turnover at Howard Mission Hospital, along with poor employee performance. These issues have led to high absenteeism rates, a lack of cooperation and communication among co-workers, conflicts between employees' personal and professional lives, and stress for staff members as a result of rigid work schedules (Gajendran & Harrison, 2007). Howard Mission Hospital had a labour turnover of 21% as of September 2021, when 50 employees left the company, bringing its total workforce down to 180. According to the Howard Mission Hospital Annual Report (2022), there was a 33% increase in labour turnover from January to November 2022, which resulted in 60 employees leaving the organization. Numerous tactics, including incentives, professional development, and outsourcing, have been implemented in an attempt to address the issue, but with no success. The principal aim of the study is to ascertain the elements that led to the effective implementation of flexible work arrangements in the Covid-19 pandemic, along with the possible advantages for individuals and institutions. According to research by Ciarniene and Vienazindiene (2018), flexible work schedules can help with poor performance. Labour turnover will continue to rise if Howard Mission Hospital does not take appropriate action to prevent it from becoming uncompetitive and demotivating its staff.

[bookmark: _Toc152572386]1.4 Purpose of the study  
This study evaluates the connection between Howard Mission Hospital employees' performance levels and flexible work schedules. This investigation will examine whether changing an employee's work schedule will improve their output. Examining the relationship between flexible work arrangements and employee well-being as well as productivity may yield insightful findings that will inform organizational policies and practices regarding the benefits of implementing flexible work arrangements. In light of the aforementioned data, researchers made the decision to investigate the effects of flexible scheduling on staff performance at Howard Mission Hospital.  

[bookmark: _Toc152572387]1.5 Research Objectives 
i) To identify the characteristics of workplace flexibility at Howard Mission Hospital.  
ii) To identify the benefits of using workplace flexibility at Howard Mission Hospital. 
iii) To identify the challenges associated with workplace flexibility at Howard Mission Hospital.  
iv) To assess the extent of correlation between workplace flexibility and employee performance at Howard Mission Hospital. 

[bookmark: _Toc152572388]1.6 Research Questions   
i) What the characteristics of workplace flexibility at Howard Mission Hospital? 
ii) What are the benefits of using workplace flexibility at Howard Mission Hospital?  
iii) What are the challenges associated with workplace flexibility at Howard Mission Hospital? 
iv) What is the relationship between workplace flexibility and employee performance at Howard Mission Hospital?   

[bookmark: _Toc152572389]1.7 Significance of the study  
The investigation is expected to benefit future Human Resource practitioners, Howard Mission Hospital, Bindura University of Science Education and to the researcher.

[bookmark: _Toc152572390]1.7.1 Significance of the study to future Human Resource Practitioners 
The research findings will be used as supporting documentation by other researchers studying the relationship between employee performance and flexibility. Human resource practitioners will benefit from the project's assistance in building a knowledge base. Other researchers can use this research as a foundation to generate topics based on the study's limitations.

[bookmark: _Toc152572391]1.7.2 Significance of the study to Howard Mission Hospital  
Hospitals will benefit from the research by developing strategies for flexible working hours and improving their policies. Based on research findings, this study will guarantee that flexible time schemes are applied equitably to boost employee motivation, which will assist hospitals in improving staff performance.  

[bookmark: _Toc152572392]1.7.3 Significance of the study to the researcher 
The significance of this study lies in its ability to provide researchers with pertinent skills, knowledge, and competencies concerning the effects of flexible work schedules on employees' performance. This study assists researchers in fulfilling the prerequisites for a Bachelor of Commerce (Honours) in Human Capital Management. Additionally, students will gain from this research as it serves as a foundation for future related studies. 

[bookmark: _Toc152572393]1.7.4 Significance of the study to Bindura University of Science Education
The study will be used by other students at Bindura University of Science Education as a reference. The findings of this study will help the university become more widely known and respected as a reliable information source, which will enhance the university's reputation.

[bookmark: _Toc152572394]1.8 Delimitations of the study 
[bookmark: _Toc152572395]1.8.1 Conceptual Delimitation
The study focused on examining how well employees performed when given flexible work schedules. The investigator additionally discovered data regarding the enhancement of worker productivity and motivation via the implementation of flexible work schedules. This leads to a rise in organizational results and a decrease in staff attrition, a problem that Howard Mission Hospital was experiencing. 
[bookmark: _Toc152572396]1.8.2 Population Delimitation  
Employees at Howard Mission Hospital were the target group since they had access to flexible work schedules. This include employees that are able to work from home, have flexible working arrangements and those employed in sectors that don’t generally provide these configurations were studied.  
[bookmark: _Toc152572397]1.8.3 Geographical Delimitation  
The study was carried out at a non-profit organization in Mashonaland Central. The researcher selected Howard Mission Hospital as a case study because it was the institution to which the student was attached, making it much easier to gather information because the researcher was already acquainted with the establishment. Howard Mission Hospital was selected as the study site by the researcher because it was experiencing a sharp rise in employee turnover and poor performance as a result of rigid work schedules.  
[bookmark: _Toc152572398]1.8.4 Temporal Delimitation   
The study was conducted from September 2022 to November 2023 The study covered two years whilst focusing on the flexible work practices put forward to promote employee’s performance at the workplace. 

[bookmark: _Toc152572399]1.9 Limitations of the study
The emphasis of this investigation was entirely on Howard Mission Hospital and their implementation of adaptable work arrangements in relation to employee performance. Time was a scarce resource and limited the ability to gather as much data as possible. To curb the time problem, the researcher worked on overtime and weekends, prioritizing tasks according to their urgency and importance, avoiding distractions, setting realistic deadlines, delegating tasks, streamlining processes and use of time management techniques. The researcher encountered the problem of resistance and ignorance by the participants, participates were unwilling to provide the information fearing that the information will be advanced to their supervisors. To curb this problem, the researcher explained to participates that the responses will be used for academic purposes only. Therefore, to involve and increase interest of potential respondents to enhance cooperation regarding the research, the researcher clearly stated the primary aim of the research, use social media platforms to reach potential respondents thus it promote the research. Therefore, researchers used quantitative data.

[bookmark: _Toc152572400]1.10 Assumptions of the study 
The respondents may not be truthful in their responses to researcher’s questions. To overcome this problem, the researcher explained to the participants that no personal data will be captured and information collected is purely for academic purposes.  

[bookmark: _Toc152572401]1.11 Definition of terms 
a) Flexible working Arrangement   
Flexible working arrangements are those that allow for changes to the work that benefit several employees. This gives workers the freedom to change their regular work schedules, which includes meeting times and locations. According to Hidayah, Singh, and Hussain (2021), it can also be defined as an option whereby workers decide with their employers when, where, and for how long to work during specific times.  
b) Employee Performance  
According to Motowidlo (2003), an organization's expectations for an employee's behaviour while they perform their job are what constitutes employee performance. According to Williams and Anderson (1991), an employee's performance is determined by their understanding of their work, their capacity for performing it, and their level of enthusiasm for doing so.   
c) Covid-19   
The illness caused by the severe acute respiratory syndrome coronavirus 2 (SARS-CoV, also known as 2019-nCoV), a novel coronavirus that was purportedly first discovered in the Chinese city of Wuhan, is referred to as "novel coronavirus disease" (Covid-19) (CDC, 2020b). It was identified in 2019 and first appeared as a respiratory disease epidemic. WHO was informed of this in December 2019, and in January 2020, the organization declared the COVID-19 pandemic a global public health emergency (World Health Organization, 2022).

[bookmark: _Toc152572402]1.12 Chapter Summary   
The key components of the chapter include the introduction, research background, the purpose of the research, and the goals that researchers want to achieve. The chapter also discussed the assumptions inherent in the study, limitations and delimitations of the study, definitions of terms, explanations of acronyms, and the structure of the study. The next chapter presents a theoretical and conceptual framework for earnings training and essential aspects of the relevant literature. 
                                                   


















[bookmark: _Toc152572403]                                                              CHAPTER 2  

                                                  LITERATURE REVIEW 

[bookmark: _Toc152572404]2.1 Introduction  
This chapter aims to define and clarify the purpose of a literature review, as well as provide a theoretical and empirical analysis of the study's objectives. It focuses on the review of literature and exploration of empirical evidence on flexible time management, it also explains how a theoretical literature study can be used to determine the existence of current studies and the extent of research conducted on them, and the emergence of new concepts. It also includes a variety of scholarly perspectives on the impact of flexible working arrangements on employee performance. Finally, it will highlight on the gap that informs the research field of this research study and findings adequately address the issue. 

[bookmark: _Toc152572405]2.2 Conceptual Framework 
Conceptual framework seeks to draw the relationship that exist between flexible work arrangements (independent variable) and employee performance (dependent variable). This can be seen in Figure 2.1 below.
[bookmark: _Toc152582356]Figure 2.1 1 Conceptual Framework
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Figure 2.1 Conceptual Framework 
Source: Researcher (2023) 
The study topic, examines the connection between flexible working schedules and employee performance. This conceptual framework seeks to draw the relationship that exits between flexible work arrangements (independent variable) and employee performance (dependent variable). This can be seen in Figure 2.1 above.  
Telecommuting, flexible scheduling, and job sharing are examples of flexible work arrangements that provide employees’ greater freedom over when and how they work as well as where they are employed (Weideman & Hofmeyr, 2020). Various factors influence the concept of different working conditions, including changes in worker demographics, technological advancements, and the maintenance of a healthy work-life balance.   
Employee engagement is the measure of how dedicated, inspired, and motivated workers are by their jobs. Employees that are engaged are more dedicated to assisting the organization in achieving its goals and are also more creative and productive, according to SHRM (2012) and Shmailan (2016). Engagement among employees is influenced by a variety of factors, such as corporate culture, leadership, job design, and communication.   
Employee happiness is a measure of how content workers are with their positions and workplace settings. Workers who are happy with their jobs are more likely to be devoted, faithful, and productive. Armstrong et al. (2014) state that a variety of factors, including job autonomy, work-life balance, job security, and income, have an impact on employee happiness. 
According to the conceptual framework, raising employee autonomy can have a noticeable effect on engagement and job satisfaction right away. However, there is a complicated relationship between flexible scheduling, employee performance, and engagement that is influenced by a number of factors, such as communication styles, job design, leadership philosophies, organizational norms, and values. 
The conceptual framework, taken as a whole, offers a helpful framework for comprehending the part that flexible work schedules play in worker happiness and engagement. It highlights the significance of fostering an environment at work that gives employees greater control over their responsibilities while also going over other elements that affect employee happiness and engagement.

[bookmark: _Toc152572406]2.2.1 Flexible Working Arrangements  
Flexibility is the ability an organization gives its workers to select the days and times of their work, according to Allen et al. (2013). The literature has identified irregular flexibility and daily flexibility as the two types of organizational flexibility. An approach called irregular flexibility helps workers deal with varying workloads at different times (Casper & Harris, 2008). Regular flexibility, as defined by Bal & De Lange (2014), is related to a worker's capacity to make decisions regarding their daily work schedule, such as choosing their start and stop times and job-sharing arrangements. 
For the purposes of this study, flexible work arrangements will be referred to as having regular flexibility. Telecommuting, shortened workweeks, and other flexible work arrangements Flexible scheduling (Michel et al. 2011). Organizations all across the world show a strong interest in flexible work schedules. According to the 2015 World at Work Report, eighty percent of businesses globally provide flexible work schedules to their staff. According to the 2017 IOL Business Report, South African businesses and the HR specialists who work for them were deemed competitive because they offered FWA to their staff members.  	
One popular reason for organizations to create flexible work arrangements is to help employees to balance their time since travelling consume a significant portion. Using alternative work schedule procedures is crucial for preserving employees’ time (Chen & Fulmer, 2017). According to a global traffic assessment carried out by TomTom in 2016, peak travel time congestion has a significant impact on travel time in South Africa. During peak traffic, a total of 37 minutes of travel time was added to the journey (TomTom Traffic Index, 2016). Van Ommeren and Gutierrezi Puigarnau (2011) discovered a direct relationship between commuting times and absenteeism in their investigation. A further study discovered a link between mobility and stress (Zhou et al., 2017). Employee engagement is measured using categories such as absenteeism and stress related to work-life conflict (Kurtessis et al., 2017).  
According to Thompson, Payne and Taylor (2015), younger people entering the workplace prefer to have more control over their job and leisure activities, preferring to blend the two at their discretion, whereas generations prior to them prefer defined boundaries between work and leisure. Flexible work arrangements have become a workplace expectation for younger generations (Lynons & Kuron, 2014). Sweet, Pitt-Catsouphes and Boone James (2016), found that older managers were less likely to put in place FWAs, whereas women were more likely to make use and enforce such arrangements.

[bookmark: _Toc152572407] 2.2.2 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 is the behaviour that the organization expects of its employees while on the job (Motowidlo, 2003). 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 responsibilities will have a significant influence on employee performance.  
In this case, the employer has established standards from which an employee is expected to achieve the required results for a specific job if adequate resources are provided. Employee behaviour toward their work is measured using a variety of techniques that vary depending on the task. Employees are generally evaluated based on how well they perform these tasks in comparison to the employer-determined standards.  

[bookmark: _Toc152572408]2.2.3 Employee Engagement  
As stated by Kahn (1990) as well as Weideman & Hofmeyr (2020), employee engagement entails employees’ cognitive, physical, and emotional commitment to their professional responsibilities. Workers' commitment can be strengthened when they believe their work is valuable and invest in their careers. Furthermore, CIPD (2021a) emphasized the link between employee engagement and work schedules, which is defined as a person's drive, dedication, and enthusiasm for their work. According to Kruse (2012), worker involvement is also associated with superior resolution, outstanding dedication, and a sense of attachment to the organization's successes, resulting in employees' love of their tasks as well as the business for which they work. Weideman & Hofmeyr (2020) define worker engagement as which involves mental, emotional, and behavioural engagement.  
Employee participation has become an essential aspect of Human Capital Management (HCM) in order to improve employee performance, keep highly skilled workers, and reduce turnover as well as absenteeism (Anderson & Kelliher, 2009). According to Bloomfield and Proffitt (2017), worker engagement is critical for companies that employ a large percentage of young adults because these workers look for meaningful work, higher job satisfaction, and opportunities for growth. According to Kilber et al., (2014) and Maxwell et al., (2010), organizations have to offer motivation and attraction in order to engage and retain employees. 
Employee performance and engagement might be influenced by a variety of factors, including workers' intrinsic interest in their roles, opportunities provided by the organization, and rewards and benefits (Zafari et al., 2019). Furthermore, flexible work arrangements are a significant variable that can positively impact employee engagement, leading to increased levels of productivity and job satisfaction (Anderson & Kelliher, 2009; Weideman & Hofmeyr, 2020). Businesses that implement alternative work practices gain a significant competitive advantage by attracting and retaining top talent. Furthermore, this strategy may increase employee commitment and satisfaction, which may increase drive and job satisfaction. Despite these benefits, it's important to remember that flexible working hours can lead to increased workload and employee instability, as Zafari et al. (2019) discovered. 
 
[bookmark: _Toc152572409] 2.2.4 Job satisfaction 
Job satisfaction is defined by Saeed et al., (2014) as a pleasurable emotional state resulting from the appraisal of one's job as achieving or facilitating one's job values. Employees can be satisfied with their jobs thanks to flexitime work arrangements. Employee satisfaction stems from their autonomy to work under limited supervision, which results in the achievement of organizational goals as well as their personal needs.  In a meta-analysis of 31 studies, including two different flexible work time schedules (flex-time and compressed work week), Baltes et al., (1999) discovered that flex-time positively affected job satisfaction and satisfaction with the work schedule. According to Caillier (2013), employees who are allowed to choose their own working hours are more satisfied with their jobs than employees who must work under fixed work hours. Gathungu and Wachira (2013) emphasized that increased freedom of action and decision making, as well as trust placed in employees, correlate positively with job satisfaction.

[bookmark: _Toc152572410]2.3 Theoretical Framework  
[bookmark: _Toc152572411]2.3.1 Expectancy Theory  
Expectation theory of motivation, developed by Yale School of Management professor Victor Vroom, explains the relationship between performance, outcomes, and efforts (Vroom, 1964). According to expectation theory, individuals within an organization will be more motivated if they think that exerting more effort will result in better job performance. An increase in pay or other incentives will be given by the organization for better job performance. This motivational theory states that three factors influence an employee's motivation: the possibility that their efforts will produce the desired performance, the belief that their performance will result in a reward, and the possibility that the reward will be something they value or desire (Kaur & Singh, 2020).  
According to expectation theory, workers can be motivated to achieve any goal, even if it is not their own, as long as they believe that their hard work will lead to the outcome they hope for (Performance → Output).There is a positive correlation between their efforts and performance (Effort → Performance). It is expected that they will place value on the outcome per se or the subsequent reward (Value (Reward)). An individual's Motivational Force is comprised of the three elements of expectation theory (Kim & Lee, 2019). Values, or what matters to us, are the foundation of valence, whereas expectations and instrumentality are attitudes, or the ways we think. Expectation (Work → Outcome): Expectation is the belief that "I can do this" or that your efforts will lead to better performance (Kramar & Syed, 2019). Competency is one of the driving forces behind this, such as having the skills and knowledge necessary for the job.    
Expectations are high when you know you have everything you need to achieve your goal. The notion of instrumentality (Result → Performance) refers to the belief that your efforts will produce a desired outcome (Filipova, 2018). Instrumentality is high when the outcomes are precise, individualized, and well-defined. Valence is the unique value you give the outcome you expect. Preference for the kind of reward that best satisfies an employee's internal motivators has an impact on valuation. Value is the expected value one places on the outcomes, not the real satisfaction one feels when achieving a goal. When an employee would prefer to accomplish the goal than not, they are exhibiting positive valence.   
Proficient leaders understand that there isn't a single, all-encompassing approach to employee motivation. Even though they carry out the same tasks, the same employees will differ in their approach to their work, have different backgrounds and worldviews, and place different values on meaningful incentives. They will also have different levels of strength. Understanding expectation theory can help create more effective and beneficial individual motivation programs and create a positive relationship between work, results, and rewards for all employees (Wigfield & Eccles, 2000). Rewards at work could be in the form of longer vacation time, bonuses, or pay increases. It's equally important to acknowledge, though, that different people may value accomplishment, advancement, and more flexible work schedules equally. Managers need to find out what motivates their team members and adjust rewards appropriately. Remember that incentives work best when people perceive the prize as having greater value than the cash associated with it. Additionally, talent and HR should be aware of the points in an employee's career when these values and motivators may change, and they should mentor HR directors in recognizing the distinctive motivators and character attributes of their teams. Giving workers greater autonomy in the workplace can help address certain issues that contribute to subpar performance, such as a lack of autonomy or a poor work-life balance. Furthermore, flexible work schedules can offer chances for professional advancement by fostering the acquisition of new abilities. Expectancy theory can therefore help create more effective and beneficial individual motivational programs as well as create a favourable link between work, results, and rewards for all employees.

[bookmark: _Toc152572412]2.3.2 Goal-setting Theory 
Edwin Locke established the goal-setting theory of motivation in the 1960s (Locke & Latham, 2006). According to the theory, task performance and goal setting are directly correlated. This theory holds that an employee's personal goals play a significant role in motivating him to give it his all. Clear, challenging objectives and relevant feedback promote higher and better task performance. At work, the main source of motivation is the willingness to put in the effort required to accomplish the goal. Clear, specific, and challenging goals are more motivating than easy, general, and ambiguous ones. Clearly defined goals lead to improved performance and increased output. Having specific, measurable goals with a deadline for completion helps to avoid misunderstandings. Goals should be both realistic and difficult (Lunenburg, 2011). This makes an employee feel triumphant and proud. This gives the employee even more motivation to accomplish the next goal. 
Appropriate performance feedback also affects employee behaviour and elevates performance levels in comparison to situations in which it is not given. Feedback is useful for managing goal difficulties, clarifying things, and building reputation. It boosts job satisfaction and motivates employees to participate more. It also implies that in order to motivate the workforce to reach peak performance, managers and supervisors should show the human side of their business. Providing each employee with individualized support and encouragement is the foundation of this human-to-human interaction (Salaman et al., 2005). Employee performance is a significant multidimensional construct that is meant to yield results and has a close relationship with the planned goals of an organization, according to Abbas and Yaqoob (2009). Performance is the main multi-character factor intended to achieve outcomes closely related to the organization's planned objectives, according to Sabir et al., (2012). Employee well-being is influenced by the design and people in a work environment, which also affects productivity, employee loyalty, and the company's capacity for innovation (Taiwo, 2009). 
A study by Locke, Latham, and Edwin (2002) found that if people are given direction and a standard to gauge their progress against, they can achieve even the most difficult goals. Latham and Locke's (2006) scholarly work offers copious evidence that, by focusing employees' attention on specific objectives, clearly defined goals can boost motivation and performance. Systems for performance management keep an eye on the monitoring procedure. These kinds of systems give employees the power to manage and enhance their work.  Employees are motivated to work even harder to achieve these goals. Employees then went above and beyond to devise novel strategies for overcoming difficult roadblocks in the way of accomplishing their objectives. Leaders can boost goal commitment by effectively communicating and offering a compelling vision or superior goal for followers to rally around. 
A clearly defined goal gives employees energy and zeal. It is in line with the objectives, core values, and competitive advantages of the company. Effective goal-setting promotes coordinated action in accordance with the organization's mission (Lunenburg, 2011). Rather than just planning tactics for a specific challenging performance target, it encourages employees to give their all when faced with a difficult task. This change in viewpoint leads to an improvement in performance. This is a result of employees racing to come up with new ideas in order to meet a performance goal because they want to perform to the best of their abilities. This could lead to performance anxiety and evaluative pressure. Thus, goal-setting theory and performance management systems have an effect on employee performance. The outcomes form the foundation for choosing the following set of goals. This process can be repeated in a cycle to improve the performance of the employees.
The goal-setting theory is largely applicable in both small and large organizations. The difference is that participation in goal-setting by employees is not always desirable in larger organizations. This is because there's a chance that this kind of involvement could go against management goals. In small businesses, goal acceptance is higher when employee participation is involved in the goal-setting process. This strengthens the employee's dedication to reaching the goal. In larger organizations, it is impractical for employees to participate in goal-setting. Larger organizations have more complex long-term goals due to their larger resource base. 
 
[bookmark: _Toc152572413]2.3.3 Control Theory  
The theory goes that the more control a person has over their work-related obligations, the more content they will be. Employees can influence the creation of their own jobs if their workplace offers flexibility (with regard to location, volume, and work schedule) (Fonner & Roloff, 2010; Gajendran & Harrison, 2007). It is widely acknowledged that a person's degree of happiness is largely determined by their capacity to influence their surroundings (Ganster & Rosen, 2013). Employees will experience stress if they have demanding jobs over which they have little to no control. Control-oriented employees in high-demand jobs report feeling less stressed, according to studies (Gronlund, 2007). On the other hand, the flexibility to balance work and personal obligations is advantageous for job sharers and remote workers. The employee's control over their work necessitates this. Employees who have flexible work schedules may have more time for extracurricular pursuits like caring for their families or attending evening or part-time classes.

[bookmark: _Toc152572414]2.4 Empirical Research    
Several scholars have investigated how different work schedules affect employee engagement and worker performance. Studies show that these arrangements are advantageous to both sides. For instance, Kiran and Khumran (2018) investigated the relationship between flexible scheduling and job satisfaction. The study's objective was to determine the connection between employee satisfaction and internal workplace flexibility. Using self-administered questionnaires, the study gathered data from ten (10) registered software houses in Lahore, Pakistan. With a total of 358 participants, the study indicates that flexitime is positively correlated with affective organizational commitment, employee engagement, job satisfaction, and ultimately employee happiness based on non-parametric data analysis.   
Additionally, Mwebi and Kadaga (2015) examined the effects of flexible work schedules on workers' productivity in commercial banks situated in the central business district of Nairobi. In response to the numerous difficulties that workers in the extremely demanding banking industry encounter, including fatigue, work-related stress, and conflicts between work and family obligations, a study was carried out. According to the study, 76% of the workers agreed with the statements used to assess their performance, indicating that flexible work schedules significantly increased the productivity of bank workers. Results corroborate Brummelhuis, Haarb, and Lippe's (2010) theory that flexible scheduling fosters more efficient customer service. As a result, by day's end, more customers are served because staff members are more focused, collected, and driven. HRM flexibility is used by organizations to sustain worker performance and motivation (Herrbach, Mignonac, Vandenberghe, & Negrini, 2009).   
Furthermore, Uzochukwu (2019) investigated flexible work schedules and worker productivity in manufacturing firms in the Nigerian state of Anambra. The study was carried out in response to a number of issues, including incompatibilities in production schedules and subpar output, which result in subpar organizational and employee performance and low commitment at work. The results of the study indicate that flexible scheduling and employee performance are positively correlated. According to Omotayo et al. (2012), employee satisfaction is significantly influenced by flexible work schedules. 
Moreover, Mupani (2015) studied the use of flexible resourcing in state universities in Zimbabwe. The aim of the research was to determine if flexible resourcing strategies can enhance state universities' reputation as premier employers as a sufficient branding tool. The study was carried out in reaction to several factors, such as the changing nature of the economy, increased competition, and new technological developments, which have compelled many organizations to actively look for more effective and efficient ways to use their resources (Mupani, 2015). The research results show that in order to maintain employer of choice status in state universities, temporal, functional, and financial flexibility are essential. 
Elke and Beblo (2004) conducted a study on flexible work schedules in Germany. The main objective of the study was to assess how flexible work schedules affect firm efficiency using representative establishment data from Germany. They also found that work schedules with some flexibility were positively correlated with technical efficiency. They also find a negative correlation between the organizational efficiency of the work flow and highly flexible work schedules.   
Erkut Altindag and Funda Siller (2014) conducted an empirical study in Turkey to examine the effects of flexible working methods on employee performance. They found that improving and sustaining employee performance depends on flexible work arrangements. Employee performance has been demonstrated to be directly impacted by a number of flexible methods variables, including a job's suitability for flexibility, job loyalty, and attitude toward flexible working hours. Work-life balance is now more important to employees than it was in the past. This suggests that there would be greater employee loyalty in organizations offering flexible work schedules. Masuda, Nicklin (2010), and Stavrou and McNall (2005) all claim that flexible work schedules reduce employee attrition. Financial metrics for organizational productivity, such as profitability, productivity, profit, return on equity, return on assets, and return on investment, are analysed in relation to flexible work arrangements (Baltes et al. 1999; Stavrou, 2005; de Menezes & Kelliher, 2011). Human resource management could boost output and profitability by implementing flexible work arrangements that foster employees' creativity and productivity.   
Employer-driven agreements need to boost organizational productivity in order to be justified. Previous research indicates that they negatively impact organizational productivity. While weekends, overtime, and shift work increase employee turnover, they have no impact on the productivity of the organization (Stavrou, 2005: Stavrou & Kilarsiotis, 2010). Additionally, shift work increases absenteeism and long-term employee turnover (Shers & Dicker, SMffi). Previous findings suggest that more investigation is needed to ascertain whether arrangements that are driven by employers or by employees have different effects on organizational productivity and whether these effects change depending on who is the arrangement's primary beneficiary.  
Flexible work schedules have been found by Kossek and Thompson (2016) to enhance both employee well-being and workplace performance. Vander Elst, Verhoogen, and De Witte's 2017 study revealed similar results, demonstrating that flexible work schedules also increase employee engagement.
Organizations use HRM flexibility to maintain employee motivation and performance (Herrbach, Mignonac, Vandenberghe, & Negrini, 2009). Frequent implementation of flexible work schedules positively impacts employees' engagement and well-being. Telecommuting, flexible work schedules, and the capacity to manage work and personal commitments have all been associated with higher levels of worker satisfaction, engagement, and output.  

[bookmark: _Toc152572415]2.5 Research Gap   
The purpose of this study is to investigate how employee performance is affected by flexible work arrangements at Howard Mission Hospital. Drawing from prior research, the study will focus on job sharing, remote work, and flexible work schedules. The study's goal is to evaluate how these factors affect worker performance while taking into consideration a variety of factors that might differ between countries, such as sex, age, and cultural norms (Ciarniene & Vienazindiene, 2018; Neto, 2020).   
The current study was conducted at a hospital, whereas Muchowe, Mawonde, and Pande (2021) conducted a study on flexible work arrangements and organizational performance in higher and tertiary education institutions in Mashonaland Central province during the Covid-19 period in Zimbabwe. Their study was conducted in a university setup. Furthermore, a study on flexible work schedules and employee performance in a manufacturing company in Anambra State, Nigeria, was carried out by Uzochukwu, Ogechukwu, and Olohi (2019). While the current study is focused on the effects of workplace flexibility on employee performance at Howard Hospital, a non-profit organization unlike Anambra, and they have different socioeconomic setups, their study was primarily focused on flexible time and employee performance in manufacturing firms.   
In 2023, Alolayyan and Sharif carried out research on the relationship between hospital performance and operational flexibility by examining the functions of management capability and employee engagement. These studies were conducted in various economic sectors and outside the nation. Regarding the study objectives—namely, the impact of organizational climate, flexible work schedules, growth and development opportunities, and management style on employee performance—no recent research has been conducted in Zimbabwe. Therefore, the goal of the current study was to determine how workplace flexibility affected Howard Mission Hospital employees' performance in light of COVID-19. There aren't many local studies on the factors influencing workplace flexibility and employee performance in organizations because the majority of studies on the subject were conducted abroad. The current study focused on Howard Mission Hospital and thoroughly examined these factors.

[bookmark: _Toc152572416]2.6 Chapter Summary 
This chapter covered the theoretical and conceptual frameworks, as well as an overview of relevant literature on the research topic and research gap. The implementation of flexibility and its impact on worker performance were also covered. The following chapter will go into further detail regarding the research methodology.



                                        
[bookmark: _Toc152572417]                                                              CHAPTER 3   


[bookmark: _Toc152572418]3.1 Introduction 
This chapter focuses on the study methods that will be used. Numerous aspects of research methodology are covered, including study design, research subjects, and research instruments, as well as their benefits and drawbacks, validity and reliability, data collection techniques, ethical issues, and presentation and analysis.   

[bookmark: _Toc152572419]3.1 Research Design   
According to Cresswell (2014), a research design is a collection of techniques and protocols used to gather and examine data on the variables listed in the research problem. According to Sekaran and Bougie (2013), a research design is similar to a blueprint that can be used to collect data, measure the data, assess the data, and analyse the data to define a research question. A study's research design outlines its independent and dependent variables, hypotheses, research problem, data collection strategies, and statistical analysis plan. A research design is, to put it simply, a framework created to address research questions. A case study design was chosen by the researcher.

[bookmark: _Toc152572420]3.1.1 Case Study 
The case study that provided this paper's foundation describes Howard Mission Hospital. Hopkins (2018) adduces that analysing a sequence of interpersonal events that transpire after a predetermined period of time is the aim of descriptive case studies. Case studies employ both qualitative and quantitative methodology. Weakley (2019) further affirms that a case study enables the researcher to switch from general factors to specific factors that impact the application of flexible practices. It provides an opportunity for the researcher to examine the data from the context, or the study's actual setting in this case, Howard Mission Hospital. Most importantly, an analysis that helps explain the current problem is made using past experience. To illustrate why flexitime was introduced to enhance employee performance, consider Howard Hospital's historical performance. A case study research design can also be useful in figuring out whether a specific theory or model actually explains phenomena that occur in the real world, according to Thomas (2011). The researcher selected the case study approach in order to obtain dependable data regarding the impact of flexitime on employee performance and to enable broader generalization of the results.   

[bookmark: _Toc152572421]3.2 Research Method   
A mixed-methods research design was employed in this study. A research approach, according to Chetty (2016), is a plan and procedure that moves from broad theories to a particular technique for obtaining, processing, and interpreting data. In order to understand a research problem, Cresswell (2012) defines a mixed approach as a way to collect, analyse, and integrate quantitative and qualitative research methods in a single study. Through comparisons between various data sets or methodologies, the researcher employed triangulation to improve the validity and reliability of findings. Marcee (2012) states that the goal of qualitative research is to collect detailed descriptive information about a particular phenomenon or context in order to obtain understanding of the topic under observation and investigation. It focuses on how individuals and groups perceive the world, interpret it, and derive meaning from their experiences. Neuman (2011) states that the qualitative approach to research entails producing narrative, descriptive accounts of real-world settings through the use of techniques like case studies and participant observation. Using a qualitative research approach, the researcher saw the subjects' consistent behaviour in fulfilling their duties and made a connection between that behaviour and the effect that flexible work schedules had on employee performance.    
Khan (2011) states that a quantitative research approach is a planned, systematic procedure with the goal of defining, testing, and examining relationships between variations by examining their causes and effects. The researcher employed a quantitative research approach, providing participants with questionnaires, in order to gather precise, bias-free data. Muhammad (2013) claims that secondary data analysis is a well-liked quantitative method in which a researcher looks at data that was originally acquired by another research team. The quantitative approach lowers the possibility of receiving biased information because it uses mathematical calculations to determine flex-time work arrangements and employee performance. As a result, it is regarded as a scientific method.
Therefore, the mixed researcher approach was used to compare qualitative and quantitative data. A mixed methods approach offers more robust and persuasive evidence to support an assessment or set of guidelines (Henderson et al. 1999).  

[bookmark: _Toc152572422]3.3 Study Subject 
The target population, study sample, and sampling technique are all described in this study.
 
[bookmark: _Toc152572423]3.3.1 Target Population 
The investigator employed 120 workers from Howard Mission Hospital in total for the study. This group includes office workers, medical professionals, nurses, paramedics, nurse assistants, and general hands. In total, 92 study participants were surveyed, comprising 69 non-managerial staff members from Howard Mission Hospital who completed a questionnaire and 23 management personnel who responded to interview questions. As per Cooper and Schindler (2014), a population is the complete collection of elements that we wish to make inferences from.

[bookmark: _Toc152572424]3.3.2 Sample  
The researcher used a sample size of 92 employees, which is equivalent to 120 people in the population as a whole. The managerial and non-managerial staff of the organization are the main subject of the study. Ninety-nine staff members, comprising 23 members from management and 69 from non-management, participated in the study. Given that the researcher obtained information from both sources, the two were helpful in the data collection process. Human Resources, medical professionals, nurses, financial professionals, paramedics, nurse assistants, and general hands were among the departments from which respondents were selected. Ott and Longnecker (2015) emphasized that selecting a suitable sample size is crucial to guaranteeing that inferences made from scholarly research are based on factual information. The researcher uses Yamane's formula to calculate the sample size in order to provide an adequate sample size for quantitative data.
 (
YAMANE’S FORMULA: n = N/1+N (e) 2 
The variables in this formula are: 
n= the sample size 
N= the population of the study 
e= the margin error in the calculation  
Therefore:  120/1+120(0, 05)2
Sample= 92
)




 
[bookmark: _Toc152582370]Figure 3.1 Yamane Sample Size formula 1
Source: Researcher (2023)

[bookmark: _Toc152572425]3.3.4 Sampling Techniques  
Obtaining a sample is crucial for gathering data and producing research findings since it has the data required for the investigation. The researcher employed two sampling techniques: purposive sampling (non-probability) and stratified random sampling (probability). It is crucial to understand the difference between a non-probability sample, which allows participants to choose their participation voluntarily and may not be as objective, and a probability sample, in which participants are chosen at random from the population (Blumberg et al., 2014 & Saunders et al., 2019). 
Samples are used in research to create a manageable, representative subset of data from a large population (O'Reilley & Parker, 2013). These two sampling techniques are justified in their use because they complement each other on the research paradigm, making it possible to draw precise conclusions about the study population after a representative sample is examined (Creswell & Creswell, 2018).While non-probability sampling employs random sampling and does not enable you to ascertain the odds of any member being selected for a sample, probability sampling enables the researcher to compute the odds of selecting a sample (Robson, 2017). 
Saunders et al. (2015) define stratified random sampling as a sampling technique that partitions the population into several relevant strata. This study employed a sample population of 100 employees, which was split into 5 uniform strata, each with 5 employees. The researcher then selects participants at random from each stratum. This meant that every unit had an equal chance of being represented. Random sampling aims to ensure that each unit in the population has an equal chance of being included in the sample (Chikoko, 2016). Stratified random sampling was used because it enabled the researcher to collect information from a wider sample about how flex-time affects employee performance.   
Purposive sampling, as defined by Patton (2017), is a non-probability sampling technique in which the researcher selects study participants at random from the population. The researcher employed purposive sampling to select participants who could provide relevant data towards the study's objectives. The researcher selects two participants from top management and three participants from middle management. Consequently, the researcher chooses a sample based on their comprehension of the population and methodology of the study (Creswell and Creswell, 2018). Given his limited time to collect data from the entire population, the researcher thought that this sampling strategy was appropriate. A purposive sample, according to Neumann (2000), can be used to select people from a population that is difficult to reach or to select exceptional cases that are especially illuminating. Stratified random sampling is a more difficult sampling technique to use, but with a small sample size, purposeful sampling allows for the generalization of the entire population. For these reasons, it was used.   

[bookmark: _Toc152572426]3.4 Data Collection Instruments  
The researcher collected the information from both primary and secondary sources.  Khan (2011) defines secondary data as information that has been collected and analysed by others for purposes other than the current issue, like annual reports that are released on a monthly and quarterly basis. On the other hand, questionnaires and interviews will be used to collect primary data. For this study, the researcher employed interviews and questionnaires to collect primary data. The HR manual, performance assessment forms from 2020 to 2021, HR acquittal reports from 2020 to 2021, HR performance reports, and management meeting minutes from 2020 to 2021 were used to collect secondary data. The investigator used both primary and secondary sources to obtain data because they complement one another in providing relevant information about how flexitime affects employee performance.  
[bookmark: _Toc152557476][bookmark: _Toc152569606][bookmark: _Toc152570194][bookmark: _Toc152570635][bookmark: _Toc152572427]3.4.1 Interview Guide  
Interviews, as defined by Annum (2015), are an oral exchange in which the interviewer asks the interviewee questions in order to elicit the necessary information. Interviews are considered the primary data collection approach in qualitative techniques. Cohen (2006) defines interviews as ones in which the researcher can ask follow-up questions and the participants can express themselves. The researcher used interviews because they allow for greater flexibility in the questioning process, which lowers the possibility of biased information being obtained. Annum (2015) contends that interviews could be useful as a follow-up to specific question responses, offering an opportunity to delve deeper into the employees' responses. Interviews allow the researcher to observe participant reactions as they answer questions. Even though the interviews aren't as long, the researcher still needs to schedule a time to conduct them so as not to disturb the staff or management. The researcher used semi-structured interview questions as they consist of a combination of unstructured and structured questions. Semi-structured interviews are frequently open-ended to allow flexibility. This is why the researcher went with a semi-structured approach, interviewers can prepare questions in advance to help steer the discussion and keep participants on topic, and participants can provide open-ended answers to provide more detailed information. Furthermore, it facilitates bidirectional communication, giving participants time to talk freely about delicate topics, and yields qualitative data that can be compared to previous and future data.

[bookmark: _Toc152572428]3.4.2 Questionnaires   
 A questionnaire is described by Weakley (2019) as a research instrument made up of a set of inquiries intended to elicit information from participants. Hopkins (2018) argues that questionnaires are a useful tool for gathering data because the respondent who provides the information is a part of the receiving context. According to Armstrong (2009), a questionnaire is a methodical approach to gathering data that entails soliciting responses from participants concerning the principal concerns and viewpoints pertinent to a study. All that a questionnaire is a "tool" for gathering and documenting data regarding a specific topic of interest. The researcher used the questionnaire method to collect data because it gives respondents more time to provide relevant information. It also allows the researcher to quickly gather a significant amount of data. The questionnaire method consists primarily of a list of questions and statements, questionnaire questions will include open-ended answers, it should also include clear instructions and space for answers or administrative details.  A rating scale known as a Likert scale is employed to gauge beliefs, dispositions, or actions. It starts with a statement or question and ends with five or seven answer statements (Delport & Roestenburg, 2011). Respondents are given a choice of options, Likert scales are excellent for more nuancedly capturing respondents' feelings or level of agreement with the statement or question. It is important to note that the purpose of the questionnaires should always be linked to the objectives of the research, and the researcher took precautions to protect the participants' privacy and confidentiality. The survey questions were direct, concise, and easy to understand. The researcher took precautions to protect the participants' privacy and confidentiality. Sixty-nine (69) non-managerial staff members will receive the questionnaires from the researcher in order to gather comprehensive data from a variety of perspectives.
[bookmark: _Toc152572429]3.4.3 Secondary Data 
Secondary data was used in order to increase the investigation's dependability and credibility. The researcher also examined information from company newsletters and strategy plans in order to fully understand the specific research question. By using secondary data sources, particularly the documents mentioned in this section, the researcher was able to extract material in its original form (Armstrong, 2009). Data collection is also rapid and effective. Nevertheless, data might not encompass the targeted field of investigation; thus, the investigator chose to utilize alternative methods, such as questionnaires, to adopt a multidisciplinary approach. 
  
[bookmark: _Toc152572430]3.4.4 Reliability and validity of research instruments 
Validity and data reliability are essential components of a study that assures the relevance and accuracy of the data collected, thereby assessing the study's credibility and trustworthiness. According to Saunders and Lewis (2011), reliability is the degree to which a test or procedure yields results that are consistent under all circumstances. Validity was defined by Saunders and Lewis (2011) as the degree to which a method or methods of collecting data accurately measure the thing that they are supposed to measure. 
The researcher carried out a pilot study to address major issues and improve the validity and honesty of the questionnaires before beginning the larger investigation. As per Saunders et al. (2016), a pilot test is a procedure that involves testing a questionnaire on a limited scale to minimize the possibility of respondents encountering difficulties with answering the questions and documenting data. Using the pilot study, the researcher evaluated the following techniques' instrument validity and reliability: Content validity: The pilot study can support content validity by confirming that the instrument measures all relevant aspects of the construct under investigation. Changes can be made based on feedback from pilot project participants regarding the instrument questions' clarity and relevance.  
By using a mixed research design and a variety of data collection tools, the researcher employed data triangulation to make sure the information was accurate and dependable. Senior executives were interviewed as part of this strategy in order to validate the results. Triangulation preserves the data's interpretative validity and demonstrates the data's reliability. Cronbach's alpha is used in the Statistical Package for Social Sciences (SPSS) version 20 to assess data dependability. A reliable Cronbach's alpha value is 0.70 or above. (2013, Gray).
Most significantly, prior to the actual study, the researcher carried out a pilot study as a control mechanism to address key difficulties and enhance the reliability and truthfulness of the questionnaires. According to Saunders et al. (2016), a questionnaire is tested on a limited scale using a procedure known as a pilot test in order to reduce the likelihood that respondents may experience problems answering the questions and recording data. The researcher used the pilot study to assess the instrument validity and reliability of the following techniques, content validity by ensuring that the instrument measures all pertinent facets of the construct being examined, the pilot study can contribute to content validity. Participants in the pilot project can offer input on the instrument questions' relevance and clarity, and changes can be made. 
Another method the researcher used the pilot study to test for instrument accuracy and reliability was construct validity. By analysing the correlation between the instrument scores and other measures that are conceptually connected to the construct and test-retest reliability, content validity assesses whether the instrument is assessing the intended construct. A test-retest reliability pilot study can assess the stability scores of the instrument over time by administering the test to the same volunteers twice and comparing the results.  

[bookmark: _Toc152572431]3.5 Data Collection Procedures  
The researcher asked the hospital's administrator for permission to conduct the research in compliance with study conduct guidelines. The researcher gave questionnaires to the selected respondents after obtaining their consent. Research participants had the chance to learn about the project, voice concerns, and ask questions. The participants were told by the researcher that no personal information would be retained and that all data collected would only be utilized for academic purposes. It's also essential to remind respondents of the submission deadline and to mandate that they complete the questionnaire collection within five days. To ensure a high response rate, follow-up calls were placed to the sampled respondents.

[bookmark: _Toc152572432]3.6 Ethical Considerations 
The investigation was conducted in accordance with the Social Sciences and Humanities Researcher's Code of Ethics. This code of ethics outlines the concepts of informed consent, voluntary participation, and protection of vulnerable populations in addition to highlighting the significance of respecting human dignity, privacy, and confidentiality. Since they guarantee the protection of research participants' rights and welfare throughout the study, these principles are especially pertinent to a study on the impact of flexible scheduling on employee performance. 
Respect for human dignity is the principle that calls for researchers to treat human subjects with dignity and respect, recognizing their inherent worth and value as human beings. Privacy is the entity that allows individuals to control permission to their personal data. Confidentiality is the responsibility of researchers to maintain the privacy of individual subjects by keeping individual subjects' personal information confidential. Obtaining participants' explicit consent after providing them with all relevant information about the research study is the process of obtaining informed consent. Voluntary participation refers to the right of individuals to participate in research without coercion or pressure. Lastly, protection of vulnerable populations, describes the duty placed on researchers to go above and beyond in order to safeguard the welfare and rights of vulnerable groups, including children, the elderly, and people with impaired mental capacity. According to Saunders (2016), these moral considerations are essential for guaranteeing that research is carried out in a way that respects the rights and welfare of all parties involved. 
The researcher requested permission in writing to conduct the study in order to guarantee voluntary participation. The goals and purpose of the study were sincerely explained to each and every participant. Furthermore, the investigator disclosed to the participants that the study was carried out with utmost confidentiality regarding the findings. Furthermore, the employer approved the research. Because no experiment or demonstration was taken into consideration, the subjects' rights to be free from physical harm and to serve were not agreed upon at the time of the study (Gray, 2013). 

[bookmark: _Toc152572433]3.7 Data Presentation and Analysis  
The findings were presented by the researchers using descriptive analysis, tables, pie charts, and graphs.  This manuscript aims to support the investigator in drawing conclusions from the data via statistical analysis, utilizing the SPSS (Statistical Package for the Social Sciences). Furthermore, pie charts, bar graphs, and percentages of real numbers were among the various presentation techniques used to produce conclusions. For his study on descriptive statistics, the researcher employed frequency distributions, measures of central tendency (mean, median, and mode), and indicators of variability (standard deviation, range).   
Additionally, the researcher employed inferential statistical methods like regression analysis to find out how much flexible work schedules predict employee performance, correlational research to look at the connection between alternative work schedules and performance, and statistical significance testing to find out if there is a relationship between employee performance and flexible work schedules.
In order to fully understand the data and draw important conclusions, the researchers chose to combine inferential and descriptive statistical techniques in their investigation. Using a sample, inferential statistics were chosen to make generalizations about the population. Researchers who want to draw conclusions about a larger group from a smaller survey use this approach. Additionally, the researcher summarized and explained the features of an information set using in-depth statistics. For example, measurements of variability (interval, standard deviation), measures of central tendency (mean, median, and mode), and form (skewness, kurtosis) are examples of fundamental characteristics of the data that researchers seek to understand, they use this technique. Descriptive statistics are also used by researchers to look for connections and patterns in the data, Illustrative quotes are used to present qualitative data.  

[bookmark: _Toc152572434]3.8 Chapter Summary
The research methodology section of this chapter covered the following topics: gap analyses, study designs, research questions, and data collection tools, data gathering instruments, and information presentation and evaluation. The next chapter discusses data display, interpretation, and decision-making. 






[bookmark: _Toc152572435]                                                        CHAPTER 4  

                       DATA PRESENTATION, ANALYSIS AND DISCUSSION

[bookmark: _Toc152572436]4.1 Introduction 
The previous chapter covered study validity and reliability, research ethics, population and sample, sampling technique, data collection tools, and methods for presenting and analysing data. This chapter will cover the presentation, analysis, and discussion of the study's findings.   
[bookmark: _Toc152572437]4.2 Response Rate 
The total number of respondents, expressed as a percentage of all eligible responses in a sample, is referred to as the response rate. The following is the response from questionnaires:  
	Category
	Questionnaires distributed
	Questionnaires 
returned
	% Response

	Non-managerial staff
	92
	69
	75


[bookmark: _Toc152582249]Table 4.1 Response for questionnaires 1
Out of 92 questionnaires issued, 69 were returned and considered for analysis, 75% of questionnaires returned out of 100% that was distributed.   

[bookmark: _Toc152572438]4.3 Instrument Reliability and Validity 
	Cronbach’s Alpha
	Number of items

	.950
	12


[bookmark: _Toc152582270]Table 4.2 Reliability Statistics 1
Source: Primary statistics    
The researcher used the statistical package for social science (SPSS) to analyse the data's reliability using Cronbach’s alpha, which indicates a threshold of 0.70 and anything above it (Gray, 2013). This increased the researcher's confidence in the data's reliability.

[bookmark: _Toc152572439]4.4 Demographic Characteristics  
To understand the composition of the sample, an analysis is conducted on the respondents' demographic characteristics. A single tabular form containing the statistics obtained from the questionnaire will be provided, accompanied by descriptive remarks. The responses came from Howard Mission Hospital staff members.   
[bookmark: _Toc152582290]Table 4.3.1 Age range of responses 1
	                                                                      Age

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Below 30 years
	25
	36.2
	36.2
	36.2

	
	30-40 years
	15
	21.7
	21.7
	58.0

	
	41-50 years
	19
	27.5
	27.5
	85.5

	
	Above 50 years
	10
	14.5
	14.5
	100.0

	
	Total
	69
	100.0
	100.0
	








Source: The researcher (2023) 

[image: ]
[bookmark: _Toc152582389]Figure 4.1 Age 1
Source: The researcher (2023)
According to the above bar graph, 25 (or 36.2%) of the respondents were below the age of 30, 15 (21.7%) were between the ages 30 and 40, 19 (or 27.5%) were between the ages of 41 and 50, 10 (14.5%) were over 50. According to recent studies (Truxillo & Fraccaroli, 2013; Zaniboni et al., 2013), employees behave differently based on their age in the workplace, the researcher used age diversity. The investigator noted that a fair representation of all age groups was found.    
Table 4.3.2 Sex 1
	Sex


	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Female
	39
	56.5
	56.5
	56.5

	
	Male
	30
	43.5
	43.5
	100.0

	
	Total
	69
	100.0
	100.0
	






Source: The researcher (2023)
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Figure 4.2 Sex 1
Source: The Researcher (2023) 
The above bar graphs demonstrate that 39 (56.5%) were women and 30 (43.5%) of the respondents were men. In order to determine whether flexible work arrangements and employee performance are related, the researcher considers the gender of the respondents.       
Table 4.3.3 Marital Status 1
	Marital status

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Married
	27
	39.1
	39.1
	39.1

	
	Single
	32
	46.4
	46.4
	85.5

	
	widow
	10
	14.5
	14.5
	100.0

	
	Total
	69
	100.0
	100.0
	



Source: The Researcher (2023)
[image: ]
Figure 4.3 Marital Status 1
Source: The researcher (2023) 
According to the above bar graphs, 27 (39.1%) were married and 32 (46.4%) of the respondents were single and 10 (14.5) were widows. In order to establish a relationship between employee performance and flex-time work arrangements, the researcher takes into account the respondents' marital status.    





	
Table 4.3.4 Position or Work level 1
	

Position or work level

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	General hands
	15
	21.7
	21.7
	21.7

	
	Pharmacist
	5
	7.2
	7.2
	29.0

	
	Physicians
	3
	4.3
	4.3
	33.3

	
	Nurses
	25
	36.2
	36.2
	69.6

	
	Paramedics
	6
	8.7
	8.7
	78.3

	
	Nurse aids
	15
	21.7
	21.7
	100.0

	
	Total
	69
	100.0
	100.0
	


Source: The researcher (2023)  
[image: ]
Figure 4.4 Position or Work level 1   
Source: The Researcher (2023)
With respect to position at the hospital, the respondents were divided according to their professions, 21.7% were general hands, 7.2% pharmacist, 4.3% physicians, 36.2% nurses, 8.7% paramedics, 21.7 nurse aids respectively.       
Table 4.3.5 Years of Service 1
	Years of Service

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Below 5 years
	39
	56.5
	56.5
	56.5

	
	5-9 years
	20
	29.0
	29.0
	85.5

	
	10+ years
	10
	14.5
	14.5
	100.0

	
	Total
	69
	100.0
	100.0
	


 Source: The Researcher (2023)  
[image: ] 
Figure 4.5 Years of Service 1
Source: The Researcher (2023)  
According to the above bar graph, 29% of respondents had worked at Howard Hospital for more than five years but less than ten, 14.5% had worked there for more than ten years, and 56.5% of respondents had worked there for less than five years. This illustrates the range of employment backgrounds that Howard Mission Hospital staff members possess. This aligns with the requirements of the health sector's workforce, which necessitates experience. This study is similar to that of Ahluwalia and Preet (2018), who discovered that, based on a range of work experiences, employees with more work experience are more committed to their positions.    
Table 4.3.6 Level of Education 1
	Level of education

	

	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	O Level
	15
	21.7
	21.7
	21.7

	
	A Level
	16
	23.2
	23.2
	44.9

	
	Diploma
	30
	43.5
	43.5
	88.4

	
	Degree
	5
	7.2
	7.2
	95.7

	
	Masters
	3
	4.3
	4.3
	100.0

	
	Total
	69
	100.0
	100.0
	


 Source: The Researcher (2023)   
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Figure 4.6 Level of Education 1 
Source: The researcher (2023) 
Based on the aforementioned bar graph, 21.7% of the respondents held an O level, 23.2% A level, 43.5% Diploma, 7.2% held a degree certificate and 4.3% Maters, because education levels can be used to explain a variety of responses to flexible work schedules, the researcher took this into account. 

[bookmark: _Toc152572440]4.5 Workplace Flexibility 
This section's main goal is to evaluate how employees view workplace flexibility and how it affects their productivity. Furthermore, an analysis will be conducted on their schedule preferences and level of agreement with the fit between their workload and working hours. 
[bookmark: _Toc152572441]4.5.1 Howard Hospital is doing enough by offering flexible working arrangements like compressed work week, part-time schedule, shift work and annul hours. What is your comment on this statement?

Table 4.3.7 Flexible Working Arrangement 1
	Flexible working arrangements offered

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	10
	14.5
	14.5
	14.5

	
	Disagree
	5
	7.2
	7.2
	21.7

	
	Neutral
	15
	21.7
	21.7
	43.5

	
	Strongly Agree
	25
	36.2
	36.2
	79.7

	
	Agree
	14
	20.3
	20.3
	100.0

	
	Total
	69
	100.0
	100.0
	


Source: Researcher (2023)  
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Figure 4.7 Flexible Working arrangement 1
Source: The Researcher (2023) 
In relation to flexible working arrangements, respondents had different views. Meanwhile, 10 (14.5%) respondents strongly disagreed, 5 (7.2%) disagreed, 15 (21.7%) were neutral, 25 (36.2%) strongly agreed and 14 (20.3%) agreed that flexible working arrangements are being offered at Howard Mission Hospital. Finally, 36.2% plus 20.3% totally agreed which is 56.5%, this indicate a strong perception of flexible working hours being offered. A total of 21.7% including those who strongly disagreed and disagree indicates potential dissatisfaction hence it hinders there performance or stain in managing their responsibilities within the given timeframe. The researcher concluded from these data that although shift work and annual hours are common, Howard Mission Hospital offers flexible working arrangements. Flexible work arrangements are now widespread in companies and are frequently employed as a human resources tactic to draw in, develop, and keep top talent (Hill et al., 2008). As a result, companies have begun to provide their employees with flexible work arrangements (Hogarth et al., 2000). The results of the interviews, that consisted of quotes from two participants who stated that: 
R1: "Shift working complemented by annualized hours is the common flexible working arrangement at this Hospital," provide support to the statistics. 
R2: "The hospital uses shift labour for its staff." 
 
[bookmark: _Toc152572442]4.5.2 What is your view on flexible working arrangements schedules, are they beneficial?
 
Table 4.3.8 Benefits of flexibility 1
	Benefits of flexible working arrangements schedule

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	10
	14.5
	14.5
	14.5

	
	Disagree
	10
	14.5
	14.5
	29.0

	
	Neutral
	12
	17.4
	17.4
	46.4

	
	Strongly Agree
	20
	29.0
	29.0
	75.4

	
	Agree
	17
	24.6
	24.6
	100.0

	
	Total
	69
	100.0
	100.0
	


Source: The researcher 2023  
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Figure 4.8 Benefits of Flexibility 1
Source: Researcher 2023 
Twenty respondents (29%) strongly agreed that flexible work arrangements are beneficial and they have improved employee performance at Howard Mission Hospital, 24.6% of respondents agreed, 17.4% were neutral, 14.5% of respondents disagreed; and 14.5 % of respondents strongly disagree about the statement. This suggests that increased employee performance at Howard Hospital was greatly influenced by flexible working. In one survey, 16000 employees from 88 countries were found to have benefited from flexible work schedules in 81% of the cases (Regus.com, 2012). The interview results support this, with respondents B and D stating, respectively, that: 
B: “When flexible working arrangements are implemented in support of employee needs, such as work-life balance and autonomy, they promote employee performance. Employees feel valued and important for the organization's survival as a result, and they give their all in the workplace.”   
D: “We are able to achieve our goals thanks to our flexible work schedule. Our three-shift work schedule means that worn-out workers will be replaced by new workers who take over and hand over after completing their core hours. We are able to provide patients with services around-the-clock thanks to the three-shift work schedule, which helps the organization meet its goals.”  
[bookmark: _Toc152572443]4.5.3 Employees’ are facing many challenges associated with flexible working arrangements. Do you agree with this statement?

Table 4.3.9 Challenges 1
	
Challenges associated with flexible working arrangements

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	24
	34.8
	34.8
	34.8

	
	Disagree
	17
	24.6
	24.6
	59.4

	
	Neutral
	13
	18.8
	18.8
	78.3

	
	Strongly Agree
	6
	8.7
	8.7
	87.0

	
	Agree
	9
	13.0
	13.0
	100.0

	
	Total
	69
	100.0
	100.0
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Figure 4.9 Challenges 1 
Source: The researcher (2023) 
Challenges being faced by employees while applying flexible working arrangements varied among respondents. A significant number of respondents, 34.8% strongly disagree and 24.6% disagreed that they are challenges associated with flexible working arrangements, stated that there were able to deliver their results effectively while applying flexibility. Additionally, a considerate portion of respondents reported difficulties in maintaining a routine of work (8.7% strongly agree and 13% agreed) whilst 18, 8% were neutral. This indicates that a portion of employees adapted well to flexible arrangements and did not encounter significant hindrances. According to the number of respondents who strongly disagreed and disagreed on facing challenges, flex-time work arrangements increased employee commitment at Howard Mission Hospital. Respondent D stated: 
D: “I'm committed to exert by effort in my area of operation since flex-time provide us the room to have control over our work, which suggests that some employees adapted well to flexible arrangements and did not encounter significant obstacles.”
[bookmark: _Toc152572444]4.5.4 How is your current work output?

[bookmark: _Toc152586338]Table 4.3.10 Current work output 1
	Current work output

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Poor
	19
	27.5
	27.5
	27.5

	
	Good
	40
	58.0
	58.0
	85.5

	
	Excellent
	10
	14.5
	14.5
	100.0

	
	Total
	69
	100.0
	100.0
	


Source: The Researcher (2023) 
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[bookmark: _Toc152586579]Figure 4.10 Current work output 1
Source: The Researcher (2023)  
It is evident from the results that most respondents 58% of them were content with the productivity they were able to attain while utilising flexible work schedules. In relation to their productivity under a flexible work arrangement, about 14.5% said they were extremely pleased, while 27.5% said they were not. Regarding this, two interviewees, {A} and {E}, stated that:  
“Work arrangements that allow for flexibility in scheduling lead to higher job satisfaction because they allow us to balance work and personal obligations. We can serve more patients when we are happy with our work.” 
"Having control over our work feels good, and it inspires us to do our jobs fairly."  

[bookmark: _Toc152572445]4.5.5 What is your comment on individual workload?
[bookmark: _Toc152586454]Table 4.3.11 Individual workload 1
	


	

                                           individual workload

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Poor
	10
	14.5
	14.5
	14.5

	
	Good
	16
	23.2
	23.2
	37.7

	
	Excellent
	43
	62.3
	62.3
	100.0

	
	Total
	69
	100.0
	100.0
	


Source: The Researcher (2023) 
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[bookmark: _Toc152586593]Figure 4.11 Individual Workload 1
Source: The Researcher (2023)
Respondents' opinions on the compatibility of workload and working hours varied. In the meantime, 23.2% of respondents are happy with the current workload, 14.5% are not, and 62.3% agree that it is excellent. 
[bookmark: _Toc152572446]4.5.6 If the company decides to implement flexible hours, how much would this change contribute to your performance?






[bookmark: _Toc152586476]Table 4.3.12 Implementation 1
	Implementation of flexible working hours contribute to employee performance

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	A lot
	33
	47.8
	47.8
	47.8

	
	More or less
	20
	29.0
	29.0
	76.8

	
	It would not change
	16
	23.2
	23.2
	100.0

	
	Total
	69
	100.0
	100.0
	







Source: The Researcher (2023) 
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[bookmark: _Toc152586603]Figure 4.12 Implementation 1
Source: The Researcher (2023) 
The results shows that 47.8% of the respondents agreed that the implementation of flexible working hours would contribute to performance, 33 (47.8%) respondents agreed that the implementation causes a lot of change to their performance, 23.2% of the respondents agreed that the implementation of flexible working hours would not change their performance whilst 29% agreed that implementation of flexible working hours would contribute more or less to their performance. This indicates that increased employee performance at Howard Hospital was greatly influenced by flexible working. According to Kossek and Thompson (2016), flexible work schedules improve workplace performance and employee well-being. Vander Elst, Verhoogen, and De Witte (2017) found that flexible work schedules also boost employee engagement. This researcher concurs that implementing flexible hours would improve performance. 

[bookmark: _Toc152572447]4.5.7 If you could choose which of those working options do you think would increase your productivity?    
[bookmark: _Toc152586494][bookmark: _Toc152586507]Table 4.3.13 Working Options 1
	Working options to increase productivity

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	100% working from home
	20
	29.0
	29.0
	29.0

	
	Hybrid
	39
	56.5
	56.5
	85.5

	
	100% working at the office
	10
	14.5
	14.5
	100.0

	
	Total
	69
	100.0
	100.0
	


Source: The Researcher (2023) 
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[bookmark: _Toc152586613]Figure 4.13 Working Options 1 
Source: The Researcher (2023) 
When asked about their preferred working options for increased productivity, respondents expressed varied preferences. Approximately 29% favoured working from home, while 56.5% preferred a hybrid model that combines working from home and at the office. A smaller percentage (14.5%) indicated a preference for 100% working at the office. 
 
[bookmark: _Toc152572448]4.5.8 Do you think HR is doing enough in addressing flexible working arrangements or condition? 
[bookmark: _Toc152586525]Table 4.3.14 Flexible working Conditions 1 




	Addressing flexible working condition

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	7
	10.1
	10.1
	10.1

	
	Disagree
	4
	5.8
	5.8
	15.9

	
	Neutral
	10
	14.5
	14.5
	30.4

	
	Strongly Agree
	20
	29.0
	29.0
	59.4

	
	Agree
	28
	40.6
	40.6
	100.0

	
	Total
	69
	100.0
	100.0
	


Source: The Researcher (2023) 
[image: ]
[bookmark: _Toc152586623][bookmark: _Toc152586648]Figure 4.14 Flexible working conditions 1
Source: The Researcher (2023)
Respondents view on HR in addressing flexible working arrangements or condition differ,  29% of respondents strongly agreed that HR is doing enough when it comes to addressing flexible working arrangements, 28% of respondents agreed, 14.5% were neutral, 5.8% of respondents disagreed; and 10.1 % of respondents strongly disagree about the statement.

[bookmark: _Toc152572449]4.8 Discussion of Results 
These findings demonstrate how crucial it is to take into account individual preferences and variations when putting flexible work arrangements into place. Howard Mission Hospital conducted research, concentrating on the effects of age and sex, on the performance of employees when varying work schedules were implemented. The study's conclusions shed light on the connection between employees' performance and variable work schedules. By examining the employees' age, sex, and job roles, among other demographic details, the study's sample composition was determined. This information helps to contextualize the following findings and their importance to the organization. According to the analysis of work flexibility, the majority of employees think that having flexible hours boosts productivity. This demonstrates how crucial it is to consider flexible work schedules in order to raise employee satisfaction and well-being.  
The introduction of flexible working hours yielded results that demonstrated a lack of consistency in employees' perceptions of the change and its potential to enhance performance. They did, however, say that it helps to improve worker performance. Furthermore, a sizable majority of workers selected a working arrangement that boosts productivity, they favoured a hybrid model that combines working at the office and from home. The aforementioned results highlight the need for flexible working options policies that also acknowledge the benefits of flexible work schedules, shift work, compressed work weeks, part-time work, and annul hours. Even with obstacles like stress from a heavier workload and interruptions, many workers reported improvements in job satisfaction, task ease, and productivity. These results imply that, depending on the situation, shift work may be a flexible way to increase productivity. 
All things considered, the research indicates that flexible work arrangements, such as shift work and annual hours, can have a significant impact on worker satisfaction, productivity, and engagement. Organizations can maximize the advantages these arrangements offer to workers by comprehending and resolving the issues they raise. The practical implications of these findings extend to Howard Mission Hospital and related establishments. They emphasize how crucial it is to implement flexible work schedules in order to improve employees' productivity, well-being, and job satisfaction. Offering employees the flexibility to work from home and modifying policies to suit their needs are two ways that organizations can foster a positive work environment that meets the diverse needs of their workforce. It is important to keep in mind that the research's findings only pertain to Howard Mission Hospital and might not be entirely applicable to other companies. They do, however, provide useful information and set the stage for further research in this area. 

[bookmark: _Toc152572450]4.9 Chapter Summary 
The knowledge of how flexible work schedules affect employee performance, satisfaction, and engagement has been greatly advanced by this chapter. The research findings indicate that flexible scheduling has a favourable impact on worker satisfaction, productivity, and engagement. The following chapter offers a conclusion and recommendations

                                                        
[bookmark: _Toc152572451]                                                             CHAPTER 5 


[bookmark: _Toc152572452]5.1 INTRODUCTION 
In the chapter before, we discussed data presentation, interpretation, and analysis. The suggestions, conclusions, and summary of findings from the study are examined in this chapter. 

[bookmark: _Toc152572453]5.2 Summary of Results 
This study's main goal was to investigate how different work schedules affected workers' performance as well as their satisfaction and engagement, all of which had a significant impact on the results. Through a case study that focused on employee performance, engagement, and satisfaction, the study examined the effects of Howard Mission Hospitals' alternative work schedules on worker performance and satisfaction. Additionally, the study looked at how flexible policies affected workers' productivity while taking into account employees of various ages and genders.  
Overall, the study found that participants enjoyed having flexible work schedules and were happy with their level of involvement. An extensive review of prior research made clear how important organizational agility is to both employers and employees. The study looked into the benefits and drawbacks of workplace flexibility as well as how it impacts worker engagement and productivity. While the company's cooperation and involvement in the research is acknowledged by the author, it would be beneficial for future studies to look at organizations that are not.
[bookmark: _Toc152572454]5.2.1 Objective 1  
To identify the characteristics of workplace flexibility at Howard Mission Hospital.   
The study discovered that Howard Hospital offers four different flexible work schedules that is annualized hours, shift work, compressed work weeks, and part-time. The researcher discovered that shift work and annualized hours are typical flexible work arrangements meant for full-time Howard Hospital staff members. Employees who choose these flexible work schedules are given a start and end time. As long as they completed the required number of hours of work, employees are free to depart the hospital. Additionally, workers must be present during the designated core hours. This is consistent with the definition provided by Nabe-Nielsen et al. (2012), which states that flexible is a scheduling program for full-time employees that gives them the freedom to select their daily start and end times, as long as the assignments are finished within the allotted number of hours.

[bookmark: _Toc152572455]5.2.2 Objective 2  
To identify the benefits of using workplace flexibility at Howard Mission Hospital.  
At Howard Hospital, the researcher discovered that flexible work schedules enhance staff members' health and happiness. The researcher discovered that flexibility gives workers more time to decompress, enabling them to perform better when they return to work in less stressful environments. These results are consistent with the conclusion drawn by Sparks et al. (2001) regarding flexibility that employee health matters to businesses because, in addition to the financial toll that illness-related absences take, well-being improves productivity.     
The researcher discovered that employees at Howard Hospital are able to reconcile work and personal life thanks to flexible work arrangements. The researcher discovered that workers make an effort to balance their obligations in life and at work so as not to jeopardize either. The researcher comes to the conclusion that when work and home life are in balance, workers are more likely to give their all at work in order to meet demands at home. These results are consistent with research by Almer, Cohen, and Single (2003), which found that when people consider adopting flexible working arrangements, the primary consideration is reducing work-family conflicts and enabling individuals to spend more time with their families and be involved in their children's everyday lives.  
The study discovered that flexible work schedules at Howard Hospital improved worker productivity. The researcher discovered that having more freedom and flexibility with flexibility encourages workers to give their best work.  The researcher discovered that the employees were able to reach their goals thanks to flexibility. This is corroborated by Brummelhuis, Haarb, and Lippe (2010), who point out that flexible scheduling facilitates methods of providing effective customer service, thereby increasing the quantity of people served by the end of the day because more employees are more alert, focused, relaxed, and driven.
The study discovered that flexible work schedules increase Howard Hospital employees' job satisfaction. The researcher discovered that when flexible work arrangements are created to meet the needs of workers, such as work-life balance and job autonomy, they are positively received by the workforce. The claim made by Wingen et al. (2004) that employees' job satisfaction is positively correlated with their level of autonomy and decision-making authority as well as their level of trust is in support of this.     
At Howard Hospital, the researcher discovered that flexible work schedules improved organizational commitment, which in turn affects worker performance. Berkery et al. (2017) corroborated these findings, concluding that packages of flexible work arrangements, such as flexible, when employee-oriented, were perceived as a sign of concern for the well-being of the employees, resulting in higher psychological commitment and motivation. 
At Howard Hospital, the researcher discovered that flexible work schedules lower absenteeism. He discovered that employees who have flexible work arrangements typically feel more satisfied with their workplace because they are linked to a higher degree of freedom.  This is consistent with the results of Baltes et al. (1999), who found that flexibility positively impacted absenteeism and positively impacted productivity, job satisfaction, and schedule satisfaction but not self-rated performance. These other positive effects were somewhat weaker.    
The study comes to the conclusion that Howard Hospital's expenses are decreased by flexible work arrangements. He discovered that Howard Hospital staff members put in less than 8 hours of work each day, which reduces the likelihood of workplace mishaps brought on by extended workdays. He discovered that flexible work schedules lessen workplace disturbances brought on by employees concentrating in large groups. These results are consistent with those of Duncan and Pettigrew (2012), who note that flexible work arrangements allow organizations to increase operating hours at the workplace without incurring additional costs associated with salary.  

[bookmark: _Toc152572456]5.2.3 Objective 3
To identify the challenges associated with workplace flexibility at Howard Mission Hospital.  
The study discovered that managers at Howard Hospital were under more stress due to flexible work schedules. He discovered that managers have an excessive amount of responsibilities, which could cause them stress. These observations are consistent with the research conducted by Towers-Perrin (2001), which concludes that managers will probably be more burdened with flexible work arrangements, particularly when it comes to managing employee scheduling, communication, and supervision.    
This study also discovered that Howard Hospital staff members are more resistant to flexible work schedules. The researcher discovered that when adopting flexible work arrangements for the first time, there may be resistance. This is consistent with Podnar and Golob's (2010) conclusion that workers may oppose flexible on their own, particularly if the current system comes with a certain amount of freedom and tolerance.   
The researcher discovered that employees at Howard Hospital were resentful of flexible work arrangements. The researcher discovered that when they are denied the same privileges as other employees, they become irritated. This relates to AlRajudi's (2012) conclusion that, while flexible has been shown to lower the frequency of conflicts at work, resentment may develop if the nature of one's job prevents other employees from using this arrangement for the sake of business continuity, particularly with regard to customer service staff.   
The study discovered that Howard Hospital's flexible working policies restrict employee benefits like overtime and sick pay. The researcher discovered that if flexibility is implemented for the organization's rather than the employees' benefit, it reduces employee benefits. Regarding this, Kalleberg (2000) contends that it is preferable for businesses to use part-time workers to cover every shift because of this (Kalleberg, 2000).                                                                        

[bookmark: _Toc152572457]5.2.4 Objective 4
To assess the extent of correlation between workplace flexibility and employee performance at Howard Mission Hospital.  
The study discovered that employees are more likely to be satisfied with their jobs when they have the flexibility to work remotely or with flexible hours. The researcher discovered that performance is positively impacted by the increased satisfaction of employees’ when there are more driven and invested in their work. This related to the finding of Allen et al. (2013) that there is a positive correlation between workplace flexibility and outcomes like organizational commitment and job satisfaction, which may subsequently result in enhanced employee performance. 
According to the study, workplace flexibility helps workers better balance their personal and professional obligations, which lowers stress and burnout. Additionally, the researcher found that employees are more likely to be focused, productive, and give their best work when they have a healthier work-life balance. Employees with flexibility can work in settings that best meet their needs or during their most productive hours. Employees can better optimize their workflow, which improves performance, which raises productivity and efficiency. This relates to the findings of Gajendran and Harrison (2007), who found a positive correlation between flexible work arrangements like telecommuting and flexibility and performance outcomes like task performance and creativity.
The study's findings show that flexibility boosts retention and lowers absenteeism. According to studies, companies that offer flexibility see lower absenteeism and turnover rates. The study found that employees are more likely to remain at Howard Mission Hospital and lower absenteeism and turnover costs when they are given the freedom to manage unforeseen circumstances or personal needs. This is comparable to the findings of Kossek, Lautsch, and Eaton (2006), who discovered that workers with high schedule control levels had better job satisfaction and fewer intentions to leave, all of which were positively correlated with worker performance. 

[bookmark: _Toc152572458]5.3 Conclusions
This chapter investigate how worker's performance is affected by flexibility, with an emphasis on the company that is being studied. Previous research has demonstrated that employee engagement is a critical factor in determining the performance of an organization, and employers ought to give top priority to their workers' drive and dedication. Flexible work schedules can boost worker engagement and output, but the effects may differ depending on the age and gender of the worker, according to DelCampo et al. (2011) and Anderson and Kelliher (2009). 
Through the use of a mixed approach technique, this investigation seeks to investigate the relationship between worker performance and alternative working options. It also analyses and evaluates prior theories and literature. The COVID-19 pandemic has brought to light the significance of flexible work arrangements in improving the performance of organizations. Therefore, it is necessary to investigate employees' viewpoints regarding the benefits and drawbacks of sudden changes, as well as their assessment of the productivity and engagement levels associated with flexible work arrangements. 
The study, whose data is restricted to a specific industry and organization, provides insightful information about how different work schedules affect employees' performance. It emphasizes how important it is for employers to take into account what their workers need and to create a productive workplace. As a result, this study adds to the body of knowledge on flexible working arrangements by offering suggestions to human capital managers and organizations.  

[bookmark: _Toc152572459]5.4 Recommendations
After this study's findings were obtained, the researcher made recommendations to Howard Mission Hospital. It may be possible to prevent employee performance at Howard Hospital from being jeopardized by implementing the following advice: 
It has become clear that the most important tactic for raising performance is training and development. It guarantees that staff members possess the necessary competencies, expertise, and knowledge that are essential to the hospital's survival.  It gives staff members the chance to advance at this hospital and maintain relevance in their line of work. Thus, the researcher proposed that that investing in employees is an effective way to improve their performance.   .   
It appeared that the best way to guarantee employee performance was through performance feedback. To reduce under performance, management should give staff feedback on their performance. In order to close the performance gap, the researcher advises the management team of Howard Mission Hospital to provide performance feedback to staff members.   
Offering incentives to staff members is another tactic to raise productivity. Employee morale is raised by incentives, which motivates them to work harder to meet the hospital's overall objectives. Therefore, it is advised that the hospital offer incentives to its staff in order to improve performance. 
Improved communication between management and staff has become a key tactic in raising employee performance. Workers must be made aware of the expectations placed on them. Employee performance improves when they are aware of what is expected of them. In order to enhance employee performance, the researcher advises Howard Hospital to implement two-way communication.
It has become clear that one key tactic for raising employee performance is performance appraisal. By evaluating employees' work, the hospital can develop initiatives to enhance productivity and reduce employee vulnerability. Thus, the researcher suggests that Howard Mission Hospital evaluate staff performance on a regular basis. 
[bookmark: _Toc152572460]5.4.3 Areas for further research  
The study's goal was to investigate how flexible work schedules affect Howard Mission Hospital employees' performance. Therefore, I advise that a comparable study be carried out on a much larger institution using a quantitative technique and at an expanded scope to stop the outcomes from being generalized. In addition to determining the elements such as retention strategies and health-related quality of life that impact health professionals' motivation, it's critical to assess the degree of dissatisfaction with each migration push and component. 

[bookmark: _Toc152572461]5.5 Chapter Summary
The previous section's main topics were the study's conclusions, recommendations, and summary of results.
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[bookmark: _Toc152572463]                  APPENDIX 1: A QUESTIONNAIRE FOR RESPONDENTS 

A QUESTIONNAIRE SURVEY ON THE MODERATE ROLE OF FLEXIBLE WORKING ARRANGEMENTS ON EMPLOYEE PERFORMANCE. A CASE STUDY OF HOWARD MISSION HOSPITAL. 
The following questions relate to your organisation, and you are required to respond to them. The information you will provide will be held confidentiality, specifically be used for academic purposes and will not be disclosed to another part without your prior permission. 
INSTRUCTION:  
Please do not write your name on the questionnaire. 
Put a tick to your selected response 
Fill in the blank space provided with your response where applicable.  
1.
	What is your age range?
	Below 30

	30-40
	41-50
	Above 50

	Response
	
	
	
	


 
2. 
	What is your sex?
	Female

	Male



	Response
	
	


 
3. 	


	What is your Marital Status  

	Married
	Single


	Widow

	Response
	
	
	


 
4.
	What is your position or work level at the company?

	General hands
	Pharmacist


	Physicians
	Nurses
	Paramedics
	Nurse Aids

	Response
	
	
	
	
	
	


 
5. 
	For how long have you been working for your organisation 

	Below 5
	5-9
	10+



	Response
	
	
	


 
6. 
	What is your level of Education

	O Level
	A Level
	Diploma
	Degree
	Masters



	Response
	
	
	
	
	


 
7. 
	Flexible working arrangements are being offered at your organisation. What is your comment on this statement

	Strongly Disagree
	Disagree
	Neutral
	Strongly Agree
	Agree

	 Response
	
	
	
	
	


 
8. 
	What is your view on flexible working arrangements schedules, are they beneficial?

	Strongly disagree
	Disagree
	Neutral
	Strongly Agree
	Agree

	 Response
	
	
	
	
	


 
9. 
	Employees’ are facing many challenges associated with flexible working arrangements

	Strongly disagree
	Disagree
	Neutral
	Strongly Agree
	Agree

	Response
	
	
	
	
	


 
10. 
	How is your current work output?

	Poor
	Good
	Excellent

	Response
	
	
	


 
11. 
	What is your comment on individual workload?
	Poor
	Good
	Excellent

	Response
	
	
	


 
12. 
	If the company decides to implement flexible hours, how much would this change contribute to your performance?
	A lot
	More or Less
	It would not Change

	Response
	
	
	


 
13. 
	If you could choose which of those working options do you think would increase your productivity?

	100% working from home
	Hybrid (working from home and at the office)
	100% work at the office

	Response
	
	
	



14. 
	Do you think HR is doing enough in addressing flexible working arrangements or condition?
	Strongly Disagree
	Disagree
	Neutral
	Strongly Agree
	Agree

	
	
	
	
	
	



15. What recommendations do you propose?   
Answer……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………   
                                                THE END 
THANK YOU FOR YOUR COOPERATION KINDLY ASSIST BY RETURNING THE QUESTIONNAIRE TO THE STUDENT RESEARCHER.  
 


















[bookmark: _Toc152572464]APPENDIX 2: INTERVIEW GUIDE FOR MANAGEMENT  

1. What are flexitime working arrangements at Howard Mission Hospital?  
2. What made your organization to engage in flexible working arrangement? 
3.  What are the characteristic of flex-time at Howard Mission Hospital?   
4. What are the benefits of flex-time in relation to employee performance? 
5. What are the challenges associated with flex-time in relation to employee performance?  
6. What are the strategies implemented by this hospital to minimize the challenges associated with flexitime?  
7. What are the measures of employee performance at your organization? 
8.  To what extent did flexitime contribute to employee performance?   
9. How can flex-time be implemented is such a way that employee performance could not compromised? 
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