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Abstract: This study examined the relationship between flexible 

work arrangements and performance of higher and tertiary 

education institutions during Covid-19 period. A quantitative 

method was used and a sample of 277 employees was chosen 

from a population of 900 employees working for 3 higher and 

tertiary education institutions who responded to questionnaires. 

The Statistical Package for Social Sciences (SPSS) IBM version 

16 was used to analyse data collected using questionnaires. The 

findings were thatflexi-time; tele-working, remote working and 

compressed work weekshad significant positive effect on 

organisational performance. The study concluded that flexi-time, 

tele-working, remote working and compressed work weeks 

improveorganisational performance in higher and tertiary 

education institutions during the Covid-19 period in Zimbabwe. 

Therefore the study recommends higher and tertiary education 

institutions in Zimbabwe to implement flexible work 

arrangements during the Covid-19 period because they improve 

organisational performance. 

Keywords: flexible work arrangements, organisational 

performance, Covid-19 pandemic.  

I. INTRODUCTION 

he coming of the Covid-19 pandemic into the world 

impelled governments to put in place measures to reduce 

the further spread of the virus (Jones, 2020). Accordingly, 

governments of countries worldwide implemented measures 

such as national lockdowns, social distancing and encouraged 

both private and public sector organisations to decongest 

workplaces. Since both private and public sector organisations 

were not immune to the devastating effects of the Covid-19 

pandemic, they adopted some strategies to survive the difficult 

situation(Paaulson and  Hyden, 2020). One such strategy has 

been the use of flexible work arrangements to protect 

employees from being infected with the virus and at the same 

time keeping the operations going. For that reason, the 

outbreak of the Covid-19 pandemic has made the practice of 

flexible work arrangements trending in present-day issue in 

human capital management.  

Essentially, the idea of flexible work arrangements is a 

phenomenon that has become trendyin Zimbabwe because of 

the scourge of Covid-19 pandemic. Purposely, the higher and 

tertiary education sector in Zimbabwe endeavoured was 

encouraged to change its labour deployment traditions to 

embrace the flexible work arrangements strategy because of 

the pandemic. Mainly, institutions of higher learning in 

Mashonaland Central province such as Bindura University of 

Science Education, Zimbabwe Ezekiel Guti University and 

Madziwa Teacher’s College constitute this context. In the 

past, only the Zimbabwe Open University (ZOU) has been 

using flexible work arrangements for its academic staff for a 

decade mostly before the coming of the Covid-19 pandemic. 

However, the coming of the Covid-19 pandemic has impelled 

the government to direct employers to operate on a skeletal 

staff and encourage staff to work from home as a measure to 

reduce the spread of the virus. Universities and colleges in 

Mashonaland Central province were not excluded to this 

directive; hence this encouraged the researchers to examine 

the relationship between flexible work arrangements and 

organizational performance in this unique context. 

II. LITERATURE REVIEW 

2.1 flexible work arrangement 

Many scholars have used multi-faceted angles to define 

flexible work arrangement. To start with, Torrington et al., 

(2011) define flexible work arrangements as mechanisms to 

introduce technology to the business world. As well, Sullivan 

and Lewis(2016) define flexible work arrangements as 

practices that cover when and where staff would provide 

service to the employer regardless of their employment 

contract. In the yester-years, flexible work arrangements were 

introduced willy-nilly as per organizational needs and 

policies. However, nowadays flexible work arrangements 

have become an integral part of today’s work culture because 

of pandemics, but organizational needs are still the major 

driving force (Legge, 2014). The workforce has to cope with 
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increased role demands and new technology that has made 

communication simpler and easier for people to communicate 

whenever and wherever. 

2.2 Types of flexible work arrangements 

To start with, flexitime is one of the extensively used flexible 

work arrangement worldwide (Spector, 2013). According to 

Wang and Walumbwa, (2013), with flexitime work 

arrangement, employers and employees agree to select a work 

schedule that benefits both parties. In addition, Allen et 

al,(2017)posit that this arrangement enhances engagement, 

and overall organizational commitment. The effects of 

flexitime work arrangement remain vague in Africa and 

particularly in Zimbabwe(Bailyn et al, 2019). Some scholars 

cite that flexitime benefits the employer at the expense of 

employee. Gash(2018)states that the consequences of 

flexitime are complex and double edged. Their argument is 

that flexitime gives employees autonomy and a great degree 

of control and at the same time preserving boundaries between 

work and life is challenging.  

Secondly, tele-working is another extensively used flexible 

work arrangement(Price, 2007). Tele-working is a flexible 

work arrangement in which workers do not travel to a central 

workplace such as warehouses, office or store(Perry-Smith 

and  Blum, 2014). In addition, Meyer and Allen (2015) put 

forward that tele-working occurs when work is undertaken on 

locations other than the workplace to avoid commuting. With 

tele-working, employees use technologies such as Wi-Fi, 

laptops, smart phones and tablet computers. Tele-working has 

widely been adopted because it reduces costs as employees 

would not need offices, and other additional costs such as 

climate control, lighting. Moreover, some organizations use 

tele-working to enhance employee quality of life because it 

reduces commuting time, and time wasted in traffic jams 

(Greenhaus and Powell, 2018). As well, tele-working is 

environmentally friendly as it reduces air pollution and 

congestion, because they will be fewer vehicles on the roads 

(Friedman and Greenhaus, 2013).However, the disadvantage 

of tele-working is that employees who work from home can 

be distracted by their spouse, children, pets and other people. 

More so, it can be difficult for telecommuters to see the line 

between work and life, they may run the risk of working 

beyond hours. Furthermore, Petty(2013)opines that tele-

working results in difficulties in supervision, and there is also 

reduced company related information security. In summary, 

with tele-working, managing staff is difficult and there is 

great deal of professional isolation which affects productivity 

in the long run.  

Thirdly, remote working is another flexible work arrangement 

that is used by organizations during the Covid-19 pandemic. 

Remote working occurs when employees are allowed to work 

from other areas other than the employer’s premises (Mount 

and Barrick, 2012). Voydanoff(2016)put forward that remote 

working is an alternate work arrangement in which employees 

choose to work in other locations, which are far from the 

original workplace. Remote working is closely related to tele-

working, but the difference between the two is that tele-

working is when employees work mostly at home for the 

purposes of not commuting to work, whereas remote working 

is working at alternate locations which it can be home, 

supplier or client sites, and mostly in non-commutable areas. 

For example, employees of Bindura University of Science 

Education who stay in Mashonaland Central when they 

choose to work at home is tele-working, because they avoid 

commuting to work. On the other hand, the employee of the 

same institution choosing to work at home in Bulawayo which 

is a non-commutable distance; hence it is referred to as remote 

working.  

Byron (2011) points out that remote working is healthy to 

employees and ultimately increases organizational 

performance. According to Bhatnagar(2017), remote working 

is a mechanism to retain competent and high performing 

employees. Moreover, Gallinsky (2015) closely associates 

remote working to organizational profitability and 

productivity. On the other hand, Grzywacz and  

Carlson(2012) assert that remote working reduces 

absenteeism, turnover and improves productivity. However, 

remote working can be an obstacle to one’s career 

development (Lewis et al, 2013). Poelmans et al(2018)states 

that not all jobs are suitable for remote working, it may be 

viewed as a form of favouritism and de-motivate other 

employees. Furthermore, remote working may result in 

miscommunication, mismanagement and poor management 

which may lead to in effectiveness(Sturges, 2011).  

2.2.1 Compressed work weeks 

According to Brink and De la Rey(2019), compressed work 

weeks is an initiative that allows employees to work fewer 

than the traditional five days. On the other hand, Tett and 

Meyer(2011) define compressed work weeks as an 

arrangement that allows workers to work longer than normal 

working hours for part of the week, and have the rest of the 

time free. In a nutshell, it is an arrangement that enables 

employees to work more hours per day and fewer days in a 

given week. According to Hill et al (2013) compressed work 

weeks is loosely understood to be closely related to 

profitability, though there are mixed feelings on this subject. 

Bailynet al (2013) assert that the need for efficiency and 

sustainable competitive advantage is the major drive for the 

adoption of compressed work weeks by company executives. 

However, Petty (2013) opines that since employees will be 

working more hours in a given day, this can result in fatigue, 

and also increases the chance of employees getting a second 

job for the free day they get.  

2.3 Organizational Performance 

Mordi and Ojo (2020) define organizational performance as 

the organization’s ability to accomplish its goals by using 

resources in an efficient and effective manner. In other words, 

organizational performance is all about the effectiveness, 

efficiency or excellence factors of an organization, and these 
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factors are measured against the intended output. An 

organization can measure its performance using financial and 

non-financial aspects.The financial measures include profit 

and turnover while the non-financial measures focus on issues 

pertaining to customer satisfaction and customer’s referral 

rate. For the purposes of this study, profitability, market share, 

service quality and operational costs will be used as indicators 

of organizational performance. 

2.3.1 Profitability 

Profitability is viewed as a traditional organizational 

performance measure, and has been frequently used by 

researchers (Konrad and Mangel, 2019). Profit refers to the 

aggregate income earned by a firm during a specified period 

of time, while profitability refers to the operating efficiency of 

a firm (Bhatnagar, 2017). In this study profitability is viewed 

as the firm’s ability to get sufficient return on the capital and 

employees used in the business operation. The profitability 

measure is adopted because most researchers on flexible work 

arrangements and organizational performance utilized it. More 

so, the profitability aspect is popular and deemed as the most 

objective measure to assess the performance of an 

organization, since organizations exist to make profits.  

2.3.2 Market Share 

Allenet al (2017) put forward that market share is the 

percentage of a market expressed in terms of either units or 

revenue and is accounted for by an organisation. Market share 

is a key indicator of market competitiveness, and looks at how 

well a firm is doing against its rivalries (Aybars, 2017). 

Therefore, indicator was utilised because it is easier to 

measure. 

2.3.3 Service Quality 

Parasuraman(2013) states that service quality is a subjective 

measure of performance that has been used by researchers as 

an indicator of organizational performance. These subjective 

measures have shown to correlate substantially with objective 

measures such as market share and profitability (Brink and De 

la Rey, 2019). The study focused on how the clients of 

organizations are satisfied with service they are getting in 

exchange of their money. This measure is critical as satisfied 

customers may result in organizational expansion, and 

competitive advantage.  

2.3.4 Operational Costs 

Many researchers have also used the sub construct of 

efficiency to measure how well the organization is performing 

(Super, 2015). The general principle is that flexible work 

arrangements must reduce costs of doing business 

(Thompson, 2014). This measure put into contexts costs such 

as renting, electricity, lighting, water bills, and data broadband 

amongst other costs. If costs are lower the business is deemed 

to be performing, and if they are high vice versa. This cost 

centralizes on the notion of efficiency and organizations are 

encouraged to produce more using fewer resources. In simple 

terms, this measure looks at the costs of inputs by an 

organization in the process of producing outputs. The 

motivation of this measure was premised on testing 

assumptions awash in literature that postulate that flexible 

work arrangement reduces operational costs. 

2.4 Conceptual Framework 
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III. RESEARCH METHODOLOGY 
A positivism research paradigm was adopted where data was 

gathered, analysed and developed without the values of the 

researcher and respondents influencing it (Hair et al, 2016). 

The population of the study comprised the total number of all 

the management, academic and non-academic staff working 

for Bindura University of Science Education, Zimbabwe 

Ezekiel Guti University and Madziwa Teacher’s College.  

Therefore, the aggregate number of employees in all these 

institutions is 900, and this population was chosen because it 

is where the problems under investigation exist. A sample size 

of 277 employees was selected to avoid costs and time 

constraints that are associated with studying the whole 

population. This agrees with Ritchie and Lewis (2013) who 

state that a sample is chosen to ensure practicability of a 

research by minimising costs and using time efficiently. 

Therefore, the samplesize was derived using a statistical 

formula suggested by Yamane (1967) as shown below:  

n =
N

1 + N(e)2
 

Where:                     

n = Sample Size 

N = Population  

e = Margin of error 

Therefore, the study adopted an accurate and standard 

sampling error value of 5% on the population of 900, 

therefore, the sample figure was calculated as:  

𝒏 =
900

1 + 900(0.05)2
 

Therefore, n = 277 

Additionally, closed ended questionnaires were used to 

allocate a quantitative value to every response on flexible 

work arrangement and organizational performance. Close-

ended questionnaires werevery useful as they enabled the 

researchers to avoid unique responses that would have made 

statistical analysis difficult to synthesize.  

IV. RESULTS AND THEIR DISCUSSION 

This section presents, interprets and discusses the findings of 

this study. Table 4.1 below shows the coefficients of 

determination results on the relationship between flexible 

work arrangements and organisational performance in tertiary 

education institutions during Covid-19 period in Mashonaland 

Central province in Zimbabwe. 

Table 4.1 Coefficients of Determination 

Model 

Un-standardized 

Coefficients 

Standardized 

Coefficients 
T  

Sig. B 
Std. 

Error 
Beta 

Flexible work 

arrangements and 

organizational 
performance 

.971 

 

.021 

 

.979 

 

88.862 

 

.000 

 

Flexi-time and 

organizational 

performance 

.941 

 

.011 

 

.949 

 

87.762 

 

.000 

 

Tele-working and 

organizational 
performance 

 

.971 
 

.021 
 

.979 
 

88.862 
 

.000 
 

Remote working 

and organizational 
performance 

.941 

 

.011 

 

.949 

 

87.762 

 

.000 

 

      

 

n=277, Source: Primary data (2021) 

IBM SPSS v16 

Table 4.1 above shows that there is a positive and significant 

(standardized coefficient = 0.971; p < .05 (0.000) relationship 

between flexible work arrangements and organizational 

performance. The results mean that flexible work 

arrangements impacts positively on organizational 

performance in higher and tertiary education institutions 

during Covid-19 period in Zimbabwe. 

The results on table 4.1 also show a positive and significant 

(standardized coefficient = 0.941; p < .05 (0.000) relationship 

between flexi-time and organizational performance. The 

results mean that flexi-time impacts positively on 

organizational performance in tertiary education institutions 

during Covid-19 period in Zimbabwe. 

In addition, the results on table 4.1 above show a positive and 

significant (standardized coefficient = 0.961; p < .05 (0.000) 

relationship between tele-working and organizational 

performance. The results mean that tele-working impacts 

positively on organizational performance in higher and 

tertiary education institutions during Covid-19 period in 

Zimbabwe. 

Moreover, the results show a positive and significant 

(standardized coefficient = 0.231; p < .05 (0.000) relationship 

between remote working and organizational performance. The 

results mean that remote working impacts positively on 

organizational performance in higher and tertiary education 

institutions during Covid-19 period in Zimbabwe.  

Furthermore, the results show a positive and significant 

(standardized coefficient = 0.337; p < .05 (0.000) relationship 

between compressed work weeks and organizational 

performance. The results mean that compressed work weeks 

impacts positively on organizational performance in higher 

and tertiary education institutions during Covid-19 period in 

Zimbabwe.  

VI. CONCLUSIONS AND RECOMMENDATIONS 

Based on the results presented above, it can be concluded that 

flexible work arrangements are effective in improving 

organizational performance in higher and tertiary education 

institutions during Covid-19 periodin Zimbabwe. It can be 

concluded that flexi-time, tele-working, remote working and 

compressed work weeks improves organizational performance 
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in higher and tertiary education institutions during Covid-19 

period in Zimbabwe. In view of this it is recommended that all 

higher and tertiary institutions in Zimbabwe must implement 

flexible work arrangements such as flexi-time, tele-working, 

remote working and compressed work weeks during Covid-19 

to maintain and enhance their performances. 
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