





















































































































































" CHAPTER FIVE

DISCUSSION, CONCLUSION AND RECOMMENDATIONS

5.1. Introduction

This chapter presents discussion, conclusion and recommendations of the study that
examined flexible work plans and employee performance in the mobile
telecommunications sector in Uganda: the case of MTN and AFRICELL. A discussion
of the findings is presented first, followed by a conclusion and finally by

recommendations for action and further research.

5.2 Discussion

5.2.1 The influence of flextime working on Employee work performance

The first objective of the study was to determine the flextime work plans on Employee
work performance. The findings revealed that flextime working positively contributes
(*=0.313) to employee work performances. The positive contribution resulted from
organisations allowing employees to leave work early to take care of urgent personal
obligations and placing emphasis on employees meeting work productivity standards
instead of maintaining a traditional work schedule. It is likely that high perceptions of
job control and organisational support for individual well-being as indicated by Karasek
and Theorell (2004) motivate employees to expend effort on behalf of the organisation.
The role of flextime in enhancing employee performance was indicated by key
informants who said that, the only two aspects being implemented, had led to a more
than 60% improvement in work performance. This increased performance may be

resulting from what Deci and Ryan (2003) call Job Control, attitude employees have
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over their job tasks. Key informants reported that employees had increased focus on the
job and performed more efficiently. The finding revealed that though organisations have
not fully implemented flextime work plans the little they have tried to implement had a
positive effect on the performance of employees. This positive contribution of flextime
to employee work performance may be resulting from employees feeling that they are in
control of their working time. This conclusion agrees with Karasek and Theorell (2004)
who say that that perceptions of job control over work hours and perceived job
autonomy caused by flextime are key factors in enhancing employee performance.

Kavulu (Thursday 2™

October 2015) concurred with the two scholars when he said that
he loves it better when given autonomy to exercise his abilities when given an

assignment to handle at his work place.

3.2.2 The influence of job sharing on employee work performance of employees

The second objective of the study was to find out the influence job sharing on employee
work performance. The findings revealed low (r*= 0.168) but positive influence of job
sharing on employee work performance. Key informants reported improvements in
quality of services to customers because employees were more capable of quickly
solving work problems. This resulted from their feeling off less stress and having higher
job satisfaction. This finding agrees with Greenhaus and Powell (2006) who said that job
sharing allows workers to integrate personal role demands with work role demands. As a
result they are able to deal with none work demands, which increases their job
commitment. Organisations only use one aspect of job sharing allowing a workmate to
help another accomplish his tasks. This means that job sharing may not be an official
policy of work plans in the organisations. Job sharing is done to expedite service
delivery. It is also done to address the issue of absenteeism that in the event of one

individual being off duty due to an avoidable circumstances, another steps in.
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Employees are allowed to share their responsibilities for example when one is too busy
to complete them alone. This implies that job sharing is used to speed up service
delivery and curb absenteeism but not to motivate employees. Though job sharihg is not
implemented as an official policy, the positive contribution it has on work performance
is probably due to its humanitarian concern. Pruchno, Litchfield and Fried (2000) says
that it happens due to higher levels of organizational commitment, and people concern.
As noted by Annet (not real name) who observed that because of working in a pool at
the MTN call centre, whenever she has social issues to take care of, there are colleagues
of hers who step in and handle her chaos. She further reported that even when she
misses duty, she gets her full salary which keeps her motivated to perform. This
concerns with Vroom’s Expectance Theory which states that individuals are more likely
to be motivated to exert effort to perform for valued goals they think they can achieve

Vroom, in Armstrong (2006).
5.3.3 The Influence of part-time working on employee work performance

The third objective was to assess the influence of part-time working on employee
performance. The findings showed a low (r2=.052) but positive influence of part-timing
on employee work performance. Again, despite only being occasionally implemented,
part-timing still had a positive contribution on work performance. However, the true
concept of part-time working described by Corbett (2004) did not exit. Corbett (2004)
says that part-time work as a flexible work plan is when full time employees are allowed
to work for a specified number of hours or days per week, and for a pre-set, limited
duration. The small positive contribution of part-time working in these organisations
resulted from tardiness and increased ability for organisations to recruit outstanding
employees (Beauregard and Henry, 2009). The occasions where organisations allowed

part-timers, they were talented workers (Stavrou, 2005) and worked extended hours. as
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indicated by Wolf and Beblo ( 2004) this developed the image of the organisation as

one that puts customer service above everything else.

Part-time working was not popular because of blending employees' schedule requests
with organizational work demands (Pruchno, Litchfield & Fried (2000). Also managers
did not want to have extra tasks of managing part-time work schedules. They feared that
this would reduce their work efﬁéiency (Shepard & Clifton, 2000). Managers were not
willing to allow supervision of schedules for part-time working to divert their attention
from other responsibilities. It was also evident that organizations did not have
collaboration and internal communication structures yet Stavrou, (2010), notes that the
success of part-time working requires extra collaboration, coordination and

communication between employees and the organisation.

5.4 Conclusion

The findings have revealed the small extent to which mobile telephone companies
implement flexible work, which has resulted into significant improvements in the work
performance of employees. This positive contribution has been due to employees having
job control and attitude over their job tasks. This implies that the job control and
expectancy theories of flexible working apply to employees in mobile telephone
companies. However, it was evident that though, in their job adverts, talk of flexible
working as one of the benefits, they don’t have policies and frameworks to fully
implement flexible work plans. Companies adopt some few aspects of flexible working
just to motivate their employees to increase work performance. They allowed
employees to leave work early to take care of urgent personal obligations and place
emphasis on employees meeting work productivity standards instead of maintaining a
traditional work schedule. This has paid off as companies reported above average

increases in the work performance of their employees.
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The two aspects of flextime work plans that were commonly adopted led to increase the
work performance of their employees. This implies that performance could increase
further if organisations fully adopted flextime work plans. However, Organisations
were reluctant to fully adopt flextime because they were not sure of its effect on job
commitment. Organisations also did not have mechanisms for supervising it.
Supervisors feared that it would increase their responsibilities. Though organisations
used only one aspect of job sharing; allowing a workmate to help another accomplish his
tasks this contributed to increased work performance. This implies that if job sharing
became an official work plan it would significantly boost employee performance and

subsequently service delivery but not to motivate employees.

5.5 Recommendations for Action

In view of the findings, the following recommends are made:

Currently there is no clear government policy on flexible work plans. The Ministry of
Labour should initiate policy documents on flexible working to guide employers and
employees on this issue. The findings have shown that organisations are reluctant to
fully adopt flextime because of not being sure about its actual results. It is therefore
recommended that the management of these organisations put flextime on trial basis of
about six months in one department per period. This will enable them to accurately

understand their importance.

Organisations that implement flexible work plans even to a smaller extent should be

given rewards such as tax reductions or holidays in order to motivate them to fully

implement flexible working plans.
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Organizations should train their human resource officers in flexible work plans

management. This will reduce the fear and load of managing them in the organisation.

Given the fact that the government is the major employer, it should take the lead in
using flexible work plans. Government could start by adopting flextime and job sharing
to show the private sector that they can be effective ways of increasing employee job

satisfaction.

The labour laws were also not very clear on flexible work plans. Labour unions should
have working documents to guide employees on how to agitate for flexible working

schedules.
5.6 Recommendations for Further Research
The researcher recommends that studies be done on effective strategies to supervise and

manage flexible work plans.

There is also need to explore flexible work plans that may be more relevant to the

Ugandan work environment and labour laws.
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Appendix 1: Questionnaire for Employees

Dear respondent, I am called GRACE ELYANU. I am conducting a study on “The
Influence of Flexible Work Plans on Employee Performance in the Mobile
Telecommunications Sector in Uganda”. I request you to candidly complete this
questionnaire. The information you give will be treated with utmost confidentiality and

it will be used for the purpose for which it was collected.

Thank you.
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Section A: Demographic Characteristics of Respondents

This part of the questionnaire is designed to obtain some background information

Jrom you. It asks questions about pertinent variables such your gender, age and years

of experience.

Please tick what is most appropriate to you:

1. Gender
Male | Female
1 2
2. Age bracket
1 2 3 4
18-30 31-45 46-55 55 and
years years years above
3. Length of service
I 2 3 4 3 6
0-5 6-10 11-15 16 - 20 21-25 26 and
years years years years years above
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Section B:  Flexible work plans practices in your Organisation

4. Instructions

Please circle the number on the scale that best indicates the extent to which your
Organisation implements flexible work plans. Using the scale for which;

1 = Strongly Disagree (SD) 2 = Disagree (D) 3 =Not Sure (NS)

4 = Agree (A) 5 = Strongly Agree (SA)

Flexible work schedules in your Organisation

Flexitime

1 My Organisation allows employees to leave work early for
family obligations and arrive later so less time is spent

commuting during peak hours

2 | In my Organisation employees are permitted to work at

home for a specified number of hours per week

(O]

My Organisation allows an employee to work a
traditional 35-40 hour workweek in less than five

workdays and to rest for other days

4 | In my Organisation, emphasis is placed on meeting work
productivity standards instead of maintaining a traditional

work schedule
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Job sharing

5 In my Organisation, two people can share the
responsibilities of one regular, full-time position allowing
each to worker less hours

6 | In my Organisation, regular part-time involving only a
50% commitment is allowed

7 | In my Organisation two employees can be allowed to split
their week each working for 3 or 2.5 days.

8 | In my Organisation, emphasis is placed on meeting work
productivity standards instead of maintaining a traditional
work schedule

9 | It is a common practice in my organisation for a workmate
to help you accomplish your tasks
Part-timing

10 | In my organisation employees are allowed to work and be
paid for preferred time of the day - either day or night

11 | In my organisation employees can work for a half day

12 | In my organisation employees can work for two days a
week

13 | In my organisation employees can work only on hired

basis
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Section C: Perceived Work Performance
5. In this section Please circle the number on the scale that best indicates the level of

your work performance using the aspects below.

Work performance 1 2 3 4 5

1 | Flexible work schedules in my organisation have
enabled me to provide good services to stake holders

and the country at large

2 Flexible work schedules in my organisation have enable
me to significantly contribute to the achievement of my

organisation’s goals and mission

3 [ have a higher focus on my job due to flexible work

schedules

4 |1 am able to perform more efficiently due to flexible

work plans

S I now accomplish more tasks due to flexible work

conditions in my organisation

6 |I am more efficient in doing my work due flexible

working schedules

7 | My usefulness to my organization has increased

considerably due to flexible work conditions

8 | I have more job satisfaction now due to flexible work

conditions in my organisation

9 | I can now quickly solve work related problems because I

am always fresh
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SECTION D: The Effect of Organisational Policy on Flexible Working

1 The organisation policy of my institution is employee- | 1 & 3 + 5
friendly and helps to improve employees’ work-life

balance.

2 | Human resources policies of my organisation enhance

individual employee performance.

3 The human resource policies in my organisation

promote employee job satisfaction.

4 | Flexible working schedules are supported by human

resource policies.

3 The employment policies of my organisation advocate

for flexible working conditions.

Please indicate the extent to which the organisational policy of your institution

supports or interferes with flexible working plans.

----------------------------------------------------------------------------------------------------------------------------------------------

Thank you for your kind co-operation.
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Appendix 2: Interview Guide for Managers and Supervisors of service centres

1. What Flexible work plans does your organization use?

2. Generally, what would you say is the percentage improvement in the
performance of employees in your organizations as a result of Flexible work

schedules?

3. What do you think is the most practical Flexible Work Plan for mobile

telecommunications companies?

4. What challenges are being faced by your Organization in implementing Flexible

work schedules?

S. How can the challenges you have mentioned above be



Appendix 3: Content Validity Index (CVI) and Reliability Coefficients of the

questionnaires

Content Validity Index (CVI)

Instrument Content Validity Index
Questionnaire for employees 0.81
In -depth Interview guide 0.83

Source: Pilot data

Reliability Coefficients of the Questionnaire

Instrument No of items Alpha Coefficient
Flexible work plans 13 0.72
Work performance 9 0.89
Organisational policy 5 0.71

Source: Pilot data
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