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Abstract

One major driver of organisational success has been the retention of resourceful, energetic and
productive employees. Retaining resourceful, energetic and productive employees in the competitive
labour market has been a major concern and challenge to work organisations. Given this, this study
investigated the influence of flexible work arrangements on employee retention among Nigerian
Breweries Plc. workforce. The study adopted descriptive survey research design. The unit of analysis
was the Nigerian Breweries Plc and simple random sampling technique was used to selected
respondents for the study from the target population. The underpinning theory for the study was
psychological contract theory. The study found that flexible work arrangements significantly influence
employee retention. Based on the findings, it was recommended that organisations should adopt flexible
work arrangements, improve workplace counselling, entrench workplace counselling, formulate and
implement workable flexible work arrangements policy for control, monitoring, evaluation mechanism,
and invest in FWAs supporting technology, and infrastructures.

Keywords: compressed work-week, employee retention, flextime, telecommuting, sabbaticals, workplace
counselling

Introduction

With no regards to the size of organisation, the industry or sector it belongs, or mission, every organisations
faces challenges bothering on its human capital, especially in the area of retaining its resourceful, energetic
and productive workforce. One major driver of organisational success has been the retention of
resourceful, energetic and productive employees. Retaining resourceful, energetic and productive
employees in the competitive labour market has been a major concern and challenge to work organisations
(Wise, 2023). In contradistinction to the past decades when employee may choose to grow career in a
single organisation for the entire career, different is the case now due to the fact that employees now seek
conducive work environment that support their numerous and multi-layered needs and aspiration.
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The landscape in the contemporary world of work is now changing away from the traditional eight-to-four
(or none-to-five as the case may be). The COVID-19 pandemic lockdown, the way employees now see
world of work vis-a-viz health and safety, work-life balance, career progression and life after retirement
now compels organisations to reconsider their maintenance strategies of their workforce. Ways to retain
top talents in any organisation in the face of these challenges is the offer new ways or models of work
arrangement. Work organisations now adopt new work models and concept such as: work flexibility,
offering a spectrum of work arrangements such as remote work, compressed workweeks, and flexible
hours to arrest the ugly development of employee attraction and retention. These has aroused the attention
of researchers lately. The flexible work arrangement (FWA) in the world of work is comparable to a child
born out of necessity. The FWA became popular (especially in Nigeria during COVID-19 pandemic
lockdown) because of its promised prospects and potential benefits to both the employees and employers.
Flexible work arrangements give employees the ability to choose their own work hours, location, or even
the type of work they do. This can help employees to better balance their work and personal lives, which
can lead to increased job satisfaction, productivity, and loyalty.

While reporting on a survey on employee attraction and retention, Gallup (2023) reported that the
employee intention to leave started dropping from 51% in 2014 to 42% in August 2018 before COVID-
19, by September, 2019, the figure rose to 46% which dropped in March 2020 to 44%. The figure climbed
up (post-COVID-19 lockdown) to 48% in March 2021, 49% in June 2022, and 50% as at May, 2023.post-
COVID-19 lockdown (Gallup Incorporation, 2023). This report shows that one out of two employees is
actively seeking a new job in the United States. Another statistics reported 45% of the surveyed US
employees are currently looking for a better position (Vuleta, 2023). Similarly, another survey reported
56% (Merwe, 2023). At global level, 4 out of 10 employees across the globe are looking for another job
(Gallup Incorporation, 2023; Randstad, 2023).

For this fact, that HR leaders and professionals have deployed strategies and models to compact this costly
menace but to no avail. In US alone, over 47 million quit their jobs in 2021, while employee turnover in
2021 exceeded $700 billion (Wise, 2023). Finding of another survey reported 20.6 million workers quit
their job in 2022 (Merwe, 2023). If this trend continues without concrete solution, there will be shortage
of talents in the workplaces and this will eventually lead to low productivity and organisational
effectiveness.

The Society for Human Resource Management in a study found that employees who have flexible work
arrangements are 35% less likely to leave their job than those who do not (Li, 2023; Randstad, 2023;
Society for Human Resource Management [SHRM], 2018; Wise, 2023). Another study by the University
of California, Berkeley found that employees who work from home are 50% less likely to quit their job
(Allen et al., 2015). Nigerian consumer goods sub-sector of Nigerian manufacturing sector is not left out
of the challenges that attends the way of other organizations in terms of employee retention. In addition,
there is scanty literature on empirical work done in the sector regarding flexible work arrangements and
employee retention. In view of the obvious lacuna, this study investigated the link between flexible work
arrangement and employee retention among the Nigerian Breweries Plc workforce, Ibadan, Oyo State,
Nigeria, a leading company in Nigerian consumer goods sub-sector of Nigerian manufacturing sector to
contribute to the body of knowledge in the area of flexible work arrangements and employees’ retention
in Nigeria context.
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Literature Review

Conceptual Review

Flexible work arrangements are alternative arrangements to work schedules. This is quite different from
the traditional work arrangements which basically deals with working days and working weeks (Sierra,
2022). Flexible work “is defined as working arrangements which allow employees to vary the amount,
timing, or location of their work, usually to the mutual benefit of the individual and organisation” (CIPD,
2018; De Menezes, 2011). In other words, it is an arrangement made by the employer that gives workers
the choice regarding where to work, when to work, and how long to work (Gordon et al., 2015; Sugita &
Zhao, 2017).

Flexible work arrangements (FWAs) can come in many forms, including telecommuting, compressed
workweeks and flexible scheduling that allows employees to perform tasks outside of core business hours
(Society for Human Resource Management [SHRM], 2015). Another survey revealed that most frequently
cited forms of FWA were: Part-time working, Home working, Job shares, Variable hours, Compressed
hours, Sabbatical/Career breaks, Staggered start/end times, Dual roles, Flexible Benefits (buying/selling
holiday time) (Hotspots Movement, 2012).

Both employers and employees benefit from FWA. It may be used by employers for external or internal
purposes when employers’ aim was for employees’ job satisfaction, staff mobility reduction, or for
promotion of balance between work and life and for external purposes from recruitment, selection, and
placement practices. (Sugita & Zhao, 2017). Employees benefits from FWA in terms of the flexibility that
comes with the work arrangements. The employee determines when, where, and how long to work.
Flexible work arrangements give employees the opportunity to work from remote locations, within the
bounds provided by their employer (Sierra, 2022). This can provide monetary value, quality time with the
family, and choice to arrange work in most suitable way to the employees. Employer on the other hands
also benefits in terms of employee retention, though this is still subject of debate and one of the rationales
for conduct a research of this nature. Succinctly put, FWA is a situation in the workplace where employees
are allowed to choose a different work schedule to meet personal or family needs that allows employers
to meet their customer needs (Canadian Centre for Occupational Health and Safety [CCOHS], 2021).

From the literature, some other benefits had been reported. Common among them are the ability of FWA
to reducing absenteeism and presenteeism, increasing employee attraction to the organisation, retaining
and motivating high-performing and experience employees, helps employees manage their responsibilities
outside of work environment, increasing job satisfaction, creativity, and ability to handle stress. Others
findings stated that FWA increases diversity and inclusivity, lower overhead costs and have positive
impact on the climate (Canadian Centre for Occupational Health and Safety [CCOHS], 2021).

It is however worthy to note that FWAS do have its negative sides as reported in the literature despite its
potential benefits. Some of the negative sides that have been identified are some cases of improper
evaluation of employees, employee improper training, employee low pay, employee being overloaded with
work, and barriers in the employee’s career progression (Xiang et al., 2021). However, counselling had
been found as an important tools in dealing with such challenges according to the findings of Smith et al.,
(2022). A qualitative study had also found that counselling is effective in fostering effective
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communication, trust building, and addressing the employee’s concerns leading to positive and supportive
work environment for employees using FWAs (Garcia & Hernandez, 2022). In support of this was the
way counselling had been of importance in helping employees navigate potential anxieties, new work
styles adjustments, development of effective self-management skills for survival and thriving in flexible
work environment (Brown & Miller, 2022). Therefore, the components of flexible work arrangements
could be summarized to flexitime schedule, compressed work week, telecommuting, and leave and
sabbaticals.

Flexitime Schedule

Flexitime schedule is also known as flexitime or flexible working hours. It is a form of work arrangement
that give the opportunity to employee to adjust when to start and end work in a particular day or days in
order that suits their personal needs and preferences without jeopardising the interest of the employers
(Chen & Fulmer, 2017). According to some research, having a flexible work arrangements do have
influence on the employee retention, work-life balance, productivity and engagement (Cheng & Foley,
2022; Kaiser et al., 2024; SHRM, 2018). Other researchers that have reported that flexitime schedules
positively influence employee retention are De Stefano et al. (2022), Khamid et al. (2021), and Bloom et
al. (2023). However, the mixed/neutral findings were reported by Brannstrom et al. (2021) and Deichmann
et al. (2023) which contradicts that of De Stefano et al. (2022), Khamid et al. (2021), and Bloom et al.
(2023) and others. Arising from the above, hypothesis one is postulated as:

Hi: flexible schedule has no positive significant contribution on employee retention.

Compressed Workweek

Compressed workweek (CWW) is a FWAs in which employees are given the opportunity to have a reduced
number of days per week to work more than traditional 8 hours per day. This will afford the employees
the advantage of having some days to attend to their personal and family life (Crosby et al., 2018).
Research findings have shown that compressed work week have significant positive relationship influence
on employee retention (Lee, 2021; Yeoh & Ooi, 2019). The study further submits that employees that have
access to compressed work week are more likely to stay with their current employer for a long time than
those who do not have access to the compressed work week.

It was Brannstrom et al. (2021) who found CWWs showed a significant stronger effect in reducing
turnover intention compared to flexible start/end time in a meta-analysis research work titled “the Interplay
of Flexible Work Arrangements and Turnover Intention: A Meta-Analysis”. On the contrary, Iceland’s
national workday reduction trial reported no significant change in employee turnover over the one-year
trial period compared to the control group (Asgeirsdottir et al., 2021). Also, another study reported mixed
and negative results on turnover, with no increase but also no strong evidence of a decrease (Alambic
Consulting, 2022; Allen et al., 2020b; Kelloway et al., 2023). Based on the foregoing, this study postulated
the second hypothesis as:

H2: compressed work week has no positive significant contribution on employee retention.
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Teleworking

Teleworking is a flexible work arrangement which employers could create to allow employees do their
works by the use of information and communication technologies (ICT). Teleworking was previously
conceptualised as a work arrangement which afford the employees the opportunity to do work remotely
by using fixed telephones, fax machines and computer. In the contemporary world of work where so many
things have changed as occasioned by the breakthrough in the arears of the use of information and
communication technologies (ICT) in the workplace. Telecommuting as a concept is now being considered
as a situation where ICT advancements is the primary enabler and main contributor to the development
and advancement of telecommuting. It has given rise to mobile office and progressed to virtual office
(Caillier, 2018). In the future we will be talking about another version of the upgrade and progress that
would have overtaken the current known concept of telecommuting.

Research have shown that telecommuting as part of flexible work arrangements have positive and
significant influence on employee retention. For example, Caillier (2018) in a study titled “do flexible
works schedules reduce turnover in U. S. agencies?” found that teleworking lower employees quits. The
study was hinged on agency theory. Another study that used quasi-experimental method also reported that
switching to frequent telework during the pandemic decreased turnover intention (Lewis et al., 2023).

Furthermore, the widespread use of telework practices during COVID-19 added maintain economic
activities and enhance/improve worker productivity but increased job demands which led to burnout and
consequently, employees reported an increase in turnover intention (Jamal et al., 2023). Similarly, another
study reported that telecommuting significantly reduces voluntary turnover with a moderate-to-large effect
size (Maslach et al., 2022), telecommuting indirectly improves employee retention by enhancing work life
balance and job satisfaction(Liu et al., 2023), telecommuting increases employee retention through
increased work engagement and job satisfaction (Wu et al., 2022). On the contrary, some research
endeavours have reported mixed or neutral findings, such as no significant difference in turnover rates
between remote and onsite employees over a two-year period (Bloom et al., 2021), mixed results across
different industries and organisational structures (Bloom et al., 2023b).

Some limited and negative findings include the work of Bloom et al. (2022) who reported potential
drawbacks of remote work for fostering innovation, collaboration, and mentoring, which could influence
long-term retention in some cases. (Bloom et al., 2022). In view of the above, this study hypothesised the
third hypothesis as:

Hs: teleworking has no positive significant contribution on employee retention.

Leaves and Sabbaticals

Leaves and sabbaticals are part of flexible work arrangements and a tool of employee retention. This is a
situation where employers provide opportunities for their employees to take time off their duties and
proceed on leaves. It has been averred that allowing employees to proceed on leave benefits employees
and organisation as well because of its ability to reduce burnout and increase productivity and job
satisfaction (Thompson et al., 2019). Another study found that sabbaticals and working from home (not
flexitime) significantly decreases turnover intention (Kroll & Nuesch, 2019).
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Similarly, a meta-analysis of the impact of work-life leave policies on employee retention and turnover
found that paid leave policies and sabbaticals significantly reduced voluntary turnover (Gupta et al., 2021).
A mixed-methods study of Sabbaticals and the retention of high-performing employees found that
employees who enjoyed sabbaticals reported increased job satisfaction, engagement, and commitment,
leading to higher employee retention on their return to work (Van der Wielen et al., 2022). Other studies
that have found positive relationship between leaves and sabbaticals include that of Chen et al (2023) who
found sabbaticals having stronger positive impact on long-term retention compared to shorter leaves (Chen
etal., 2023). On the contrary, however, the findings of this study negate the findings of some investigations
that found sabbatical takers showed higher turnover intentions because of their challenges in reintegrating
into the organisation (DeLong et al., 2023), leave utilization was found to have slight negative impact on
retention in hotel industry (Kim et al., 2021) and another which reported that leaves and sabbaticals are a
cost element to organisation in spite of benefits to employee retention (Deery et al., 2022).

Hence, leaves and sabbaticals will be a good tool in the hands of HR to retaining employees because the
organisation will save cost on recruitment, selection and placement. In view of the above, this study
hypothesised the fourth hypothesis as:

Ha: leaves and sabbaticals have no positive significant contribution on employee retention.

Theoretical Review

There are various theories and frameworks that could be used to examine the influence of flexible work
arrangements on employee retention. Popular among them are Social exchange theory, organisational
commitment theory, person-organisational commitment theory, Herzberg’s motivation-hygiene theory,
psychological contract theory, equity theory, and expectation theory. One prominent theoretical
perspective that this study engages and chose as the underpinning theory among those listed is
psychological contract theory.

Argyris, (1960), Levinson (1962), and Schein (1995) originally defined psychological contract to
characterise the subjective nature of work employment relationships. This theory which developed from
social exchange theory is being presently construed as individual’s beliefs in, and interpretation of, a
promissory contract. It is now being conceptualised as “what the employer and employee expect of each
other”, “an unwritten agreement that exists between employers and employees.” The psychological
contract identifies each party’s mutual expectations (Dessler, 2017). Employees expect among other
things, factors related to work arrangements, job security, career advancement, and more (Armstrong &
Taylor, 2017). Employers also have their expectations regarding employee performance, commitment, and

contributions to the organization (Dessler, 2017; Torrington et al., 2017).

The unwritten agreement proposes that management will relate with the employees fairly by providing
conducive and satisfactory working conditions will are expected to spur the employees also to reciprocate
by employees to employers by “demonstrating a good attitude, following directions, and showing loyalty
to the organization” (Dessler, 2017, p. 310). These expectations are divided into transactional and
relational contracts. Transactional contracts are those based on exchanges of economic currency and
relational is based on socio-emotional currency (Taylor et al., 2006).
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Flexible work arrangements have a direct impact on the psychological contract between employees and
their employers in the areas of mutual expectations, fulfilment of expectations, breach of expectations, and
renegotiation of the contract. Both the employees and employers actually have expectations in flexible
work arrangements; hence, there exists mutual expectations. In it, employees with FWA offer in one hand
expect among other things a greater work-life balance, schedules management autonomy, and a more
accommodating approach to their personal needs without let or hindrance. Employer on the other hands
expect increase productivity, increase loyalty, improved commitment, higher job satisfaction on the part
of employees and sure bet on the organisation to attract and retain top and productive talents.

Effective and efficient alignment of FWA with employees’ expectations can lead to increase job
satisfaction and a sense of fulfilment of their psychological contract. A development that can significantly
improve employees’ commitment, employees’ job satisfaction, employees’ engagement, and employees’
retention. However, failure on either part of the psychological contract or from both parties is breach of
expectations will have negative impact on both the employees and employers in terms of their initial
expectations. Employee morale will be reduced, employee retention rate will be lowered, and rate of
employee turnover will be on the increase.

The psychological contract theory emphasizes the importance of aligning employee and employer
expectations regarding flexibility, and it recognizes the dynamic nature of the employment relationship.
Prior studies have used psychological contract theory to explain employment relationship (Aldossari &
Robertson, 2016; Coyle-Shapiro & Kessler, 2000; Haak-Saheem et al., 2023; McNulty et al., 2013;
Sherman & Morley, 2018). However, the influence of FWA on employee retention in consumer goods
sub-sector of Nigerian manufacturing sector has received relatively little attention, hence this study.

Psychological contract theory has been criticised for its limitations though it has been widely studied and
applied in the field of Human Resources Management. The major criticism includes its subjectivity
(Cullinane & Dundon, 2006; Rousseau & Tijoriwala, 1998). The theory has been criticized base on a
notion that since no two employees perceives things same way, measuring and managing employees’
expectations effectively and efficiently will be challenging to organisations (Rousseau, 1989).

It has also been argued that psychological contract theory lacks clarity because it is often unspoken and
unwritten, which has potential to misunderstandings and ambiguity by employees and employers in their
interpretations of what constitutes their mutual expectations, leading to conflicts and dissatisfaction in the
organisation. Other limitations are cultural variation, temporal changes (Herriot & Pemberton, 1996;
Sparrow & Marchington, 1998), lack of legal standing (Guest, 2004), obvious neglect of economic factors,
wrong assumption of mutuality, limited predictive power, and difficulty in measurement (Guest, 1998,
2004; Rousseau, 1989)

Despite these limitations and criticisms, the psychological contract remains a valuable theoretical
framework for understanding the complex, dynamic, and often implicit nature of the employment
relationship. Hence, this study examines how flexible work arrangements using the psychological contract
lenses. It has been argued that psychological contracts theory help HR professionals and organizations
foster positive workplace experiences, manage employee expectations, and address issues related to trust,
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commitment, and job satisfaction. So, it is expected that researchers and Human Resource practitioners
can gain insights into their influence on employee retention in manufacturing sector of Nigerian economy.

Empirical Review

Itesa (2023) worked on leadership style, flexible work arrangements, and turnover intentions. The study
used a quantitative approach. The sample for the study was drawn from 204 IT professionals in the United
States of America. The study used path-goal theory as the underpinning theory. The study found no
significant relationship between FWA and turnover intentions (ltesa, 2023).

Sierra (2022) investigated the effects of the implementation of flexible work arrangements (FWA) on
employee retention in Government organisations. The study relied on Equity theory. A systematic review
of 39 studies was done. The study reported that FWA have a significant impact on the employee work-life
balance and employee retention (Sierra, 2022).

The investigation of De Stefano et al. (2022) on Flexible Work Arrangements, Work-Life Balance, and
Employee Outcomes: A Multilevel Study found that flexitime positively impacts perceived work-life
balance and reduces emotional exhaustion, ultimately boosting intention to stay (De Stefano et al., 2022).
This is in line with the findings of the work of Khamid et al. (2021) on exploring the effects of Flexible
Work Arrangements on employee retention: A Longitudinal Study in the IT Industry where it was reported
that Employees on flexitime were 41% less likely to leave compared to those with fixed schedules. This
effect was stronger for younger employees and parents (Khamid et al., 2021).

Similarly, Bloom et al. (2023) investigated Flexible Work and Worker Turnover: Evidence from a Quasi-
Experiment and reported that offering flexitime reduced turnover by 5% compared to the control group
with fixed schedules. This benefit was particularly evident for women and parents (Bloom et al., 2023a).
However, the findings of meta-analysis of Brénnstrém et al. (2021) on the Interplay of Flexible Work
Arrangements and Turnover Intention reported a mixed finding. It reported that flexitime slightly reduces
turnover intention, but with varying effectiveness across different types of flexible work arrangements.
And compressed workweeks showed a stronger effect than flexible start/end times (Brénnstrom et al.,
2021). Similarly, another study on the Paradox of Flexibility: How Time Autonomy and Workload
Predictably Influence Intention to Quit found that while flexitime schedules (time autonomy) generally
reduces turnover intention, high workload can negate this effect (Deichmann et al., 2023).

In Australia, a study was conducted on whether employee demographics affect the utilisation of flexible
work arrangements and satisfaction with current work-life balance at an Australian University. The study
found that academic staff that traditionally have access to informal FWAS, due to recent job pressures,
however have decrease the access to informal FWAs (Sharafizad et al., 2011).

Allen et al. (2020) investigated the impact of flexible work arrangements on employee retention using a
meta-analysis of 122 studies. The study reported that FWA were responsible for decrease in the likelihood
of employee turnover. It also found that the strongest effect was established in telecommuting
arrangements. The study also found that the effect was strongest among employees with young children.
Similarly, another meta-analysis study of 27 longitudinal studies found that FWA were associated with a
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12% decrease in the likelihood of employee turnover (Huang et al., 2023). The study reported that the
effect was strongest for telecommuting arrangements and with employees with high levels of work-life
conflicts.

Another study over a period of 2 years titled “the relationship between flexible work arrangements and
employee retention: a longitudinal study” used a sample of 3,000 employees and reported that FWA were
associated with a 14% decrease in the likelihood of employees turnover over a two-year period (Kossek et
al., 2021). Batt, Valcour, and Jackson (2022) in their work titled: the role of flexible work arrangements
in employee retention: a review of the literature averred that FWA had a positive influence on employee
retention. The study found that the influence of FWA on employee retention is moderated by a number of
factors such as type of flexible work arrangement, the employee's job characteristics, and the
organizational culture (Batt et al., 2022).

In another work, the effect of FWA on employee retention was studied using a systematic review and
meta-analysis. One hundred and thirty-five reported that FWA had a positive influence on employee
retention (Kossek et al., 2023). In China, a study on the impact of flexible work arrangements on employee
retention was carried out among 500 employees. The study found that were linked with a 10% decrease in
the likelihood of employee turnover (Zhang et al., 2023).

Wang, Su, and Shi (2024) worked on the effect of FWA on employee retention and explored the
moderating role of context using a meta-analysis of forty-two studies. The study found that the effect of
FWA on employee retention was moderated by the context in which they were implemented. The effect
was strongest in organizations with a supportive culture and in organizations that provided employees with
the resources they needed to make FWA work (Wang et al., 2024).

In India, Singh, Kaur, and Nanda (2024) were interested at knowing the impact of FWA on employee
retention among Indian employees. The study sampled 300 Indian employees and reported that FWA
correlates employees retention with account of 15% decrease in the likelihood of employee turnover
(Singh et al., 2024). The study reported that the strongest effect was recorded for employees with high
levels of work-life balance.

The situation was not different from the report of research emanating from Korean employees with a study
on the impact of flexible work arrangements on employee retention among 400 Korean employees was
conducted. The study found that FWA were associated with a 10% decrease in the likelihood of employees
turnover with the highest recorded for employees with high levels of job satisfaction (Kim et al., 2024).

In Germany, Kaiser, Beham, and Baltes (2024) worked on the impact of flexible work arrangements on
employee retention among 500 German employees. The study reported that FWA reduced employee
turnover intention by 12% (Kaiser et al., 2024). This finding also corroborates the work of Kim et al.
(2024) and Singh et al. (2024).

From the foregoing, it is evident that FWA positively influences employee retention. However, it must be
noted that these studies cut across different countries and culture with adoption of different methodologies,
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hence the results are not directly comparable and may not be generalizable to all contexts. Also, it is
important to state that these studies under review did not always control for other factors such as pay and
benefits, rewards and compensation, supervisor role, organisational culture and others that could affect
employee retention. Albeit, despite these shortcomings, the empirical literature reviewed suggests in a
strong term that FWA are valuable tools for organisations that focuses on improving on employees’
retention.

Obviously from the foregoing, there exists little research on the influence on FWA on employee retention
in Nigeria especially within the consumer goods sub-sector of the Nigerian economy. In view of the
obvious lacuna, this study investigated the link between flexible work arrangement and employee retention
among the Nigerian Breweries Plc workforce, Ibadan, Oyo State, Nigeria, a leading company in Nigerian
consumer goods sub-sector of Nigerian manufacturing sector to contribute to the body of knowledge in
the area of flexible work arrangements and employees’ retention in Nigeria context.

Methodology

The study used descriptive research design. The total workforce of the Nigerian Breweries Plc. as at the
end of 2022 was 2685 employees (Nigerian Breweries Plc [NBP], 2022) out of which the sample for the
study was drawn. The study used simple random sampling techniques to select 337 respondents based on
the sample size determined by the use of sample size determination formula developed by Yamane (1967).
The data was collected from the randomly selected sample using a structured questionnaire developed on
a Likert Scale. Section A of the questionnaire collected demographic information about the respondents
which include age, marital status, educational qualification and length of service. Section B extracted
information about flexible work arrangements, and Section C was on employee retention.

Some of the items included in Section B are: | am satisfied with the current flexibility of my work schedule,
flexible work arrangements available in my organisation contribute to my job satisfaction, | often take
advantage of flexible work options provided by my organisation, | feel positively about working longer
hours on fewer days in a compressed work week, compressed work week improve my focus and
concentration at work, | encountered some challenges in adjusting to a compressed work week schedules,
my organisation provide options for teleworking, | feel teleworking enhances my personal work-life
balance positively, | find leaves and sabbaticals beneficial in terms of personal rejuvenation and
professional growth, and I do utilise leaves or sabbaticals to pursue any specific learning or development
opportunities.

Section C of the research instrument contained items such as | am actively seeking job opportunities
outside the organisation I am currently working for, I am motivated and committed to staying with this
organisation, | have considered leaving this organisation in the past, | am satisfied with the work-life
balance provided by my organisation, | feel valued as an employee within the organisation, | am satisfied
with the compensation and benefits package offered by the organisation, and | am satisfied with the level
of support and recognition received from immediate supervisor or manager.

The research instrument used for data collection for the study was subjected to internal and external
validity. The internal validity was done by a lecture in the Department of Human Resource Development,
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Osun State University to check the instrument for consistency. Further to this, 34 copies of the research
instrument being about 10% of the sample size were administered to workforce of a similar organisation
in food and beverages sub-sector of Nigerian economy to confirm whether the questionnaire would
measure what it was supposed to measure. Data collected through the use of the research instrument were
analysed. The result showed a Cronbach’s coefficient alpha of 0.7963, which indicated that the research
instrument was reliable enough for further research.

Results

A total of 337 questionnaires was circulated to randomly selected employees of the Nigerian Breweries
Plc, Nigeria. At the end of three weeks, a total of 292 copies of the questionnaire were retrieved out of
which only 287 copies were found fit and useable for further analysis. The response rate was 85.16% as
presented in Table 1. The response rate can be adjudged as sufficiently okay for further statistical analysis
and inference since it is above 70%, though scholars do not agree on an acceptable threshold but the
acceptable benchmarks ranges from 50% (acceptable) to 70% (very good) for analysis and publication
(Ajibola, 2019; Babbie, 2016).

Table 1: Response Rate Distribution

" . R
Organisation Sample size et_urneq Return Rate (%)
Questionnaires
Nigerian Breweries Plc. 337 287 85.16%

Demographic Information of the Respondents

The analysis of the data collected indicated that majority (53.3%) of the respondents in the study were
male and 46.7% of the respondents were female. The result point to the fact that male were slightly more
than women working with firms under study as shown in Table 2. The finding of this study implies that
Nigerian Breweries Plc is sensitive to gender parity which in turn will have influence on the level of
employee retention. Majority (89.5%) of the respondents aged below 40 years, while 10.5% of the
respondents were above 40 years of age. The result further shows that 52.3% of the respondents are
married, which constituted the majority in the marital distribution of the respondents who participated in
the study. This was followed by those who are single with a 40.1% distribution of the respondents. Most
of the respondents were literate with 47.4% of the respondent had first degree, 28.9% had diploma and
8.7% had postgraduate degrees. Meanwhile, most (66.6%) of the respondents’ length of service was below
5 years, 28.6% had served the organisation between 5 and 10 years, while 4.9% had been on the service
of the NB Plc for a period over 10 years. This result implies that employees’ retention is an issue within
this organisation. It could as well point to the recruitment practices.
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Table 2: Composition of Respondents by Demographic Information

Variables Frequency Percentage %
Gender Male 153 53.3
Female 134 46.7
Less than 24 years 99 34.5
Age 25-30 years 129 44.9
31-40 years 29 10.1
41-50 years 13 4.5
51 years and above 17 5.9
Single 115 40.1
Marital status Married 150 52.3
Others 21 7.3
Diploma 83 28.9
Educational Bachelor 136 47.4
Qualification Postgraduate Degree 23 8.0
Ph.D. 2 0.7
Less than 5 years 191 66.6
Between 5-10 years 82 28.6

Length of Service

10 years and above 14 4.9
Total 287 100

Test of Hypotheses
Multiple regression analysis was used to assess the influence of flexible work arrangements on employees’
retention. The overall model for the study was summarized as follows:

Y= [30 * lel * [32)(2Jr BSX3+ B4)(4Jr ¢

Where Y=Employee retention, X = Flexitime, X, = Compressed Work Week, x3 = Teleworking, X, =

Leaves and Sabbaticals Arrangements and € = error term.

Table 3 shows the results of multiple regression analysis of the influence of flexible work arrangements
(Flexitime, Compressed Work Week, Teleworking, and Leaves and Sabbaticals) on the employee
retention. The result shows a coefficient of determination (R-squared) for the study as 0.768. This implies
that 76.8% of the variation in the employees’ retention is explained by the flexible work arrangements
included in the model. This coefficient of determination indicates a strong relationship between the
variables. The correlation coefficient between the variable was 0.876, which shows a strong positive
relationship between the flexible work arrangement and employees’ retention among Nigerian Breweries
Plc workforce.
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Table 3: Multiple Regression Model

Std. Error of the
Model R R Square Adjusted R Square Estimate

1 8762 .768 .764 21725

a. Predictors: (Constant), Flexitime, Compressed Work Week, Teleworking, Leaves and Sabbaticals

The Analysis of Variance results was as presented in Table 4 that explain the relationship between flexible
work arrangements and employee retention in Nigerian Breweries Plc. The results indicated a significant
F-statistic of 232.862 with a p-value <0.05. This indicated that the model is statistically significant,
suggesting that at least one of the predictor variables significantly influences employee retention. In order
words, the results indicated that there is statistically significant combined influence of flexible work
arrangements on employees’ retention among the workforce of the Nigerian Breweries Plc.

Table 4: ANOVA?

Model Sum of Squares df Mean Square F Sig.
1 Regression 43.961 4 10.990 232.862 .000°
Residual 13.309 282 .047
Total 57.270 286

a. Dependent Variable: Employee Retention
b. Predictors: (Constant), Flexitime, Compressed Work Week, Teleworking, Leaves and Sabbaticals

The first hypothesis formulated for the study stated that flexitime schedules have no positive significant
contribution on employees’ retention among Nigerian Breweries Plc workforce. The result is presented
in Table 5. The result shows that flexitime has statistically positive contribution on employees’ retention
among workforce of Nigerian Breweries Plc. This is revealed by a standardised Beta coefficient of [ =
.402*, p<.05]. Thus, it is concluded that flexitime positively and statistically significantly contributed to
employee retention. This means that when there is flexible work arrangements in form of flexitime, it
influences the decision of employees to stay longer with the organisation.

The second hypothesis formulated for the study stated that compressed work week has no positive
significant contribution on employees’ retention among Nigerian Breweries Plc workforce. The result
presented in Table 5 shows that compressed work week has statistically positive contribution on
employees’ retention among workforce of Nigerian Breweries Plc. This is revealed by a standardised Beta
coefficient of [ = .342*, p<.05]. Thus, it is concluded that compressed work week positively and
statistically significantly contributed to employees’ retention. This means that when there is flexible work
arrangements in form of compressed work week, it influences the decision of employees not to quit.

The third hypothesis formulated for the study stated that teleworking has no positive significant
contribution on employees’ retention among Nigerian Breweries Plc workforce. The result is presented
Table 5 shows that teleworking has statistically positive contribution on employees’ retention among
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workforce of Nigerian Breweries Plc. This is revealed by a standardised Beta coefficient of [ = .361%,
p<.05]. Thus, it is concluded that teleworking positively and statistically significantly contributed to
employees’ retention. This means that when there is flexible work arrangements in form of teleworking,
it influences the decision of employees stay with the organisation.

The fourth hypothesis formulated for the study stated that leaves and sabbaticals have no positive
significant contribution on employees’ retention among Nigerian Breweries Plc workforce. The result
presented in Table 5 shows that leaves and sabbaticals has statistically positive contribution on employees’
retention among workforce of Nigerian Breweries Plc. This is revealed by a standardised Beta coefficient
of [B = .763%*, p<.05]. Thus, it is concluded that leaves and sabbaticals positively and statistically
significantly contributed to employees’ retention. This means that when there is flexible work
arrangements in form of leaves and sabbaticals, it influences the decision of employees stay with the
organisation.

In summary, the coefficients of Model 1 as presented in Table 5 shows the relationship between the
employees’ retention and the predictor variables: flexitime schedule, compressed work week, teleworking,
and leaves and sabbaticals. From the results, all four predictor variables significantly influence employee
retention. Leaves and Sabbaticals show the highest standardized coefficient (f = 0.763), indicating that it
has the most substantial contribution on employees’ retention among the predictors studied. Flexitime,
Compressed Work Week, and Teleworking also statistically contribute significantly to employees’
retention, but their effects are comparatively lower than leaves and sabbaticals.

Table 5: Coefficients?

Unstandardized Coefficients Standardized Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) -121 167 -725 469
Flexitime 224 .017 402 13.261 .000
Compressed Work Week  .260 .022 .342 11.711 .000
Teleworking 212 .018 .361 12.055 .000
Leaves and Sabbaticals .346 .013 763 26.040 .000

a. Dependent Variable: Employees’ Retention

Discussion of Findings

The study investigated the contribution of flexible work arrangements on employees’ retention among the
Nigeria Breweries, Ibadan, Oyo State workforce. Specifically, the study considered the contribution of
flexitime, compressed work week, teleworking, and leaves and sabbaticals on employees’ retention in the
Nigeria Brewery, Ibadan, Oyo State. Findings revealed that there is a positive significant contribution of
flexitime schedule, compressed work week, teleworking, and leaves and sabbaticals on employees’
retention among the workforce of the Nigeria Brewery, Ibadan, Oyo State.
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This study found that flexitime schedule significantly contributes to employees’ retention. This finding
was in line with the findings of Bloom et al. (2023); De Stefano et al. (2022); Khamid et al. (2021), Kim
et al. (2024); Kossek et al. (2021, 2023); Singh et al. (2024); and Zhang et al. (2023). Meanwhile, the
findings of this study contradicts the findings of Brannstrém et al. (2021) and Deichmann et al. (2023).

For the second objective, the study found that compressed workweek (CWW) significantly contributes to
employees’ retention. The result of this study corroborate the findings of Lee (2021); Yeoh and Ooi (2019).
Besides, the findings of this study contradict that of Brannstrém et al. (2021) who found CWWs showed
a significant stronger effect in reducing turnover intention compared to flexible start/end time, and
Asgeirsdottir et al. (2021) who reported no significant change in employee turnover over the one-year trial
period compared to the control group. The finding of the study do not agree with the findings of Alambic
Consulting (2022); Allen et al. (2020b); and Kelloway et al. (2023) who reported mixed and negative
results on employee turnover, with no increase but also no strong evidence of a decrease (Alambic
Consulting, 2022; Allen et al., 2020b; Kelloway et al., 2023).

Pertaining to third objective, the study found teleworking to have positive significant contribution on
employees’ retention. This result corroborate the findings of Allen et al. (2020b); Caillier (2018); Huang
et al. (2023); Jamal et al. (2023), Lewis et al. (2023), Liu et al. (2023) and Maslach et al. (2022). On the
contrary, the finding of this study contradicts that of Bloom et al. (2021), Bloom et al. (2022), Bloom et
al. (2023b).

The fourth objective was on leaves and sabbaticals. This study found leaves and sabbaticals to have
significant contributions to employees retention just like some previous studies such as Kroll and Nuesch
(2019) and Thompson et al. (2019). Furthermore, this finding was in line with the submission of Gupta et
al. (2021) who reported that paid leave policies and sabbaticals significantly reduced voluntary turnover,
Van der Wielen et al. (2022) who found employees who enjoyed sabbaticals reported increased job
satisfaction, engagement, and commitment, leading to higher employee retention on their return to work,
and Chen et al (2023) who found sabbaticals having stronger positive impact on long-term retention
compared to shorter leaves. On the contrary, however, the findings of this study contradicts the findings
of DeLong et al. (2023) who found sabbatical takers showed higher turnover intentions because of their
challenges in reintegrating into the organisation, Kim et al (2021) who reported that leave utilization was
found to have slight negative impact on retention in hotel industry and Deery et al. (2022) who reported
that leaves and sabbaticals are a cost element to organisation in spite of benefits to employee retention.

Avrising from the foregoing, it should be noted that this study has its limitations ranging from its scope to
its focus. The study was limited to food and beverages sector of the Nigerian economy and one brewery
organisation. There is the need to investigate other arears of the Nigeria economy and more of the
organisations before generalisation could be made on the subject matter. Secondly, only four indicators of
flexible work arrangement was used in this study, other indicators like schedule flexibility, location
flexibility, autonomy, reduced hours, unpaid time off, unlimited vacation, phased retirement, Gig work,
customized work arrangements, and other informal arrangements such as supportive management,
technology that support remote work, and a culture of work-life balance could be explored to have a wider
view of FWA and its influence on employee retention. The study is limited by its dependent variable being
turnover retention and not turnover behaviour, employee engagement, employee job performance,
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employee commitment and other organisational outcomes which could also be explored in other future
studies.

Conclusion, Limitations, Recommendations, and Suggestions for Further
Research

Based on its findings, this study concluded that flexible work arrangement (flexitime, compressed work
week, telecommuting, leaves and sabbaticals) is an emerging phenomenon that influences employee
retention in Nigerian Breweries Plc. In view of this conclusion drawn from the findings of the study, the
following recommendations were made to enhance employee retention in business organisations in general
and Nigeria Brewery specifically.

In this study, the flexitime and compressed work week arrangements were found to have a significant
impact on employee retention, based on this finding, the study recommended that other organisations in
the same sector of the economy should consider adopting these flexible work arrangement options while
those that have adopted it should improve on the FWA to allow employees greater control over their work
schedules. The organisations should integrate workplace counselling in the implementation of FWAs. This
can lead to employee retention enhancement, assist employees achieve a better work-life balance, leading
to improved employee increased job satisfaction, employee engagement and higher retention rates.

The study revealed that teleworking positively influences employee retention. Based on the conclusion of
the study, it is recommended that organisations should invest in FWA supporting technology and
infrastructure to facilitate teleworking options for employees. An explicit policy and guidelines on
teleworking expectations, communication channels, and performance evaluation should be provided to all
employees for monitoring, control and to maintain productivity and accountability.

The study found that leaves and sabbatical arrangements significantly influence employee retention. To
leverage this, organisations in food and beverages sub-sector of the Nigerian economy should develop and
implement a comprehensive leaves and sabbaticals policy detailing eligibility, duration, and application
procedures that allows employees to take extended breaks for personal development, rest, or family
commitments. Such policy must be in the public domain for all employees to have access to it to ensure
fairness and consistency.

Organisations should invest in FWASs control, monitor, and evaluation mechanism that guarantees
effectiveness of the implemented FWAs through employee feedback and performance evaluations.
Monitoring and feedback mechanisms should support employee satisfaction, productivity levels, and
retention rates to identify areas for improvement and harvest challenges employees are facing in the
implementation of FWAs.
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