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Flexible Work Schedules and Productivity: Insights from
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Abstract

This study examines the relationship between flexible work schedules and employee
productivity, focusing on the Lagos State civil service. Motivated by the removal of fuel
subsidies and rising commuting costs, the Lagos State government introduced a flexible
work schedule to enhance efficiency and mitigate economic challenges. Using a qualitative
research design, the study synthesizes secondary data from academic literature, policy
documents, and reports to explore the policy’s design, implementation, and impact.
Herzberg’s Two-Factor Theory provides the theoretical framework, emphasizing how
motivators such as autonomy and reduced stress enhance productivity, while addressing
hygiene factors like commuting costs to prevent dissatisfaction. The findings reveal that the
flexible work schedule has contributed to improved employee morale, reduced commuting
stress, and enhanced productivity, particularly for roles amenable to hybrid or
telecommuting arrangements. However, challenges such as coordination difficulties and
infrastructural gaps were identified, indicating areas for policy refinement. This research
addresses a significant gap in understanding flexible work policies in developing contexts
and offers practical recommendations for optimizing public service delivery in Lagos State.

Introduction

The Lagos State civil service, as the administrative backbone of the state, plays a pivotal
role in delivering public services and ensuring the effective implementation of government
policies. Over the years, the productivity of civil servants has been a recurring subject of
concern, particularly in the face of evolving economic, social, and infrastructural challenges.
To address these issues, the Lagos State government recently introduced a flexible work
schedule as part of its strategy to mitigate economic hardships and enhance productivity
within the civil service. This initiative represents a significant policy shift, aimed at
alleviating the effects of the removal of fuel subsidies, rising commuting costs, and
increasing demands for efficient public service delivery.

The introduction of flexible work schedules aligns with global trends emphasizing
employee-centered policies as a means of improving morale, reducing stress, and enhancing
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performance. However, the effectiveness of such policies is contingent on various factors,
including organizational culture, job roles, and the adaptability of employees and managers
to new workflows. While existing studies acknowledge the potential benefits of flexible
work schedules, their impact on productivity in a developing context, particularly within
Nigeria’s public sector, remains underexplored. Additionally, there is limited empirical
analysis of how such policies address the unique challenges faced by civil servants,
including traffic congestion, resource constraints, and the broader socioeconomic realities of
urban governance in Lagos State.

This study adopts a qualitative research design to explore the relationship between
work schedules and productivity, focusing specifically on the new flexible work schedule
implemented for Lagos State civil servants. The research relies on secondary data,
synthesizing information from academic literature, policy documents, and reports relevant to
workplace flexibility, employee productivity, and public sector management. Data was
drawn from scholarly articles, government publications, and media reports. Peer-reviewed
journal articles and books accessed through databases such as JSTOR, Google Scholar, and
ResearchGate provided theoretical and conceptual insights into work schedules and
productivity, with sources selected from 2015 onwards to ensure relevance. Lagos State
government reports, including memos, press releases, and strategy papers, were analyzed to
understand the policy’s design, implementation, and intended outcomes. Additionally,
comparative case studies and global best practices were incorporated to contextualize Lagos
State’s approach within broader trends.

The analysis employed a thematic approach, identifying recurring patterns and
insights within the collected data. Themes such as work-life balance, employee morale, and
operational efficiency were central to the analysis, guided by objectives to explore the
conceptual underpinnings of flexible work schedules, evaluate the features and
implementation strategies of Lagos State’s policy, and identify its challenges and limitations.
Herzberg's Two-Factor Theory provided a theoretical lens to assess how flexible schedules
serve as motivators for public servants in Lagos State. Despite the richness of secondary
data, this approach is not without limitations. The reliance on publicly available documents
and literature introduces potential biases, and the lack of primary data from Lagos State civil
servants leaves gaps in understanding the lived experiences of those affected by the policy.
Addressing these limitations in future studies through surveys, interviews, or focus groups
could provide a more comprehensive perspective on the policy’s impact and implementation
dynamics.

This study seeks to examine the nexus between work schedules and productivity,
with a specific focus on the new flexible work schedule implemented for Lagos State civil
servants. By analyzing key productivity indicators such as attendance, work output, and
service delivery, this paper aims to evaluate the effectiveness of the policy and its
sustainability. The study contributes to existing literature by addressing a significant gap in
understanding how flexible work arrangements can be tailored to optimize public service
delivery in a developing economy. This research provides practical recommendations for
policymakers and public administrators seeking to navigate the complexities of modern
governance while prioritizing employee welfare and organizational efficiency.

Methodology
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This study adopts a qualitative research design to explore the relationship between work
schedules and productivity, focusing specifically on the new flexible work schedule
implemented for Lagos State civil servants. The research relies on secondary data,
synthesizing information from academic literature, policy documents, and reports relevant to
workplace flexibility, employee productivity, and public sector management. Data was
drawn from scholarly articles, government publications, and media reports. Peer-reviewed
journal articles and books accessed through databases such as JSTOR, Google Scholar, and
ResearchGate provided theoretical and conceptual insights into work schedules and
productivity, with sources selected from 2015 onwards to ensure relevance. Lagos State
government reports, including memos, press releases, and strategy papers, were analyzed to
understand the policy’s design, implementation, and intended outcomes. Additionally,
comparative case studies and global best practices were incorporated to contextualize Lagos
State’s approach within broader trends.

The analysis employed a thematic approach, identifying recurring patterns and
insights within the collected data. Themes such as work-life balance, employee morale, and
operational efficiency were central to the analysis, guided by objectives to explore the
conceptual underpinnings of flexible work schedules, evaluate the features and
implementation strategies of Lagos State’s policy, and identify its challenges and limitations.
Herzberg's Two-Factor Theory provided a theoretical lens to assess how flexible schedules
serve as motivators for public servants in Lagos State. Despite the richness of secondary
data, this approach is not without limitations. The reliance on publicly available documents
and literature introduces potential biases, and the lack of primary data from Lagos State civil
servants leaves gaps in understanding the lived experiences of those affected by the policy.
Addressing these limitations in future studies through surveys, interviews, or focus groups
could provide a more comprehensive perspective on the policy’s impact and implementation
dynamics

Theoretical Framework

The theoretical framework for this study is anchored on Herzberg’s Two-Factor Theory,
which posits that workplace motivation is influenced by two categories of factors:
motivators and hygiene factors. Motivators, such as recognition, autonomy, and
opportunities for personal growth, drive job satisfaction and enhance productivity. Hygiene
factors, including working conditions, salary, and job security, prevent dissatisfaction but do
not necessarily motivate employees. This framework is particularly relevant in analyzing
how flexible work schedules address motivators by offering autonomy and reducing
workplace stress, thereby fostering a more engaged and productive workforce. Hygiene
factors such as reduced commuting costs also play a significant role in alleviating
dissatisfaction, particularly in the context of Lagos State, where urban challenges like traffic
congestion and high commuting expenses directly impact civil servants’ experiences.

By applying Herzberg’s theory, this study establishes a clear link between flexible work
policies and employee productivity within the Lagos State civil service. Flexible schedules
directly align with motivators by empowering employees with autonomy and reducing stress,
creating an environment conducive to higher job satisfaction and enhanced performance.
Additionally, the theory provides a lens to understand how alleviating negative
externalities—such as long commuting hours through telecommuting or hybrid models—
can address hygiene factors, ensuring that employees remain engaged and productive. This
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theoretical grounding allows the study to critically evaluate the effectiveness of Lagos
State’s flexible work policy while situating its findings within broader organizational
behavior literature.

Conceptual Review

The concept of work schedules has undergone significant transformation in recent decades,
shaped by evolving organizational needs and the demands of a diverse workforce. Work
schedules refer to the allocation of time within which employees are required to perform
their assigned duties (Mas & Pallais, 2017). Consequently, Choudhary (2016) defines work
schedules as structured frameworks that determine how, where, and when employees engage
in their responsibilities. Nwekpa et al. (2020) similarly describe them as mechanisms
designed to balance organizational goals with employee preferences, often encompassing
traditional, flexible, and remote working arrangements. In line with this, Kelliher (2024)
emphasizes flexibility as a critical aspect, noting that work schedules increasingly adapt to
technological advancements and societal changes. Additionally, Ciarniene et al. (2018)
highlight the significance of work schedules in mitigating workplace stress, stating that
well-structured arrangements promote job satisfaction and reduce burnout. These definitions
collectively underscore the dynamic nature of work schedules and their importance in
fostering employee well-being and organizational efficiency.

Productivity, often regarded as the measure of efficiency in converting inputs into
outputs (Sickles & Zelenyuk, 2019), is another central concept in this discourse.
Accordingly, Drucker (2018) asserts that productivity transcends mere time spent at work,
emphasizing quality and focused effort as critical determinants. Consequently, Saidin et al.
(2022) describe productivity as the extent to which an individual achieves performance
standards within a given role, underscoring its multi-dimensional nature. More importantly,
from the purview of the public sector, Holzer (2018) defines productivity as the effective
delivery of services that meet societal expectations while optimizing resources. Moreover,
Gunter and Gopp (2022) identify productivity as a combination of output quality, timeliness,
and innovation, particularly relevant in knowledge and resource-driven environments.
Finally, De Loecker and Syverson (2021) expand the concept by linking it to organizational
and economic performance, emphasizing the systemic interplay of individual efforts within
broader institutional frameworks. These definitions as posited by Gidwani and Dangayach
(2017) highlight the complexity of productivity and its dependence on both individual
capabilities and structural support systems.

Having defined both concepts of work schedule and productivity, it is important to
mention that the relationship between both concepts has been explored in various studies,
demonstrating the significant impact of scheduling arrangements on employee output. For
instance, Berkery et al. (2017) found that flexible work schedules enhanced employee
engagement and reduced absenteeism in large European organizations. In a study on the
Nigerian public sector, Austin et al. (2020) revealed that civil servants with adaptable
schedules reported higher job satisfaction and performance compared to those on rigid
schedules. Similarly, a meta-analysis by Kuppachi (2023) highlighted the benefits of remote
and hybrid work models in improving focus and reducing workplace distractions. These
findings provide compelling evidence that new work schedules, when thoughtfully
implemented, can drive productivity gains, particularly in urban settings like Lagos State.
The unique challenges faced by Lagos State civil servants—ranging from traffic congestion
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to limited work-life balance—underscore the need for innovative scheduling solutions.
Flexible work arrangements, such as staggered shifts or remote work, have shown promise
in addressing these issues. For instance, studies by Choudhary (2016) and Omondi (3016)
demonstrated that adaptive schedules not only alleviated stress but also improved public
service delivery. However, the rigidity of traditional schedules often impedes such progress,
as noted by Varo tsis (2022), who observed that fixed working hours frequently contribute
to employee fatigue and reduced morale.

Essentially, this conceptual framework highlights the intricate interplay between
work schedules and productivity, emphasizing the potential of new scheduling models to
enhance employee performance and organizational outcomes. By incorporating multiple
perspectives, it becomes clear that adaptive work schedules are vital for addressing the
unique challenges of productivity. This discussion sets the foundation for further
investigation into how innovative scheduling practices can optimize public service delivery
in one of Nigeria’s most dynamic urban environments.

Types of Work Schedules

Work schedules are a critical component of organizational structure, shaping not only the
work environment but also employee performance, satisfaction, and overall productivity.
Thus, as businesses and institutions continue to evolve, so too have the types of work
schedules available to employees (Hashmi et al., 2023). These schedules can be broadly
categorized into three main types: traditional work schedules, flexible work schedules, and
hybrid work schedules. Each type offers distinct advantages and challenges, and
understanding their nuances is essential for determining which model best suits the needs of
both employers and employees in a given context (Govender et al., 2018).

Traditional work schedules are characterized by fixed working hours and locations,
with employees adhering to a predetermined routine, often from 9:00 AM to 5:00 PM
(Kelliher et al., 2019). This model, which has been the norm in many organizations for
decades, provides a sense of stability and predictability. It facilitates easier supervision and
coordination, as employees are expected to be physically present during set hours (Khateeb,
2021). Accordingly, Messenger (2018) posits that this structure is advantageous for roles
that require constant interaction or collaboration. However, it often lacks the flexibility
needed to accommodate personal circumstances or rapidly changing work environments
(Schneider & Harknett, 2019). Hence, in urban settings like Lagos State, where traffic
congestion and long commuting hours are common, the traditional schedule can lead to
employee fatigue, absenteeism, and decreased overall morale, thereby reducing productivity
(Austin et al., 2020).

Flexible work schedules, on the other hand, offer employees greater autonomy over
their working hours (Timms et al., 2015). This category encompasses a variety of
arrangements, such as compressed workweeks, flextime, and telecommuting. In compressed
workweeks, employees work longer hours over fewer days, while flextime allows for varied
start and end times within a defined range of hours. Telecommuting, increasingly popular in
the post-pandemic era, enables employees to work remotely, often from the comfort of their
homes (Orishede & Ndudi, 2020). Sequentially, Omondi (2016) highlights that such flexible
schedules have been shown to improve work-life balance, reduce commuting stress, and
enhance job satisfaction, which in turn, boost productivity. However, flexible schedules
present challenges as well. The lack of physical presence in a central office can make
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coordination more difficult, and some employees may struggle with accountability, as there
is less direct supervision (Spreitzer et al., 2017). As Weideman and Hofmeyr (2020)
mentioned that without proper structure and communication, flexible arrangements may lead
to feelings of isolation or disengagement.

Hybrid work schedules combine elements of both traditional and flexible schedules,
allowing employees to alternate between fixed hours at a physical location and flexible
arrangements, such as remote work (Best, 2021). This model as described by Wheatley et al,
(2024) aims to strike a balance between the predictability of traditional work schedules and
the flexibility of more modern approaches. Accordingly Haque (2023) posit that hybrid
work schedules have proven effective in fostering productivity by accommodating
individual preferences while maintaining organizational control. This model can be
especially beneficial for knowledge-driven sectors where collaboration is essential but
employees also benefit from the autonomy of flexible schedules. However, the challenge of
implementing hybrid models lies in ensuring consistency across teams, managing
communication effectively, and maintaining a cohesive organizational culture (Williams &
Shaw, 2024).

Overall, the various types of work schedules each offer distinct advantages and
present unique challenges. Traditional schedules provide stability but lack flexibility, while
flexible schedules enhance work-life balance but may lead to coordination issues (Kossek et
al., 2015). Hybrid work schedules offer a compromise, combining the best elements of both
traditional and flexible models, though they require careful management to ensure
consistency (Sampat et al., 2022). Inherently, for organizations like those in Lagos State,
where urban challenges such as traffic congestion and long commutes can impact employee
well-being, exploring these different work schedule models can help optimize productivity,
improve job satisfaction, and ultimately enhance public service delivery.

The Nexus between Work Schedule and Productivity

The relationship between work schedules and productivity is influenced by a variety of
factors, such as organizational culture, the nature of job roles, employee motivation, and the
broader work environment (Davidescu et al., 2020). Hence, in recent years, there has been
growing recognition of the significant impact that work schedule arrangements can have on
employee output (Cvetkoska & Dimovska, 2021). Traditional work schedules, while still
widely used, are increasingly being challenged by more flexible models that cater to the
diverse needs of employees (Messenger, 2018). Flexible work schedules, including options
like flextime, compressed workweeks, and telecommuting, have been linked to improved
productivity (Kossek et al., 2015). One reason for this is as opined by Weideman and
Hofmeyr (2020) is that flexible schedules reduce stress by allowing employees to manage
their work-life balance better, which, in turn, enhances job satisfaction and overall
performance.

Based on the foregoing, Herzberg’s Two-Factor Theory offers a useful framework for
understanding how flexible work schedules can boost productivity. According to Herzberg
(1959) cited in Filtvedt (2016), motivators such as autonomy, recognition, and opportunities
for growth are key drivers of job satisfaction and performance. Flexible work schedules,
which grant employees greater control over when and where they work, align with
Herzberg’s motivators (Ogachi, 2024), thereby establishing a nexus, as employees who feel
trusted to manage their time are more likely to be engaged and committed to their tasks
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(Spreitzer et al., 2017). Thus studies like Kelliher and Anderson (2018) and Omondi (2016)
demonstrate that organizations offering flexible schedules report higher employee retention
and productivity, particularly when these schedules cater to personal needs and preferences.
For instance, employees who can avoid peak-hour commuting or align their work hours with
their most productive hours often experience reduced burnout and greater focus, leading to
enhanced output (Weideman & Hofmeyr, 2020).

On the other hand, rigid schedules, typically characterized by fixed hours and a
standardized approach, can constrain creativity and adaptability, particularly in roles that
require problem-solving or high levels of interpersonal interaction (Angelici & Profeta,
2024). When employees are confined to rigid schedules, they may struggle to think
creatively or adjust to changing circumstances, which can hinder their productivity (Preenan
et al., 2017). Thus Maslach et al. (2017) note that rigid schedules often contribute to
workplace burnout, particularly in jobs that demand high emotional labor or extensive
customer interaction (Abid & Barech, 2017). Essentially, employees who feel
micromanaged or restricted by their schedules may experience dissatisfaction, leading to
disengagement and reduced performance (Aslam et al., 2018).

However, it is important to recognize that flexibility, while beneficial, must be
carefully managed to avoid unintended consequences. For example, when employees are
given too much autonomy without adequate structure, there is a risk of poor time
management, lack of accountability, and diminished supervision, which could ultimately
affect productivity (Kossek et al., 2015). Based on this Nordback et al. (2017) highlight that
flexible work schedules are most effective when there is a clear understanding of
expectations and outcomes, alongside regular communication and oversight. Without these
elements, the advantages of flexibility can be undermined, leading to issues such as
decreased coordination and inefficiencies. In the context of public service, such as in Lagos
State’s civil service, these challenges are amplified by the bureaucratic structures and
resource constraints inherent in government organizations (Onuorah & Bosso, 2024).
Additionally, civil servants, whose roles vary widely across departments and job functions,
may experience different levels of effectiveness based on the type of schedule they follow.
While some roles may benefit from the autonomy provided by flexible arrangements, others
that require a more structured approach may face difficulties.

Fundamentally, the relationship between work schedules and productivity is
multifaceted and dependent on numerous factors, including organizational culture, job roles,
and employee motivation (McCollough, 2023). While flexible work schedules have the
potential to enhance productivity by reducing stress, increasing job satisfaction, and offering
greater autonomy, they must be implemented with care to avoid potential pitfalls such as
poor time management and lack of supervision (Austin et al., 2020). In public service
environments, particularly in Lagos State, the dynamics of bureaucratic structures and
resource limitations complicate the straightforward application of flexible schedules. To
maximize the benefits of flexible work arrangements, it is essential to balance autonomy
with adequate support and oversight, while considering the diverse roles and unique
challenges of civil servants (Kim et al., 2021). This careful balance can help ensure that
productivity gains are realized and sustained over time (Spreitzer et al., 2017).

Impact of Work Schedules on Productivity
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The impact of work schedules on productivity is a complex and multifaceted issue that can
manifest in both positive and negative ways, depending on the nature of the schedule, the
work environment, and the individual needs of employees (Kazekami, 2020; McCollough,
2023). Work schedules play a crucial role in shaping not only the daily operations of an
organization but also the overall performance, motivation, and well-being of its workforce
(Kowalski & Loretto, 2017). Understanding the full spectrum of these impacts is essential
for developing work schedules that optimize productivity while maintaining a healthy and
sustainable work-life balance for employees.

One of the most significant positive impacts of flexible work schedules is the
enhancement of work-life balance. Flexible schedules, such as flextime, compressed
workweeks, or remote work options, allow employees to manage their personal and
professional responsibilities better (Orishede & Ndudi, 2020). By reducing the time spent
commuting or giving employees the flexibility to schedule work around their peak
productivity hours, flexible schedules help mitigate stress and reduce burnout (White, 2017).
Studies like Pragathi and Reddy (2023) have shown that employees who have more control
over their working hours tend to report lower levels of stress and absenteeism, which
ultimately contributes to higher productivity. For instance, another study conducted by
Angayarkanni et al. (2024) found that employees with flexible schedules experienced
improved health outcomes and greater satisfaction, leading to higher engagement and
performance levels.

Another positive impact is increased morale and job satisfaction. As Austin et al.
(2020) obsreves that when employees feel trusted and empowered to manage their schedules,
they are more likely to experience higher levels of motivation and engagement. Accordingly,
Herzberg's Two-Factor Theory as explained earlier notes that motivators such as autonomy
and recognition play a crucial role in fostering job satisfaction. Flexible work arrangements
are directly aligned with these motivators, as they offer employees a sense of control over
their work environment and personal time (Lee et al., 2022). Research by Austin et al. (2020)
supports this, noting that organizations that provide flexible work options tend to have more
engaged employees, which in turn leads to improved productivity and retention rate.
Inherently, employees who feel they have the flexibility to balance their personal lives with
professional demands are often more committed to their work and exhibit higher levels of
performance (Bhatt &Patel, 2024).

Moreover, flexible work schedules allow employees to optimize their focus by
aligning their work hours with their natural productivity peaks. Some individuals are more
alert and efficient in the mornings, while others may perform better in the afternoon or
evening (Weideman & Hofmeyr, 2020). Flexible schedules allow employees to tailor their
work hours to match their most productive times, which can result in more efficient task
completion and higher-quality output (Messenger, 2018). This customization of work hours
significantly improves both individual and team performance while also enhancing work
flow (Yidizhan et al., 2023).

However, the implementation of flexible work schedules is not without its challenges,
and these can sometimes result in negative impacts on productivity. One of the main
drawbacks is coordination challenges. When employees are working on flexible schedules,
particularly in roles that require frequent collaboration or real-time decision-making, it can
become difficult to ensure that everyone is on the same page. This can lead to delays in
communication, misaligned priorities, and slower decision-making processes (Spreitzer et
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al., 2017). For example, research by Franken et al. (2021) suggests that flexible schedules
can result in communication breakdowns when teams are not physically present at the same
time, which can disrupt workflow and hinder collaboration.

Another potential negative impact is reduced supervision. In environments where
employees are working remotely or on flexible hours, there may be less oversight, which
can lead to issues with time management, accountability, and meeting deadlines (Kossek et
al., 2015). While autonomy is often beneficial, too much freedom can lead to procrastination
and a lack of discipline, especially in roles that require constant supervision or close
monitoring. Accordingly, Bal and Izak (2021) noted that without the proper infrastructure
for remote work, such as regular check-ins and performance tracking, employees may
struggle to stay on task, reducing overall productivity.

Additionally, flexible work schedules may inadvertently create inequalities within an
organization. Not all roles or employees may benefit equally from flexible work
arrangements (Gratton, 2021). For example, positions that require physical presence or
customer interaction may not be suited for flexible scheduling, leading to perceptions of
favoritism or inequity among employees (Rubery et al., 2016). This can foster resentment
and impact team dynamics, ultimately affecting productivity. Correspondingly, research by
Okla (2015) highlights that in some cases, employees who are unable to take advantage of
flexible schedules may feel excluded or undervalued, which can harm morale and
productivity across the organization.

Inherently, the impact of work schedules on productivity is far-reaching and
multifaceted, encompassing both positive and negative effects. Flexible schedules can lead
to enhanced work-life balance, increased morale, and improved focus, all of which
contribute to higher productivity. However, they also pose challenges, such as coordination
difficulties, reduced supervision, and potential inequalities, which can hinder productivity if
not properly managed. The Lagos State civil service’s implementation of a new flexible
schedule provides an intriguing case study that highlights the need for a careful, context-
specific approach to work schedule design. By balancing flexibility with accountability and
ensuring that the diverse needs of employees are met, organizations can maximize the
positive impacts of work schedules on productivity while minimizing potential drawbacks
(Kossek et al., 2015).

Overview of the New Work Schedule in Lagos State

In the face of mounting economic challenges affecting both the government and its citizens,
Lagos State has taken a significant step by introducing a new work schedule for its civil
servants. This strategic policy shift is a response to economic pressures such as the removal
of fuel subsidies, rising inflation, and increasing commuting costs, which have placed a
strain on both the workforce and public service delivery (Titi, 2024). By restructuring the
work schedule, the Lagos State government aims to enhance operational efficiency, reduce
the financial burden on civil servants, and align public sector productivity with the demands
of a rapidly evolving economic landscape (David, 2024).

The new work schedule was introduced with the overarching goal of fostering a more
flexible and adaptive working environment within the civil service. Recognizing the diverse
needs of different sectors and job roles, the policy was rolled out in phases, beginning with
administrative and technical staff in ministries and government agencies (Ayodele, 2024).
These sectors were prioritized due to their susceptibility to disruptions caused by
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commuting challenges and the feasibility of implementing flexible work arrangements in
their roles. For instance, administrative tasks and technical operations that do not require a
constant physical presence lend themselves well to hybrid models of work. As a result, the
initial phase focused on adopting staggered work hours, compressed workweeks, and, in
some cases, remote working options (Ayomikunle, 2024).

One notable feature of the new schedule is its emphasis on reducing commuting
stress. Lagos, being one of the most densely populated cities in Nigeria, faces significant
traffic congestion, which not only affects employee well-being but also impacts productivity.
By allowing civil servants to work from home on specific days or adopt flexible hours that
avoid peak traffic periods, the policy seeks to minimize commuting times and associated
costs (Titi, 2024). This measure aligns with global trends where governments and
organizations increasingly leverage flexible work arrangements to enhance employee
satisfaction and efficiency (Spreitzer et al., 2017). Different studies has discussed in earlier
sections has shown that such policies can significantly improve workforce morale and
performance while reducing operational costs for the government.

The implementation of the new schedule also reflects a broader commitment to
innovation and modernization within Lagos State’s public sector. By integrating technology
to support remote work, the government aims to equip civil servants with tools that ensure
seamless communication and task completion, regardless of their physical location
(Ayomikun, 2024). This approach not only promotes adaptability but also positions Lagos
State as a forward-thinking administrative hub capable of navigating the challenges of a
globalized economy. For example, online task management systems and virtual meeting
platforms have been introduced to ensure continuity and accountability, even as employees
work remotely (Opeyemi, 2024).

However, the rollout of the new work schedule has not been without its challenges.
Issues such as disparities in technological access, resistance to change from some quarters of
the workforce, and the need for clear guidelines on performance monitoring have emerged
as areas requiring attention (Titi, 2024). Additionally, the varied nature of civil service roles,
ranging from fieldwork to desk-based tasks, necessitates a tailored approach to ensure that
all sectors benefit equitably from the new arrangements. These challenges underscore the
importance of ongoing dialogue, capacity-building initiatives, and periodic evaluations to
refine and sustain the policy (Ayodele, 2024).

Essentially, the introduction of the new work schedule in Lagos State represents a
bold and innovative response to the economic and logistical challenges facing civil servants
and the government at large. By prioritizing flexibility, reducing commuting stress, and
leveraging technology, the policy aims to enhance productivity and adapt public service
delivery to the realities of modern economic demands. While challenges remain, the phased
approach and targeted interventions provide a strong foundation for the policy’s success
(Monsurudeen, 2024). If effectively managed and continuously improved, the new schedule
has the potential to serve as a model for other states in Nigeria and beyond, demonstrating
the value of flexible work policies in addressing contemporary governance challenges.

Key features of the new work schedule
The new work schedule introduced by the Lagos State government incorporates a range of

features aimed at addressing the challenges faced by civil servants while enhancing overall
productivity and work-life balance. This initiative as fore mentioned reflects the state’s
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commitment to modernizing its workforce policies to align with global best practices and
the evolving needs of its employees. The features of this schedule as explained earlier are
designed to mitigate the pressures of commuting, leverage technological advancements, and
foster a more adaptable work environment, particularly in the face of economic and
infrastructural challenges.

A central feature of the new work schedule is the introduction of flexible working
hours, allowing employees to adjust their starting and finishing times within a defined
window. This approach provides civil servants with the autonomy to choose work hours that
align with their personal routines and peak productivity periods (Titi, 2024). In Lagos,
where traffic congestion is a persistent challenge, this flexibility significantly reduces the
stress associated with daily commuting. For example, employees can opt to begin their
workday earlier or later than the traditional hours, provided they complete the required
number of hours. This not only improves morale but also contributes to smoother traffic
flows across the city, benefiting the wider population. This corresponds with studies like by
Abid and Barech (2017) and Austin et al. (2020) that supports the notion that flexible
schedules enhance employee satisfaction and reduce burnout, leading to better
organizational outcomes.

Another key component is the hybrid work model, which allows certain departments
to combine in-office and remote work arrangements. Civil servants in roles involving digital
tasks or minimal need for in-person interactions are permitted to work remotely for part of
the week (Davidd, 2024). This model draws from global trends influenced by the COVID-
19 pandemic, which underscored the viability of remote work in many sectors. For example,
administrative staff tasked with data management or report writing can accomplish these
duties from home, reducing their commuting burden and allowing them to focus on tasks
without the distractions of a traditional office environment (Wheatley et al., 2024). The use
of digital communication tools such as virtual meeting platforms and cloud-based
collaboration systems ensures that employees remain connected and productive, regardless
of location (Haque, 2023).

The policy also includes reduced working hours on certain days through a
compressed workweek model. Civil servants in eligible roles can complete their weekly
hours over a shorter number of days, often four, by working longer hours each day
(Ayomikunle, 2024). This approach helps to reduce the frequency of commuting, saving
employees both time and money. The compressed workweek model has been particularly
effective in minimizing stress associated with travel, especially for workers who reside in
distant suburbs or areas with limited access to reliable transportation (Doss, 2024).
Additionally, fewer commuting days align with environmental sustainability goals by
reducing fuel consumption and vehicle emissions, a consideration that is increasingly
important in urban planning and governance (Tao et al., 2024).

Furthermore, for roles that do not require direct public interaction or reliance on
office infrastructure, the government has implemented telecommuting as a viable option
(Ayodele, 2024). Telecommuting empowers employees to perform their duties entirely from
home, leveraging advancements in technology to maintain productivity. This feature is
particularly beneficial for roles involving research, writing, or data analysis, where
uninterrupted focus is essential (Yasmin & Tanaka, 2022). By allowing employees to work
from home full-time or on designated days, telecommuting promotes a better work-life
balance and enables individuals to manage personal responsibilities more effectively
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(Hossain et al., 2024) . The introduction of this option reflects Lagos State’s recognition of
the changing dynamics of work and the potential of technology to redefine traditional
employment structures.

These key features underscore the state government’s efforts to balance employee
welfare with organizational efficiency. The focus on flexibility, adaptability, and
technology-driven solutions ensures that the policy addresses the specific needs of civil
servants while also aligning with broader goals of economic resilience and sustainable
governance (Titi, 2024). The phased implementation of these features also allows for
continuous evaluation and refinement, ensuring that the schedule remains responsive to both
operational demands and employee feedback.

Conclusively, the new work schedule represents a forward-thinking approach to
workforce management in Lagos State. By integrating flexible hours, hybrid models,
compressed workweeks, and telecommuting, the policy not only alleviates the challenges
posed by commuting and economic pressures but also positions the state as a leader in
innovative public sector reforms. It is important to note that these measures have the
potential to transform the civil service, making it more efficient, adaptable, and attuned to
the realities of modern governance. As Lagos State continues to refine and expand the
implementation of this schedule, it sets a precedent for other regions and states seeking to
modernize their public sector operations and enhance employee productivity.

Implications of the New Work Schedule

The introduction of a new work schedule by Lagos State represents a pivotal shift in public
administration with far-reaching implications for civil service operations, employee
productivity, and broader organizational efficiency. By integrating flexible hours, hybrid
models, and telecommuting, the policy challenges traditional approaches to public service
delivery, which have historically been defined by rigid structures, fixed working hours, and
hierarchical oversight (Atoum, 2024). This transformative approach reflects a recognition of
the need to modernize public administration in the country to address the economic, social,
and technological changes shaping governance in the contemporary era.

A significant implication of the policy lies in its potential to redefine employee
engagement and productivity within the public sector. While flexible work arrangements
have long been embraced in the private sector for their role in enhancing morale, reducing
stress, and improving work-life balance, public institutions have been slower to adopt
similar measures (Lindquist, 2022). By implementing this policy, Lagos State aligns itself
with global best practices, positioning its civil service as a leader in innovative governance
within Nigeria. This reform not only addresses immediate economic pressures but also
underscores the government’s understanding that flexibility and autonomy can be
instrumental in boosting employee motivation and organizational performance (Opeyemi,
2024). If effectively implemented, the policy could serve as a model for other states and
institutions in Nigeria facing similar challenges. It provides a compelling template for
addressing the inefficiencies, low morale, and rigid bureaucracy that have long characterized
public service in the country (Monsurudeen, 2024).

However, this innovative policy introduces complexities that must be carefully
managed to ensure its success. Challenges such as maintaining coordination, ensuring
accountability, and promoting inclusivity across diverse civil service roles will be critical
considerations (Franken et al., 2021). Employees in roles that require physical presence,
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such as frontline services, may not fully benefit from flexible or remote work arrangements,
potentially leading to disparities within the workforce (Kaduk et al., 2019). These challenges
highlight the need for a comprehensive framework that ensures equity while preserving the
policy’s core objectives. In addition, the effectiveness of the initiative will depend on robust
supervisory mechanisms and adequate technological infrastructure to mitigate potential
drawbacks, such as poor time management, reduced accountability, or inefficiencies in
remote collaboration (Groen et al., 2018). Without these safeguards, the policy’s potential
benefits could be undermined, leaving gaps in its execution and reducing its overall impact.
Beyond its direct effects on employee productivity and cost efficiency, the policy also aligns
with broader societal and environmental objectives. By reducing reliance on daily
commuting and encouraging remote work, Lagos State addresses urban challenges such as
traffic congestion and high carbon emissions, contributing to sustainable urban development
(Titi, 2024). These outcomes reflect the policy’s multifaceted value, offering benefits that
extend beyond organizational goals to include environmental and societal advancements.

In essence, the new work schedule represents a bold and forward-thinking approach to
modernizing public administration in Lagos State. It prioritizes employee well-being and
operational efficiency while adapting to global trends in workplace dynamics. However, the
success of the initiative will rely heavily on its ability to navigate the complexities of
implementation and provide equitable access to its benefits. The insights gained from this
initiative have the potential to redefine how public institutions in Nigeria can adapt to meet
the demands of a rapidly evolving world, setting a new standard for governance in the
process.

Summary

This study has critically examined the introduction of a new work schedule in the Lagos
State civil service, focusing on its implications for employee productivity. The literature
review explored the various types of work schedules, including traditional, flexible, and
hybrid models, alongside their distinct advantages and challenges. It highlighted the global
shift towards flexibility in workplace arrangements and situated Lagos State’s initiative
within this broader trend.

The findings reveal that the new work schedule, which incorporates features such as

flexible working hours, hybrid models, and telecommuting, holds significant promise for
enhancing productivity. Key benefits include improved work-life balance, reduced
commuting stress, and increased employee morale. However, the study also identified
critical challenges, such as coordination difficulties, supervision gaps, and infrastructural
limitations, which could hinder the policy’s effectiveness if not adequately addressed.
The analysis contextualized the policy within Lagos State’s economic realities, particularly
the rising costs of transportation following the removal of fuel subsidies. By reducing
financial burdens on employees and fostering a more adaptive public service environment,
the policy aims to enhance both individual and organizational performance. Furthermore,
the study underscored the potential for Lagos State’s approach to serve as a model for other
public institutions seeking to modernize their operations and align with global best practices.
Essentially, the study demonstrates the transformative potential of well-designed work
schedule reforms for improving public sector productivity. However, the findings also
highlight the importance of addressing structural and administrative challenges to ensure the
policy achieves its intended goals. By offering insights
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Conclusion

The adoption of a new work schedule by the Lagos State civil service marks a significant
step towards modernizing public sector management in Nigeria. By introducing flexible
working hours, hybrid models, and telecommuting options, the policy seeks to address the
dual challenges of economic hardship and productivity in one of Africa’s most dynamic
urban centers. The findings reveal that this shift has had a predominantly positive impact on
employee morale, attendance, and task completion, particularly for roles that benefit from
flexibility and autonomy.

However, the success of this policy is not without limitations. Challenges such as

coordination difficulties, inadequate supervision, and infrastructural gaps underscore the
need for a more structured approach to implementation. Moreover, the disparity in how
different departments and roles adapt to the schedule highlights the importance of tailoring
work arrangements to the specific needs of employees and the nature of their tasks.
In conclusion, while the new work schedule demonstrates promise as a tool for improving
productivity and employee satisfaction, its long-term effectiveness will depend on
addressing its operational challenges. As Lagos State continues to refine this policy, lessons
learned can serve as a valuable blueprint for other regions seeking to enhance public service
delivery through innovative workplace strategies.
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