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ABSTRACT 
This study examined organizational flexibility and 

job commitment: of selected Oil and Gas Companies 

in Delta State. The study examined the effect of work 

time flexibility on employee job commitment; effect 

of wages flexibility on employee job commitment 

and the effect of functional flexibility on employee 

job commitment. Three research questions were 

raised and three hypotheses were formulated. The 

study adopted descriptive survey design with a 

sample size of 120. Descriptive and inferential 

statistics were used for data analysis.  The 

hypotheses were tested using multiple regressions. 

The finding revealed that, there is a significant 

relationship between work time flexibility and job 

commitment; there is a significant relationship 

between wages flexibility and job commitment and 

there is a significant relationship between functional 

flexibility and job commitment. It was concluded 

that Organizational flexibility has positive 

relationship with employee job commitment which 

leads to high productivity, job satisfaction and low 

absenteeism. It creates competitive opportunities, 

reduces losses, improves and grows job 

commitment, it enables quick and effective response 

to dynamic environment. It was recommended 

among others that organisations should adopt 

organizational flexibility in order to adapt to 

dynamic environment, create competitive 

opportunities, reduce losses and grow job 

commitment. 

 

Keyword: Organizational Flexibility, Employee 

Job Commitment, Work time Flexibility, Wages 

Flexibility and Functional Flexibility 

 

I. INTRODUCTION 
Organisational Flexibility gives 

fluctuations over where, when, wages and hours 

employees work.  It is of a great opportunity for 

employers to do more to provide flexibility for the 

benefit of employees and organisations. According 

to Idowu (2020), organisational flexibility is defined 

as working schedules which enable employees to 

vary the amount, timing, or location of their work 

for the benefit of both employees and employers. 

This flexibility helps job seekers to “access the 

labour market and stay in work, manage caring 

responsibilities and work-life balance, and supports 

enhanced employee engagement and wellbeing”. A 

flexible organization adoptes a boundless structure 

and culture with values, beliefs, and systems that 

encourage job commitment and productivity. 

Organizational with a flexible culture create a 

relationship among employees that shape their 

motivation to contribute their knowledge (Zhang, 

De-Pablos & Xu, 2021) to the success of the 

organization. According to Fowler 

(2018),Organizational flexibility “refers to 

an organization’s ability to adapt successfully; to 

survive, organization must adapt to competitive and 

changing environment in terms of technology, 

structure, work organization, work relationships and 

human resource management” (Dalkrani and 

Dimitriadis, 2018). Organizational flexibility 

“enables the organization to exercise it 
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empowerment, decision-involvement, promote 

renewal process, innovation and employees 

commitment; it consists of adaptability to a 

constraint, an event or an environment that allows 

the organization to act quickly and stay ahead of the 

competition in terms of innovative performance” 

(Zhang et al. 2021). 

Employee job commitment can lead to 

opportunities for employee growth, love for their 

job and realization of organisational goals. If 

employees are dedicated to their job, they 

experience motivation and interest. Nwekpa, Offor 

and Ezezue, (2020) opined, “Job commitment is the 

level of enthusiasm an employee has towards his/her 

tasks assigned at a workplace; it is the feeling of 

responsibility that a person has toward the goals, 

mission, and vision of the organization; employee 

satisfaction in an organization are related to job 

commitment and engagement (Umukoro and 

Egwakhe, 2019); it results in superior business 

performance, which in turn results in increased 

profitability, productivity, employee retention, and 

overall employee experience improvement in the 

work atmosphere”. Umukoro and Egwakhe (2019) 

ascertain, “There are several reasons why work 

commitment is important; one of the most important 

reasons is it allow an organization to meet its goals 

and stick to its vision; without a motivated 

workforce, an organization could lose all that they 

have earned over years, be it respect or its market 

position”. 

Organizational flexibility leads to job 

commitment. Employees “are in the best position to 

suggest improvements since they have knowledge of 

what needs to be done to improve the business 

environment; their comments and suggestions 

matters” (Khem, Priya, Keshar & Amrit, 2022). 

There are different ways for an Oil and Gas 

Companies to gain flexibility and employee job 

commitment. Some of these ways is by adopting 

work time flexibility, wages flexibility and 

functional flexibility. 

Work time flexibility is a daily schedule 

that allows employees freedom in terms of when 

they come to work, leave, or take lunch. These 

arrangements have no impact on their 

responsibilities, the goals that need to be achieved, 

or the total hours worked (Anajaa & Peter, 2022). In 

flexible work time, employees come and go as they 

please. However, according to Idowu (2020), for 

operational purposes, most workplaces set 

organizational core hours, that are designated 

periods of time when employees are required to be 

at work. To employees, work time flexibility better 

work environment with greater satisfaction and 

motivation, reduced stress and fatigue, easier and 

faster commuting, rush hours can be avoided, easier 

planning of quiet time in the office, full pay and 

benefits are kept, extended office hours and better fit 

of working hours with school hours, college hours, 

or care arrangements. The main advantages for 

employers are: higher productivity, reduced 

absenteeism and tardiness, and a more attractive 

working place for keeping and attracting top talents. 

Most organisations in developed countries are 

required by law to track how many hours their 

employees work in a given period; a clocking 

systems are an important tool for monitoring work 

hours for employees (Cross & Cummings, 2019). 

Wage flexibility is “the speed with which 

real wages react to macroeconomic condition and it 

is measured as the responsiveness of real wages to 

shocks, usually measured as unemployment 

variations”. Organisations specify whether their 

employees are to be paid on an hourly basis or are 

salary. In both cases, the nominal wage must be 

determined in contract. Nominal wage rates can 

only be decreased with the consent of employees. 

Nigerian employees are usually salaried, if 

employees are salaried, organisations can request 

and register overtime hours. In this case, they have 

to pay overtime. This help employee to be full 

engaged and committed to achieving organisational 

goal (Grigsby, Hurst, Yildirmaz, 2021). 

Functional flexibility is the extent to which 

employees can be transferred to different activities 

and tasks within an organisation. It is concerned 

with flexible organisation’s culture in every areas of 

its endevour. Idowu (2020) argues, “One major 

determinant of an organization's ability to respond 

effectively to the changes and uncertainty of the 

business environment is the composition of its 

workforce, which must be flexible and adaptable; 

flexible and adaptable business respond rapidly to 

changing circumstances such as fluctuations in 

every aspect of the business”. According to Cross 

and Cummings, (2019), “it is the adoption of 

flexible values, beliefs, and systems in every aspect 

of work activity to enable encourage employee job 

commitment and organisational improvement”. This 

involves the adoption of flexible organisational 

values, mission and philosophy. This helps to retain 

employees and enable them to be committed and 

contribute to organisational success. 

Organisational Flexibility helps retain and 

engage employees which lead to employee job 

commitment. This makes employees to spend more 

time on their work and less time looking for new 

opportunities. Flexibility is “one of the most 

important perks employees want from their 
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employers”. Base on the aforementioned, this study 

examined organizational flexibility and employee 

job commitment: a case study of selected Oil and 

Gas Companies in Delta State. 

 

Statement of the Problem 

In many workplaces, obstacles such as a 

lack of understanding and even negative attitudes of 

leaders and line managers towards flexible working 

can prevent its benefits being realised either for 

individuals or the business. Therefore, “it is 

important to sensitize employers to invest in 

creating more flexible working opportunities across 

their workforce to help in attracting talented workers 

and enable employee’s commitment”.The 

challenges most organizations face are increasingly 

competitive environment, globalization and social 

networks, to mention but a few. Organizations 

without flexibility find it difficult to tackle these 

challenges and consequently lead to temporary or 

permanent shut down thereby losing employee 

commitment and laying off of their employees.  

Change is inevitable, “when it comes to 

technology, what was new yesterday will be 

outdated tomorrow; Oil and Gas Companies must 

anticipate these evolutions and be more flexible”. 

Work environment is changing at a rapid pace, 

which means organisations specially Oil and Gas 

companies must keep up with this evolution to 

ensure their sustainability by focusing on work time 

flexibility, wages flexibility and functional 

flexibility to gain employees commitment since 

employees are vital resources in achieving 

organisational goal and sustainability. The questions 

one may ask here is that, what are the effects of 

work time flexibility on employee job commitment? 

What are the “effects of wages flexibility on 

employee job commitment”? What are the “effects 

of functional flexibility on employee job 

commitment”? To probe into these questions, this 

study examined “the effect of organizational 

flexibility on employee job commitment: of selected 

Oil and Gas Companies in Delta State”.  

 

Objectives of the Study 
The objectives of the study are  

1 examine the effect of work time flexibility on 

employee job commitment of selected Oil and 

Gas Companies in Delta State. 

2 ascertain the effect of wages flexibility on 

employee job commitment of selected Oil and 

Gas Companies in Delta State. 

3 determine the effect of functional flexibility on 

employee job commitment of selected Oil and 

Gas Companies in Delta State. 

Research Questions 
The following research questions were raised. 

1 what is the effect of organizational flexibilityon 

employee job commitment of selected  Oil and 

Gas Companies in Delta State? 

2 What is the effect of wages flexibility on 

employee job commitment of selected Oil and 

Gas Companies in Delta State? 

3 What is the effect of functional flexibility on 

employee job commitment of selected Oil and 

Gas Companies in Delta State? 

 

Hypotheses of the Study 

1 There is no significant relationship between 

work time flexibility and employee job 

commitment of selected Oil and Gas 

Companies in Delta State. 

2 There is no significant relationship between 

wages flexibility and employee job 

commitment of selected Oil and Gas 

Companies in Delta State. 

3 There is no “significant relationship between 

functional flexibility and employee job 

commitment of selected Oil and Gas 

Companies in Delta State” 

 

II. REVIEW OF RELATED 

LITERATURE 
Conceptual Review 

Organizational Flexibility 

Flexibility means the capacity of freedom 

given in a timeframe. Anajaa and Peter (2022) 

defined organizational flexibility as when, where 

and how people work given the flexibility because it 

is an essential part of creating an effective 

organization as well as meeting the organization 

goals and objective. Organizational flexibility 

“helps the organization to manage the company by 

recognizing and understands the various types of 

flexibility” (Georgewill, 2021). Organizational 

flexibility is “the extent to which organizations may 

react to their internal and external forces”. Angeles 

said that organisational flexibility deals with 

organizational reaction towards change, conversant 

with the underlying problematic areas and 

importance of organizational flexibility in driving 

the organization forward towards sustainable 

effectiveness. It “ enables the organization to 

exercise it empowerment, decision-involvement, 

promote renewal process, innovation and employees 

commitment”. According to Grego-Planer (2019), 

there are different types of organizational flexibility 

such as operational flexibilities, structural 

flexibility, functional flexibility and wages 

flexibility.  
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Job Commitment 

Commitment at work is “important because 

employers often seek individuals who will help a 

company or organization succeed and take an active 

role in ensuring company success through their own 

professional development efforts and dedication”. 

Muda and Fook (2020) revealed that a consistent 

workforce with low employee turnover allows a 

company to invest in its employees by providing 

quality professional development opportunities and 

creating a positive company culture. Employee’s 

enthusiasm for “job and workplace help secure 

his/her role at a company and establish a dependable 

employee that will support the company’s long-term 

vision, mission, and goals” (Najeeb, Hanif, & 

Abdul, 2018). 

Employee credibility from job commitment 

establishes his/her as a valuable employee, 

highlights strengths, and can gain supervisor’s 

attention to position employee for a promotion 

within a company Najeeb et al., 2018). Employee 

can also use the skills hone from showing workplace 

commitment on resume as evidence of transferable 

skills to help change careers. According to Nazir, 

Qun, Hui & Shafi (2018), commitment to workplace 

is seen in daily actions, workplace behavior, 

willingness to help, and in the quality of work which  

“helps to create opportunities for advancement” 

(Bamel, Rangnekar, Rastogi, & Kumar, 2018; 

Umelue and Akwaeze, 2019). 

 

Work Time Flexibility and Employee 

Commitment 

Work time flexibility “is a working 

schedule which allows employees to choose when to 

start and end their workday, and/or how long to take 

their break for, within agreed limits set by 

management”. It is “one of the ways to increase 

organisational flexibility and attractiveness of a 

workplace”. Alolayyan  and  Alyahya (2023) opined 

that work Time flexibility is achieved by adjusting 

working hours or schedules of employees within an 

organization. Implementation of work time helps 

employees to adjust their location and time of work 

to achieve maximum productivity.  

Work time flexibility enables employees to 

easily achieve work-life balance and organize work 

around their activities and commitments. Idowu 

(2020) argued that it provides a family-friendly 

working environment; boost employee satisfaction 

and company productivity. The main advantages of 

work time flexibility for employers are: higher 

productivity, reduced absenteeism and tardiness, and 

a more attractive working place for keeping and 

attracting top talents. Work time flexibility also 

poses some challenges for employers, such as less 

supervision during certain time periods, and 

understaffing at times. It may also create difficulties 

with scheduling meetings, and tracking working 

hours can be difficult (Allam, Hossam, Miklós, 

Serhii, Anastasiia, Oksana & Felföldi (2019). 

 

Wage Flexibility and Employee Commitment 

This is a fluctuations in real output which 

guarantees employees a higher real standard of 

living in response to aggregate demand shocks. 

Grigsby et al. (2021) opine, “Wage flexibility in 

response to energy price shocks guarantees workers 

higher real wages without exacerbating price 

inflation or output contraction”. A wage is payment 

to employee from employer for work done. 

According to Georgewill (2021) wages payments 

include, compensation and bonuses. Wages are 

expenses that are involved in running a business and 

it is an obligation to employee r. “Khem et al. 

(2022) argued that wage flexibility exists where 

wage levels are not decided collectively and greater 

differences emerge between employees’ wages”. 

Wage flexibility might include differences between 

the hourly wages of part-time employees and those 

of full-time employees. Wages are said to be 

flexible when they respond to changes in supply and 

demand and lead to the market clearing wage being 

set. It implies that the wage will be set by the 

Marginal Revenue Product of labour and marginal 

cost of labour. Any change in supply and demand 

for labour will lead to a change in the wage rate. 

Therefore, if employees, marginal product 

increased, this would translate into a higher wage 

rate. This could be achieved by paying workers 

piecemeal for the amount they produce, for 

example, N3000.00 per cartoon of broccoli that you 

pick. If there is an increase in the supply of 

employees in the Oil and Gas industry, this would 

push down wages, leading to an immediate decline 

in the wage of each employee. Usually, this 

wouldn’t happen because workers would resist 

nominal wage cuts, and firms may even be reluctant 

to cut wages because of impact on morale/costs of 

changing wages. Under some circumstances, wages 

can be sticky downwards. This means trades unions 

are able to prevent wages falling to the market 

clearing level. This can lead to classical 

unemployment with wages above the equilibrium 

(Das, Dash, Sahoo and Mishra, 2018). This help 

employee to be full “engaged and committed to 

achieving organisational goal” (Grigsby et al., 

2021). 
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Functional Flexibility on Job Commitment 

Functional flexibility refers to the extent 

which employees can be transferred to different 

activities and tasks within the firm (Persson & 

Rossin-Slater, 2019). It is also a positive way for 

skills development as it making optimum use of the 

employee‘s capacity to perform different tasks. 

According to Ekweozor & Obara (2020), 

“Functional flexibility deals with the idea that 

workers should be trained to have a range of skills 

so that they can do other jobs as well as their own 

when necessary”. Functional flexibility is an 

employer and employee collaboration approach. It 

refers to efficiency and effectiveness commitment in 

achieving the organization desire.  With 

organization emphasizing on labor resources, 

employees can mould and further enhance their 

knowledge and skills in ensuring that they are 

prepared to face current and future challenges 

(Rhee, Park & Lee, 2019). Flexible organizations 

consist of workers who are able to move from one 

task to another as needed while maintaining or much 

better, improving overall organizational efficiencies 

and effectiveness (Pehrsson, 2019).  

Functional flexibility enables operation of 

an organisation which consists of input flexibility, 

processing flexibility, and output flexibility. Input 

flexibility and output flexibility enable firm’s 

communication with suppliers and all types of 

clients, thus obtaining a value chain that is 

positively reflected in the organization’s 

productivity. Alolayyan  and  Alyahya (2023) 

defined “operational flexibility as the ability of 

firms to deal with external and internal challenges, 

thereby creating competitive opportunities and the 

ability to reduce losses”. For this to be achieved, 

organization needs job commitment especially from 

employees. According to Alolayyan  and  Alyahya 

(2023) operational flexibility is a critical mechanism 

which improves commitment and business 

performance. It positively affects financial 

performance and growth. Operational flexibility 

includes all the operations which take place in oil 

and gas companies.  Allam et al. (2019) ascertain, 

“Functional flexibility has become an essential 

capability which an organization seeks to have 

because it enables companies to respond quickly and 

effectively to dynamic environments; in all 

dimensions, operational flexibility refers to a 

company’s capability to respond to uncertainty in 

their business environment, either proactively or 

reactively”. Umelue and Akwaeze (2019) argue, 

“Functional flexibility has been advocated as a 

mechanism for improving efficiency and service 

quality, especially appropriate to service 

environments; it, lead to significant improvements 

in productivity, as traditional production methods 

are replaced by multi-skilled employees undertaking 

more varied forms of work; it has positive 

relationship with job commitment”. The two main 

components of functional flexibility are, skill and 

behaviour flexibility which have positively 

associated with job commitment. According to 

Umelue and Akwaeze (2019), functional flexibility 

have a more positive relation with job commitment 

in firms high in technological intensity, and in firms 

pursuing a quality or innovation strategy 

(Georgewill, 2021). Butler and Rivera, (2020) 

revealed that functional flexibility increased firm 

financial performance, productivity and job 

commitment. It is a source of competitive advantage 

in terms that firms become more productive because 

their managers emphasize the importance of 

flexibility. Functional flexibility has powerful 

impacts on job commitment in terms of engagement, 

turnover, and financial results. Access to flexibility 

results in reduced absenteeism and higher employee 

retention, reduced cycle times, and enhanced 

customer service, and contributes to greater 

customer retention and higher profits. In the other 

hand, poor employee‘s morale had negatively 

impact on turnover and retention rate. The flexible 

work arrangements was positively related to job 

satisfaction but negatively related to turnover 

intention. The main reasons “for employers to take 

up flexibility arrangements are to reduce costs and 

improve effectiveness, to match work provision 

closely to work demand, to put greater focus on 

work rather than job, establish clearer” (Georgewill, 

2021). 
 

III. METHODOLOGY 
Descriptive survey was adopted to 

investigate organizational flexibility and employee 

job commitment of selected Oil and Gas firms in 

Delta State. The “target population for this study is 

140 employees which made up of Nigerian Gas 

Company Limited (NGC) (50), Nigerian Upstream 

Petroleum Regulatory Commission (NUPRC) (36) 

and Nigerian Midstream and Downstream 

Petroleum Regulatory Authority (NMDPRA) (54) 

with a sample size of 120 derived from the total 

population using Taro Yamani (1967) Formula”. 

Three Oil and Gas Companies were chosen for this 

study. The instrument for data collection was 

“questionnaire. 

The reliability of the instrument was 

established by “using the test and retest method; the 

responses were analyzed using Cronbach Alpha in 

SPSS 21; the coefficient of reliability obtained was 
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0.84”. The researcher personally administered 

copies of “the questionnaire to the respondents after 

due permission from the managers of the respective 

selected Oil and Gas companies”. 120 Copies of the 

questionnaire were distributed to the selected oil and 

gas companies base on proportion and retrieved 

which showed 100% retrieval rate.Descriptive and 

inferential statistics were used for data analysis.  

The “research questions were answered using 

simple percentage and mean; while the hypotheses 

were tested using multiple regressions via SPSS 25 

at a significant level of 0.05. 

 

IV. ANALYSIS OF DATA AND 

INTERPRETATION 
120 copies of the questionnaire were 

distributed. 120 Copies of the questionnaire was 

distributed and retrieved appropriately which 

showed 100% retrieval rate.  The research questions 

were answered using simple percentage and mean. 

The hypotheses were tested using multiple 

regressions in SPSS 25 at a significant level of 0.05.  

 

Demographical Data of Respondents 

Table 1: Demographical Data of Respondents by Sex 

Variable “Frequency” “Percentage %” 

Male 80 67 

Female 40 33 

Total 120 100 

 Source: Field survey, 2023 

Table 1 show that, “80(67%) of the respondents were male while 40(33%) of the respondents were female”. 

Table 2: Demographical Data of Respondents by Age 

Variable (years) “Frequency” “Percentage (%)” 

Below 30 19 16 

30-40  35 29 

41-50 50 42 

Above 50 16 13 

Total 120 100 

Source: Field survey, 2023 

Table 2 show that, 19(16%) of the respondents were below 30 years, 35(29%) of the respondents were between 

30-40 years, 50(42%) of the respondents were between 41-50 years while 16(13%) of the respondents were 

above 50 years. 

Table.3: Demographical Data of Respondents by Education 

Variable “Frequency” “Percentage (%)”  

FSLC 14 11 

NCE/OND 35 29 

HND/BSC 50 42 

M.Sc./Ph.D 22 18 

Total 120 100 

Source: Field survey, 2023 

Table 3 indicated that “14(11%) of the total 

respondents were FSLC holder, 35 (29%) 

respondents were NCE/OND holder, 50(42%) of the 

total respondents were HND/B.Sc holder while 

22(18%) of the total respondents were M.Sc./Ph.D 

holder”. 

 

Answering of Research Questions 

The mean value of 2.5 is used as a bench mark. 

Mean value below 2.5 is considered as rejected 

while the mean value equal 2.5 and above is 

considered as “accepted”.  

 

Research Question 1 

“What are the effects of work time flexibilities on 

employee job commitment of Oil and Gas 

Companies in Delta State?” 
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Table 4: “Effect of Work Time Flexibility on Employee Job Commitment” 

S/N STATEMENTS SA A D SD Mean  STDEV Remark  

1.  ease achievement of work-life 60 

(50%) 

30 

(25%) 

20 

(17%) 

10 

(8%) 

3.17 21.60 Accepted 

2.  provides a family-friendly 

working environment. 

85 

(71%) 

5 

(4%) 

16 

(13%) 

14 

(12%) 

3.34 36.98 Accepted 

3.  boost employee satisfaction 

and organisational productivity 

35 

(29%) 

66 

(55%) 

11 

(9%) 

8 

(7%) 

3.07 26.87 Accepted 

4.  reduced absenteeism and 

tardiness, 

50 

(42%) 

47 

(39%) 

14 

(12%) 

9 

(8%) 

3.15 21.49 Accepted 

GRAND TOTAL 3.18 26.74 Accepted  

 

The means responses to items 1 – 4 in “Table 4 are: 3.17, 3.34, 3.07 and 3.15 respectively; with a grand mean 

and standard deviation of 3.18+26.74”. Base on this analysis, work time flexibility leads to “ease achievement 

of work-life; provides a family-friendly working environment; boost employee satisfaction and organisational 

productivity and reduced absenteeism and tardiness”. 

Research Question 2:  

“What are the effects of wages flexibility on employee job commitment of Oil and Gas Companies in Delta 

State?” 

“Table 5: Effects of Wages Flexibility on Job Commitment” 

S/N STATEMENT SA A D SD Mean  STDEV Remark  

5.  Engage employee 50 

(42%) 

40 

(33%) 

10 

(8%) 

20 

(17%) 

3.00 18.26 Accepted 

6.  Increase employee 

commitment 

42 

(35%) 

50 

(42%) 

16 

(13%) 

12 

(10%) 

3.02 18.83 Accepted 

7.  Increase performance 

and productivity 

70 

(58%) 

20 

(17%) 

30 

(25%) 

0 

(0%) 

3.33 29.44 Accepted 

8.  Enable innovation 

 

35 

(29%) 

40 

(33%) 

24 

(20%) 

21 

(18%) 

2.74 8.98 Accepted 

GRAND TOTAL 3.02 18.88 Accepted  

 

The means responses to items 5 – 8 in “Table 5 are: 3.00, 3.02, 3.33 and 2.75 respectively; with a grand mean 

and standard deviation of 3.02+18.88”. Base on this analysis, wages flexibility “engages employees, increase 

employee commitment, increase performance and productivity and enable innovation”. 

 

Research Question 3:  

“What are the effects of functional flexibility on employee job commitment of Oil and Gas Companies in Delta 

State?” 

“Table 6:  Effect of Functional Flexibility on Job Commitment” 

S/N STATEMENT SA A D SD Mean  STDEV Remark  

9.  Functional flexibility 

influence job 

commitment by skills 

development to perform 

different tasks 

65 

(54%) 

30 

(25%) 

15 

(13%) 

10 

(8%) 

3.25 24.83 Accepted 

10.  It prepares workers to 

face current and future 

challenges which in-

turn enhances job 

commitment. 

33 

(28%) 

80 

(67%) 

4 

(3%) 

3 

(3%) 

3.19 36.12 Accepted 

11.  It leads to efficiency 

and effective job 

commitment in 

achieving organization 

80 

(67%) 

15 

(13%) 

5 

(4%) 

20 

(17%) 

3.29 33.91 Accepted 
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goals. 

12.  It enhance and mould 

employees knowledge 

sharing and skills to 

ensuring job 

commitment  

44 

(37%) 

46 

(38%) 

14 

(12%) 

16 

(13%) 

2.98 17.36 Accepted 

GRAND TOTAL 3.18 28.06 Accepted 

 

The means responses to items 9 – 12 in “Table 6 are 3.25, 3.19, 3.29 and 2.98 respectively; with a grand mean 

and standard deviation of 3.18+28.06”. Base on this analysis, functional flexibility “influence job commitment 

by skills development to perform different tasks; prepares workers to face current and future challenges which 

in-turn enhances job commitment; it leads to efficiency and effective job commitment in achieving 

organizational goals and mould employees’ knowledge sharing to ensuring job commitment”.  

 

Test of Hypothesis 

The hypotheses are “tested using multiple regression in SPSS 21”. 

Y = 0  + 1X1 + 2X2 + 3X3  …………+ nXn 

JC = 0  + 1TF + 2WF + 3FF 

 

OUTPUT OF REGRESSION ANALYSIS IN SPSS 25 

Table 7: Variables Entered/Removed 

Model Variables Entered 

Variables 

Removed Method 

1 FF, TF, WFb . Enter 

a. “Dependent Variable: JC” 

b. “All requested variables entered”. 

 

 

Table 8: Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate Durbin-Watson 

1 .782a .612 .602 .11747 .074 

a. Predictors: (Constant), FF, TF,WF 

b. Dependent Variable: JC 

 

The R value of 0.7.82 “in the Model 

Summary Table (Table 8) represents the Pearson 

correlation; this implies that there is a strong and 

positive correlation across the variables since the 

value of r (0.782) tends to 1”.  The R Square value 

of 0.612 (Table 8) is “the coefficient of 

determination which shows proportion of the 

variance in the dependent variable that can be 

explained by the independent variables; this implies 

that 61% of the variation in Job Commitment (JC) 

can be explained by Work Time Flexibility (TF)), 

Wages Flexibility (WF) and Functional Flexibility 

(FF)”. 

 

Table 9: ANOVA 
“Model” “Sum of Squares” Df “Mean Square” F Sig. 

1 Regression 2.526 3 .842 61.009 .000b 

Residual 1.601 116 .014   

Total 4.127 119    

a. Dependent Variable: JC 

b. Predictors: (Constant), FF, TF, WF 

 

The value of Sig (0.00) in Table 9 indicates that, the independent variables combined has a statistically 

significant association with the dependent variable 
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Table 10: Coefficients 

Model 

“Unstandardized 

Coefficients” 

“Standardized 

Coefficients 

t Sig. 

“Collinearity Statistics 

B Std. Error Beta” Tolerance” VIF 

1 (Constant) 1.307 .165  7.913 .000   

TF .043 .045 .064 .975 .032 .788 1.270 

WF .164 .043 .241 3.789 .010 .825 1.212 

FF .420 .045 .623 9.246 .042 .736 1.359 

a. Dependent Variable: JC 

 

The individual Sig-value/p-value in Table 10 

indicates “whether or not each of the independent 

variables is statistically significant”.  

Therefore,  

 

Hypothesis 1: 

“There is no significant relationship between 

work time flexibility and employee job 

commitment in Oil and Gas Companies in Delta 

State”. 

 

The Sig-value of Operational Flexibility (0.032) in 

Table 10 indicates that, “there is a significant 

relationship between Work Time Flexibility and 

Employee Job Commitment, since the Sig-value 

(0.032) is lesser than 0.05; therefore, the null 

hypothesis which stated that there was no significant 

relationship between work time flexibility and 

employee job commitment in Oil and Gas 

Companies in Delta State”, is rejected. This implies 

that “there is a significant relationship between work 

time flexibility and employee job commitment in 

Oil and Gas Companies in Delta State”.For every 

additional effort of improving Work Time 

Flexibility (TF), Employee Job Commitment (JC) is 

expected to increase by 0.043 (Table 10) assuming 

other independent variables remain constant. 

 

Hypothesis 2: 

“There is no significant relationship between 

wages flexibility and employee job commitment 

in Oil and Gas Companies in Delta State”. 

The Sig-value of Structural Flexibility (0.010) in 10 

indicates that, “there is a significant relationship 

between Wages Flexibility and Employee Job 

Commitment, since the Sig-value (0.010) is lesser 

than 0.05; therefore, the null hypothesis which 

stated that there was no significant relationship 

between wages flexibility and job commitment” is 

rejected. This implies that “there is a significant 

relationship between wages flexibility and job 

commitment in Oil and Gas Companies in Delta 

State”.For every additional effort of improving 

Structural Flexibility (SF), Job Commitment (JC) is 

expected to increase by 0.164 (Table 4.2.4) 

assuming other independent variables remain 

constant. 

 

Hypothesis 3: 

“There is no significant relationship between 

functional flexibility and employee job 

commitment in Oil and Gas Companies in Delta 

State”. 

 

The Sig-value of “Functional Flexibility” (0.042) in 

Table 4.2.4 indicates that, “there is a significant 

relationship between Functional Flexibility and Job 

Commitment, since the Sig-value (0.042) is lesser 

than 0.05;  therefore, the null hypothesis which 

stated that there was no significant relationship 

between functional flexibility and job commitment” 

is rejected. This implies that “there is a significant 

relationship between functional flexibility and job 

commitment in Oil and Gas Companies in Delta 

State”.For every additional effort of improving 

Functional Flexibility (OF), Job Commitment (JC) 

is expected to increase by 0.420 (Table 4.2.4) 

assuming other independent variables remain 

constant.The coefficient for the intercept (Table 

4.2.4) means the expected Job Commitment when 

OF, SF and FF are not improved (at 0 states) is 

1.307 

 

V. Findings 
The finding from the analysis of research 

question 1 (Table 4) and test of hypothesis 1 (Table 

10), revealed that, there is a significant relationship 

between work time flexibility and employee job 

commitment in Oil and Gas Companies in Delta 

State. Work time flexibility ease achievement of 

work-life balance; provides a family-friendly 

working environment; boost employee satisfaction 

and organisational productivity, reduced 

absenteeism and tardiness. This finding is in line 

with the finding of Idowu (2020) who argued that 

work time flexibility provides a family-friendly 

working environment; boost employee satisfaction 

and company productivity. 
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The finding from the analysis of research 

question 2 (Table 5) and test of hypothesis 2 (Table 

10), revealed that, there is a significant relationship 

between wages flexibility and employee job 

commitment in Oil and Gas Companies in Delta 

State. Wages flexibility engage employees, increase 

employee commitment and satisfaction, increase 

performance, organisational productivity and enable 

innovation. This finding is in agreement with the 

view of Grigsby et al. (2021) who said that wages 

flexibility help employee to be full “engaged and 

committed to achieving organisational goal”. 

The finding from the analysis of research 

question 3 (Table 6) and test of hypothesis 3 (Table 

10), revealed that, there is a significant relationship 

between functional flexibility and job commitment. 

Fictional flexibility influence job commitment by 

skills development to perform different tasks; 

prepares workers to face “current and future 

challenges which in-turn enhances job commitment; 

it leads to efficiency and effective job commitment 

in achieving organizational goals and mould 

employees’ knowledge sharing to ensuring job 

commitment”. Ekweozor & Obara (2020) who said 

that functional flexibility deals with the idea that 

workers should be trained “to have a range of skills 

so that they can do other jobs as well as their own 

when necessary”. He further revealed that, 

Functional flexibility mould and further enhance 

employee’s knowledge and skills in ensuring that 

they are prepared to face current and future. 

 

VI. Conclusion 
Organizational flexibility has positive 

relationship with employee job commitment which 

leads to high productivity, job satisfaction and low 

absenteeism. It creates competitive opportunities, 

reduces losses, improves and grow job commitment 

and enables quick and effective response to dynamic 

environment.  Organisational flexibility also aids 

employees’ interaction, knowledge-share and helps 

employees to discover new ways to carry out 

business and daily activities more efficiently.  More 

also, it aids skills development to perform different 

tasks; prepares workers to “face current and future 

challenges” which in-turn enhances employee job 

commitment. 

 

Recommendation 

1. Mangers  should adopt work time flexibility to 

enables employees to easily achieve work-life 

balance. 

2. Organizational should adopt wages flexibility to 

fully engage employee and increase job 

commitment. 

3. Oil and gas companies should adopt functional 

flexibility to enhance employee’s skills 

development and training which will aid 

employees to perform different tasks; prepares 

workers to face current and future challenges. 
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