
INTRODUCTION

Many organizations are offering their employees 
“flexible work arrangements” [1]. Scholars claim that 
flexible work practices facilitate work-life balance for 
the employees [2, 3, and 4]. In this paper, “flexible 
work arrangements” will be dissected into its various 
components and an effort will be made to establish 
their impact on employees’ work-life balance. In the 
conclusion, an inference will be drawn how “flexible 
work arrangements” holistically impact “work-life 
balance” of the employees.

FLEXIBLE WORK ARRANGMENTS

“Flexible work arrangements” mean an employee’s 
ability to change the schedule and place of his 
work shift. It also entails flexi-time working, 
compressed working hours, job sharing, sabbaticals, 
telecommuting and childcare provisions [5 
and 6].Each of the arrangement could be used 
individually; or they can be combined to complement 
each other [7].

FLEXIBLE WORK ARRANGEMENT COMPO-
NENTS

1.	� Flexi-time working empowers employees to 
decide their check-in and check-out time of their 
work shifts.  

2.	� Part-time working is one of the most common 
types of methods in which employees are 
agreeing to work less number of hours than the 
full-time.  

3.	� Compressed working hours allows employees to 
work his hours over four days in a week instead 
of five. 

4.	� Job-sharing is a mechanism under which two 
employees having the same job share the job 
and split the hours so that each one has a part-
time position. They also split the remuneration, 
holidays and fringe benefits. 

5.	� Sabbaticals allow employees to take career 
breaks for various purposes. 

6.	� Telecommuting allows employees to do their 
job by using information and communication 
technology without being physically present at 
the workplace.
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7.	� Childcare options are a means to help employees’ 
with adequate care of their children when both 
the parents are at the workplace away from 
home. This may include crèche facility and day 
nursery for the children. 

BENEFITS FOR THE ORGANIZATIONS

Organizations introduce “flexible work 
arrangements” as part of their work-life balance 
policy. Flexible working helps organizations in 
attracting, recruiting, and retaining highly qualified 
employees [8]. Flexible working leads to increased 
productivity, increased profitability, reduced 
employee turnover and absenteeism rate [9]. 

BENEFITS FOR THE EMPLOYEES

The various components of “flexible work 
arrangements” benefit employees in different 
ways. Flexi-time helps an employee to look after 
his personal activities without having to take time-
off from work. Compressed working hours lead 
to additional free time for the employee during 
the working week. Job-sharing allows employees 
sufficient time to attend to their personal chores. 
Sabbaticals give employees career breaks and help 
them achieve work-life balance. Telecommuting 
allows employees to work from their home by using 
information and communication technology. This 
helps employees to look after their family and other 
personal chores. Childcare measures extended by 
employers help their employees achieve work-
life balance, particularly in the backdrop of dual 
earning families. Therefore, all the benefits flowing 
from different components of the “flexible work 
arrangements” help employees in achieving work-
life balance [10].

WORK-LIFE BALANCE

Work-life balance can be defined as “satisfaction and 
good functioning both at work and at home with a 
minimum of role conflict”. Work-life balance is a wide 
ranging concept involving proper prioritization work 
and personal life. It is essentially balancing between 
responsibilities at workplace, family responsibilities 
and leisure. It is, however, challenging to achieve 
work-life balance in this unpredictable and rapidly 
changing world today [11, 12 and 13].  

RELATIONSHIP BETWEEN FLEXIBLE WORK 
ARRANGEMENTS AND WORK-LIFE BALANCE

In the foregoing part of this paper, an attempt has 
been made to define broad components of “Flexible 
work arrangements”. However, flexible work 
arrangements may mean different things to different 
people. In general, flexibility in one’s work schedule 
typically depends on the life stage of the person. 
Employees who ask for flexibility in their work 
schedules include mothers with young children, 
people reaching retirement age, but who do not want 
to quit completely yet, and adults who are caring for 
their aging parents. People also ask for flexible work 
schedule who are going through major life change. 
For example, someone who is dealing with a loss of 
close family member or someone who is sick and 
needs accommodations for doctor’s appointments 
and treatments may need to have a flexible schedule 
for a short period or indefinitely. The idea of 
having a flexible work schedule is seen as a positive 
motivating factor that can lead to increased happiness 
and overall wellbeing which in turn promotes better 
work-life balance. It may therefore be fair to infer 
that implementation of flexible work arrangements 
have a positive relationship with work-life balance 
Opportunity for flexible work arrangement influence 
productivity, performance, job satisfaction as well as 
organizational commitment on the part of employees 
[14].
Flexi time give opportunities to the employees to 
accommodate their personal needs [15].
Part-time working empowers employees to work 
continuously while increasing their leisure time [16]
In compressed working, the employee can start 
work early and finish late so that they can build 
up additional hours and get a leave for a day from 
the work. This helps an employee enjoy a longer 
weekend / more time away from work without a 
reduction in pay. This promotes their mental and 
physical well being, which in turn leads to work-life 
balance [17].
In job-sharing, two employees share a job and split 
the remuneration as well as other fringe benefits 
proportionately. In case of personal exigencies, either 
one has the leeway to remain absent from work [18].
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In telecommuting, all or part of the duties, tasks 
and responsibilities of the employees are carried 
out by them from their home using information and 
communication technology. It helps employees save 
on travelling cost and time, allow more flexibility 
in the working hours and consequently leads to 
increase in the job satisfaction [19].

 WELLBEING AND WORK-LIFE BALANCE

The definition of wellbeing is associated with health 
and wellness. It may be observed that all components 
of flexible work arrangements and the benefits for the 
employees flowing from them lead to physiological 
and mental wellbeing. Researchers have suggested 
that physiological and mental wellbeing significantly 
help to promote work-life balance [20 and 21]. 

DISCUSSION

Flexible work arrangements have been introduced in 
various organizations from time to time to improve 
the overall wellbeing of its employees so that 
their productivity increases and consequently the 
profitability of the organization. Research reveals that 
workplace flexibility empowers employees to control 
when, where, and how much time they should spend 
working so that they get adequate time to satisfy their 
non-work needs. This kind of arrangement induces a 
sense of mental peace and propels them to give their 
best to the organization. Each and every component 
of flexible work arrangement contributes to satiate 
those human needs, which leads to improved work-
life balance of the employees. 

CONCLUSION

This paper examined the relationship between 
flexible work arrangements and work-life balance. 
It showed that flexible work arrangements improve 
physiological and mental wellbeing of the employees. 
This helps employees to strike an optimum work-life 
balance which leads to greater output, commitment 
and loyalty towards the organization. It may 
therefore be inferred that prevalence of flexible work 
arrangement creates a positive impact on work and 
non-work lives of the employees. Looking to the 
benefits that accrue from a healthy work-life balance, 
the policy of flexible work arrangement is a win-
win situation for the employees as well as for the 
organization. 

REFERENCES
1.	 Expert Group Meeting, “Work-Life Policy, Practice 

and Potential,” Presentation to the Management 
Committee Office of the Focal Women in the United 
Nations, Office of the Focal Point for Women, United 
Nations, 2010.

2.	 P. Thomson, “The Business Benefits of 
Flexible Working,” Strategic HR Review, 
Vol. 7, No. 2, 2008, pp. 17-22.  http://dx.doi.
org/10.1108/14754390810853129

3.	 E. Pruyne, M. Powell and J. Parsons, “Developing a 
Strategy for Employee Wellbeing: A Framework for 
Planning and Action,” Ashridge Business School, 
Nuffield Health, 2012.

4.	 D. Hofacker and S. Konig, “Flexibility and Work-Life 
Conflict in Times of Crisis: A Gender Perspective,” 
International Journal of Sociology and Social Policy, 
Vol. 33, No. 9-10, 2013, pp. 613-635.  http://dx.doi.
org/10.1108/IJSSP-04-2013-0042

5.	 D. Torrington, S. Taylor, L. Hall and C. Atkinson, 
“Human Resource Management,” Financial Times 
Prentice Hall, New Jersey, 2011.

6.	  D. Possenried and J. Plantenga, “Access to Flexible 
Work Arrangements, Working-Time Fit and Job 
Satisfaction,” Tjalling C. Koopmans Research 
Institute, Utrecht, 2011.

7.	  H. Chung, “Flexibility for Whom? Working Time 
Flexibility Practices of European Companies,” 
Tilburg University, Tilburg, 2009

8.	 R. Croucher and C. Kelliher, “The Right to 
Request Flexible Working in Britain: The Law and 
Organizational Realities,” European Journal of 
Comparative Law and Industrial Relations, Vol. 21, 
No. 3, 2005, pp. 503-529.

9.	 C. Kelliher and D. Anderson, “Doing More with Less? 
Flexible Working Practices and Intensification of 
Work,” Human Relations, Vol. 63, No. 1, 2010, pp. 83-
106. http://dx.doi.org/10.1177/0018726709349199

10.	 Anon, “Flexible Working as Human Resource 
Strategy: Benefits to the Organization and its 
Personnel,” Strategic Direction, Vol. 24, No. 8, 2008, pp. 
9-11. http://dx.doi.org/10.1108/02580540810884584

11.	 S. Lewis and A. L. Humbert, “Work-Life Balance, 
Flexible Working Policies and the Gendered 
Organization,” Equality, Diversity and Inclusion: An 
International Journal, Vol. 29, No. 3, 2010, pp. 239-
254. http://dx.doi.org/10.1108/02610151011028840   

12.	 M. Shapiro, C. Ingols, R. O’Neill and S. Blake-Beard, 
“Making Sense of Women as Career Self-Agents: 
Implications for Human Resource Development,” 
Human Resource Development Quarterly, Vol. 20, 
No. 4, 2009, pp. 477-501. http://dx.doi.org/10.1002/



G.L. Bajaj Institute of Management and Research	�  Optimization

Volume 14, No. 02 | July - December, 2022 ISSN No. 0974-098826

hrdq.20030 
13.	   H. Lingard and V. Francis, “Managing Work-Life 

Balance in Construction,” Spon Press, New York, 
2009. 

14.	 A.-K. Abendroth and L. den Dulk, “Support for 
the Work-Life Balance in Europe: The Impact of 
State, Workplace, and Family Support on Work-
Life Balance Satisfaction,” Work, Employment, and 
Society, Vol. 25, No. 2, 2011, pp. 234-256. http://
dx.doi.org/10.1177/0950017011398892

15.	 S. K. Lyness and K. M. Judiesch, “Can a Manager 
have a Life and a Career? International and 
Multisource Perspective on Work-Life Balance and 
Career Advancement Potential,” Journal of Applied 
Psychology, Vol. 93, No. 4, 2008, pp. 789-805. http://
dx.doi.org/10.1037/0021-9010.93.4.789

16.	 K. Lockett, “Work/Life Balance for Dummies,” John 
Wiley & Sons, Hoboken, 2012.

17.	  T. Looker, “Manage Your Stress for a Happier Life,” 
Copyright Licensing Agency Limited, London, 2011.   

18.	  G. Lowe, “Under Pressure: Implication of Work-Life 
Balance and Job Stress,” Wilson Banwell PROACT 
Human Solutions, Kingston, 2006. 

19.	 E. Pruyne, M. Powell and J. Parsons, “Developing a 
Strategy for Employee Wellbeing: A Framework for 
Planning and Action,” Ashridge Business School, 
Nuffield Health, 2012.

20.	 E. E. Kossek, T. Kalliath and P. Kalliath, “Achieving 
Employee Wellbeing in a Changing Work 
Environment,” International Journal of Manpower, 
Vol. 33, No. 7, 2012, pp. 738-753.  http://dx.doi.
org/10.1108/01437721211268294

21.	 R. N. Baptiste, “Tightening the Link between 
Employee Wellbeing at Work and Performance,” 
Management Desicion, Vol. 46, No. 2, 2008, pp. 284-
308.


