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ABSTRACT

As workplaces evolve to meet the needs of today’s workforce, flexible work arrangements (FWAs) have become crucial in enhancing employee satisfaction and
achieving a healthier work-life balance. This study explores how various FWAs—such as telecommuting, hybrid models, and flexible working hours—affect job
satisfaction. Using a mixed-methods approach that combines surveys with statistical analysis, the research assesses employee attitudes and productivity across
different flexible work models. The findings indicate that FWAs significantly boost morale, reduce burnout, and positively influence organizational performance.
These insights are valuable for HR professionals aiming to implement employee-centric workplace policies.
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Introduction

The modern global workplace is undergoing transformation, fueled by technological advancements, changing employee expectations, and events like the
COVID-19 pandemic. These factors have accelerated the adoption of flexible work arrangements, reshaping the dynamics between employers and
employees, as well as the nature of work itself. Employees increasingly seek autonomy, mental well-being, and the ability to balance work with personal
life—needs that FWAs effectively address.

Common FWA models include telecommuting, hybrid work schedules, compressed workweeks, and flexible hours, all of which grant employees greater
control over when, where, and how they work. These arrangements have been linked to higher engagement, increased productivity, reduced absenteeism,
and improved retention rates.

This research is grounded in several theoretical frameworks:

1. Work-Life Balance Theory: Suggests that effectively managing work and personal life reduces stress and enhances satisfaction.
2. Job Satisfaction Theory: Emphasizes autonomy, recognition, and task variety as key factors in satisfaction, all of which FWAs support

3. Self-Determination Theory (SDT): Posits that autonomy, competence, and relatedness are crucial for personal growth, which flexible
systems nurture.

4.  Social Exchange Theory: Views flexibility as a reciprocal relationship, where employer trust fosters employee commitment.
5. Conservation of Resources (COR) Theory: Considers FWAs a way to conserve employees’ time and energy, reducing stress and improving
well-being.

Organizational Profile: KEG HR Services

KEG HR Services specializes in comprehensive HR solutions for small and medium enterprises. Focused on enhancing people management and business
outcomes, KEG offers services ranging from HR consulting and outsourcing to payroll and recruitment. By embracing flexible work arrangements and
innovative HR strategies, KEG serves as an exemplary case for successful FWA implementation.

Literature Review

Extensive research supports the link between FWAs and increased employee satisfaction. Studies from various regions and sectors report that employees
with access to FWAs enjoy better mental health, higher motivation, and greater productivity.
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Gallup (2019) found that nearly 70% of workers with flexible schedules reported increased job satisfaction, with flexibility also associated with greater
engagement and lower burnout.

Wang and Liu (2020) noted that flexible and remote work in China’s tech industry enhanced productivity and mental well-being.
Allen et al. (2013) observed that North American remote employees experienced increased autonomy and motivation alongside reduced stress.

Sengupta and Goswami (2018) highlighted how flexible schedules in Indian businesses helped employees manage caregiving duties and improved job
satisfaction.

Common benefits of FWAs include:
1. Improved work-life balance
2. Increased job satisfaction
3. Enhanced productivity
4.  Better employee retention
5. Cost savings for employers
6.  More inclusive and accessible workplaces

7. Environmental benefits from reduced commuting

Research Methodology

Objectives
1. . Primary Objective:
-To assess how FWA:s influence employee satisfaction.
2. . Secondary Objectives
- Examine productivity under FWAs.
- ldentify stress and burnout levels.
- Understand employee preferences across different FWA types
Hypotheses:
H1: FWAs boost employee productivity.
H2: Flexible schedules reduce stress and promote work-life balance.
H3: Uncertainty within FWAs may cause dissatisfaction.
H4: FWAs generally lead to greater job satisfaction.
Sampling and Data Collection:

The study used purposive and snowball sampling to gather data from 60 employees across HR, finance, BPO, and administrative departments. Responses
were collected via a 5-point Likert scale questionnaire evaluating perceptions and attitudes toward FWAs.

Data Analysis

Pictorial Representations (Pie Charts)
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Age Group
® 2025
* 253
o 35

Gender
® Male
® Female

Gender

Job Role

Job Roles
Accountants
Payroll Executive
HA Intern
HR Recruiter
Customer Service - 8PO
Freshers
Admanistrator
Quality Checker

LR R R R BN N J

Productivity Work

Productivity Work
® Home
® Hybnd Mode
® Office
® Both
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Descriptive Statistics

Responses

&
&
e
Q

Age Group Respondents Percentage

20-25 34 56.6%

25-30 25 41.8%

30-35 1 1.6%

Gender Respondents Percentage

Male 38 63.3%

Female 22 36.7%

Role Respondents Percentage

Accountant 17 28.3%

Payroll Executive 15 25%

HR Intern 10 16.6%

Customer Service 9 15%

Others 9 15.1%

Responses
Very Satisfied
Somewhat Satisfied
Neither Satisfied nor Dissatisfied
SomewWhat Dissatishied
Very Dissatified

Key Findings

45% reported improved work-life balance through hybrid work models.

43.3% were satisfied with the technology supporting remote work.

46.6% felt productivity increased under hybrid arrangements.

35.2% worked remotely 3—4 days per week.

Chi-square value: 10.461

Degrees of freedom: 4

Hypothesis Testing: Chi-Square Test

Critical value (5% significance): 9.488

Conclusion: Since the chi-square statistic exceeds the critical value, the null hypothesis is rejected, confirming a significant association
between FWAs and employee satisfaction.
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Recommendations

1. Clearly define hybrid work policies to minimize ambiguity.

2. Ensure equal opportunities for both remote and office-based employees.

3. Shift performance evaluations to focus on results rather than time logged.

4. Invest in digital tools and infrastructure to support effective remote collaboration.
Conclusion

KEG HR Services exemplifies the benefits of integrating FWAs into modern business practices. By adopting remote work, flexible schedules, and
outcome-oriented performance measures, the company has seen improvements in employee morale, productivity, and retention. This study underscores
that flexible work arrangements are a sustainable and effective approach to enhancing job satisfaction and organizational success. Employees with control
over their schedules report lower stress, higher motivation, and stronger commitment to their organizations.
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