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Abstract

The study investigates the impact of workplace flexibility on employee performance and work-family balance
within Andhra Pradesh's higher education sector. The research examines six dimensions of workplace flexibility,
namely flexible working hours, remote work options, job-sharing arrangements, compressed workweeks, part-
time employment, and leave policies. Through a mixed-methods approach, including surveys and interviews with
faculty and administrative staff, the study seeks to understand how these flexibility measures influence employee
productivity, job satisfaction, and the ability to balance professional and personal responsibilities. The findings
aim to provide insights into the effectiveness of workplace flexibility initiatives in enhancing employee well-being
and organizational performance. The study also discusses the implications for policy-making and institutional
practices to foster a supportive work environment in higher education.

Keywords: Workplace Flexibility, Employee Performance, Work-Family Balance, Higher Education, Job
Satisfaction, Organizational Performance.

Problem Statement

In the dynamic landscape of higher education, balancing professional obligations with personal responsibilities
poses a significant challenge for employees. Traditional work arrangements often fail to accommodate the diverse
needs of faculty and administrative staff, leading to issues such as decreased job satisfaction, burnout, and reduced
productivity. These challenges are particularly pronounced in Andhra Pradesh's higher education sector due to the
demanding nature of academic and administrative roles. Despite growing recognition of the benefits of workplace
flexibility, there is limited empirical evidence on its impact within this context. This gap in research leaves
institutions without clear guidance on how to implement effective flexibility measures that can enhance employee
performance and work-family balance. To address this gap, this study systematically investigates the effects of
various workplace flexibility arrangements, including flexible working hours, remote work options, job-sharing,
compressed workweeks, part-time employment, and leave policies. By examining the relationship between these
flexibility measures and key outcomes such as employee productivity, job satisfaction, and work-family balance,
the research aims to provide actionable insights for policymakers and higher education administrators. The goal
is to develop strategies that promote a supportive work environment, thereby improving both employee well-being
and institutional performance.

INTRODUCTION

Workplace flexibility has emerged as a critical factor in shaping employee well-being and
organizational performance in various sectors, including higher education. As the demands of
academic and administrative roles intensify, the need for flexible work arrangements becomes
increasingly evident. This study focuses on Andhra Pradesh's higher education sector, where
balancing professional responsibilities and personal life remains a significant challenge for
employees. Previous research highlights the potential benefits of workplace flexibility, such as
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enhanced job satisfaction, reduced stress, and improved productivity (Smith et al., 2020; Brown
& Green, 2021). However, there is a notable gap in empirical evidence specifically addressing
how these benefits manifest in the higher education context of Andhra Pradesh.

The higher education sector in Andhra Pradesh comprises universities, colleges, and research
institutions, each with unique administrative and academic demands. Faculty members often
juggle teaching, research, and administrative duties, while administrative staff manage
complex organizational tasks. These multifaceted roles necessitate a work environment that
supports flexibility to prevent burnout and ensure optimal performance. Despite the recognized
importance of workplace flexibility, the extent to which it is implemented and its impact on
employee outcomes in Andhra Pradesh's higher education institutions remains underexplored
(Rao et al., 2021).

Flexible working hours have been identified as a crucial component of workplace flexibility,
allowing employees to tailor their work schedules to better align with personal commitments.
Research suggests that flexible working hours can lead to higher job satisfaction and
productivity (Johnson et al., 2021). In the context of higher education in Andhra Pradesh,
flexible working hours could alleviate the pressures faced by faculty and staff, enabling them
to manage their diverse responsibilities more effectively. However, there is limited data on the
prevalence and effectiveness of such arrangements within this sector.

Remote work options have gained prominence, especially in the wake of the COVID-19
pandemic. Studies indicate that remote work can enhance work-life balance and reduce
commuting stress (Lee & Lee, 2022). In Andhra Pradesh, where travel times can be substantial,
remote work could offer significant benefits to higher education employees. Preliminary
findings suggest that remote work arrangements have been sporadically adopted in some
institutions, but comprehensive analysis of their impact on employee performance and work-
family balance is lacking (Nayak & Mishra, 2022).

Job-sharing and compressed workweeks are additional flexibility measures that have shown
promise in other sectors. Job-sharing allows two employees to share the responsibilities of one
full-time position, while compressed workweeks enable employees to work longer hours over
fewer days. These arrangements can provide substantial relief for higher education employees,
helping them manage workload and personal commitments more effectively (Patel et al., 2023).
Despite their potential, the adoption and outcomes of job-sharing and compressed workweeks
in Andhra Pradesh's higher education sector have not been thoroughly investigated.

Part-time employment and supportive leave policies also play a significant role in promoting
workplace flexibility. Part-time roles can offer a viable solution for those who need to balance
work with other life priorities, while comprehensive leave policies, including parental and sick
leave, can significantly enhance employee well-being (Sharma & Reddy, 2020). In the higher
education context, these measures could support faculty and staff in managing their diverse
roles without compromising their health or family responsibilities. However, detailed studies
on their implementation and effectiveness in Andhra Pradesh are scarce.

Preliminary findings from other regions suggest that workplace flexibility can lead to improved
employee performance, higher job satisfaction, and better work-family balance (Thakur &
Singh, 2021). However, these findings are not universally applicable, and contextual
differences must be considered. In Andhra Pradesh, cultural, infrastructural, and institutional
factors may influence the effectiveness of flexibility measures. Understanding these nuances is
crucial for developing strategies that are tailored to the specific needs of higher education
employees in this region.
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In summary, while the benefits of workplace flexibility are well-documented in various sectors,
there is a significant research gap in understanding its impact within Andhra Pradesh's higher
education sector. This study aims to fill this gap by systematically investigating the effects of
flexible working hours, remote work options, job-sharing, compressed workweeks, part-time
employment, and leave policies on employee performance and work-family balance. By
addressing these gaps, the research seeks to provide actionable insights for policymakers and
administrators to foster a supportive and productive work environment in higher education
institutions in Andhra Pradesh.

LITERATURE REVIEW
Employee Performance

Brown and Green (2021) found that flexible work arrangements, including remote work and
flexible hours, lead to improved productivity and job performance. Flexibility allows
employees to work when they are most productive, enhancing overall performance. Gajendran
and Harrison (2021) demonstrated that telecommuting improves job performance by reducing
distractions and allowing employees to create a more focused work environment at home. Allen
et al. (2021) emphasized that employee performance is significantly enhanced by job
satisfaction, which is fostered through flexible work arrangements. Satisfied employees are
more motivated and perform better. Chung and van der Lippe (2022) found that flexible
working hours and remote work options lead to higher employee performance by allowing
workers to manage their energy and focus more effectively. Madsen et al. (2022) discussed that
compressed workweeks can lead to higher performance levels by reducing burnout and
providing employees with longer continuous rest periods. Kelliher et al. (2023) highlighted that
part-time work arrangements, when well-supported, can enhance performance by allowing
employees to manage their workloads more effectively.

Hi: Telecommuting options are positively associated with employee performance.
Telecommuting Options

Wang et al. (2020) found that telecommuting enhances work-life balance and reduces
commuting stress, leading to higher job satisfaction and productivity. The study highlighted
the importance of effective work design in remote working arrangements. Oakman et al. (2020)
emphasized that telecommuting can mitigate workplace stress and improve mental health,
particularly during the pandemic. The research noted that remote work flexibility is critical for
employee well-being. Charalampous et al. (2021) investigated the long-term impacts of
telecommuting and found that sustained remote work can lead to improved job performance
and reduced turnover intentions due to increased job satisfaction. Allen et al. (2021) noted that
telecommuting enhances productivity by allowing employees to work in a more comfortable
environment, thus reducing workplace distractions and increasing focus.

Vega et al. (2022) explored the role of organizational support in telecommuting, finding that
adequate support systems and technology infrastructure are essential for maximizing the
benefits of remote work. Felstead and Reuschke (2022) highlighted the disparities in
telecommuting experiences across different job roles and sectors, suggesting that not all
positions are equally suited for remote work.

H;: Compressed workweeks are positively associated with employee performance.
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Compressed Workweeks

Thakur and Singh (2021) found that compressed workweeks lead to improved job satisfaction
and reduced absenteeism among employees. This arrangement supports better work-life
balance. Fisher et al. (2020) examined the impact of compressed workweeks on employee
stress levels and found that this arrangement significantly reduces stress by providing longer
continuous rest periods. Kelliher et al. (2020) studied the productivity outcomes of compressed
workweeks and reported that employees on compressed schedules showed higher levels of
productivity and job performance. Lee and Kim (2021) highlighted the potential for
compressed workweeks to improve employee morale and retention, particularly in high-stress
industries. Spreitzer et al. (2022) explored the organizational impacts of compressed
workweeks, finding that companies that adopt this policy often see a boost in overall team
performance and collaboration. Henderson and Gibb (2023) discussed the potential long-term
benefits of compressed workweeks on employee mental health and overall life satisfaction.

Hj3: Part-time work opportunities are positively associated with employee performance.
Part-Time Work Opportunities

Sharma and Reddy (2020) demonstrated that part-time work significantly enhances job
satisfaction and reduces burnout. Employees in part-time roles reported higher levels of work-
life balance and overall well-being. Kiinn-Nelen (2021) investigated the impact of part-time
work on career progression and found that while part-time roles offer better work-life balance,
they may also pose challenges for career advancement. Cunningham et al. (2021) highlighted
that part-time work opportunities can improve employee retention by offering greater
flexibility to meet personal commitments. Beckers et al. (2022) explored the psychological
benefits of part-time work, noting that employees in part-time positions reported lower levels
of stress and higher job satisfaction. Williams and Smith (2023) analyzed the role of part-time
work in promoting gender equality in the workplace, finding that part-time opportunities can
support better work-life integration for women. Harris and Pringle (2023) discussed how part-
time work can serve as a transition for employees nearing retirement, helping them gradually
reduce workload while maintaining engagement.

Hy: Job sharing is positively associated with employee performance.
Job Sharing

Patel et al. (2023) found that job sharing leads to higher job satisfaction and reduced burnout.
The study highlighted that job sharing allows employees to better manage their work and
personal lives, enhancing overall productivity. Clarke et al. (2020) explored the feasibility of
job sharing in managerial positions, finding that it can be successfully implemented with proper
coordination and support from the organization. Ladge et al. (2021) examined the impact of
job sharing on work-family conflict, reporting that job sharing significantly reduces work-
family conflict by allowing better division of labour. Mayo and Thomas (2021) discussed the
implementation of job sharing in academic roles, noting that it promotes a more inclusive work
environment and supports career progression for working parents. Hill et al. (2022) found that
job sharing improves employee engagement and collaboration, as shared responsibilities
encourage teamwork and mutual support. Pritchard et al. (2023) highlighted the potential for
job sharing to enhance work-life balance and reduce turnover intentions by providing greater
flexibility and support for employees.

Hs: Flexible leave policies are positively associated with employee performance.
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Flexible Leave Policies

Smith et al. (2020) demonstrated that comprehensive leave policies lead to higher job
satisfaction and reduced stress. Employees with access to flexible leave options reported better
work-life balance and overall mental health. Chen et al. (2021) found that flexible leave
policies positively impact employee engagement and loyalty. Employees who feel supported
in their need for time off are more likely to remain committed to their organization. Kaufman
et al. (2021) explored the effect of paid parental leave on employee well-being and job
satisfaction, finding that such policies significantly improve both outcomes. Hammer et al.
(2022) reported that flexible sick leave policies reduce presenteeism and improve overall health
outcomes by allowing employees to take necessary time off without fear of reprisal. Bakker et
al. (2023) highlighted that flexible leave policies can significantly reduce turnover intentions
by fostering a supportive work environment that values employee well-being. Nielsen et al.
(2023) discussed how flexible leave policies can support diversity and inclusion efforts by
accommodating the varied needs of a diverse workforce.

Hg: Employee assistance programs are positively associated with employee performance.
Employee Assistance Programs

Lee et al. (2021) found that EAPs significantly improve employee well-being and reduce
turnover. Employees who utilized EAP services reported higher job satisfaction and better
mental health. Meyers et al. (2021) highlighted that EAPs provide critical support for
employees dealing with personal or professional challenges, enhancing overall productivity
and engagement. Nielsen and Daniels (2022) examined the effectiveness of EAPs in addressing
workplace stress, finding that employees who access EAP services report lower stress levels
and higher job satisfaction. Siu et al. (2022) found that EAPs are particularly effective in
supporting employees through mental health challenges, contributing to a healthier and more
productive workforce. LaMontagne et al. (2022) reported that companies with well-
implemented EAPs see significant reductions in absenteeism and presenteeism, as employees
feel more supported in managing their personal and professional lives. Wang and Hsieh (2023)
discussed the role of EAPs in enhancing organizational culture by promoting mental health
awareness and providing resources for employees to manage stress effectively.

METHODOLOGY

This study employs a mixed-methods research design to investigate the effects of workplace
flexibility on employee performance in Andhra Pradesh's higher education sector. Data
collection will involve both primary and secondary sources. Primary data will be gathered
through surveys and interviews with faculty and administrative staff from selected higher
education institutions. The sample frame includes all full-time and part-time employees in these
institutions. A stratified random sampling technique will be utilized to ensure representation
across different job roles and departments, aiming for a sample size of 347 respondents.
Statistical tools such as reliability analysis, confirmatory factor analysis and structure equation
modelling will be employed to analyse the data. The survey instrument will include a structured
questionnaire with Likert scale rating parameters ranging from 1 (strongly disagree) to 5
(strongly agree) to measure variables such as telecommuting options, compressed workweeks,
part-time work opportunities, job sharing, flexible leave policies, employee assistance
programs, and employee performance. This comprehensive approach will allow for a thorough
examination of the relationships between workplace flexibility and employee performance,
providing actionable insights for policymakers and administrators in the higher education
sector.
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Conceptual Model

Telecommuting Options

Compressed Workw eeks

Part-Time Work
Opportunities i Emplovee Performance

3 -

Job Sharing

Flexible Leave Policies

Emplovee Assistance

Programs

RESULTS AND DISCUSSIONS
Reliability Analysis

Variable Cronback Alpha
Telecommuting Options 0.921
Compressed Workweeks 0.888
Part-Time Work Opportunities 0.916
Job Sharing 0.914
Flexible Leave Policies 0.897
Employee Assistance Programs 0.910
Employee Performance 0.907
Overall 0.972

The table provides Cronbach's alpha values for various constructs measured in the study,
indicating the internal consistency and reliability of the survey instrument used. Cronbach's
alpha is a statistic that measures the reliability of a set of scale or test items. It is expressed as
a number between 0 and 1, with higher values indicating greater reliability and internal
consistency among the items in the scale. Generally, a Cronbach's alpha value of 0.70 or above
is considered acceptable in social science research, while values above 0.80 are regarded as
good, and values above 0.90 are considered excellent.

In this study, each construct achieved a Cronbach's alpha value well above the 0.70 threshold,
demonstrating strong internal consistency for the items within each construct. The first
construct achieved a Cronbach's alpha of 0.921, indicating an excellent level of reliability. This
suggests that the items designed to measure this construct are highly correlated and consistently
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reflect the same underlying concept. Such a high alpha value implies that respondents found
the items clear and interpreted them similarly, leading to reliable and repeatable results.

The second construct has a Cronbach's alpha of 0.888, which is also within the range of good
internal consistency. Although slightly lower than the first construct, this value still represents
a strong level of reliability. It indicates that the items measuring this construct are well-
correlated and consistently reflect the construct being measured. This high level of internal
consistency ensures that the results for this construct are dependable and can be used
confidently in further analysis.

The third construct, with a Cronbach's alpha of 0.916, also demonstrates excellent reliability.
This high value indicates that the items are highly consistent in their measurement of the
construct, reflecting a clear and coherent understanding among respondents. Such strong
reliability suggests that the items are effectively capturing the intended construct and can
provide meaningful insights into the study.

Similarly, the fourth construct achieved a Cronbach's alpha of 0.914, indicating excellent
internal consistency. This value suggests that the items are highly reliable in measuring the
construct, providing confidence in the validity of the data collected. This level of reliability is
crucial for ensuring that the construct is accurately represented and that the findings are
trustworthy.

The fifth construct has a Cronbach's alpha of 0.897, indicating a very good level of internal
consistency. While slightly below the 0.90 threshold, this value still reflects a high degree of
reliability among the items. It suggests that the items are well-aligned in measuring the
construct, ensuring that the data is reliable and valid for analysis.

The sixth construct achieved a Cronbach's alpha of 0.910, which falls within the excellent
range. This high value demonstrates that the items are highly consistent and reliable in
measuring the construct. Such a strong level of internal consistency provides confidence in the
accuracy and dependability of the data collected for this construct.

The overall Cronbach's alpha for the entire survey instrument is 0.972, indicating an
outstanding level of internal consistency across all constructs. This exceptionally high value
suggests that the survey instrument as a whole is highly reliable, with all items consistently
measuring their respective constructs. The overall reliability of the instrument ensures that the
data collected is robust and can be used with confidence in further analyses and interpretations.

Confirmatory Factor Analysis
Fit Indices (FI1)

Fit Indices Observed Result
CMIN; 2.098 Acceptable Fit
CFIL; 0.956 Acceptable Fit
TLI; 0.924 Acceptable Fit
PNFI, 0.63 Acceptable Fit
RMSEA; 0.066 Acceptable Fit

The table presents various fit indices used to evaluate the goodness-of-fit of a structural
equation model. Each index provides insight into different aspects of the model's fit to the
observed data. The first index indicates that the model's discrepancy per degree of freedom is
within the acceptable range, suggesting that the model adequately represents the data without
overfitting. The second index, which is above the threshold of 0.95, indicates an excellent fit
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relative to a baseline model, demonstrating significant improvement and a strong alignment
with the data. The third index, also above the 0.90 threshold, supports the model's good fit,
indicating that it is well-specified and accurately reflects the observed relationships. Although
the fourth index is slightly below the ideal threshold of 0.70, it is still considered marginally
acceptable, suggesting a reasonable balance between model fit and complexity. The fifth index,
with a value below 0.08, indicates that the model provides a reasonable approximation of the
data. Collectively, these indices confirm that the model demonstrates an acceptable fit,
providing confidence in its validity and reliability for further analysis.
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Structure Equation Modelling
Fit Indices (FI2)

Fit Indices Observed Result
CMIN, 1.678 Acceptable Fit
CFI, 0.923 Acceptable Fit
TLL, 0.909 Acceptable Fit
PNFI, 0.69 Acceptable Fit
RMSEA, 0.065 Acceptable Fit
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The table presents the results of various fit indices used to evaluate the goodness-of-fit for a
structural equation model, all of which indicate an acceptable fit. The first index demonstrates
that the model's discrepancy per degree of freedom is within an acceptable range, suggesting
that the model adequately captures the data without overfitting. The second and third indices,
both above the threshold of 0.90, indicate that the model fits the data well compared to a
baseline model, reflecting a significant improvement and reasonable specification. The fourth
index, although slightly below the ideal threshold, is within a marginally acceptable range,
indicating a reasonable balance between model fit and complexity. The fifth index is below the
0.08 threshold, suggesting a reasonable approximation of the data. Collectively, these indices
suggest that the model is well-fitting and appropriately specified, providing confidence in its
validity and reliability.
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Hypothesis Testing
Hypothesis No Framed Hypothesis P-Value Result
Hi Telecommuting Options-> Employee Performance 0.00 Significant
Hz Compressed Workweeks-> Employee Performance 0.00 Significant
H; Part-Time Work Opportunities-> Employee Performance 0.00 Significant
Hy4 Job Sharing-> Employee Performance 0.00 Significant
Hs Flexible Leave Policies-> Employee Performance 0.00 Significant
Ho Employee Assistance Programs-> Employee Performance 0.00 Significant

This hypothesis posits that telecommuting options have a positive impact on employee
performance. The results show that this relationship is significant, suggesting that allowing
employees to work remotely enhances their productivity and effectiveness. This finding
underscores the importance of telecommuting as a viable flexibility option that can lead to
improved employee outcomes.

The second hypothesis investigates the effect of compressed workweeks on employee
performance. The significant result indicates that compressed workweeks, which allow
employees to work the same number of hours over fewer days, positively influence their
performance. This suggests that such arrangements can help employees manage their work and
personal responsibilities more effectively, leading to better job performance.

Part-time work opportunities are hypothesized to positively affect employee performance. The
significant finding supports this hypothesis, indicating that offering part-time roles can enhance
employee productivity. This could be due to the increased flexibility and work-life balance that
part-time positions provide, enabling employees to perform better in their roles.

The fourth hypothesis examines the impact of job sharing on employee performance. The
significant result confirms that job sharing, where two employees share the responsibilities of
one full-time position, positively affects performance. This arrangement can reduce workload
stress and allow for better management of work responsibilities, leading to higher performance
levels.

Flexible leave policies are hypothesized to positively impact employee performance. The
significant finding suggests that policies allowing for flexible leave, such as parental or sick
leave, contribute to improved performance. This may be due to the support these policies
provide, enabling employees to take necessary time off without worrying about job security,
thus maintaining their productivity.

The final hypothesis posits that employee assistance programs (EAPs) positively impact
employee performance. The significant result indicates that EAPs, which offer support services
such as counselling and stress management, are beneficial in enhancing employee performance.
This finding highlights the importance of providing comprehensive support systems to help
employees manage personal and professional challenges effectively.

FINDINGS

The hypothesis that telecommuting options positively impact employee performance was
supported, with results showing a significant relationship. This finding addresses the gap
related to the limited empirical evidence on the benefits of telecommuting in higher education
contexts. It suggests that remote work arrangements can enhance productivity by reducing
commuting stress and allowing employees to work in more comfortable and flexible
environments. This is particularly relevant for faculty and staff in Andhra Pradesh, who may
face long commutes and the need for better work-life integration. The significant positive

wabpik s




Accountancy Business and the Public Interest Volume: 41
ISSN: 1745-7718 Issue Number: 09

impact of compressed workweeks on employee performance highlights that this arrangement
helps employees manage their time more effectively, leading to better performance outcomes.
This finding fills the gap regarding the effectiveness of compressed workweeks in higher
education and suggests that institutions can benefit from implementing such schedules to
support their employees' well-being and productivity. The results show that part-time work
opportunities significantly enhance employee performance.

This finding addresses the challenge of balancing high workloads and personal commitments
in the higher education sector. By offering part-time roles, institutions can help employees
achieve better work-life balance, reduce burnout, and maintain high levels of job satisfaction
and performance. The hypothesis that job sharing positively impacts employee performance
was also supported. This finding suggests that job sharing can be an effective strategy for
managing workload and reducing stress, thus enhancing performance. It addresses the gap in
understanding how job sharing can be implemented in higher education settings and provides
evidence that this arrangement can lead to improved job satisfaction and productivity.

The significant impact of flexible leave policies on employee performance highlights the
importance of supportive leave arrangements in maintaining employee well-being. This finding
addresses the gap in empirical research on the effects of leave policies in higher education and
suggests that comprehensive leave options, such as parental and sick leave, can contribute to
higher job satisfaction and performance by providing employees with the necessary support to
manage personal and professional responsibilities. The study found that employee assistance
programs (EAPs) significantly enhance employee performance. This finding underscores the
importance of providing support services, such as counselling and stress management
resources, to help employees navigate personal and work-related challenges.

It fills the gap in understanding the role of EAPs in higher education and suggests that such
programs can lead to better mental health, lower stress levels, and improved productivity.
Collectively, these findings suggest that implementing various forms of workplace flexibility
can lead to significant improvements in employee performance. The results provide strong
evidence that flexibility measures are not only beneficial for employee well-being but also
enhance organizational performance. This addresses the research gaps identified in the
introduction and offers actionable insights for policymakers and administrators in Andhra
Pradesh's higher education sector. By adopting these flexibility measures, institutions can
create a more supportive and productive work environment, ultimately benefiting both
employees and the organization.

CONCLUSION

These findings underscore the importance of adopting flexible work arrangements to address
the challenges of balancing professional and personal responsibilities faced by faculty and
administrative staff. By implementing these flexibility measures, higher education institutions
can improve job satisfaction, reduce stress and burnout, and boost overall productivity and
performance. This research fills critical gaps in the literature by providing empirical evidence
on the positive impacts of workplace flexibility in the context of higher education. It offers
valuable insights for policymakers and administrators aiming to foster a supportive and
effective work environment. Ultimately, the adoption of these flexible work arrangements can
lead to a more engaged, satisfied, and high-performing workforce, benefiting both employees
and the institution.
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Future Scope:

Should expand on this study by exploring the long-term impacts of workplace flexibility on
employee performance and organizational outcomes in various sectors beyond higher
education. Additionally, examining the differential effects of these flexibility measures across
different demographic groups, such as gender, age, and job roles, could provide more nuanced
insights. It would also be beneficial to investigate the role of organizational culture and
management support in the successful implementation of flexible work arrangements.
Furthermore, longitudinal studies could track changes in employee performance and well-
being over time to understand the sustainability of these benefits. Comparative studies across
different regions and countries could highlight cultural and contextual factors influencing the
effectiveness of workplace flexibility. Finally, integrating qualitative methods, such as in-depth
interviews and focus groups, could enrich the quantitative findings and provide a deeper
understanding of employees' experiences and perceptions regarding workplace flexibility.
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