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This article seeks to examine the relationship between workplace flexibility and employee 

engagement, with a focus on how the implementation of flexible work arrangements can enhance 

employees' likelihood of remaining within the organization. The article makes references to the 

Spillover Theory, which posits that an experience that occurs in one domain (work) will affect 

the experience in the second domain (personal life). This study brings together current literature 

to emphasize the relevance of flexibility in creating a supportive workplace. According to the 

research, firms that embrace flexible policies boost employee engagement while also reducing 

turnover intentions. 
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INTRODUCTION 

In the modern highly competitive labor market organizations begin to realize the significance of enhancing 

employee engagement and retention by allowing workplace flexibility. Therefore, this article demonstrates how 

FWAs can affect employee engagement positively and reduce turnover intentions. It also highlights the role of 

Spillover Theory which explains the interdependence of work and personal life. However, it is important to 

acknowledge that the benefits of flexibility are actively discussed by the researchers due to the increasing number 

of studies emphasizing the positive effect of work-life balance on employees’ satisfaction and the level of 

organizational commitment. (Fontinha et al., 2019).  

It was noted that flexible work options have a positive effect on work-life balance since employees can control when, 

where, and how they work (Sharma & Nidhi, 2023). The implementation of these arrangements is believed to be 

effective in terms of outcomes for organizations, including increased productivity, improved financial performance, 

and employee satisfaction (Ayoub, n.d.; Menezes & Kelliher, 2016). Since these arrangements can promote ethical 

decision-making and raise workplace morale, flexible work schedules are seen as crucial for both the employees and 

the company. It also enables staff members to handle personal and professional lives in a better way, helping 

employees achieve better work-life balance, these possibilities might also be related to increased employee intention 

to stay. (Ongaki, 2020; Sunaryo et al., 2022; Farida, 2020).  The data indicates that flexible work arrangements 

significantly enhance employee engagement and decrease turnover intentions by promoting work-life balance, 

therefore benefiting both individual well-being and organizational performance in the current employment 

environment. 
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Theoretical Framework: Spillover Theory 

Spillover theory explains how events in one area of a person's life can affect and spread to other areas, affecting their 

general happiness and satisfaction (Ilies et al., 2009). Usually considered from a psychological angle, spillover 

theory postulates the close connection that different life areas share, implying that any experience or emotion, either 

positive or negative, is highly likely to have a spill-over effect in other domains, such as work, family life, or personal 

satisfaction and happiness (Kolodinsky et al., 2007).  Beyond negative emotions, this idea includes good effects that 

can move from one part of life to another. According to (Poterezhskaya (2017), a good day at work can have positive 

effects on your happiness and relationships outside of work, while a bad day at work may make you angry, which 

can affect your relationships with family and friends. 

The study of spillover effects by psychologists helps us understand how people balance and manage their job, 

personal lives, and overall happiness, which leads to a better understanding of human behavior and well-being 

(Schuster et al., 2022). Work-related positive experiences can improve personal well-being, which can lead to more 

engagement and commitment to the business (Jung & Yoon, 2021; Wood et al., 2020). Conversely, when people feel 

frustrated by negative experiences at work, the spillover effects prompt him/her to be indifferent or even disengaged 

from one’s job, eventually quitting or seeking other forms of employment (Ugargol & Patrick, 2018; Timms et al., 

2014).  Moreover, the psychological theory is helpful in explaining why work flexibility has the spill-over effect of 

increasing balance and harmony between employees’ commitment towards their work and personal responsibilities, 

to the advantage of both employees and the workplace. spillover theory has been applied to different fields and 

spheres, including workplace satisfaction, personal well-being, and organizational behavior, illustrating how crucial 

it can be to understand how experiences and emotions can spill-over from one area to another. 

The Importance of Flexibility in the Workplace 

Over time, the terrain of flexible work schedules (FWAs) has changed dramatically, reflecting changes in 

organizational structures, employee preferences, and technology development. Flexible work schedules first sought 

to give workers options in their working place and schedule, therefore providing them more autonomy and control 

(Pramaditya & Pusparini, 2022). As firms recognized the benefits of flexibility for employee satisfaction and 

performance, these agreements grew to encompass options including shortened working hours, telecommuting, and 

alternate schedules (May et al., 2017). This shift toward a more dynamic workforce was prompted by a desire to assist 

employees in meeting the demands of modern work environments (Frankiska, 2018). 

With the move to remote work becoming necessary during the Covid epidemic, FWA rules allowing employees to 

telework have gained substantial support (Sunaryo et al., 2022). Furthermore, the pandemic has encouraged a 

rethinking of traditional job relationships, with a greater emphasis on flexible employment arrangements and careers 

(Spurk & Straub, 2020). Flexible work arrangements (FWAs) give employees more flexibility in how they work, which 

can improve work-life balance and organizational performance.   Studies confirm how positively FWAs affect 

organizational performance and work-life balance (Klindžić & Marić, 2019). (Timms et al.,2014) further stress the 

need of FWAs in showing organizational sensitivity to the difficulties employees have in juggling job and personal 

life. Through helping employees to better balance their personal and professional life, FWAs can help to raise 

happiness, output, team involvement, and efficiency. 

Granting employees autonomy over their work schedules enables them to customize their tasks to harmonize with 

their personal lives and preferred working methodologies. This autonomy cultivates a sense of ownership and 

accountability, resulting in enhanced efficiency and innovation in task execution. Autonomy grants significant 

freedom, independence, and discretion to employees in organizing and executing their tasks (Takaishi et al., 2019). 

This enhancement in morale may result in heightened employee excitement and commitment to their tasks 

(Marumpe et al., 2023). Studies indicate that workplace flexibility can result in increased job satisfaction, decreased 

turnover rates, and greater physical well-being. Flexible work arrangements enable individuals to attain an improved 

work-life balance, leading to enhanced productivity, commitment, and organizational profitability (Shagvaliyeva & 

Yazdanifard, 2014; Kim et al., 2019). Furthermore, workplace flexibility is associated with diminished stress, 

enhanced well-being, and decreased work-family conflict, so promoting overall employee health and happiness 

(Carlson et al., 2010; Grzywacz et al., 2008). Embracing flexibility in the workplace fosters a more engaged and 

contented workforce, benefiting both people and employers. 
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Understanding Flexibility through Spillover Theory 

Flexible work arrangements (FWA) become a major strategy for enhancing participation of employees with their 

work and likely to remain with the company. The FWA not only allow individual workers to allocate more time for 

their personal health, hobbies, and family as well as reduces psychological stress and commute time, but also better 

work-life balance which makes them happier and more productive all the while.  As a result, workers’ work-life 

balance improves, and they simply become happier and more productive. Some studies prove the notion of work-

family integration and the importance of FWA in finding the optimal balance.(Sunaryo et al., 2022). 

According to spillover theory, events in one area like employment can affect general well-being and pleasure by 

spreading into other spheres (Grzywacz & Marks, 2000). Positive work experiences resulting from FWA, such 

autonomy over work schedules or the ability to work remotely, can, for instance, boost job satisfaction and lead to a 

more positive mood that permeates personal life contacts with family and friends (Radó et al., 2016; O'Connor & 

Cech, 2018). On the other hand, unpleasant job experiences—such as extended hours or great stress—may cause 

negative spill-over consequences influencing personal relationships and well-being (Stevens et al., 2002). 

Flexibility and Employee Engagement  

The results of multiple investigations imply that workplace flexibility and related implied practices are positively 

related to job engagement. In light of flexible work arrangements, work-life conflict may be more effectively managed 

which may foster job engagement and hence higher satisfaction with jobs and, as a result, increased retention rates 

(Allen et al., 2012; BENDE, 2023; Morrison & Thurnell, 2012). In particular, it has been pointed out that the use of 

flexitime arrangements increases employee involvement and teamwork (Eldridge & Nisar, 2011). (Ugargol & Patrick, 

2018) argued that employees who were given flexible work arrangements were able to engage fully with their work, 

thereby enhancing their performance. Moreover, the investigation by (Koon & Chong, 2018) also indicated that such 

engagement significantly mediates the relationship between flexibility at the workplace and organizational 

citizenship behavior (OCB). In a similar note ,(Bal & Lange, 2014) accurately pointed that the flexibility of HRM had 

a positive correlation with employee engagement and perceived job performance. 

Furthermore, by implementing different FWAs, low turnover intentions are expected due to high levels of 

organizational commitment and employee performance bought by job satisfaction (Kotey & Sharma, 2019). It has 

also been shown that FWAs lead to higher engagement, satisfaction, and organizational commitment that can also 

benefit the entire organization by improving the bottom line (Latip & Amirul, 2022). As a result, organizational 

flexibility, of which FWAs are a substantial part, also reduces job satisfaction and increases commitment to work 

while reducing the levels of work-life conflict and departures. It has been found that the availability and use of flexible 

work arrangements are positively related to enhanced employee engagement, job performance, and organizational 

commitment. Therefore, an increasing number of companies view flexibility in the workplace as a strategic initiative. 

Flexibility and Turnover Intentions 

The correlation between workplace flexibility and turnover intentions is essential for firms seeking to retain 

personnel. Studies demonstrate that employees with improved work-life balance via flexible arrangements are less 

inclined to contemplate job departure. Timms et al. discovered that individuals employing flexible work 

arrangements exhibited diminished turnover intentions, which they ascribed to less psychological strain and 

increased engagement (Timms et al., 2014).  In the same way, it was found that work-life balance has a great impact 

on employee engagement which subsequently affects turnover rates (Mohamed & Zaki, 2017). . This idea was further 

supported by another study, which showed that work-life balance practices reduce levels of employed-related stress 

in high tension industries and hence result in low turnover intentions (Chiang et al., 2010). . Those employees who 

can align work responsibilities with their personal responsibilities are more likely to be engaged and have rewarded 

jobs, which ultimately affects their decision to quit or not. 

Implementing Flexibility with Spillover in Mind 

Connecting the concept of a Flexible Work Arrangement to the spillover theory, one can assume that understanding 

the spillover of emotions and experiences between work and personal life can lead to the development of policies of 

positive spillover, which, in turn, may increase employees’ involvement, satisfaction, and ultimately retention (Ali et 

al., 2022; Foo & Adam, 2021) . Spillover theory is one of the possible ways to investigate how professional experience 

influences and is connected to the personal part of life, and vice versa. As long as the principles of spillover theory 
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are understood and used, one can create an environment with policies, which cause positive spillover in different 

spheres of life, and due to which employees may be more satisfied with their lives in general, their work specifically, 

and engaged in the work(Rogers & May, 2003; Verfuerth & Gregory‐Smith, 2018; Galizzi & Whitmarsh, 2019). 

Fostering a work environment that promotes work-life balance through flexible work arrangements can create a 

beneficial cycle of spillover, wherein satisfaction and fulfillment in one area enhance the other, thereby enhancing 

employee well-being and organizational success (Grzywacz & Marks, 2000; Kopperud et al., 2020). This helps to 

support work-life balance. Moreover, it should not be underestimated that the beneficial impacts of FWA can even 

be conducive to employees’ physical health as decreased stress and increased work-life balance positively affect the 

overall health and wellbeing of the workforce. Ugargol & Patrick, 2018).It can be concluded that those who opt for 

supporting and encouraging different forms of flexibility exhibit a better work culture that fosters the wellbeing and 

success of every stakeholder.(Holland & Collins, 2016; Anderson & Kelliher, 2009). 

Practical Implications for Organizations 

 Organizations should enact flexible work policies to improve employee engagement and reduce turnover intentions. 

This will include variables such as telecommuting, offsite work, flexible working hours, and supportive leave policies. 

According to Marumpe et al., the working arrangements have a direct relationship with perceived organizational 

support resulting to high levels of employee engagements, especially by the millennials  (Marumpe et al., 2023).  

Furthermore, Iddagoda et al. emphasized the importance of work-life balance in enhancing employee engagement 

and job performance (Iddagoda et al., 2021). 

By understanding the unique challenges faced by their workforce, organizations can tailor their flexibility initiatives 

to better support employee well-being. Halinski and Duxbury's research highlights the necessity for new measures of 

workplace flexibility that can accommodate the diverse needs of employees, especially those with eldercare 

responsibilities (Halinski & Duxbury, 2019). 

The evidence presented underscores the importance of workplace flexibility in enhancing employee engagement 

and reducing turnover intentions. By adopting flexible work arrangements, organizations can create a supportive 

environment that fosters employee well-being and commitment. Future research should continue to explore the 

nuances of this relationship, particularly in diverse organizational contexts, and examine how flexibility can be 

effectively integrated into organizational culture.  

RESEARCH GAP 

The COVID-19 pandemic caused a dramatic move into flexible work arrangements, first rolled out as a response to 

health and safety concerns. As organizations ease into a post-pandemic era, many choose to retain FWAs as a long-

term strategy. However, the longer-term impact of such arrangements on employee outcomes is relatively 

unexplored. Specifically, there is a lack of comprehensive studies on how these flexible work arrangements, impact 

key organizational outcomes about employee engagement and intention to stay. Secondly, before the outbreak of 

COVID-19, flexible work arrangements were not prevalent in India, except in very rare cases only. Correspondingly, 

there is also a general lack of studies on the long-term effects of FWAs in the Indian context, which has been an 

under-researched area. Drawing on these under-researched areas, the current study will attempt to add valuable 

insights by developing its objectives related to the influence of Flexible Work Arrangements on Employee 

Engagement and Intention to Stay in IT sectors within the Indian context. 

Objectives 

1) To study the influence of Flexible work Arrangements on Employee Engagement. 

2) To study the influence of Employee Engagement on Employee Intention to Stay . 

3) To study the influence of Flexible work Arrangements on Employee Intention to Stay. 

4) To study the Mediating effect of Employee Engagement  between Flexible work Arrangements & Employee 

Intention to Stay. 

Hypothesis 

H1: Flexible Work Arrangement positively influences Employee Engagement.  
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H2: Employee Engagement positively influences Employee Intention to Stay.  

H3: Flexible Work Arrangement positively influences Employee Intention to Stay.  

H4: Employee Engagement mediates the relationship between Flexible work arrangements & Employee 

Intention to Stay. 

RESEARCH METHODOLOGY 

Research Design 

In this study, a positivist research question is framed, which seeks causal relationships among theoretical constructs. 

Survey-based methods and quantitative analysis are used (Saunders et al., 2009). This approach is well-suited for 

investigating Flex Work, and it allows for measuring the relationships accurately with proper statistical analysis, 

which can determine causal links between variables. 

Sample and Procedure 

Over a two-year time frame, this study compiled data on practicing IT professionals. Phase I: Development of 

sampling frame.  The first phase in the multi-stage probability sampling process was to build a complete listing of 

information technology firms located within Kerala, utilizing a database. The next step was to create three regions—

Northern, Central, and Southern Kerala—and assign them to the IT firms that have received permission. The data 

was collected via a questionnaire administered to the employees of IT enterprises in this cohort, and their density 

was also considered. The survey only had a 32% response rate, with just 320 staff providing feedback. Following a 

detailed assessment, 56 incomplete responses were also excluded, leading to the final data set of 264 complete replies 

for analysis. The business reported 46% female employee representation and said middle managers represented 35%. 

Measurement Tools 

Existing research on employee engagement, intention to remain with the business, and ability to maintain a healthy 

work-life balance were utilized in the development of the multi-item measure. For this investigation, a five-point 

Likert scale was used. This study focuses on nine different aspects of employee engagement. Four measures evaluate 

an employee's intention to continue in their current employment, and five measures evaluate their ability to maintain 

a healthy work-life balance.  

The validity and reliability of survey instruments are two factors that are extremely important to consider while 

evaluating survey instruments. According to Cronbach's alpha values, the fact that the factor loadings in the table are 

greater than 0.70 indicates that the scale contains a high degree of dependability. One of the most important 

reliability tests for PLS-SEM is rho (_A), as stated by (Dijkstra & Henseler, 2015). The study's findings indicate that 

the rho (_A) values may fall anywhere between 0.813 and 0.883. Convergent validity, Composite Reliability (CR), 

and Average Variance Extracted (AVE) show that all items are internally consistent and may be measured. The 

coefficient of reliability (CR)—the mean item score variability—should be 0.70 or higher. In 1981, Fornell and Larcker 

stated that the Average Variance Extracted (AVE) must be 0.50 or higher. Table shows that each variable's composite 

reliability (CR) and average variance extracted (AVE) are above 0.815 and 0.50, respectively. Discriminant validity 

was examined to identify a variable's uniqueness. This methodology requires the square roots of the average variances 

extracted (AVEs) to be bigger than the correlations with other constructs to ensure discriminant validity. 

The table displays statistics that indicate how well the model fits. All of these figures are deemed acceptable. Bentler 

and Bonnet (1980) define a good model fit as a chi-square divided by the degrees of freedom being less than 3. The 

measurement model satisfies the conditions for the chi-square test. The RMSEA of the measurement model is less 

than 0.069, which is the maximum allowable value according to (Steiger, 1990). GFI is obtained by comparing the 

covariance matrices of different models, a value close to 1 is considered acceptable. The current measurement model 

yields numbers closer to 1, suggesting a successful model. The values of the Comparative Fit Index, Tucker-Lewis 

Coefficient, Normed Fit Index, Incremental Fit Index, and Normal Fit Index are close to 1, indicating that they are 

within an acceptable range. 

Structural Model Analysis 

Smart PLS (version 4) calculates structural equation models. Figure 1 illustrates the relationship between Flexi Work 

Arrangement (FWA) and Employee Engagement (EE), specifically for components of the Employee Intention to Stay 
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(EIS). The structural equation model fit statistics are displayed in the Table. As seen in the previous section, the SEM 

fulfilled the acceptable criterion. The table summarizes the findings from the structural equation model, presenting 

the standardized regression coefficients (β) and t-values.  

 

Original 

sample 

(O)  

Sample mean (M)  

Standard 

deviation 

(STDEV)  

T statistics 

(|O/STDEV|)  
P values  

EE -> EIS  0.578  0.581  0.037  15.823  0.000  

FWA -> EE  0.348  0.356  0.050  6.908  0.000  

FWA -> EIS  0.110  0.109  0.046  2.386  0.017  

 

All t-values exceed the threshold of 1.96 at a significance level of 5%, indicating that the standardized path coefficient 

and P value are statistically significant. The table displays the results of an EIS and EE analysis conducted using a 

structural equation model to evaluate three research assumptions. The regression coefficients for the three structural 

equations are as follows: EE to EIS (β = 0.578), FWA to EE (β = 0.348), and FWA to EIS (β = 0.110).  

 

 

DISCUSSION 

In an era where the boundaries between work and life are increasingly fluid, the role of flexibility in enhancing 

employee engagement and intention to stay cannot be overstated. This study, grounded in Spillover Theory, offers a 

compelling narrative on how flexibility serves as a bridge between professional demands and personal aspirations, 

fostering a more holistic approach to work-life integration. 

Flexibility has a high impact on Employee engagement. When employees are given the freedom to govern their work 

schedules, location and duties they are more likely to feel a sense of ownership over their work and control. The 

concept of boredom is avoided at all costs, the level of autonomy that results from this motivation and satisfaction 

are vital elements in engagement. . The result based on path coefficient value (0.348) shows a positive influence of 

FWA on EE of the employees at 5% sig. level.  There are studies on flexible work arrangements and how it affects 

employee engagement with some evidence suggesting that this approach of increasing the level of commitment and 

involvement leads to a better engagement level among workers (Pramaditya & Pusparini, 2022). The ability to 

respond custom work arrangements according to personal needs helps employees balance their functions at job with 

those in the family resulting them into less stress and contributes significantly towards a healthier well-being. Studies 

have demonstrated that flexible work arrangements provide a better balance between personal and professional lives 

by granting employees the autonomy to choose their work schedule and location.(Sharma and Nidhi, 2023) Flexible 

Working Arrangements could be optimized by decreasing the mandated working hours and perks for employees as 

they can increase employee performance (Eshak & Transport 2021). According to Spillover Theory, positive spillovers 

occur when reinforcement in one domain (work) leads individuals into a more reinforcing state in another sector of 

their life (personal).  
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Data did indicate that these two variables, as employee level of engagement and employee intention to stay, both 

moved in unison in establishing a relationship with one another. This confirms highly engaged employees are 

employees who are emotionally involved, devoted, and energetic toward their jobs and do positively increase the 

chances of choosing to stay within a particular organization. This is also in line with the result from this study, where 

a positive influence on employee intention to stay is positively influencing with a coefficient value of 0.578 at a 

significance level of 0.05. An engaged workforce will probably display very strong place attachment, closely identify 

with organizational goals, and express personal fulfilment in the completion of tasks assigned. This, in turn, lowers 

the turnover intentions since they feel that the work environment is conducive and rewarding. Organizations should 

start to embrace policies that offer an enabling culture, which embodies opportunities for career growth, rewarding, 

and making sure of meaningful work. Such policies do not just affect employee satisfaction but have a spillover effect 

toward a more stable and devoted workforce. 

Flexibility also plays a pivotal role in an employee’s decision to remain with an organization. The findings indicate 

that when employees perceive their organization as supportive of flexible work arrangements, they are more likely to 

develop a stronger attachment to their employer. Through flexible work arrangements, a positive workplace 

environment that achieves effective productivity and enhancing retention can be realized (Almeida & Davis, 2011; 

Kelliher & Anderson, 2009). ). Work flexibility is now the new normal form of working arrangement for most 

employees, and if they are to negotiate a company culture that enables this, employers win in retaining some of their 

top talent. The result based on the path coefficient value (0.110) shows a positive influence of FWA on the EIS of the 

employees at 5% sig. level. The result shows a positive but weak impact on EIS compared to the relationship between 

EE and EIS.     The studies indicate that flexibility is not simply about where or when employees work but also how 

they work, including career development, learning and growth opportunities which in turn lead them to job retention. 

The body of knowledge points out that “workplace flexibility could reduce turnover intention significantly and relate 

to increased job satisfaction and physical health” (Kim et al.2019). 

In the discussion section, it is critical to highlight that employee engagement plays a mediating role in the association 

of flexible work arrangement and employees' intention to stay, though not much literature is available that clearly 

establishes a direct mediating role of employee engagement between FWAs and intention to stay in the Indian IT 

sector. The analysis shows that flexible work arrangement has a positive significance on employee retention; however, 

the   employees feel about their roles. Therefore, if the employees choose how they want to balance the two aspects of 

their lives, it enhances job satisfaction and raises engagement levels. The result shows a significant mediating effect 

of EE on the relationship between FWA and EIS even though only partial mediation exists through EE as the direct 

relationship between FWA and EIS is still significant (beta = 0.201 and p= 0.05).  This higher level of engagement 

increases bonding at an emotional and psychological level between them and the organization, making them stick 

around. Thus, the role of Employee Engagement works as a crucial mediator. 

Spillover theory was utilized to explain the work-life balance or integration. It holds that a particular life event 

influences others positively or negatively. This research suggested that with increased flexibility, work-life integration 

improves, raising the level of engagement and intention to stay. Flexibility help employees to have an appropriate 

work-life equilibrium, resulting in a lesser case of work-life conflict and therefore enhancing the quality of life. 

Positive emotions and experiences of one area flow over into other areas to establish a proper balance between those 

areas by creating benefits both for the person and the company. .  

These findings are profound for organizations seeking to enhance employee engagement and retention. Flexibility 

can enable companies to create an enabling environment in which employees feel valued, supported, and motivated 

to work at their best potential. It suggests that rather than being perceived as simply a policy, flexibility is one of the 

strategic avenues through which employee well-being and organizational performance may be enriched. 

Flexibility is something that an organization shouldn't generalize as a one-size-fits-all policy. On the contrary, it is 

necessary to give it nuanced management, with regard for various needs of employees. Giving flexibility through work 

arrangements at home or flexible hours would suit some employees' individual preferences or stage in life. More than 

that, creating supportive work cultures where power is devolved to employees to be responsible for how they want to 

work will improve engagement and retention even further. 
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If work flexibility is effectively applied, this becomes a strong lever in influencing staff engagement and intention to 

stay. Through Spillover Theory, which helps organizations understand the interlocking nature of work and life, it is 

possible to make a more resilient and highly engaged workforce who are more loyal to the organization. 

IMPLICATIONS 

These findings are a significant set of lessons for organizations to develop flexibility-based approaches to enhance 

employee engagement and retention. They are essentially underpinned by the principles of the Spillover Theory. 

Flexibility has implications that cut across the spectrum of organizational strategy, from policy formulation at the top 

to cultural transformation at the grass roots, hence requiring a holistic approach to flexibility in the workplace. 

 

The first implication is the strategic inclusion of flexibility into an organizational framework. Flexibility will be a part 

of the corporate strategy and not just restricted to one benefit or market response. This is by inculcating flexibility in 

the principles and processes and incorporating it throughout the ranks and divisions. Firms might design a workplace 

that appeals to people and rewards long-term engagement in this way. 

The report underlines that flexibility programs need to be tailored to the needs of workers. The household and 

professional duties of employees change at different life stages. This scenario of needs cannot be met with a general 

flexibility plan. Organizations have to offer reduced workweeks, home-based work options, and part-time 

possibilities with flexible hours for employees to be able to select which one will be more convenient for them. 

Customization drives employee satisfaction, inclusivity, and engagement; it therefore reduces attrition and increases 

engagement. Perhaps most important are the implications for work-life integration. According to Spillover Theory, 

experiences and affect in one domain of life influence the experiences and affect of another. If organizations really do 

promote flexible work environment, then employees may be better situated to have a work-life balance that reduces 

potential conflict between work and other responsibilities. In fact, such an integrated approach improves workers' 

health and increases productivity in the workplace since a person is more balanced, focused, creative, and motivated 

at work. 

Another important implication of this is the autonomous and trusting culture. Flexibility requires organizations to 

shift from traditional management styles to an atmosphere of trust. Organizations should allow workers to decide 

how, when, and where to complete their tasks in order to empower people to take charge. Trust has the elements of 

accountability and responsibility, which retain loyalty and engagement. Transparent communication and clear 

expectations will ensure that company goals and needs of employees are met without disrupting this balance. The 

talent management implications are obvious: flexibility is a significant retention tool for top talent. Offering and 

managing flexible work arrangements may be one of the major differentiators in a highly competitive labor market 

where talented people have so many alternatives. It helps companies hold on to their best people, thus minimizing 

the risk of loss of key employees due to turnover and problems of continuity. Such flexibility could offer the 

enhancement of employer branding and make it an attractive workplace for current and future employees. 

Finally, the study focuses on supportive policies and leadership. The organizational policies should be committed to 

flexibility, not symbolic. Leaders have to demonstrate flexible work practices to portray that flexibility is valued. 

Leaders must support the creation of a culture where workers may use flexible alternatives without repercussions 

and fear. The implications of this study are thus huge for those organizations seeking to engage and retain employees 

through flexibility. This can be attained by organizations setting up a resilient, engaged, loyal workforce through 

strategic integration of flexibility, tailoring programs to diverse needs by way of nurturing work-life integration, 

creating a culture of trust, and ensuring supportive policies and leadership. Flexibility is a core module of the growth 

of business sustainability, as it benefits not only the workers but also organizational success. 

CONCLUSION 

The quest for employee engagement and retention could never be more pressing than in today's blurred lines between 

work and personal life. Guided by the deep insights of Spillover Theory, this study has tried to show that flexibility is 

not simply one more attractive add-on but a potentially very powerful transformer of the modern workplace. 

This study emphasizes the fact that flexibility leads to employee engagement and intention to stay. Hence, allowing 

workers to adjust their work schedules to suit their personal lives helps organizations to create a work environment 

in tune with the new workforce today. Flexibility, therefore, is not a concession but a strategic imperative. It enables 
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the employee to thrive both in professional and personal capacities, finding a balance that works in perfect harmony 

to drive enthusiasm for their job. 

Spillover Theory best explains flexibility influence. This study shows that flexible working arrangements enable good 

experiences and reduce stress in areas of life that employees are concerned about. Interconnectedness increases 

contentment, leading to more profound job engagement and increasing the desire to stay with the firm. This study 

found that letting employees take charge of their personal and professional lives increases productivity, motivation, 

and loyalty. 

The paper proves that a single flexibility strategy would not work in today's world. Hence, management has to design 

the strategy for the diverse workforce within an organization. These demands can be satisfied by flexible work 

alternatives and trust and autonomy. It caters to individual choices and brings in inclusiveness and respect, thereby 

improving engagement and reducing turnover.   

As such, the conclusion of this research requires an organizational cultural paradigm shift. Organizational practices 

and values need to be planned under the rubric of flexibility. Leaders have to show through their actions and policies 

that flexibility is necessary for the commitment of the company towards the employees. This will allow organizations 

to establish a workforce that is both involved and resilient to sail with confidence and poise in the contemporary place 

of work. 

This research has the potential to help companies stay competitive on a changing market. If adopted and accepted, 

flexibility may eventually contribute to higher levels of employee engagement, happiness, and loyalty in the long run. 

Spillover Theory shows how clever utilization of adaptive work arrangements can really transform both the individual 

and the organization. Flexible policies boost employee engagement and retention of employees. It is in the interest 

of companies to understand and make use of the Spillover Theory in creating a supportive and inspirational 

workplace that will foster continued success and growth. 

REFERENCE 

[1] Ali, H., Gittell, J., Deng, S., Stults, C., Martinez, M., Pertsch, S., … & Dillon, E. (2022). Relationships and 

resilience at work and at home: impact of relational coordination on clinician work–life balance and well-being 

in times of crisis. Health Care Management Review, 48(1), 80-91. 

[2] Allen, T. D., Johnson, R. J., Kiburz, K. M., & Shockley, K. M. (2012). Work–family conflict and flexible work 

arrangements: deconstructing flexibility. Personnel Psychology, 66(2), 345-376. 

https://doi.org/10.1111/peps.12012 

[3] Almeida, D. and Davis, K. (2011). Workplace flexibility and daily stress processes in hotel employees and their 

children. The Annals of the American Academy of Political and Social Science, 638(1), 123-140. 

https://doi.org/10.1177/0002716211415608 

[4] Anderson, D. and Kelliher, C. (2009). Flexible working and engagement: the importance of choice. Strategic Hr 

Review, 8(2), 13-18. https://doi.org/10.1108/14754390910937530 

[5] Ayoub, J. (2022). The Effect of Flexible Work Arrangement on Employee Perception and Behavior (Doctoral 

dissertation, Lebanese American University). 

[6] Ayoub, J. Uav-assisted multi-tier computing framework for iot networks.. 

https://doi.org/10.26756/th.2022.405 

[7] Bal and Lange, "From Flexibility Human Resource Management to Employee Engagement and Perceived Job 

Performance across the Lifespan: A Multisample Study," Journal of Occupational and Organizational 

Psychology, vol. 87, no. 3, pp. 1-25, 2014. doi:10.1111/joop.12082  

[8] Bentler, P. M., & Bonett, D. G. (1980). Significance tests and goodness of fit in the analysis of covariance 

structures. Psychological bulletin, 88(3), 588. 

[9] Carlson, D. S., Grzywacz, J. G., & Kacmar, K. M. (2010). The relationship of schedule flexibility and outcomes 

via the work‐family interface. Journal of Managerial Psychology, 25(4), 330-355. 

https://doi.org/10.1108/02683941011035278 

[10] Chiang et al., "The Moderating Roles of Job Control and Work-Life Balance Practices on Employee Stress in 

the Hotel and Catering Industry," International Journal of Hospitality Management, vol. 29, no. 1, pp. 1-10, 

2010. doi:10.1016/j.ijhm.2009.04.005  

https://doi.org/10.1111/peps.12012
https://doi.org/10.1177/0002716211415608
https://doi.org/10.1108/14754390910937530
https://doi.org/10.26756/th.2022.405
https://doi.org/10.1108/02683941011035278


577  

 

J INFORM SYSTEMS ENG, 10(8s) 

[11] De Menezes, L. M., & Kelliher, C. (2017). Flexible working, individual performance, and employee attitudes: 

Comparing formal and informal arrangements. Human Resource Management, 56(6), 1051-1070. 

[12] Dijkstra, T. K., & Henseler, J. (2015). Consistent partial least squares path modeling. MIS quarterly, 39(2), 297-

316. 

[13] Eldridge, D., & Nisar, T. M. (2011). Employee and organizational impacts of flexitime work 

arrangements. Relations industrielles, 66(2), 213-234. 

[14] Eshak, M. and Transport, A. (2021). Flexible work arrangements and their impact on the employee performance 

of egyptian private university employees: (a case study on the arab academy for science, technology, and 

maritime transport). International Journal of Social Science and Human Research, 04(10). 

https://doi.org/10.47191/ijsshr/v4-i10-13 

[15] Farida, U. (2020). The effect of flexible working arrangements on work engagement of online motorcycle taxi 

drivers. Psychological Research and Intervention, 3(2), 92-99. https://doi.org/10.21831/pri.v3i2.42196 

[16] Fontinha et al., "Overtime and Quality of Working Life in Academics and Nonacademics: The Role of Perceived 

Work-Life Balance," International Journal of Stress Management, vol. 26, no. 2, pp. 1-14, 2019. 

doi:10.1037/str0000067  

[17] Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with unobservable variables and 

measurement error. Journal of marketing research, 18(1), 39-50. 

[18] Galizzi, M. M. and Whitmarsh, L. (2019). How to measure behavioral spillovers: a methodological review and 

checklist. Frontiers in Psychology, 10. https://doi.org/10.3389/fpsyg.2019.00342 

[19] Grzywacz, J. and Marks, N. (2000). Reconceptualizing the work–family interface: an ecological perspective on 

the correlates of positive and negative spillover between work and family.. Journal of Occupational Health 

Psychology, 5(1), 111-126. https://doi.org/10.1037/1076-8998.5.1.111                       

[20] Grzywacz, J., Carlson, D., & Shulkin, S. (2008). Schedule flexibility and stress: linking formal flexible 

arrangements and perceived flexibility to employee health. Community Work & Family, 11(2), 199-214. 

[21] Halinski and Duxbury, "Workplace Flexibility and Its Relationship with Work-Interferes-With-Family," 

Personnel Review, vol. 48, no. 1, pp. 1-15, 2019. doi:10.1108/pr-01-2019-0048  

[22] Holland, P. and Collins, A. (2016). “whenever i can i push myself to go to work”: a qualitative study of experiences 

of sickness presenteeism among workers with rheumatoid arthritis. Disability and Rehabilitation, 40(4), 404-

413. https://doi.org/10.1080/09638288.2016.1258436               

[23] https://doi.org/10.1177/2322093718767469 

[24] Iddagoda et al., "Green Work-Life Balance and Greenwashing the Construct of Work-Life Balance: Myth and 

Reality," Energies, vol. 14, no. 15, pp. 1-15, 2021. doi:10.3390/en14154556  

[25] Ilies, R., Wilson, K., & Wagner, D. (2009). The spillover of daily job satisfaction onto employees' family lives: 

the facilitating role of work-family integration. Academy of Management Journal, 52(1), 87-102. 

https://doi.org/10.5465/amj.2009.36461938 

[26] Jung and Yoon, "Generational Effects of Workplace Flexibility on Work Engagement, Satisfaction, and 

Commitment in South Korean Deluxe Hotels," Sustainability, vol. 13, no. 16, pp. 9143, 2021. 

doi:10.3390/su13169143  

[27] Kelliher, C. and Anderson, D. (2009). Doing more with less? flexible working practices and the intensification 

of work. Human Relations, 63(1), 83-106. https://doi.org/10.1177/0018726709349199 

[28] Kim, J., Henly, J. R., Golden, L., & Lambert, S. J. (2019). Workplace flexibility and worker well‐being by gender. 

Journal of Marriage and Family, 82(3), 892-910. https://doi.org/10.1111/jomf.12633 

[29] Klindžić, M. and Marić, M. (2019). Flexible work arrangements and organizational performance – the difference 

between employee and employer-driven practices. Drustvena Istrazivanja, 89-108. 

https://doi.org/10.5559/di.28.1.05 

[30] Kolodinsky, R., Giacalone, R., & Jurkiewicz, C. (2007). Workplace values and outcomes: exploring personal, 

organizational, and interactive workplace spirituality. Journal of Business Ethics, 81(2), 465-480. 

https://doi.org/10.1007/s10551-007-9507-0 

[31] Koon and Chong, "Workplace Flexibility and Organisational Citizenship Behaviour: An Investigation of the 

Mediating Role of Engagement and Moderating Role of Perceived Fairness," International Journal of Work 

Organisation and Emotion, vol. 9, no. 1, pp. 1-22, 2018. doi:10.1504/ijwoe.2018.091336  

https://doi.org/10.47191/ijsshr/v4-i10-13
https://doi.org/10.21831/pri.v3i2.42196
https://doi.org/10.1177/2322093718767469
https://doi.org/10.5465/amj.2009.36461938
https://doi.org/10.1177/0018726709349199
https://doi.org/10.1111/jomf.12633
https://doi.org/10.5559/di.28.1.05
https://doi.org/10.1007/s10551-007-9507-0


578  

 

J INFORM SYSTEMS ENG, 10(8s) 

[32] Kopperud, K., Nerstad, C., & Dysvik, A. (2020). Should i stay or should i go? the role of motivational climate and 

work–home spillover for turnover intentions. Frontiers in Psychology, 11. 

https://doi.org/10.3389/fpsyg.2020.01107 

[33] Kotey, B. and Sharma, B. (2019). Pathways from flexible work arrangements to financial performance. Personnel 

Review, 48(3), 731-747. https://doi.org/10.1108/pr-11-2017-0353 

[34] Latip, A. A. and Amirul, S. R. (2022). Conceptualising the roles of human resource in managing flexible working 

arrangements. Labuan Bulletin of International Business and Finance (LBIBF), 20(1), 74-86. 

https://doi.org/10.51200/lbibf.v20i1.3217 

[35] Marumpe, D., Rosnani, T., Fahruna, Y., & Jaya, A. (2023). Are perceived organizational support and flexible 

working arrangement able to influence employee engagement among millennials?. Asian Journal of Economics 

Business and Accounting, 23(11), 28-44. https://doi.org/10.9734/ajeba/2023/v23i11976 

[36] Marumpe, D., Rosnani, T., Fahruna, Y., & Jaya, A. (2023). Are perceived organizational support and flexible 

working arrangement able to influence employee engagement among millennials?. Asian Journal of Economics 

Business and Accounting, 23(11), 28-44. https://doi.org/10.9734/ajeba/2023/v23i11976 

[37] Mohamed and Zaki, "Investigating the Relationship between Work-Life Balance and Employee Engagement 

among Flight Attendants," International Journal of Heritage Tourism and Hospitality, vol. 11, no. 1, pp. 1-15, 

2017. doi:10.21608/ijhth.2017.30192  

[38] Morrison, E. J. and Thurnell, D. (2012). Employee preferences for work-life benefits in a large new zealand 

construction company. Construction Economics and Building, 12(1), 12-25. 

https://doi.org/10.5130/ajceb.v12i1.2358 

[39] O’Connor, L. T. and Cech, E. A. (2018). Not just a mothers’ problem: the consequences of perceived workplace 

flexibility bias for all workers. Sociological Perspectives, 61(5), 808-829. 

https://doi.org/10.1177/0731121418768235 

[40] Ongaki, J. (2020). An examination of flexible work arrangements, work-family conlict, and organizational 

outcomes. Asia-Pacific Management Accounting Journal, 15(3), 61-86. https://doi.org/10.24191/apmaj.v15i3-

03 

[41] Poberezhskaya, M. (2017). The european union’s influence over media discourse on renewable energy sources 

in russia., 312-330. https://doi.org/10.1163/9789004352070_019 

[42] Pramaditya, Y. and Pusparini, E. (2022). The effect of perceived organizational support on flexible working 

arrangement and task performance.. https://doi.org/10.2991/aebmr.k.220701.083 

[43] Pramaditya, Y., & Pusparini, E. S. (2022, July). The effect of perceived organizational support on flexible working 

arrangement and task performance. In 6th Global Conference on Business, Management, and 

Entrepreneurship (GCBME 2021) (pp. 449-455). Atlantis Press. 

[44] Radó, M., Nagy, B., & Király, G. (2016). Work-to-family spillover: gender differences in hungary. Demográfia 

English Edition, 58(5), 39-64. https://doi.org/10.21543/dee.2015.2     

[45] Rogers, S. and May, D. (2003). Spillover between marital quality and job satisfaction: long‐term patterns and 

gender differences. Journal of Marriage and Family, 65(2), 482-495. https://doi.org/10.1111/j.1741-

3737.2003.00482.x      

[46] Schuster, T., Bader, A., Bader, B., & Rousseau, D. (2022). Does what happens abroad stay abroad? displaced 

aggression and emotional regulation in expatriate psychological contracts. Journal of Occupational and 

Organizational Psychology, 95(4), 867-888. https://doi.org/10.1111/joop.12405 

[47] Shagvaliyeva, S. and Yazdanifard, R. (2014). Impact of flexible working hours on work-life balance. American 

Journal of Industrial and Business Management, 04(01), 20-23. https://doi.org/10.4236/ajibm.2014.41004 

[48] Sharma, B. and Nidhi, -. (2023). The impact of flexible work arrangements on work-life balance. International 

Journal for Multidisciplinary Research, 5(3). https://doi.org/10.36948/ijfmr.2023.v05i03.3144 

[49] Spurk, D. and Straub, C. (2020). Flexible employment relationships and careers in times of the covid-19 

pandemic. Journal of Vocational Behavior, 119, 103435. https://doi.org/10.1016/j.jvb.2020.103435 

[50] Steiger, J. H. (1990). Structural model evaluation and modification: An interval estimation 

approach. Multivariate behavioral research, 25(2), 173-180. 

[51] Stevens, D., Kiger, G., & Riley, P. (2002). Coming unglued? workplace characteristics, work satisfaction, and 

family cohesion. Social Behavior and Personality an International Journal, 30(3), 289-302. 

https://doi.org/10.2224/sbp.2002.30.3.289      

https://doi.org/10.1108/pr-11-2017-0353
https://doi.org/10.51200/lbibf.v20i1.3217
https://doi.org/10.9734/ajeba/2023/v23i11976
https://doi.org/10.5130/ajceb.v12i1.2358
https://doi.org/10.1177/0731121418768235
https://doi.org/10.24191/apmaj.v15i3-03
https://doi.org/10.24191/apmaj.v15i3-03
https://doi.org/10.1163/9789004352070_019
https://doi.org/10.2991/aebmr.k.220701.083
https://doi.org/10.1111/joop.12405
https://doi.org/10.4236/ajibm.2014.41004
https://doi.org/10.36948/ijfmr.2023.v05i03.3144
https://doi.org/10.1016/j.jvb.2020.103435


579  

 

J INFORM SYSTEMS ENG, 10(8s) 

[52] Sunaryo, S., Sawitri, H. S. R., Suyono, J., Wahyudi, L., & Sarwoto, S. (2022). Flexible work arrangement and 

work-related outcomes during the covid-19 pandemic: evidence from local governments in indonesia. Problems 

and Perspectives in Management, 20(3), 411-424. https://doi.org/10.21511/ppm.20(3).2022.33 

[53] Sunaryo, S., Sawitri, H. S. R., Suyono, J., Wahyudi, L., & Sarwoto, S. (2022). Flexible work arrangement and 

work-related outcomes during the covid-19 pandemic: evidence from local governments in indonesia. Problems 

and Perspectives in Management, 20(3), 411-424. https://doi.org/10.21511/ppm.20(3).2022.33 

[54] Sunaryo, S., Sawitri, H., Suyono, J., Wahyudi, L., & Sarwoto, S. (2022). Flexible work arrangement and work-

related outcomes during the covid-19 pandemic: evidence from local governments in indonesia. Problems and 

Perspectives in Management, 20(3), 411-424. https://doi.org/10.21511/ppm.20(3).2022.33 

[55] Takaishi, K., Sekiguchi, K., Kono, H., & Suzuki, S. (2019). Interactive effects of work autonomy and proactive 

personality on innovative behavior. Asian Business Research, 4(1), 6. https://doi.org/10.20849/abr.v4i1.548 

[56] Timms et al., "Flexible Work Arrangements, Work Engagement, Turnover Intentions and Psychological 

Health," Asia Pacific Journal of Human Resources, vol. 52, no. 3, pp. 319-335, 2014. doi:10.1111/1744-

7941.12030  

[57] Timms, C., Brough, P., O’Driscoll, M. P., Kalliath, T., Siu, O. L., Sit, C. H., … & Lo, D. (2014). Flexible work 

arrangements, work engagement, turnover intentions and psychological health. Asia Pacific Journal of Human 

Resources, 53(1), 83-103. https://doi.org/10.1111/1744-7941.12030   

[58] Timms, C., Brough, P., O’Driscoll, M. P., Kalliath, T., Siu, O. L., Sit, C. H., … & Lo, D. (2014). Flexible work 

arrangements, work engagement, turnover intentions and psychological health. Asia Pacific Journal of Human 

Resources, 53(1), 83-103. https://doi.org/10.1111/1744-7941.12030   

[59] Ugargol and Patrick, "The Relationship of Workplace Flexibility to Employee Engagement among Information 

Technology Employees in India," South Asian Journal of Human Resources Management, vol. 5, no. 1, pp. 1-

22, 2018. doi:10.1177/2322093718767469  

[60] Ugargol, J. and Patrick, H. (2018). The relationship of workplace flexibility to employee engagement among 

information technology employees in india. South Asian Journal of Human Resources Management, 5(1), 40-

55. 

[61] Verfuerth, C. and Gregory‐Smith, D. (2018). Spillover of pro-environmental behaviour.. 

https://doi.org/10.4337/9781786432834.00030           

[62] Wood et al., "The Relationship Between Work Engagement and Work–Life Balance in Organizations: A Review 

of the Empirical Research," Human Resource Development Review, vol. 19, no. 1, pp. 3-25, 2020. 

doi:10.1177/1534484320917560  

 

 

 

https://doi.org/10.21511/ppm.20(3).2022.33
https://doi.org/10.21511/ppm.20(3).2022.33

