@,
ILLYﬁ\JI International Research Journal of Education and Technology
IRJET Peer Reviewed Journal

ISSN 2581-7795

Influence of Workplace Flexibility on Employee Engagement and
Wellbeing

Sneha.S- MBA student, CMS -B school, Jain (Deemed-to-be) University.

Dr.M.Nalini- Assistant Professor, Faculty of Management studies, CMS -B
school, Jain (Deemed-to-be ) University.

Abstract

Workplace flexibility has emerged as a critical factor in shaping employee experiences in
modern organizations. This study examines the influence of workplace flexibility on
employee engagement and wellbeing among working professionals. Using a structured
questionnaire, data were collected from 263 respondents across various industries.
Statistical tools such as reliability analysis, correlation, regression, and ANOVA were
employed. The findings reveal that workplace flexibility positively impacts employee
wellbeing and moderately influences engagement. A strong relationship was observed
between employee engagement and wellbeing (r = 0.852). However, flexibility alone
does not significantly determine engagement levels, indicating the role of other
organizational factors. The study highlights the need for balanced flexibility policies to
enhance employee satisfaction and productivity while avoiding negative outcomes such
as work-life imbalance and isolation.

Keywords: Workplace Flexibility, Employee Engagement, Employee Wellbeing, HR
Practices, Work-Life Balance

1. Introduction

The nature of work has undergone significant transformation due to globalization,
technological advancement, and changing employee expectations. Traditional work
structures are being replaced by flexible arrangements such as remote work, hybrid
models, and flexible schedules.

Workplace flexibility enables employees to control when, where, and how they work.
This autonomy is believed to improve employee engagement and wellbeing, which are
essential for organizational success. However, the impact of flexibility remains complex
and context-dependent.

This study aims to analyze the influence of workplace flexibility on employee

engagement and wellbeing and provide insights for organizations to design effective HR
policies.

© 2026, IRJEAT Volume: 09 Issue: 04 | April-2026 Page 857


https://www.irjweb.com/current_issue.php

@,
ILLYﬂI\I International Research Journal of Education and Technology
IRJET Peer Reviewed Journal

ISSN 2581-7795

2. Literature Review

In recent years, workplace flexibility has evolved from an optional organizational benefit
into a fundamental component of modern work practices. This transformation became
particularly evident following the COVID-19 pandemic, which compelled organizations
worldwide to adopt remote and hybrid work models. Consequently, both employers and
employees now view flexibility not merely as a convenience but as a strategic necessity
for sustaining productivity, engagement, and overall wellbeing. Contemporary research
increasingly focuses on understanding how flexible work arrangements shape employee
experiences within this evolving work environment.

A substantial body of literature highlights the positive relationship between workplace
flexibility and employee wellbeing. Flexible work arrangements enable employees to
manage personal and professional responsibilities more effectively, thereby reducing
stress and enhancing work-life balance. Ray and Pana-Cryan (2021) found that access to
flexible work options significantly reduces burnout and increases job satisfaction.
Similarly, Davidescu et al. (2020) emphasized that flexibility improves mental and
emotional wellbeing by providing employees with greater autonomy and control over
their work schedules. This autonomy is particularly critical in today’s fast-paced
environment, where employees often struggle to balance multiple roles and
responsibilities.

Workplace flexibility is also closely associated with employee engagement, which
reflects the level of emotional commitment employees have toward their organization.
Gong et al. (2020) demonstrated that flexibility enhances psychological empowerment,
thereby increasing employee motivation, focus, and performance. Flexible work
environments foster trust and mutual respect between employers and employees, which
further strengthens engagement levels. Additionally, Kniffin et al. (2021) reported that
organizations implementing hybrid work models experienced improved employee
satisfaction and retention, as employees valued the support and autonomy provided
through flexible arrangements.

Despite its benefits, workplace flexibility presents several challenges that must be
carefully managed. One of the primary concerns is the blurring of boundaries between
work and personal life. Employees working remotely or under flexible schedules may
find it difficult to disconnect from work, leading to longer working hours and increased
stress. Nalini (2024) explores the relationship between employee engagement and
organizational performance, emphasizing that higher levels of engagement lead to
improved productivity and overall effectiveness. The study highlights that engaged
employees contribute to better decision-making, innovation, and organizational
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commitment. It underscores the strategic importance of fostering engagement as a driver
of sustained competitive advantage. Wang et al. (2021) highlighted that remote work can
reduce social interaction and contribute to employee isolation, thereby affecting
teamwork and organizational culture. Furthermore, Giorgi et al. (2020) noted that
continuous digital connectivity may result in mental fatigue and burnout, emphasizing the
need for clear boundaries and organizational support.

Technology plays a pivotal role in facilitating workplace flexibility by enabling
communication, collaboration, and remote work. Digital tools such as virtual meeting
platforms and collaborative software have enhanced productivity and connectivity.
However, excessive reliance on technology can lead to “digital fatigue,” negatively
impacting employee wellbeing. Therefore, organizations must ensure the effective and
balanced use of technology to maximize the benefits of flexible work arrangements.

Another critical dimension in the literature is the influence of cultural and regional
factors on workplace flexibility. The effectiveness of flexible work practices varies across
different organizational and geographical contexts. In developed economies, strong
technological infrastructure and progressive work cultures support the successful
implementation of flexible arrangements. In contrast, developing regions often face
challenges such as limited access to technology, rigid organizational structures, and
traditional work norms. Studies by Davidescu et al. (2020) and Wang et al. (2021)
emphasize the importance of designing context-specific flexibility policies that align with
local cultural and economic conditions.

Overall, recent literature from 2020 to 2025 demonstrates that workplace flexibility has a
significant positive impact on employee wellbeing and contributes to enhanced
engagement. However, it is not a universal solution. Its effectiveness depends on how
organizations address associated challenges such as work-life imbalance, employee
isolation, and technological overload. A balanced approach that integrates flexibility with
clear policies, effective communication, and employee support systems is essential.

In conclusion, workplace flexibility serves as a powerful mechanism for improving
employee outcomes in contemporary organizations. When implemented strategically, it
promotes a healthier, more engaged, and productive workforce. At the same time,
organizations must remain adaptive and responsive to evolving employee needs and
contextual factors. Adopting a holistic approach that considers both benefits and
limitations of flexibility is crucial for achieving sustainable organizational success in
today’s dynamic work environment

Research Gap:

o Lack of granular analysis across job roles and industries
o Limited understanding of long-term effects
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« Insufficient focus on developing countries
3. Research Methodology
3.1 Objectives

The primary objective of this study is to analyze the impact of workplace flexibility on
employee engagement. It seeks to understand how flexible work arrangements influence
employees’ motivation, commitment, and involvement in their work. Additionally, the
study aims to assess the influence of workplace flexibility on employee wellbeing by
examining its effect on stress levels, job satisfaction, and overall work-life balance.

3.2 Hypothesis

(HO) states that there is no significant relationship between workplace flexibility,
employee engagement, and employee wellbeing among working professionals.

(H1) proposes that there is a significant relationship between workplace flexibility,
employee engagement, and employee wellbeing.

3.3 Data Collection

The research relies on primary data collected through a structured questionnaire designed
to measure workplace flexibility, employee engagement, and wellbeing. The survey was
administered to a total of 263 respondents from various professional backgrounds. A
random sampling method was employed to ensure diversity and reduce bias, thereby
enhancing the reliability and validity of the collected data.

3.4 Variables

In this study, workplace flexibility is considered the independent variable, representing
the extent to which employees have control over their work schedules and environments.
The dependent variables are employee engagement and employee wellbeing. Employee
engagement refers to the level of emotional commitment and involvement employees
have toward their work, while employee wellbeing encompasses their physical, mental,
and emotional health within the workplace.

3.5 Tools Used
Various statistical tools were used to analyze the collected data. Cronbach’s Alpha was
applied to assess the reliability and internal consistency of the questionnaire. Descriptive

statistics were used to summarize the general trends and characteristics of the data.
Correlation analysis was conducted to examine the relationships between workplace
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flexibility, employee engagement, and wellbeing. Regression analysis was used to
determine the predictive impact of workplace flexibility on engagement, and ANOVA
was applied to identify significant differences across demographic groups.

4 Results and Analysis
Reliability Test

The reliability analysis using Cronbach’s Alpha indicated strong internal consistency
across all variables. The value for employee engagement was 0.892, workplace flexibility
was 0.721, and employee wellbeing was 0.931. These values exceed the acceptable
threshold of 0.7, confirming that the measurement scales used in the study are reliable
and suitable for further analysis.

Descriptive Statistics

The descriptive statistics revealed that employees reported moderate levels of
engagement and wellbeing. Similarly, workplace flexibility was perceived at a moderate
level among respondents, indicating that while flexibility exists, it may not be fully
optimized within organizations.

Correlation Analysis

The correlation analysis showed a strong positive relationship between employee
engagement and employee wellbeing, with a correlation coefficient of 0.852. However,
the relationship between workplace flexibility and employee engagement was weak and
slightly negative (-0.030), indicating no significant association. Likewise, the relationship
between workplace flexibility and employee wellbeing was negligible (-0.008),
suggesting minimal direct impact.

Regression Analysis

The regression analysis demonstrated that workplace flexibility explains approximately
22.9% of the variance in employee engagement. Although the model was found to be
statistically significant (p < 0.05), the relatively low percentage indicates that other
factors also play a substantial role in determining employee engagement.

ANOVA
The ANOVA results indicated significant differences in perceptions of workplace
flexibility across various demographic groups and job roles. This suggests that factors

such as age, job level, and industry influence how employees experience and perceive
workplace flexibility.
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5. Discussion

The findings indicate that workplace flexibility positively contributes to employee
wellbeing by reducing stress and improving satisfaction. However, its impact on
engagement is limited, suggesting that engagement depends on multiple organizational
factors such as leadership, culture, and recognition.

The strong relationship between engagement and wellbeing highlights the importance of
holistic HR practices. While flexibility is beneficial, excessive flexibility may lead to
work-life imbalance and reduced collaboration.

6. Conclusion

Workplace flexibility is a valuable HR strategy that enhances employee wellbeing and
indirectly influences engagement. Organizations must adopt structured flexibility policies
that balance autonomy with accountability.

Key conclusions:
o Flexibility improves wellbeing significantly
o Engagement is influenced by multiple factors beyond flexibility

« Balanced implementation is critical

Organizations should integrate flexibility with employee support systems, technology,
and performance management practices.

7. Recommendations
o Develop structured flexible work policies
o Provide mental health and wellbeing support
o Use digital tools for collaboration
o Offer training for remote work adaptation
o Ensure inclusivity in flexibility policies
8. Limitations
o Self-reported data may introduce bias
o Sample skewed toward younger respondents
o Cross-sectional study (no long-term analysis)

9. Future Scope
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o Longitudinal studies on flexibility impact
e Cross-cultural comparisons
e Role of Al and technology in flexible work
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