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ABSTRACT 

“Flexible work arrangements” is a tactical section of the ecosphere of growing establishments. There has 

exponentially growth in organizations those give ductile work culture for employees. The ductile work 

culture contains various components that help the employees in improvement of the overall well-being 

individually and collectively. Discounts given under flexible work culture supports in balancing the work-life 

of employees remarkably. 
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INTRODUCTION 

Many establishments offer “flexible work arrangements” to their employees [1]. “It is claimed that flexible 

work practices facilitate a balance in the work-life of employees” [2, 3, 4]. The paper, “flexible work 

arrangements” will be divided into its various components and an attempt has been made to establish their 

influence on employees’ ‘work-life balance’. A conclusion will be made how “flexible work arrangements” 

overall effect on “work-life balance” of the employees. 

FLEXIBLE WORK ARRANGEMENTS 

“Flexible work arrangements” signify and facilitate an employee to change the program, timing and location 

of his work shifts. It also includes “flex-time working, compressed working hours, job sharing, sabbaticals, 

telecommuting and childcare provisions” [5, 6]. “Each of the arrangement could be used individually; or they 

can be combined to complement each other” [7]. 

 FLEXIBLE WORK ARRANGEMENT AND ITS’ COMPONENT 

1 Flex-time working facilitates employees to choose timings and work shifts as per their convenience.   

2 Part-time working allows employees to work less time with the organization than full time regular 

employees.    

3 Compressed working hours is system in which an employees work for less day/s in a week instead 

of five/six. 

4 Job-sharing a mechanism where two employees do the same job by splitting in equal no of hours 

and each has part-time status. They also divide the wages, leaves and fringe advantages. 
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5 Sabbaticals facilitate employees to take a break from the job due to various personal reasons 

without pay.  

6 Telecommuting is a method where employees can continue the job through ITC without being 

physical attendance at the workplace. 

7 Childcare options are a type of facility to support employees’ with sufficient care for their children 

and family where employees and their family stay away from their home. Like crèche facility, 

dispensaries and day nursery for the children.  

 

ORGANIZATIONS BENEFITS 

Organizations establish “flexible work arrangements” as part of their “work-life balance” policy. “Flexible 

working systems help organizations in attracting, recruiting, and retaining highly qualified employees”[8]. 

“Flexible working leads to increase in productivity, profitability, reduced employee turnover and absenteeism 

rate”[9].  

 

EMPLOYEES BENEFITS   

The different ingredients of “flexible work arrangements” give advantages to the employees in various 

ways. Felix-time assist an employees to carry on their personal works without taking off from the work. 

Compressed working hours system gives extra free time to the employees to do their personal activities 

along with their job. Job-sharing gives employees adequate time to carry on their personal and professional 

tasks. Sabbaticals give employees a career break and help them achieve work-life balance. Telecommuting 

facilitates employees to work from home using ITC. It gives enough space to employees to utilize their time, 

save travelling and other expenses. Childcare facility extended by the employers in order to support their 

employees in achieving work-life balance, especially in the background of dual earning families. Therefore, 

the benefits by the various sectors of “flexible work arrangements” to the employees, help them in achieving 

work-life balance [10]. 

 

 

WORK-LIFE BALANCE 

Work-life balance means “satisfaction and good functioning both at work and at home with a minimum of 

role conflict”. Work-life balance is a wide ranging concept about the proper balance between professional 

and personal life. It is a way to keep balance between professional and personal responsibilities and leisure. 

“However,  it is challenging to achieve work-life balance in this unpredictable and rapidly changing world 

today” [11, 12, 13].   

 

 

RELATIONS BETWEEN FWA AND WLB 

In the proceedings of this paper, an strive has been made to discuss and define wide constituents of “Flexible 

work arrangements”. The flexible work systems may have different impact to person to person. Normally it 

suitability depend upon the various aspects connected to a human being. Employees who need ductile in their 

work schedules mainly have had other liabilities too and those are equally important. In some case at the age 

of retirements also, employee looks for the flexible work system to bring an ease in their life. In some cases 

due certain emergencies in life or due to some major events people intended to give proper time to manage 

those things, and in these circumstances people always prefer a flexible work systems. The flexible work 

system is definately a suitable way to manage a balance in the life. The feeling of having capability to 

manage the situation gives a confidence and happiness to a human. “It may therefore be fair to infer that 
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implementation of flexible work arrangements have a positive relationship with work-life balance 

Opportunity for flexible work arrangement influence productivity, performance, job satisfaction as well as 

organizational commitment on the part of employees” [14]. 

“Flexi time give opportunities to the employees to accommodate their personal needs” [15]. 

“Part-time working empowers employees to work continuously while increasing their leisure time” [16] 

“In compressed working, the employee can start work early and finish late so that they can build up 

additional hours and get a leave for a day from the work. This helps an employee enjoy a longer weekend / 

more time away from work without a reduction in pay. It promotes their mental and physical well being, 

which in turn leads to work-life balance”[17]. 

“In job-sharing, two employees share a job and split the remuneration as well as other fringe benefits 

proportionately. In case of personal exigencies, either one has the leeway to remain absent from work” [18].  

“In telecommuting, all or part of the duties, tasks and responsibilities of the employees are carried out by 

them from their home using information and communication technology. It helps employees save on 

travelling cost and time, allow more flexibility in the working hours and consequently leads to increase in the 

job satisfaction” [19]. 

 

WLB AND WELL BEING   

Physical health and wellness is connected with mental peace, satisfaction and well being. It can be  noticed 

that the constituents of ductile work system and their advantages to the employees creates a healthy 

atmosphere at work place as well in the life of employees.  Researchers have suggested that “physiological 

and mental well being significantly help to promote work-life balance” [20, 21].  

 

 

 

DISCUSSION 

A ductile work system has been adopted by the various organizations as per situation in order to get better 

output from the employees and enhance the profit margin of the organizations. It has been found by the 

research the flexible work systems facilitate employees to manage their responsibilities towards job and 

personal works. It gives a sense of mental satisfaction and peace and inspire them to give their best 

performances to the organization. The constituents of flexible work systems are put up to fulfill human 

needs, and it motivates employees to perform better.  

 

CONCLUSION 

The paper paper scrutinized the links between the arrangements of flexible work system and work-life 

balance. From this, it turns out that flexible work systems enhance physical and mental well-being of 

employees. It is indeed an ideal way to get more output from the employees and help them to maintain their 

work life balance with more commitments and job satisfactions. So it can be inferred that practice of flexible 

working gives positive influences on the lives of employees, working under regular and non-regular basis. 

Looking at the advantages of flexible work system, it can be said that this system suits both, employees and 

organizations if some exceptions are left. 
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