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Abstract: This study examines the role of sustainable flexibility in teams and its impact on 

organizational development through a systematic literature review of 75 research papers 

(1994–2028). Using a qualitative analytical approach, the study identifies key dimensions of 

flexibility, including flexible working hours, work-life balance, and employee-driven work 

arrangements. The findings indicate that flexibility significantly enhances employee 

engagement, productivity, organizational commitment, and retention, while also supporting 

work-life balance and well-being. However, challenges such as managerial resistance, time 

management issues, and lack of monitoring hinder effective implementation. The study 

highlights that employee-driven flexibility models yield more consistent positive outcomes 

compared to employer-driven approaches. The paper concludes by emphasizing the strategic 

importance of flexibility as a driver of organizational agility and sustainable growth.  
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1. Introduction 

In the recent past, flexibility in the workplace was typically handled on a case-by-case basis. 

For instance, an employee might need to adjust their hours to accommodate personal 

responsibilities, and supervisors would accommodate these requests as needed. However, such 

flexibility was more of an exception rather than the norm. 

Prior to the pandemic, remote work was relatively uncommon, with most employees working 

in traditional office settings. However, the landscape changed drastically in 2020 when the 

global pandemic forced organizations to embrace remote work and reconsider traditional 

notions of workplace culture and productivity. Today, the concept of "business as usual" has 
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evolved significantly. With the shift to remote work during the pandemic, employees found 

themselves with newfound bargaining power. 

In today's workplace, companies are striving to foster a culture of trust by providing employees 

with flexibility in their work schedules. 

To begin, the paper reviews prior research findings concerning flexible working hours. By 

analysing existing evidence, it evaluates flexible working hours from the perspectives of both 

employees and employers, highlighting that employer and employee both can be benefitted by 

the implementation of the flexibility in the team. Despite extensive research on flexible work 

arrangements and work-life balance, there remains a lack of integrated understanding of how 

sustainable flexibility specifically contributes to team effectiveness and organizational 

development in a long-term context. Existing studies often focus on isolated outcomes such as 

employee satisfaction or productivity, but limited attention has been given to the combined 

impact of flexibility, team dynamics, and organizational agility, particularly in post-pandemic 

work environments. This study attempts to bridge this gap by providing a holistic and 

synthesis-based perspective on sustainable flexibility. 

The primary objective of the paper is to examine flexibility in team arrangement and its effect 

on organizational building. 

The specific objectives are to: 

1. Identify key dimensions and determinants of sustainable flexibility in teams. 

2. Examine the relationship between flexible work practices and organizational development. 

3. Analyse challenges and opportunities in implementing flexibility for long-term 

sustainability. 

4. Evaluate the impact of employee-driven versus employer-driven flexibility models. 

2. Flexible Working Hours 

Flexibility in the workplace encompasses more than just changes in work hours and location; 

it also involves job sharing, taking career breaks such as maternity or paternity leave, working 

part-time, and adjusting schedules to align with school term times. (Coyle-Shapiro and Hoque) 

In another research paper about flexible work arrangements (FWA), scholars explored three 

main types of FWA: flexible scheduling (referred to as flexitime), remote telecommuting 

(known as tele homeworking), and reduced hours (described as part-time work), each offering 

various levels of flexibility in terms of when, where, and how long individuals work 

(Possenriede and Plantenga) It's essential to highlight that FWAs, provide convenience in 

organizing work schedules without necessarily reducing working hours. Therefore, work 

flexibility can be defined as employees having control over both the duration of their working 

hours and the option to work remotely from the office. This scheduling flexibility is typically 

expected to be provided by the employer. (Chung).  

The study indicates that FWA is crucial in implementing diversity initiatives. However, 

organizational priorities, especially managerial apprehensions regarding client interactions, 

limit the adoption of FWAs, thereby limiting their effectiveness in promoting greater diversity. 
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Since FWAs have varying impacts based on whether employees are available remotely or not, 

their acceptability is not universally inclusive but rather contingent on the nature and level of 

the job. (Michielsens et al.) 

The various dimensions and classifications of FWAs are summarized in Table 1 below. 

Table 1: Dimensions and Types of Flexible Work Arrangements (FWAs) 

Dimension Type of FWA Description Source/Author 

Time 

Flexibility 
Flexi-time 

Adjustable start and 

end times 
Daniel Possenriede (2011) 

Location 

Flexibility 

Remote work / 

Telecommuting 

Working from home 

or another location 
Chung (2009) 

Workload 

Flexibility 

Part-time / 

Reduced hours 

Reduced or 

customized working 

hours 

Elisabeth Michielsens (2013) 

Career 

Break 

Flexibility 

Sabbatical / 

Maternity/Paternity 

Leave 

Temporarily leaving 

and returning to 

work 

J. Coyle-Shapiro (2013) 

 

2.1 Advantages for Employers: Employers have implemented flexible work packages, as part 

of their work-life policies, to attract, hire, and retain highly skilled personnel for their 

companies. By granting employees the autonomy to manage their own work schedules, they 

perceive that their employer values their well-being and respects their life outside of work. 

(Casper and Harris).  

Based on additional earlier research, FWAs lead to enhanced employee loyalty, engagement, 

and heightened organizational commitment, alongside increased job satisfaction. Moreover, 

flexible work packages aid in attracting and retaining skilled employees for the organization. 

(Sutanto et al.) Additionally, benefits for employers include heightened productivity, decreased 

employee turnover, and reduced absenteeism because of flexible working arrangements. 

(Hussainy). Therefore, flexible working practices are advantageous for employers. Flexibility 

has been integrated into the work structure to provide employees with the option to choose 

when, for how long, and from where they work. 

2.2 Advantages for Employees: According to the research, there are distinct gender 

differences in how flexible working practices are perceived and utilized. Men tend to view 

flexible working to strengthen their commitment to the organization, possibly by demonstrating 

their dedication and willingness to adapt to different work arrangements. On the other hand, 

women often see flexibility as a critical tool for achieving a better work-life balance, enabling 

them to fulfil their professional responsibilities while also attending to personal and family 

needs. 

These differing perspectives may stem from societal expectations and traditional gender roles. 

Women, especially mothers, are often expected to juggle multiple roles and responsibilities, 
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leading them to prioritize flexibility in their work arrangements. This could explain why 

women are more likely to seek and benefit from flexible working options compared to men. 

Furthermore, organizational culture and policies may also play a role in shaping these 

perceptions. (Wonneberger) Companies that promote a supportive and inclusive work 

environment, with policies that accommodate diverse needs and lifestyles, are more likely to 

attract and retain female employees who value flexibility. (Lewis).  

Table 2 presents a comparative overview of how flexibility benefits both employers and 

employees. 

Table 2: Benefits of Flexibility for Employers vs. Employees 

Benefit Category Employers Employees 

Productivity Increased efficiency 

and output 

Better focus and time 

management 

Retention Lower turnover and 

absenteeism 

Improved job satisfaction 

Work-Life 

Balance 

Improved 

organizational image 

Enhanced mental well-being and 

reduced stress 

Loyalty & 

Engagement 

Higher employee 

engagement 

Greater sense of value and 

autonomy 

Source Hussainy (2019), 

Casper (2008) 

Lewis (2010), Amritha & Reddy 

(2017) 

 

3. Work Life Balance (WLB) 

The concept of WLB has become increasingly prominent in discussions about workplace well-

being and productivity. This attention is not limited to employees with specific demographics, 

such as relationship status, family size, or the presence of children, but is recognized as 

important for all individuals in the workforce. 

At its core, work-life balance refers to the equilibrium between professional responsibilities 

and personal activities or commitments outside of work. Achieving this balance is crucial for 

overall well-being, job satisfaction, and productivity. (“The Work-Life Balance and Job 

Satisfaction”). However, many employees face challenges in maintaining this balance due to 

various factors. (Tijani and Opawole).  

In a study examining support for work-life balance, researchers discovered a positive 

correlation between emotional and instrumental support provided to employees during work 

and their satisfaction with work-life balance (Marecki). This suggests that both emotional 

encouragement and practical assistance contribute to fostering a sense of balance between work 

and personal life, leading to higher levels of satisfaction among employees (Abendroth and den 

Dulk) . 

3.1 Stress and Work Life Balance. By taking proactive steps to manage stress and regain 

control over work-related factors, individuals can improve their overall well-being and 
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productivity. (Shanker). Research indicates that employees facing WLB challenges tend to 

experience higher levels of stress compared to those who have successfully achieved a balance 

between their work and life responsibilities. This suggests that maintaining a healthy 

equilibrium between professional and personal commitments is essential for reducing stress 

and enhancing overall well-being in the workplace (Gragnano et al.). 

3.2. Wellbeing and Work Life Balance (WLB). Employers play a crucial role in promoting 

employee well-being by creating a workplace culture that prioritizes health, wellness, and 

overall quality of life. This includes initiatives such as providing access to health resources, 

promoting work-life balance, offering mental health support, and fostering a positive and 

supportive work environment (Monteiro and Joseph). By investing in employee well-being, 

organizations can improve morale, productivity, and overall satisfaction among their 

workforces (Kossek et al.). Furthermore, the research highlights the interconnectedness of 

physiological and mental well-being, emphasizing their importance in achieving a harmonious 

WLB. Additionally, studies have shown that employee well-being not only influences 

productivity and performance but also impacts organizational commitment, job satisfaction, 

and overall work-life balance. (Gulzar and Abbas).  

4. Flexible Working Hours (FWHS) And Work-Life Balance (WLB). 

FWHs have been implemented as a perk for parents and caregivers to assist them in managing 

their work and life commitments and attaining a healthy work-life balance. Recent research on 

WLB indicates that employees perceive flexible working arrangements as a morale booster in 

the workplace, potentially enhancing WLB. Moreover, employees feel that employers are 

capable of aiding them in balancing their professional and personal roles. For instance, flexible 

working hours are cited as one of the most effective strategies for enhancing employee well-

being, as they enable employees to handle responsibilities outside of work more effectively. 

(Amritha and Reddy). 

Building trust between employers and employees is crucial, especially concerning FWHs. 

Without proper monitoring by managers, FWAs can potentially lead to challenges in the 

workplace. It is essential to conduct further research on FWHs to comprehensively understand 

both their benefits and drawbacks. Only after thoroughly investigating the positive and negative 

aspects of flexible working practices can organizations make informed decisions about 

implementing flexibility in the workplace. This balanced approach is necessary to ensure that 

flexible working arrangements are effective and beneficial for both employers and employees. 

(Shagvaliyeva and Yazdanifard).  

5. Flexibility In Teams And Organizational Building 

Flexible working arrangements (FWA) that allow employees to control their place and time of 

work, particularly those aimed at enhancing WLB and driven by employees themselves, can 

lead to positive outcomes for organizations. Employees who choose employee-driven FWAs 

such as working from home or telecommuting are often highly motivated, self-sufficient, 

disciplined, organized, and effective communicators. (Menezes and Kelliher). Consequently, 

they tend to achieve higher levels of performance, benefiting companies that can offer such 
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flexibility to attract and retain them.It reveals that while flexibility enhances learning and 

innovation, high perceived support unexpectedly weakens this relationship. Using data from 

1,350 Indian IT firms, the study emphasizes the strategic value of internal resources like 

flexibility, learning, and support for competitive advantage. (Husain et al.) 

While employer-driven FWAs have also been associated with positive impacts on 

organizational performance, their effectiveness has been found to be less consistent compared 

to employee-driven approaches. Therefore, organizations striving for optimal performance 

should recognize the importance of involving their employees in decisions related to their 

working arrangements (Ryan and Deci). This collaborative approach can lead to more effective 

implementation of FWAs and ultimately contribute to improved organizational outcomes. 

(Austin-Egole and Nwokorie). 

While the direct association may require further investigation, it is widely acknowledged that 

many flexible work practices, such as flexitime, telework, and support with dependent care 

services, come with low financial costs. These costs are primarily related to program 

administration and do not necessitate significant initial resource investment (Warner and 

Wäger). This suggests that implementing flexible work practices can yield benefits for both 

employees and organizations without imposing substantial financial burdens. (Omondi). Study 

offer significant and valuable insights in several aspects. Firstly, concerning workforce 

flexibility and effective teamwork, the study suggests that it's possible to reap the benefits of 

both simultaneously. It demonstrates that employees who engage in a diverse range of 

manufacturing tasks throughout the plant (functional flexibility) may display higher levels of 

team performance when working in teams. 

Secondly, findings challenge the notion that superior team performance only occurs within 

stable, established teams. Instead, it suggests that team effectiveness can be achieved even 

when team composition varies. 

Thirdly, the study emphasizes that the relationship between workforce flexibility and teamwork 

is not limited to cellular manufacturing but extends to various modern manufacturing 

philosophies. Concepts such as just-in-time, lean manufacturing, total quality management, 

world-class manufacturing, and flexible manufacturing systems all advocate for labour 

flexibility and teamwork as essential components for achieving their objectives. (Fraser and 

Hvolby) This study found that absenteeism, a non-financial indicator, showed significant 

relationships with FWAs, while subjective measures of performance-like quality of service 

were more closely associated with the presence of FWAs compared to objective financial 

measures. The finding of the study underscores the importance of incorporating employee-

driven FWAs into management strategies to enhance organizational performance and 

employee well-being simultaneously. (Klindžić and Marić). 

The study found that employees' flexibility is shaped by their role, age, initiative, self-efficacy, 

and organizational factors like trust and task structure. Willingness depends on fair treatment, 

while ability links to self-efficacy. (van den Berg and van der Velde). 
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In this study it’s been systematically analysed 75 papers published from 1994 to 2028 And 

concluded with the given definition ‘Organizational Agility is a learned, permanently-available 

dynamic capability that can be performed to a necessary degree in a quick and efficient fashion, 

and whenever needed in order to increase business performance in a volatile market 

environment.’ (Walter). 

A survey of 3,044 public service employees found that negative attitudes toward increased 

functional flexibility were weakly linked to low extrinsic satisfaction, perceived reward 

inequity, low organizational commitment, and age. Job scope and most biographical factors, 

except age, had little predictive value for these attitudes. (Cordery et al.). 

A study by (Olson and Tetrick) examined organizational restructuring and its effects on 

employee attitudes and perceptions. Findings highlighted the psychological impact of change 

and the importance of managing employee responses during restructuring. (Olson and Tetrick). 

Modern manufacturing demands a customer-focused strategy and proactive role orientation, 

but empirical research is limited. Studies show strategic orientation improves with new 

practices, while flexible roles need autonomous work structures. (Parker et al.). 

6. Discussion 

To examine how flexibility in team arrangement and its effect on organisational building come 

up with the factors related to the flexibility like FWHs and WLB. FWHs having benefit for 

both employee and well employer. and study suggested that it is having positive impact on 

organizational building. 

Employers have found that flexibility in the workplace yields several significant advantages. 

These include increased job and employer satisfaction, enhanced employee productivity, 

stronger employee engagement, and reduced turnover and absenteeism. These benefits 

ultimately contribute to improved productivity and profitability for the company. 

 However, it's important to note that work-related stress can spill over into employees' personal 

lives, affecting their ability to achieve a WLB and leading to psychological and physiological 

health concerns, that can harm productivity and well-being. Employers bear the responsibility 

of fostering a wellness-oriented workplace, characterized by reduced stress and a culture of 

trust, to boost employee productivity. While flexible working arrangements were historically 

associated with women balancing family responsibilities, they are now equally important for 

men in evolving family dynamics where both parents share caregiving roles and contribute to 

dual family incomes.  

Some study revealed that there are some challenges in implementation of flexibility in work 

arrangement like; employee faced controlling issue in working hour and that leads to pressure 

hence many employees face difficulty in maintaining the balance due to several factor lack of 

control leads uncertainty and elevate stress level. falling in proper time management during the 

flexible work arrangement also create pressure to fulfil commitment. 
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Sense of autonomy among the employee, create a feeling that employer value wellbeing of 

employees, it prompt loyalty, commitment and job satisfaction. It is also helpful in retaining 

and attracting high performance employees.  

While flexibility offers numerous advantages, organizations face several challenges in 

implementation, as summarized in Table 3. 

Table 3: Challenges in Implementing Flexibility 

Challenge Description Impact 

Lack of 

Monitoring 

Difficulty in tracking performance in 

remote settings 

May reduce 

accountability 

Time 

Management 

Issues 

Employees struggling to set boundaries 

and meet deadlines 

Increased stress, 

reduced output 

Managerial 

Resistance 
Fear of losing control or team cohesion 

Delay in adopting 

FWA policies 

Cultural 

Barriers 

Traditional mindsets regarding physical 

presence at work 

Hinders flexibility 

adoption 

Source 
Discussion & Shagvaliyeva (2014), 

Michielsens (2013) 
 

The findings of this study reinforce the argument that flexibility is not merely an operational 

adjustment but a strategic capability that contributes to organizational agility and resilience. 

Consistent with prior studies, employee-driven flexibility emerges as a more effective 

approach, as it enhances autonomy, motivation, and engagement. However, the study also 

highlights a critical paradox—while flexibility promotes work-life balance, inadequate 

structure and control mechanisms may lead to increased stress and reduced efficiency. This 

indicates the need for a balanced framework combining flexibility with accountability and 

managerial support. 

7. Summery 

Flexible work arrangements in organizations, especially those intended to support WLB can 

lead to positive results for the organization. It's important for every organization aiming for 

optimal performance to recognize the importance of involving employees in decisions 

regarding their work arrangements. 

A summary of selected key studies referenced in this review is provided in Table 4 for quick 

reference. 

Table 4: Literature Summary of Key Studies Reviewed 

Author(s) Year Focus Area Key Findings 

Amritha 

& Reddy 

2017 Flexible hours & work-

life balance 

Boosts morale and work-life 

satisfaction 

Klindžić 

& Marić 

2019 Employee vs. 

employer-driven FWA 

Employee-driven FWAs have more 

positive outcomes 
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Fraser & 

Hvolby 

2010 Flexibility and team 

performance 

Functional flexibility improves team 

outcomes 

Walter 2021 Organizational agility Defined agility as dynamic, 

performance-enhancing 

 

8. Limitations 

This study is based on a systematic review of secondary data, which may limit the 

generalizability of findings due to dependence on previously published research. The absence 

of primary empirical data restricts the ability to validate findings in real-time organizational 

settings. Additionally, the study focuses broadly on multiple industries and contexts, which 

may overlook sector-specific variations in the implementation of flexible work practices. 

Future research may address these limitations by conducting empirical studies, longitudinal 

analysis, and industry-specific investigations. 

9. Recommendations 

The following recommendations are made: 

Organizations should adopt employee-oriented flexible work arrangements for their teams. 

Research shows that such arrangements help maintain work-life balance, positively impact 

employees' abilities, interests, and enthusiasm for their jobs, and indirectly improve overall 

performance within the organization. 

Embrace change and challenge traditional work practices to enhance performance and 

productivity. This may involve reevaluating rigid structures and policies to create a more 

adaptable and responsive work environment 

Research should aim to understand how the advantage of FWAs vary based on who primarily 

benefits from them, whether it's the employee or the employer. Understanding these nuances 

can lead to more sustainable and effective implementation of flexible work policies. 

10. Conclusion 

This study concludes that sustainable flexibility is a critical determinant of modern 

organizational success. It not only enhances employee well-being and engagement but also 

contributes to improved organizational performance and adaptability in dynamic environments. 

The findings suggest that organizations must move beyond traditional rigid work structures 

and adopt strategically designed, employee-centric flexibility models. However, successful 

implementation requires addressing managerial, cultural, and operational challenges. Thus, 

flexibility should be viewed as a long-term strategic investment rather than a short-term 

operational adjustment. 
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