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Abstract 

 

This paper examines how flexible working models (FWMs) — including hybrid work, remote work, flexible hours, 

compressed workweeks, and job sharing — influence employee retention. Drawing on recent large-scale studies and 

meta-analytic evidence, the paper develops a theoretical framework linking FWMs to retention through job satisfaction, 

work–life balance, organizational commitment, and perceived career prospects. A mixed-methods empirical design is 

proposed (survey + interviews + organizational HR metrics) to test hypotheses about which FWM types and 

implementation features most effectively reduce voluntary turnover. Practical recommendations for HR practitioners 

and avenues for future research are presented. Key findings from existing literature indicate that hybrid models in 

particular reduce quit rates substantially without harming performance, while the effect of full-time remote work is more 

nuanced.   
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1. Introduction 

 

Employee retention is a strategic priority for organizations facing tight labor markets, rising replacement costs, and the 

intangible loss of institutional knowledge. Flexible working models (FWMs) — arrangements that vary standard work 

location, schedule, or structure — have emerged as a central tool for attracting and retaining talent. The COVID-19 

pandemic accelerated widespread adoption of FWMs, producing a heterogeneous body of research on their benefits and 

trade-offs. This paper synthesizes contemporary evidence, builds a conceptual model connecting FWMs to retention 

outcomes, and proposes an empirical study to identify best-practice features of flexibility that reduce voluntary turnover. 

 

2. Literature review 

 

2.1 Definitions and taxonomy of FWMs 

 

Flexible working models encompass a suite of arrangements. Common types are: 

 • Hybrid work: employees split time between office and remote locations. 

 • Full-time remote work: work primarily or entirely from non-office locations. 

 • Flexible hours / flextime: employees control start/finish times. 

 • Compressed workweek: fewer, longer workdays (e.g., four 10-hour days). 

 • Job sharing & part-time options: sharing responsibilities or reduced hours. 

 

Contemporary frameworks recommend treating hybrid work along dimensions of modality, location and temporality 

rather than as a single binary state.  ￼ 

 

2.2 Mechanisms linking FWMs to retention 

 

Four proximate mechanisms appear repeatedly in the literature: 

 1. Work–life balance — flexibility reduces commuting and enables employees to manage family and 

personal obligations, improving balance and reducing turnover intentions.  ￼ 
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 2. Job satisfaction and well-being — autonomy and reduced time pressure raise satisfaction and 

engagement, which correlate with lower voluntary turnover.  ￼ 

 3. Organizational commitment — perceived employer support through FWMs strengthens affective 

commitment to the organization.  ￼ 

 4. Career and performance perceptions — concerns about career progression or visibility can moderate 

retention effects; some evidence shows full-time remote workers face career penalties while hybrid arrangements avoid 

them.  ￼ 

 

2.3 Empirical evidence: key findings 

 • Hybrid reduces attrition without hurting performance. A large randomized control trial and associated 

analyses found that hybrid working reduced quit rates by roughly one-third while leaving performance unchanged. 

Effects were strongest for non-managers, women, and long-commuters.  ￼ 

 • Meta-analytic results show FWAs have substantial antecedents and positive outcomes across job 

satisfaction and intent to stay; managerial support and organizational implementation quality are strong moderators.  ￼ 

 • Mixed evidence on full-time remote work. While remote work improves some well-being metrics, full-

time remote arrangements can, in some studies, be associated with lower promotion rates and social isolation risks—

factors that can increase turnover risk for career-minded employees.  ￼ 

 • Industry and role heterogeneity. The effectiveness of FWMs for retention varies by occupation, sector, 

and job interdependence; frontline or highly collaborative roles may see smaller retention benefits.  ￼ 

 

3. Theoretical framework and hypotheses 

 

Figure (conceptual): FWM Implementation → (Work–life balance, Job satisfaction, Perceived career prospects) → 

Organizational Commitment → Employee Retention. Moderators: role type, managerial support, organizational culture, 

commute length. 

 

Hypotheses 

 • H1: Access to FWMs is positively associated with employee retention (lower voluntary turnover). 

 • H2: Hybrid arrangements yield larger retention gains than full-time remote or rigid office-only 

arrangements, mediated by job satisfaction and perceived career stability. 

 • H3: Managerial support and clear hybrid policies moderate the FWM–retention link; high support 

amplifies retention benefits. 

 • H4: The retention effect of FWMs is stronger for employees with long commutes, caregiving 

responsibilities, and nonmanagerial positions. 

 

These hypotheses draw on randomized evidence and meta-analytic findings that show hybrid models’ substantial 

retention benefits and the importance of implementation features.   

 

4. Methodology (proposed empirical study) 

 

4.1 Research design 

 

A mixed-methods, multi-site study combining: 

 • Quantitative component: cross-sectional + longitudinal employee survey (measuring access to FWMs, 

usage patterns, satisfaction, commitment, turnover intentions) and HR administrative data on actual turnover over 12–24 

months. 

 • Qualitative component: semi-structured interviews with employees and managers to unpack 

perceptions, implementation gaps, and career concerns. 
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4.2 Sample and setting 

 

Target 6–10 medium-to-large organizations across technology, financial services, education, and manufacturing to 

capture role heterogeneity. Aim for N ≈ 2,500 survey respondents across firms and access to HR turnover records 

(anonymized). 

 

4.3 Measures 

 • Independent variables: Type of FWM (hybrid, remote, flextime, compressed week), frequency of 

remote days per week, managerial support (Likert), clarity of policy (Likert). 

 • Mediators: Job satisfaction (e.g., single-item validated scales), work–life balance (validated scale), 

perceived career prospects. 

 • Outcome: Employee retention: (a) turnover intention scale; (b) actual voluntary turnover from HR 

within follow-up. 

 • Controls: Age, gender, tenure, role level, commute time, caregiving status, industry. 

 

4.4 Analysis plan 

 • Descriptive statistics and comparisons by FWM type. 

 • Mediation analysis (structural equation modeling) testing indirect effects through job satisfaction and 

perceived career prospects. 

 • Cox proportional hazards or logistic regression for actual turnover (time-to-event), controlling for 

covariates. 

 • Moderation tests for commute length, managerial support, role type. 

 • Thematic coding of interview transcripts to triangulate survey findings and isolate implementation best 

practices. 

 

⸻ 

 

5. Expected results and interpretation (based on existing evidence) 

 

Based on prior RCTs and meta-analyses, we expect: 

 • Robust negative relationship between access/use of hybrid FWMs and voluntary turnover, with effect 

sizes meaningful to HR (e.g., roughly 20–35% relative reduction in quit rates in firms that implement hybrid well).   

 • Stronger mediation via job satisfaction and work–life balance. Managerial support and clarity of hybrid 

practices will strengthen retention effects.   

 • Nuanced effects for full-time remote: full-time remote may lower turnover for employees valuing 

autonomy but can increase turnover risk among employees concerned about career progression and visibility, especially 

absent explicit career development policies.   

 

⸻ 

 

6. Practical implications for HR practitioners 

 1. Adopt hybrid-first design where feasible. Evidence suggests hybrid models often hit the sweet spot — 

improving retention and well-being without harming performance. Prioritize role-by-role assessments to determine 

eligibility.  ￼ 

 2. Coach managers and codify expectations. Managerial support is a critical moderator — train managers 

on remote leadership, outputs-based evaluation, and inclusion. Clear policies reduce ambiguity that can erode trust.  ￼ 

 3. Design career-path interventions for remote-eligible staff. To avoid perceived career penalties for 

remote workers, introduce mentorship, deliberate visibility practices, and transparent promotion criteria.  ￼ 

 4. Monitor outcome metrics. Track retention, engagement, promotion rates, and well-being across FWM 

cohorts to detect unintended consequences. Use HR analytics (turnover rates, internal mobility) to guide policy 

adjustments.  ￼ 
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⸻ 

 

7. Limitations and future research 

 • Causality: Cross-sectional surveys limit causal inference; quasi-experimental or randomized designs 

(where practical) provide stronger evidence. Not all organizations can randomize policies. 

 • Selection bias: Employees who choose flexible options may differ systematically; controlling for 

observed covariates and using longitudinal HR data can mitigate but not eliminate bias. 

 • Industry specificity: Results may not generalize to high-contact frontline sectors (e.g., healthcare, retail) 

where flexibility is limited. Comparative studies across sectors are needed. 

 • Equity considerations: Future work should examine how FWMs affect gender and socioeconomic 

equity within organizations. 

 

⸻ 

 

8. Conclusion 

 

Flexible working models are a strategic lever for employee retention when thoughtfully implemented. Accumulating 

evidence, including randomized trials and meta-analytic syntheses, points to hybrid arrangements as particularly 

effective at reducing quit rates without sacrificing performance. However, benefits are conditional on managerial 

support, policy clarity, and organizational practices that protect career progression. Organizations should adopt 

evidence-informed hybrid strategies, monitor outcomes, and adapt policies to role and employee needs. 

 

⸻ 

 

References (selected, recent & load-bearing) 

 • Bloom, N., Liang, J., Roberts, J., & Ying, Z. (2024). Hybrid working from home improves retention 

without damaging performance. Nature/PNAS/PMCID summary and full report.  ￼ 

 • Choi, S. (2020). Flexible Work Arrangements and Employee Retention. Journal article (longitudinal 

analysis on telework and turnover).  ￼ 

 • Meta-analysis: A Meta‐Analysis of Antecedents and Outcomes of Flexible Work Arrangements (Wiley, 

2025) — comprehensive synthesis of 113 studies identifying moderators and pathways.  ￼ 

 • Work Institute. (2025). 2025 Retention Report. Key findings on flexible work, retention drivers, and 

HR trends.  ￼ 

 • CIPD. (2025). Flexible and hybrid working practices in 2025 — practitioner insights on implementation 

and workplace adoption.  ￼ 

 • Newspaper/press coverage summarizing hybrid benefits and wellbeing studies (e.g., The Guardian, 

Stanford News). 

https://ijsrem.com/

