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Abstr#act 
The COVID-19 pandemic brought significant changes to workplace dynamics, especially in the adoption of flexible 
work arrangements. This study explores the role of flexible work arrangements in enhancing employee retention in the 
post-pandemic era, focusing on the IT sector in Coimbatore. A sample of 150 employees from mid-sized IT firms was 
surveyed using a structured questionnaire. The findings revealed a strong positive correlation between flexible work 
models—such as hybrid schedules and flexible hours—and employee retention. Employees reported higher job satisfaction 
and reduced turnover intent when offered flexibility. Statistical analysis confirmed that flexible work arrangements 
significantly influence retention, supporting the hypothesis. The study highlights flexibility as a key strategy for 
improving retention in the evolving workplace. 
 
INTRODUCTION OF THE STUDY 

 
 
 
 
 
 
 
 

The COVID-19 pandemic has fundamentally reshaped the way organizations operate, ushering in a new 
era of work culture centered around flexibility, remote collaboration, and digital transformation. One of 
the most significant changes witnessed during and after the pandemic is the widespread adoption of 
flexible work arrangements (FWAs)—including remote work, hybrid models, and flexible working hours. 
These shifts have not only challenged traditional work structures but have also influenced key 
organizational outcomes, particularly employee retention. In the post-pandemic context, where work-life 
balance, mental well-being, and autonomy have become critical concerns, organizations are reevaluating 
their workforce strategies. For the highly dynamic and competitive IT sector in Coimbatore, retaining 
skilled professionals has become a strategic priority. With increasing employee expectations for flexibility 
and meaningful work, this study aims to investigate the impact of flexible work arrangements on employee 
retention. It seeks to understand whether the implementation of flexible practices directly contributes to 
employees' intent to stay, overall job satisfaction, and organizational loyalty. By focusing on employee 
perspectives within the IT industry, this study provides insights into how flexibility can be leveraged not 
just as a temporary measure, but as a long-term retention strategy in the evolving world of work. 
STATEMENT OF THE PROBLEM 
The post-pandemic workplace has seen a dramatic shift in employee expectations, with flexibility emerging 
as a top priority for job satisfaction and continued employment. While many organizations, especially in 
the IT sector, have adopted flexible work arrangements such as hybrid and remote models, there remains 
uncertainty about their long-term effectiveness in retaining employees. Companies face challenges in 
balancing productivity, employee engagement, and retention under these new models. In the competitive 
IT landscape of Coimbatore, where skilled talent is in high demand, understanding the impact of flexible 
work on employee retention is crucial. This study addresses the lack of empirical evidence linking flexible 
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work practices with employee retention outcomes in the regional IT sector, aiming to fill this gap and 
provide actionable insights for HR and policy makers. 
OBJECTIVES OF THE STUDY 
1. To examine the relationship between flexible work arrangements and employee retention in the post-

pandemic IT sector. 
2. To identify the types of flexible work models (e.g., hybrid, remote, flexible hours) preferred by IT 

employees in Coimbatore. 
3. To assess the impact of flexible work arrangements on job satisfaction and work-life balance. 
4. To analyze the role of flexible work policies in reducing employee turnover intention. 

REVIEW OF LITERATURE 
The evolving landscape of post-pandemic employment has placed increased emphasis on flexible work 
arrangements (FWAs) as a key driver of employee retention and satisfaction. Numerous studies support 
the notion that flexibility in the workplace significantly contributes to workforce stability and 
organizational commitment. Wheatley (2017)1 observed that the availability of flexible working 
arrangements such as flexi-time and home-based work enhanced employee satisfaction and work-life 
balance, thereby reducing pressure and turnover. Similarly, Yang et al. (2024)2 conducted a 
comprehensive review and concluded that FWAs positively affect retention by improving employee 
autonomy, engagement, and organizational commitment. Weideman (2023)3 found that employees in 
South Africa’s IT sector reported higher motivation and productivity when offered remote work, 
especially during and after the COVID-19 period. These findings align with the experimental study by 
Bloom et al. (2015)4, which showed that working from home led to a 13% productivity increase and lower 
attrition rates in a Chinese firm. 
Choudhury, Foroughi, and Larson (2021)5 emphasized that geographic flexibility in remote work settings 
enhances job performance and serves as a critical tool for retaining talent. This is further reinforced by 
Allen et al. (2015)6, who highlighted the role of managerial support in ensuring successful telecommuting 
outcomes, thus affecting employee retention. 
Russo et al. (2021)7 carried out a two-year longitudinal study showing that developers preferred hybrid 
working models, reporting improved well-being and reduced turnover intent. Likewise, Sieler and 
Schmidt (2021)8 found a direct positive relationship between telework satisfaction, performance, and 
overall psychological well-being during Spain’s COVID-19 lockdown. 
Medina-Garrido et al. (2023)9 examined work-family balance and found that employee well-being, enabled 
through FWAs, directly contributes to job performance and reduced exit intentions. Grant and van der 
Horst (2024)10 stressed that flextime, in particular, plays a crucial role in retaining working mothers, 
enhancing workplace inclusivity and satisfaction. 
Brower (2025)11 argues that while hybrid models are beneficial, retention is most effective when flexibility 
is combined with strong leadership and professional development opportunities. This is consistent with 
Ruscio and Weideman’s (2020)12 findings that self-efficacy and reduced stress levels among remote 
workers correlated with higher satisfaction and loyalty. Government and institutional reports also echo 
these academic findings. The U.S. GAO (2025) reported that telework reduced employee turnover by 
33% and improved productivity by 12%. According to The Conference Board (2025)13, hybrid work is 
one of the key contributors to the highest levels of job satisfaction seen since 1987. In a unique 
international case, the Dubai Government HR department's four-day workweek pilot showed 
improvements in satisfaction and productivity, further validating that flexible policies can yield tangible 
employee and organizational benefits. Collectively, the literature suggests a strong and consistent 
relationship between flexible work arrangements and employee retention, especially in sectors such as IT, 
where autonomy, skill application, and adaptability are critical. These studies provide a robust foundation 
for further research on the Indian IT sector, particularly in regions like Coimbatore where remote and 
hybrid models are gaining traction post-pandemic. 
FRAME WORK OF THE STUDY  
The study proposes that flexible work arrangements (e.g., remote work, flexible hours, etc.) have a 
significant impact on employee retention. This relationship is mediated by factors such as job satisfaction, 
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managerial support, employee well-being, and work-life balance. By enhancing these mediators, 
organizations can improve employees’ intention to stay, reduce turnover intention, foster organizational 
commitment, and increase loyalty and long-term engagement. 
FRAME WORK FLOW DIARAM  

FRAMEWORK VARIABLES TABLE 
CATEGORY VARIABLES 

Independent 
 variables (IVS) 

- Flexible working hours  
- remote work  
- hybrid work models  
- compressed workweeks  
- work from anywhere policies 

Mediating  
variables (MEDIATORS) 

- Job satisfaction  
- managerial support  
- employee well-being  
- work-life balance 

Dependent  
variables (DVS) 

- Intention to stay  
- turnover intention  
- organizational commitment  
- loyalty and long-term engagement 

CATEGORIZATION: 
• Independent Variables (IVS) were defined based on various types of Flexible Work Arrangements 

that organizations implement to provide employees with more autonomy over their work schedule 
and location. 

• Mediating Variables (Mediators) are identified as the psychological and organizational factors that 
explain how flexible work arrangements lead to employee retention outcomes. These mediators 
bridge the relationship between IVs and DVs. 

• Dependent Variables (DVS) represent Employee Retention Outcomes, capturing the final impact 
of flexible work arrangements (via mediators) in terms of employees’ decisions and attitudes towards 
staying in the organization. 
 

FINDINGS OF THE STUDY  
1. Flexible work arrangements (FWAs) like hybrid schedules and flexible hours have a strong positive 

impact on employee retention in Coimbatore’s IT sector. 
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2. Employees reported higher job satisfaction when offered flexible work options. 
3. Flexible work helps improve work-life balance and employee well-being. 
4. Turnover intentions decrease significantly when flexibility is provided. 
5. Statistical analysis confirms that FWAs are a key factor in retaining skilled employees post-pandemic. 
6. Employees prefer a mix of remote, hybrid, and flexible timing options rather than one fixed model. 
7. Managerial support and opportunities for professional development enhance the effectiveness of 

flexible work policies. 
8. The findings align with global studies showing productivity improvements and reduced attrition 

through flexible work. 
9. Flexible work is not just a temporary response but a strategic tool for long-term employee retention. 
10. Organizations that implement FWAs effectively can better compete for talent in the evolving 

workplace. 
 

SUGGESTIONS OF THE STUDY 
1. Adopt Flexible Work Models: IT firms should implement hybrid work schedules and flexible 

working hours to meet employee preferences and enhance retention. 
2. Customize Flexibility Options: Offer a variety of flexible work choices (remote, hybrid, flexi-hours) 

to accommodate diverse employee needs. 
3. Strengthen Managerial Support: Train managers to effectively support remote and flexible workers, 

ensuring clear communication and trust. 
4. Promote Work-Life Balance: Encourage policies that help employees maintain a healthy balance 

between personal and professional life to improve job satisfaction. 
5. Provide Professional Development: Combine flexibility with opportunities for career growth to 

increase employee loyalty and motivation. 
6. Monitor Employee Feedback: Regularly gather employee feedback on flexible work policies and 

make adjustments to improve their effectiveness. 
7. Leverage Technology: Invest in digital tools and infrastructure to support smooth remote and hybrid 

work experiences. 
8. Develop Clear Guidelines: Establish clear policies and expectations around flexible work to 

maintain productivity and accountability. 
9. Focus on Well-being: Incorporate wellness programs alongside flexible arrangements to reduce stress 

and enhance employee engagement. 
10. Promote Flexible Work as a Long-Term Strategy: Treat flexible work not just as a temporary 

pandemic response but as a core part of workforce management. 
 

CONCLUSION OF THE STUDY 
The study concludes that flexible work arrangements play a vital role in enhancing employee retention in 
the post-pandemic IT sector of Coimbatore. By offering hybrid models and flexible working hours, 
organizations can significantly improve job satisfaction, work-life balance, and reduce turnover intentions 
among employees. Flexibility has emerged as a key strategic approach to meet evolving employee 
expectations and maintain a motivated, committed workforce. For sustained success, flexible work 
policies should be supported by strong managerial practices and opportunities for professional 
development. Overall, embracing flexible work arrangements is essential for IT companies to remain 
competitive and retain skilled talent in the changing world of work. 
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