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Abstract

The outbreak of the COVID-19 pandemic has profoundly transformed global labor
markets and organizational management practices, reshaping work patterns and employee
expectations. Flexible work arrangements (FWAs) have emerged as a critical strategy for
addressing employee turnover in the post-pandemic era. This is particularly evident in high-
tech industries, where the challenges of technological innovation and intensified talent
competition necessitate flexibility in time and space to attract and retain highly skilled talent.
Using a systematic literature review approach, this study examines existing research on FWAs
and their relationship with employee turnover intentions, exploring the key determinants of
turnover intentions and the mechanisms through which FWAs exert their effects. The findings
reveal that FWAs significantly reduce turnover intentions by enhancing job satisfaction,
organizational commitment, and mitigating work-family conflict, while simultaneously
fostering greater autonomy and employee engagement. Furthermore, the study evaluates
the applicability of FWAs in high-tech industries, highlighting their effectiveness in reducing
employee turnover risks, enhancing organizational competitiveness, and driving innovation.
By addressing research gaps, this study provides practical insights for managerial strategy
formulation and sets the direction for future research, emphasizing the need to explore the
contextual mechanisms and long-term impacts of FWAs.
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Introduction

Human resources are critical drivers of organizational success, and achieving
organizational objectives largely depends on the ability to attract and retain high-quality
employees (LOpez-Lemus et al., 2024; Ahsan, 2024). Employee turnover has long been a core
topic in applied psychology, management, and organizational practices, with over a century
of scholarly exploration (Chung et al., 2022). Nevertheless, employee turnover continues to
pose significant challenges to productivity, competitiveness, and organizational performance
worldwide (Taborosi et al., 2023). Studies indicate that turnover not only increases direct
recruitment and training costs but also indirectly lowers organizational efficiency and
innovation by undermining the morale and engagement of remaining employees (PR
Newswire, 2024; Chingono, 2023). High turnover rates exacerbate talent shortages, which
may ultimately hinder economic development (Al Akasheh et al., 2023).

In recent years, the global labor market has undergone profound changes, reshaped by
phenomena such as the “Great Resignation,” “Great Reshuffle,” and “Great Reset” (Reward
Gateway, 2024). For instance, the turnover rate among software developers has reached
57.3%, driven primarily by the rise of remote work and market demand (Microsoft Work
Trend Index, 2022). Such high turnover rates not only threaten organizational stability and
innovation but also challenge efforts to attract and retain technical talent (Cook, 2021).
Looking ahead, the demand for highly skilled talent is expected to grow globally, yet existing
talent shortages remain a pressing concern (McKinsey & Company, 2023).

Flexible work arrangements (FWAs) have demonstrated significant potential in
addressing employee turnover challenges (Qi et al., 2023). By providing flexibility in time and
space, FWAs enhance job satisfaction and organizational performance, while mitigating work-
family conflict (WFC) and reducing turnover intentions. This is particularly critical in
technology-intensive industries, where FWAs play a pivotal role in attracting and retaining
high-skilled talent (Azeem & Kotey, 2023). However, the effectiveness of FWAs is influenced
by cultural contexts, technological support, and individual employee needs (Chung, 2024;
Tsen & Gu, 2022).

The COVID-19 pandemic has accelerated changes in workplaces and management
practices, positioning FWAs as a key tool to navigate rapidly changing environments. Against
this backdrop, this study adopts a systematic literature review to address three core research
qguestions: (1) How have the concepts of FWAs and employee turnover intentions evolved?
(2) What are the key factors influencing turnover intentions? (3) What are the mechanisms
through which FWAs impact employee turnover intentions? This research aims to synthesize
existing findings, uncover the mechanisms by which FWAs influence employee mobility, and
provide theoretical support for designing targeted management strategies, while offering
directions for future research. Through this study, we hope to provide actionable insights for
organizations to achieve long-term stability and sustainable development.
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Research Significance

This study systematically explores the impact of flexible work arrangements (FWAs) on
employee turnover intentions, addressing gaps in the literature and offering both theoretical
and practical contributions:

First, on a theoretical level, this research enriches the fields of organizational behavior
and human resource management by addressing the inadequacies in studying the
relationship between FWAs and employee turnover intentions. By constructing the
mechanisms linking these two concepts, it provides a new perspective for theoretical
development.

Second, on a practical level, the study offers guidance for organizations in formulating
human resource management strategies. By revealing the mechanisms through which FWAs
influence employee stability, it helps organizations enhance employee satisfaction and
loyalty, reduce turnover rates, and strengthen their capacity for innovation and sustainable
development.

Additionally, this study employs a systematic literature review to synthesize existing
findings and identify research gaps, thereby setting a clear direction for future research and
driving deeper advancements in this field.

Lastly, by focusing on the trend of flexible work in the post-pandemic era, this research
carries significant practical relevance. It provides actionable recommendations for
organizations to adapt to environmental changes and improve their competitiveness.

In summary, this study expands theoretical boundaries, informs practical applications,
and holds substantial value for the advancement of organizational management theory and
practice.

Research Methodology

To address the specific research questions, this study adopts the systematic literature
review (SLR) method. SLR emphasizes a rigorous and transparent research process to ensure
the reproducibility of results by other scholars. In recent years, SLR has gained increasing
recognition and attention in the fields of business and management research (Dangelico &
Vocalelli, 2017). Following the SLR process recommended by Tranfield et al. (2003), relevant
secondary data were retrieved and collected from databases such as Scopus, Web of Science,
and Google Scholar, maintaining consistency with prior research methodologies.

The results of the literature review closely related to this study’s topic have been
summarized into a grid diagram presented in Figure 1. This grid aims to consolidate and
display the key findings from previous studies, providing readers with a clear overview of the
research landscape.
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Figure 1 Source: Author, 2024

To comprehensively illustrate the overall trends and hotspots in related research fields
in recent years, this study employs a bibliometric network map to visually depict the
relationships between research topics and their evolutionary pathways. The map not only
reveals the distribution characteristics of research topics in the field of FWAs and employee
turnover intentions but also highlights the interrelationships between variables and their
positions within the research network.

By analyzing the network map, it is possible to identify areas of concentrated research
activity, the evolutionary trajectory of core topics, and potential links between studies. This
provides a robust foundation for clarifying research directions, identifying gaps, and exploring
underlying mechanisms. This visualization approach systematically organizes existing
literature, offering valuable insights for both academia and practice.

Research Content
Conceptualizing Employee Turnover Intentions

Turnover intention refers to an employee's behavioral inclination to leave their current
job or organization and is considered a key antecedent of actual turnover behavior (Griffeth
et al., 2000; Cho & Lewis, 2012). Research perspectives on turnover intentions have evolved
from a single framework to a multidimensional perspective encompassing individual,
organizational, and external environmental factors (Mobley et al., 1979; Oh & Kim, 2019;
Cymbal et al., 2022).
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Early studies treated turnover intention as a singular precursor to turnover behavior.
Porter and Steers (1973) argued that turnover intention represents the final psychological
stage in an employee’s decision to leave, closely linked to job satisfaction and external
opportunities. Mobley’s (1977) “turnover decision process model” was the first to define
turnover intention as a psychological state in which dissatisfaction with work triggers interest
in external opportunities. This model positioned turnover intention as a mediating variable
for actual turnover behavior, laying a theoretical foundation for subsequent research (Mobley
et al., 1979).

Subsequent studies have explored the interaction between turnover intention and
various variables. Ajzen’s (1991) Theory of Planned Behavior identified attitude, subjective
norms, and perceived behavioral control as critical determinants of turnover intention. Lee
and Mitchell’s (1994) unfolding model emphasized turnover intention as an employee’s
comprehensive evaluation of the work environment, personal needs, and external
opportunities. Additionally, the “gradual withdrawal model” posited that turnover intention
reflects a complex cognitive and emotional process, underscoring the gradual nature of
turnover behavior (Van Breukelen et al., 2004).

In recent years, research has further expanded to dynamic and multilevel frameworks.
Nandialath et al. (2018) highlighted the interaction of contextual, psychological, and social
variables, while the “turnover contagion effect” revealed the indirect influence of coworkers’
emotions and behaviors on turnover intentions (Usanova & Géraudel, 2024). Abet (2024)
defined turnover intention as an employee’s propensity to leave within a specific timeframe,
even if no action has yet been taken.

In summary, research on turnover intention has progressed from single-variable analyses
to multidimensional and dynamic frameworks, offering critical theoretical and practical
insights for understanding turnover behavior.

Factors Influencing Employee Turnover Intentions

Turnover intention is a critical research topic in organizational psychology and human
resource management. In recent years, its scope has expanded from single-variable analyses
to multidimensional and dynamic frameworks (Mobley, 1977; Oh & Kim, 2019; Francis et al.,
2023; Usanova & Géraudel, 2024). Grounded in the Theory of Planned Behavior,
understanding the predictors of turnover intention is essential for effectively addressing
employee attrition. Identifying these factors enables organizations to devise targeted
strategies to reduce turnover rates and retain key talent.

Research indicates that the factors influencing turnover intention can be categorized into
individual, organizational, and social dimensions (Lee, 2017). At the organizational level, three
key categories emerge: Organizational characteristics, such as corporate development status,
culture, reputation, and atmosphere (Lee et al., 2020; Koomson, 2023). Employee attitudes,
including organizational commitment, perceived fairness, job stress, and job satisfaction (Lee
et al.,, 2020; Sokhanvar et al.,, 2016; Jin et al.,, 2016; Nguyen et al., 2020). Management
practices, such as training, performance management, and compensation and benefits (Choi
et al,, 2012; Kim et al., 2017).
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At the individual level, job satisfaction is a significant driver of turnover intention. In high-
tech manufacturing, particularly among R&D personnel, satisfaction is heavily influenced by
technological challenges, innovation opportunities, and resource support (Zhang, 2021).
Additionally, job burnout shows a positive correlation with turnover intention, a trend
exacerbated by the high emotional demands of certain work environments (Cymbal et al.,
2022). Demographic factors, including age, gender, and marital status, also significantly affect
turnover intentions (Oh & Kim, 2019).

At the social level, work-family conflict is a critical determinant of turnover intention,
especially for R&D personnel. During intensive project development phases, conflicts
between work demands and family responsibilities significantly increase the likelihood of
turnover (Ardi & Anggraini, 2023).

In summary, research on turnover intention has evolved from a single-dimensional
perspective to an integrated framework, providing both theoretical foundations and practical
guidance for organizations to formulate effective employee retention strategies.

Conceptualizing Flexible Work Arrangements

Flexible Work Arrangements (FWAs) have become a critical management strategy for
modern organizations to navigate rapidly changing environments. By offering flexibility in
work schedules, locations, and methods, FWAs aim to balance work and life while enhancing
employee satisfaction and organizational performance (Qi et al., 2023; Peretz et al., 2018;
Soga et al., 2022). FWAs primarily include temporal flexibility, spatial flexibility, employment
form flexibility, and individualized work arrangements (i-Deals).

Temporal flexibility allows employees to adjust their work hours, an early focus in FWA
research (Dalton & Mesch, 1990). By enabling compressed workweeks and schedule
adjustments, temporal flexibility reduces commuting stress and enhances employee
autonomy and well-being (Baltes et al., 1999; Rau & Hyland, 2002).

Spatial flexibility offers freedom in choosing work locations, such as remote work or
telecommuting. Studies demonstrate that spatial flexibility reduces commuting costs,
improves work efficiency, and promotes psychological well-being (Hill et al., 2008; Greenberg
& Landry, 2011). During the COVID-19 pandemic, remote work further ensured business
continuity and increased flexibility.

Employment form flexibility encompasses numerical, functional, temporal, and wage
flexibility (Barbieri, 2009). These forms address short-term labor demands, enable task
reallocation, and introduce performance-based reward mechanisms, meeting organizational
flexibility needs while boosting employee satisfaction and organizational commitment.

Individualized work arrangements (i-Deals) allow employees and employers to negotiate
work conditions, particularly valuable in technology-intensive industries for attracting and
retaining high-skilled talent (Hornung et al., 2010). FWAs are not merely employee benefits
but essential tools for empowering employees. By addressing personalized needs, FWAs
improve productivity, psychological health, and organizational loyalty (Allen et al., 2013;
Kossek & Lautsch, 2023). As Kelliher (2024) highlights, FWAs have become indispensable
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strategies for modern organizations, balancing work-life dynamics and enhancing overall
employee well-being.

The Impact of Flexible Work Arrangements on Employee Turnover Intentions

Flexible Work Arrangements (FWAs), as an essential tool in modern human resource
management practices, have a significant impact on employee turnover intentions. Caillier
(2018) demonstrated that implementing flexible schedules can substantially increase
employees' intention to stay. This is attributed to FWAs granting autonomy over time and
space, reflecting the organization’s commitment to employee well-being, thereby enhancing
job satisfaction and organizational commitment (Tsen et al., 2021). Grounded in social
exchange theory, FWAs are perceived as organizational investments in employee welfare,
motivating employees to reciprocate with greater organizational loyalty and performance,
ultimately reducing turnover risks (Kotey & Sharma, 2019; Ahmad et al., 2023).

However, the effectiveness of FWAs may vary depending on the context. Improper
implementation can blur work-family boundaries, exacerbate work-family conflict (WFC), and
lead to role ambiguity, occupational isolation, and psychological frustration (Beigi et al., 2018;
Shockley & Clark, 2022; Aitken et al., 2023). For instance, certain forms of FWAs have failed
to significantly reduce turnover intentions (Lerodiakonou & Stavrou, 2017; Clark et al., 2017),
indicating that their applicability is constrained by cultural, industry-specific, and individual
factors.

Nevertheless, substantial research supports the positive effects of FWAs in alleviating
WEFC, improving work-life balance (WLB), and reducing turnover intentions. FWAs enhance
employees’ psychological safety, autonomy, and job satisfaction, with particularly
pronounced effects on high-intensity knowledge workers such as R&D personnel (Berber et
al., 2022; Zaza et al., 2023). Based on the Job Demands-Resources (JD-R) Theory, FWAs, as
critical work resources, enhance control over time and tasks, reducing the intensity and
frequency of WFC while fostering organizational belongingness and emotional commitment
(Allen et al., 2021; Kossek et al., 2023; McNall et al., 2023). Furthermore, WLB is considered a
partial mediating factor between FWAs and turnover intentions. Multinational companies
such as Nestlé, IBM, and Dell UK have successfully reduced turnover rates and retained key
talent by optimizing WLB (Azar et al., 2018; Rhee et al., 2020).

In innovation-driven industries, the role of FWAs is particularly significant. The turnover
risks associated with high-pressure innovation tasks and breakthrough product development
make FWAs an essential strategy for improving job satisfaction and organizational stability
(Jiang et al., 2023; Caillier, 2018). By mitigating role conflict and work stress, FWAs effectively
reduce turnover rates and enhance organizational competitiveness and innovation capacity
(Hong et al., 2021; Azeem et al., 2023). In conclusion, FWAs significantly reduce turnover
intentions by improving employees’ work experiences and organizational commitment, with
higher applicability and practical value in innovation-intensive industries. Future research
should further explore the potential mechanisms and long-term effects of FWAs in diverse
cultural and organizational contexts.
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Conclusion

Through a systematic literature review, this study comprehensively examined the impact
of flexible work arrangements (FWAs) on employee turnover intentions and their underlying
mechanisms. The findings indicate that FWAs significantly reduce turnover intentions by
enhancing job satisfaction and organizational commitment through the provision of flexibility
and autonomy. This effect is particularly pronounced in high-tech industries, where
employees often face high work pressure and rapidly changing environments.

The study further identified multiple mechanisms through which FWAs reduce turnover
intentions, including mitigating work-family conflict, enhancing employee autonomy, and
fostering a sense of organizational support. Despite revealing the substantial role of FWAs in
managing employee mobility, some research gaps and limitations remain. Specifically, the
effects of different types of FWAs under diverse contexts, as well as their potential negative
consequences, require further investigation.

Future research should expand in the following areas: Explore cross-cultural differences
in the impact of FWAs on turnover intentions. Investigate the role of technological
advancements in supporting and challenging the implementation of FWAs. Analyze the needs
and responses of employee groups with varying demographic characteristics to FWAs. This
study provides a theoretical foundation for organizations to develop more effective retention
strategies and offers new perspectives for academia to enrich the field of employee mobility
management. By optimizing the implementation of FWAs, organizations can enhance
employee loyalty and work engagement, contributing to long-term stability and sustainable
development.

Limitations
Limitations in Literature Coverage

Although this study employed a systematic literature review to comprehensively analyze
research on FWAs and employee turnover intentions, the selected literature predominantly
focused on specific fields and regions. This geographical and sectoral bias may limit the
generalizability of the findings to other industries or cultural contexts. Future research should
aim to expand the scope of literature coverage, particularly by conducting more in-depth
analyses of studies from emerging economies in Asia and Africa, as well as underexplored
industries, to enhance the generalizability and comprehensiveness of the research.

Limitations in Research Methodology

This study primarily relied on a literature review to summarize and integrate existing
research, without incorporating empirical analyses based on original data. While this
approach provides a systematic theoretical framework for the field, it cannot validate the
practicality or reliability of the theories and hypotheses proposed in the literature. Moreover,
the literature review may be influenced by publication bias, potentially overlooking relevant
unpublished studies. Future research should consider employing empirical methods and
meta-analyses to further verify the specific mechanisms through which FWAs affect employee
turnover intentions.

3564



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 14, No. 12, 2024, E-ISSN: 2222-6990 © 2024

Limitations in Research Variables and Models

This study focused on the impact of FWAs on employee turnover intentions but did not
delve deeply into the dynamic relationships among related variables or potential mediating
and moderating effects. For instance, variables such as job satisfaction, organizational
commitment, and cultural factors may play significant roles in the relationship between FWAs
and turnover intentions. However, this study did not comprehensively examine the complex
interactions among these variables. Future research could develop more sophisticated
theoretical models to uncover these mechanisms, providing more nuanced guidance for both
theory and practice.

Theoretical and Contextual Contributions

This research contributes significantly to the theoretical understanding and practical
applications of flexible work arrangements (FWAs) in mitigating employee turnover
intentions. Theoretically, it bridges the gap in organizational behavior and human resource
management literature by constructing a nuanced framework that links FWAs with reduced
turnover intentions, emphasizing the mediating roles of job satisfaction, organizational
commitment, and work-family conflict. The study expands the boundaries of the Job
Demands-Resources (JD-R) theory by positioning FWAs as critical resources that enhance
employee well-being and organizational loyalty. Contextually, this research is particularly
valuable for high-tech industries where employee retention is critical for maintaining
competitive advantage and fostering innovation. By addressing the challenges posed by the
post-pandemic labor landscape, this study provides actionable insights for organizations to
tailor FWAs effectively, thereby promoting long-term organizational sustainability and
stability. Through its emphasis on both individual and contextual factors, this study lays a
foundation for future explorations into the complex dynamics of FWAs across diverse cultural
and industry settings.
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