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Introduction: Flexible Work Arrangements (FWA) have become increasingly
prevalent, offering employees flexibility in time, tasks, and location. While
extensively researched at the employee level, FWAs organizational impact,
particularly on innovation, productivity, and perceived organizational
attractiveness, is less explored, especially in small and medium-sized enterprises
(SMEs). This study aims to explore how FWAs influence these key areas from the
perspective of SME managers.

Method: A qualitative study used semi-structured interviews with 17 managers
from SMEs in Sweden. Participants were selected based on diversity in industry,
gender, and experience. Data were analyzed using thematic analysis to identify
recurring themes regarding innovation, productivity, and company attractiveness
in relation to FWA.

Results: The results revealed that while FWAs can enhance innovation by
promoting employee autonomy and diverse work settings, they may also hinder
long-term innovation by reducing spontaneous discussions and collaboration.
FWAs may improve individual performance but pose challenges to productivity
in coordinating teams and maintaining project timelines, necessitating increased
managerial oversight. Additionally, while offering an FWA attracts employees, it
may weaken employee loyalty.

Discussion/conclusion: These findings highlight the need for SMEs to carefully
balance the benefits of FWAs with potential drawbacks, to maintain a competitive
edge, suggesting the importance of structured management processes,
regulated onsite workdays, and strategies to strengthen organizational
connections. This balance is essential for sustaining innovation, productivity,
and organizational cohesion. The findings also underscore the complexity of
implementing FWAs in a way that supports long-term organizational success.
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1 Introduction

Flexible work arrangements (FWA) are a common feature of
today’s work life. In some industries, it has long been a natural way
of working, while in others its use has escalated in recent years
(Gilson et al,, 2022). FWA is commonly defined as a formal or
informal agreement between employer and employee (Eurofond,
2020). Employees can adjust their working hours, for example, by
being able to choose when work starts and ends (flexibility in time),
how to perform work (flexibility in which tasks are carried out
and in which order), and/or they can be allowed to occasionally or
regularly work remotely (flexibility in space) to a variety of degrees
(Eurofond, 2020; Jeffrey Hill et al., 2008). In Sweden, although
the COVID-19 pandemic accelerated the transition and increase
in flexible work, around 40-56 percent of the Swedish workforce
already had influence over their working hours or the option to
work remotely before the pandemic (European Commission, 2020).
As such, the use o FWA is expected to increase in the future due
to sustainability issues, including social, ecological, and economic
factors like reductions in commuting time, housing demand,
maintenance costs, and electricity consumption (Lundqvist and
Wallo, 2023).

In general, FWA combines two perspectives, the employee’s
(Kelliher and Anderson, 2010) and the organization’s (Reeve et al.,
2012; Wattis et al, 2013). Although an array of studies has
focused on FWA outcomes at the employee level, few studies
have focused on the organizational level, especially in SMEs. At
the employee level, FWA is associated with positive factors such
as lower work-related stress (Wang et al., 2011), improved work
attitudes (Kim and Wiggins, 2011; Chen and Fulmer, 2018), higher
job satisfaction (Delanoeije et al,, 2019; Wang et al., 2021; Hill
et al., 2010), increased commitment to work (e.g., Bjarntoft et al.,
2020, reduced absenteeism Hill et al., 2010, and better work-life
balance Eng et al., 2024; Messersmith et al., 2011; Eurofond, 2020).
Studies within large companies indicate that these positive effects
can improve organizational aspects such as productivity, financial
performance, and competitiveness (Bessant et al., 2005). However,
the positive effects of FWAs on SMEs specifically have not been
studied as extensively.

Previous research has suggested that innovation in SMEs is
associated with financial performance and competitive advantage
(Hassi et al., 2022; Shanker et al., 2017; Damanpour et al., 2009).
Innovation is commonly posed as the process of developing new
ideas, methods, products, or services that create value or improve
existing solutions within companies (Zahra and George, 2002). A
critical point for companies is often how they absorb innovative
ideas, that is, the organization’s ability to capture and transform
innovative ideas into operational activities (Zou et al., 2018; James,
2014). Researchers have suggested that FWAs promote the creation
of new ideas, which is favorable for the early stages of innovation
(Singh and Greenhaus, 2004; Abdel Aziz and Rizkallah, 2015). As
such, FWA through improved work-life balance has been suggested
to act as a catalyst for innovation, where companies investing
in the well-being of their employees create favorable conditions
for continuous learning and creativity (Singh and Greenhaus,
2004). However, ideas at the employee level only represent the
start or first phase of innovation, as innovation is a process that
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activates different parts of the organization (Birkinshaw et al,
2008) and cannot occur without interaction between employees or
between employees and management (Shanker et al., 2017; Gibbs
et al.,, 2024). Moreover, recent studies have found that remote and
hybrid work models reduce the quality and frequency of innovative
ideas, highlighting the challenges companies face in maintaining
innovation without regular in-person interactions (Dwivedi et al.,
2021).

The need for innovation has increased globally over the years,
which has led companies to strive to recruit talent who can
work innovatively within limited cost and time (Srivastava and
Bhatnagar, 2008; McCrate, 2005). This indicates that an FWA as an
arrangement that is attractive to employees can be used strategically
to attract employees with relevant and in-demand skills, as a
strategy to increase the company’s competitiveness (Pepple, 2017;
Stavrou and Kilaniotis, 2010).

Employees with flexibility in time or work location can
experience a greater sense of control over their workday, which can
have a positive impact on employee productivity, especially when
managed well and tailored to the needs of both the organization
and the employees. Previous research indicates that FWAs enhance
employee productivity by increasing motivation (Bessant et al.,
2005; Kossek et al, 2023) and engagement in work-related
tasks (Kelliher and Anderson, 2010), reducing turnover (Chen
and Fulmer, 2018), and improving wellbeing through perceived
autonomy (Chung and Tijdens, 2013). In summary, FWAs can
lead to a more motivated, loyal, and productive workforce, which
strengthens the company’s competitiveness and long-term success.

Larger companies may use FWAs to attract new employees
with the right skills and retain existing employees (Kelliher and
Anderson, 2010; Costa et al., 2004; Thompson and Aspinwall,
2009). Furthermore, if companies succeed in maximizing employee
engagement and motivation through successful recruitment, it
enhances their competitiveness in today’s market (Azeem and
Kotey, 2023). This indicates that FWA can be strategically used
to attract employees with relevant and in-demand skills, thereby
boosting the company’s competitiveness (Pepple, 2017; Stavrou and
Kilaniotis, 2010). Conversely, employees also represent a company’s
highest cost category (Kotey and Sharma, 2016). Therefore, it is
crucial for managers to optimize their organization with employees
with the right skills to improve company financial performance.

SMEs operate differently from larger companies (European
Commission, 2015) and trail in adopting agreements for flexible
work due to narrower margins and fewer employees. In addition,
SMEs have limited financial resources compared to larger
companies and are therefore cautious when faced with fierce
market competition (European Commission, 2015). Further, the
effects of FWAs on innovation, productivity, and talent attraction
may have different implications in SMEs in comparison to large
companies. Despite the many benefits of FWAs, there is still a
lack of knowledge about the effects at the organizational level
regarding innovation, productivity, and company attractiveness,
especially in SMEs (Coenen and Kok, 2014). By examining
FWAs at the organizational level, we can reach a deeper
understanding of how innovation can be fostered and effectively
implemented within SMEs, which is critical to their long-term
success and competitiveness.
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The aim of this study is to explore the consequences FWAs
have on innovation, productivity, and company attractiveness from
the perspective of SME managers. In studies on FWA, there is the
need to highlight the limitations of focusing solely on the employee
perspective rather than the broader, long-term benefits that an
organizational view can offer. While employee benefits of FWAs are
well-documented, an organizational perspective provides a more
holistic view that is essential for long-term sustainable success. The
study emphasizes the significance of FWA in these three key areas
of organizational outcomes and enabling organizations to harness
the full potential of FWA while mitigating associated risks.

2 Materials and methods
2.1 Study design

The study was conducted as a qualitative interview research
design to explore SME managers™ perceptions of how outcomes at
both employee and organizational levels were influenced by FWAs.
Managers’ perspectives are crucial because they play a central role
with dual responsibilities: ensuring the work environment and
wellbeing of their staff and securing the long-term survival of
the organization. Highlighting the dual responsibilities emphasizes
their central role in understanding the short-term and long-term
effects of FWAs on both employees and organizations. By focusing
on SME managers who implement FWAs, we can gain insights
into their experiences and perceptions about the economic and
organizational sustainability of FWAs.

2.2 Sample and data collection

2.2.1 Sample

SMEs were the specific target group of focus in this study.
Thus, the criterion for choosing the sample had to fit the SME
definition according to the European Commission European
Commission (2015). The category SME includes companies
with between 10 and 250 employees, where smaller companies
consist of 10 to 49 employees and medium-size companies
consist of 50 to 250 employees. The sample included 10
small and 6 medium-size private firms from various sectors,
such as manufacturing industries, finance, consulting (business
development consultants, development consultants, educational
consultants), and telecommunications. In addition to the inclusion
criteria, the study aimed for diversity based on gender, age,
industry, and managerial experience, to diversify the information
and include various perspectives.

To ensure a diverse yet analytically relevant sample, a purposive
sampling strategy was used, selecting managers who had direct
decision-making authority over FWAs in their organizations. This
approach allowed us to capture a wide range of perspectives on
FWAS impact at the organizational level, ensuring variation across
industries and managerial backgrounds

The data was collected from SMEs located in Géavleborg
County, a region in central Sweden. Gévleborg represents a
mix of urban and rural business environments, with a diverse
SME landscape spanning manufacturing, finance, consulting,
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and telecommunications. This regional diversity enhances the
transferability of our findings to other SME contexts, particularly
in similar regions across Sweden and beyond.

Inclusion criteria required participants to be SME managers
with direct knowledge of their organization’s FWA policies,
including decision-making on work hours, logistics, and workspace
arrangements. To ensure comparability across cases, participants
had to have at least 1 year of experience in a managerial role
overseeing FWA implementation. Participants had to be at least
18 years old. None of the participants were compensated for
their participation.

The sample size was influenced by pragmatic considerations
such as the availability of SME managers who met the study’s
inclusion criteria and were willing to participate within the
study timeframe. Given the resource constraints often present in
qualitative research, the achieved sample of 17 was both practical
and sufficient for capturing a range of perspectives

Sample size was also determined based on the principle of
data saturation, where interviews were conducted until no new
themes emerged (Guest et al., 2006; Eaton, 2003). Previous research
suggests that thematic saturation is often achieved with 12-20
interviews in qualitative studies (Eaton, 2003; Konrad and Mangel,
2000). Given the focused nature of our study and the recurrence
of key themes across the dataset, the final sample of 17 managers
was deemed sufficient to capture the variation in SME managers’
perspectives on FWAs.

2.2.2 Data collection
The

interviews in a private room in the managers workplace

first author conducted one-on-one semi-structured

between January and June 2024. The interviews took between
60 and 90 min and were audio-recorded with the participants’
consent. An interview guide followed to ensure that all relevant
topics were covered along with their follow up questions.
The interviews started with background questions about age,
managerial experience, company objective goals, the workforce,
decision-making processes, business performance indicators, and
work organization. This was followed by broad questions about
participants’ attitudes toward FWAs, innovation, and finances.
Each topic was approached with open questions so the participant
could explain in their own way. Moreover, prompts for more
explanation were given throughout the interview, as follow-up
questions with a research goal in mind as well as a particular
direction and focus were guided by the interviewer. The interviewer
followed up with a few questions to ask the participants to clarify
specific points. Those points were different for each interview,
depending on the participant’s previous answers.

The study was approved by the Swedish Ethical Review
Authority (Ref. no. 2023-02441-01).

2.3 Analysis

In this study, the researchers used a thematic analysis method
following the six phases suggested by Braun and Clarke (2022).
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First, the audiotaped interviews were transcribed using
Amberscript. In this step, the first author listened to the text as
an audio file and made corrections in the text where Amberscript
transcribed incorrectly. The transcribed interviews generated
about 20-30 pages of single-spaced text. Moreover, the first
author listened to the interviews several times to gain a deeper
understanding of the content. The interviews were then read
through to get an overview of the material.

In the second phase, we conducted the qualitative analysis of
the data using ATLAS.ti 23.2.1. The first author began with an
inductive coding process allowing themes emerge from the data
rather than to be predefined. Initial codes were then systematically
compared across interviews to ensure internal consistency and
rigor. To develop and refine themes and subthemes, the coding
process followed an iterative approach. After initial coding, codes
were grouped into broader categories, which were then reviewed
and reorganized to form overarching themes. These themes were
continuously reassessed through a recursive process, where the first
author returned to the dataset to verify that themes accurately
reflected the data. Subthemes were developed when recurring
patterns emerged within broader themes, providing additional
nuance and depth to the findings. To enhance the credibility
and dependability of the coding process, the following steps
were taken: (1) A coding framework was developed iteratively,
with adjustments made through ongoing discussions among the
first and last author to refine and clarify coding categories. (2)
To ensure credibility, a reflexive approach was adopted, where
potential biases were acknowledged and discussed throughout
the analysis process. (3) Themes were broadly outlined and
illustrated with representative quotes to enhance transparency
in data interpretation. In the third phase, with codes analyzed,
different candidate themes were created. Fourth, coherent patterns
across the dataset were formed, and themes were refined through
active discussion by the first and last author. Fifth, all authors
actively discussed and further refined and defined the themes
to ensure coherence and alignment with the study’s research
questions. While the final phase of thematic analysis, as described
by Braun and Clarke Konrad and Mangel (2000), typically involves
extensive refinement and integration of themes into a broader
narrative, our study focused on systematically defining key themes
in relation to the research objectives. In this step, the first author
conducted a detailed analysis of each theme, carefully delineating
its boundaries by rereading the entire dataset. This process ensured
clarity regarding what was included and excluded within each
theme. Finally, in the sixth phase, the authors produced the final
report of the analyzed dataset

3 Results

The present study included 17 participants, ages 34-56 (M
= 46), 11 male and 6 female. When the managers reflected on
innovation, productivity and company attractiveness and their
connection to FWA, their answers were formed into different key
themes in each aspect, as follows.

Innovation. (i) Innovation is a central process to business
development; (ii) FWAs may facilitate innovative ideas yet inhibit
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the growth of ideas; (iii) the long-term consequences of FWA for
innovation power must be managed.

Productivity. (i) It is a struggle to monitor productivity. (ii)
FWAs create an increased need for management involvement; (iii)
there must be regulation to reduce unpredictability in productivity.

Attractiveness of the company. (i) FWAs attract skills and
competence; (ii) there are challenges with loyalty.

3.1 Innovation

3.1.1 Innovation is a central process to business
development

It was common across cases that innovation was held to
be an important process for business development. Managers
explained that although innovation starts with an idea, the idea
must grow and be refined in a chain together with colleagues
to become innovation for the company. Managers expressed that
innovation comes in a variety of forms and is not limited to
single groundbreaking interventions. Some variations involved
discovering new methods to address work-related issues, enhancing
existing practices, developing innovative solutions for tasks,
generating ideas that contributed to business growth, creating
new services for customers, or leveraging existing inventions for
competitive advantage.

3.1.2 FWAs may facilitate innovative ideas but
inhibit the growth of ideas

According to the managers, FWAs that allow employee
autonomy and varying work locations can facilitate innovative
ideas. However, they highlighted that innovation requires
collaboration and teamwork across all organizational levels.
That is, effective innovation relies on synchronized efforts
and coordination between employees, but work location was
not crucial:

When we work with product development... It's a huge team
effort. For us, product development is a project. /.../. So it
doesn’t work if everyone just does what they want, it requires a
pretty hard level of synchronization and that people know what
to do. And my role is to see to that they are interacting and
coordinated. (Male, 38, 16 years of total management experience,
manufacturing industry).

In contrast, some managers are of the view that creative
discussions among employees to refine ideas may be lost with
FWAs: “Spontaneously. The given answer is that it would decrease
as it becomes more difficult with innovation. For innovation, I would
say... Its best when you see each other... You should have lively
discussions”. (Male, 34, 9 years of total management experience,
manufacturing industry).

Moreover, working onsite makes it more likely to meet
other employees with diverse knowledge, work experience, and
backgrounds within work groups, which can be seen as beneficial
to developing innovations: “It’s usually very rewarding and like if
you’re talking about early stages like product development... and you
are a group with different personalities but also have different prior
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knowledge and professional backgrounds.” (Male, 44, 12 years of total
management experience, manufacturing industry).

Another challenge lies in how employees disseminate ideas and
innovations beyond those who have the relevant experiences:

But often our challenge is... How do we spread it outside to
a person who has those experiences? We can have a lot of skills
transfer... And it is an embryo of innovation... But it is, I think,
extremely difficult to get it to stick. /.../ No matter how good
and brilliant the idea is, I don’t have the experience or have been
involved or something to connect it to. (Male, 49, 20 years of total
management experience, consulting business).

3.1.3 Managing long-term consequences of
FWAs for innovation power

The managers are also uncertain about FWAs and the long-
term consequences of their use regarding innovation. Some
expressed a concern that ideas never progress to the next level
if they are not shared within the organization (for example, with
another employee, a team, or managers). This may lead to a
potential weakening of companies’ innovative power over time: ‘T
think it can be good for the individuals periodically, but I think for
the company in the long term.... If you just have distance all the
time and without any rules, I don’t think it’s good for the company’s
innovation.” (Female, 54 16 years of total management experience,
consulting business).

Managers believe that while FWAs can be beneficial for
employees, their use poses a risk for organizational innovation if
flexible work practices are managed poorly. Therefore, managers
must balance employees’ needs for FW As with the need to maintain
innovative power. This requires more disciplined leadership and
structured work processes to facilitate innovation in organizations
with FWA:

Then I've tried... Distance innovation and then in different
formats and workshops also at distance. And that’s fine too.
There are also many good tools and... But it requires more
of leadership, more of discipline and also to make innovation
happen during those circumstances. It does not happen as
naturally, it needs to be controlled much more. (Male, 38, 16

years of total management experience, manufacturing industry).

3.2 Productivity

3.2.1 Struggle in monitoring productivity

Managers expressed the view that FWAs require clear
deliverables to track productivity against business goals. Although
employee productivity might increase, managers struggle to
monitor the overall productivity and calculating delays caused by
such agreements:

The perceived productivity of the person who work remotely
is like... increases significantly then. Its a well-known fact, I guess.
‘Now that I work here, it works super well. No one bothers me.

No, fine. That can be the case with quite a few tasks for a limited

Frontiersin Psychology

10.3389/fpsyg.2025.1518284

time anyway. That way I really got work done well. But these
three people who want to get hold of me... got a delay. Maybe
because It wasn’t available. I didn’t sit next door to them and
then I lowered their productivity instead by being away. This is
very difficult to analyze the effects of. (Male, 44, 12 years of total
management experience, manufacturing industry).

When a project needs to be solved collaboratively in groups or
teams, difficulties controlling the project can arise. The managers
experienced problems with management and control of projects
when employees are working remotely and not synchronously.
That situation can also lead to communication problems among the
employees within the project, which slows down the overall project
time. In some companies, they have already decided to implement
certain restrictions regarding remote work:

Yes, it in our project that we experience inertia. What is the

inertia due to? /.../ Now we have decided to back off a bit on

‘ flexibility. So they [corporate management] have realize that it
has to do with this [flexibility]. But we can’t prove it. (Male, 54, 14
years of total management experience, manufacturing industry).

Although managers expressed that FWAs may have the
potential to inhibit group productivity due to the need for
collaboration and coordination and yet for tailor-made flexible
settings for the individual employee, they highlighted the
importance of having clear goals or project goals. Collaboration
and communication are keys to reaching these goals: And with
a development project... Then we are talking about maybe 4000
people. In a team effort and interact and sync to reach a final goal.
In that case everyone can’t do what they want. (Male, 34, 1,5 years of
total management experience, manufacturing industry).

Another manager highlighted that feeling part of a
team with colleagues working toward the same objectives
is vital: “Whatever we want to call it, you feel like you're
here [at the
who...

main workplace] and you have colleagues
do the same things and want to go in the same
direction.” (Male, 38, 16 years of total management experience,

manufacturing industry).

3.2.2 Increased need for management
involvement

According to the managers, FWAs demand more management
involvement in distribution of tasks between employees
and in balancing workloads. Managers found it easier to
manage and coordinate tasks when employees worked onsite,
they

workflow for beneficial productivity when there were FWAs.

and experienced greater responsibility to facilitate
Therefore, managers' report that they spend more time on
individual check-in meetings and task distribution to maintain

workflow efficiency:

But with support from me if you need it. Or priorities if

it becomes too much. Then I have to step in and say but okay,

‘ ‘now we'll put this away.” Or ‘don’t give a damn about this now".
‘ Or, I also have to be clear when I.. Or always try to be clear
‘ when I hand over a task to ‘please note, this is when you have
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time‘ or ‘this is a long task that you can work on for 6 months
now". (Female, 54, 16 years of total management experience,
consulting business).

The managers experience a greater need to have an overview
of work processes and employee workload in order to balance the
tasks for employees working with FWAs. They highlighted a risk
of employees working “in the wrong direction” without having the
path pointed out:

If you work a lot alone, you may go in one direction for a
very long time. Until someone else pokes you a little bit at it.
What if it will be too late then? Then it might be wasting a lot
of time there and it could have been more efficient if you and the
groups had been allowed to work together on this and sort of find
all the angles from the beginning and then, ‘Okay now, now we
start running more in this direction’. (Male, 44, 14 years of total
management experience, manufacturing industry).

Some managers described employees being unsure of how
to solve certain tasks and handle different situations as normal.
Working onsite, help is perceived as more available, whereas
FWAs create an invisible barrier between employees and with
managers. Consequently, managers are concerned that FWAs
have the potential to affect overall productivity negatively because
employees get stuck on tasks, causing uncertainty and delays. They
expressed that even though FWAs promote employee balance,
employees might solve work tasks incorrectly without managers
or other employees noticing, leading to the need to do work
over again:

I feel that we still have a lot of uncertainty linked to the fact

that people may not always know what to do in all situations and

‘ that creates that. ..
than it would need. (Male, 54 14 years of total management

creates uncertainty and things take longer

experience, manufacturing industry).

3.2.3 Regulation to reduce unpredictability in
productivity

Some managers described that in the sense of productivity
and the company’s best interest, FWAs needed to be regulated
to optimize flexibility and productivity. Managers suggest
predetermined onsite workdays could reduce project delays and
inefficiency caused by unsynchronized FWAs:

As it is now, it [FWA] contributes to reduced sync and thus
reduced efficiency. And then it clearly leads to that frustration
that I talked about that many people believe. I get frustrated
by this unpredictability in delivery and progress. It is a negative
effect. Otherwise, its purely psychosocial. I think so. One thing
that I have heard we are discussing or have been discussing for
some time is whether we should decide one or a few days a week
when you are on site. So we don’t deviate from this 3 days a week
rule or 50%, but that we ... that you decide that Tuesday and
Thursday then we are at the office and then you get to choose

a day free [where work is located] or whatever it could be.... So

Frontiersin Psychology

10.3389/fpsyg.2025.1518284

‘ that’s probably another negative aspect of the fact that we have
full freedom basically like today. (Male, 38, 16 years of total
management experience, manufacturing industry)..

Some companies have already chosen to step back from
unregulated remote work:

But I will say that based on that, the company sets and
now the management company has also decided to back down.
They will demand it. Everyone has to be on site 3 days a
week because we have seen that there is a connection between
the projects and the progress over the fact that it is slow. Oh
well, completely mad. (Male, 54, 14 years of total management

experience, manufacturing industry).

3.3 Attractiveness

3.3.1 Attracting skills and competence

Managers highlighted the importance of employees with the
right competences in the organization as a strategy to reach the
company’s goals. Managers believed that FWAs may attract the
right talent both by retaining current employees and attracting
new employees with required skills. This belief was confirmed
to some extent by an increase in application for the positions, a
larger geographical recruitment area, leading to a larger selection
of candidates where they could screen to find the best suited
employees in competition with other companies:

But for us, it has been a huge strength, I would say. Because
what we achieve by being flexible in this way is competence
that we would otherwise never have. Something that has been
completely critical for what we are trying to do. So that’s probably
also an aspect of it. (Male, 38 2 years of total management
experience, information technology and business services sector).

And another manager highlighted that the purpose of FWAs is
to attract employees with the right skills: “Yes, it is... I would say that
this is the purpose of attracting the right people.... But there is a very
interesting message in the matter of deciding for yourself, governing
yourself but still taking responsibility for.” (Male, 49, 20 years of total
management experience, consulting business).

3.3.2 Challenges with loyalty

Managers are concerned about the challenge of maintaining
employee loyalty with FWAs especially when employees work
remotely. They emphasized the importance of shared vision and
values, which is easier to cultivate when working onsite. FWA was
seen as creating weaker ties within the organization and increasing
the risk of employees being headhunted by other companies:

I want to talk about this thing about actually attracting
and continuing to attract as well.... And then we talk about
this negative or positive thing that may not be reinforced in the
same way when you don’t see each other in everyday life. Then
I think, if I talk at the same time as I think, in the long run, if
you work too much remotely, the question is whether you will
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‘ be as loyal or equal... Maybe it could make the step to changing

‘ employers much easier so that you don’t get this one. Maybe the
same social feeling, connection, belonging. (Female, 48, 20 years
of total management experience, financing).

The connection between employees and the company can
become very weak with remote work. Being in the office, meeting
colleagues, and building bonds creates a sense of coherence, making
it easier to retain staff. This connection together with enjoyment of
the workplace make it harder for employees to leave, even despite
numerous job offers:

What are we as employers? ... The connection between me
and (the company name) may be very, very weak. I think. It can
be... If 'm in the office and meet colleagues and tie those ties and
kind of feel like I have a context and a coherence. Then it may also
be easier to retain staff. Or very straight... But I think its harder
for someone to change a job if you have that kind of connection
and enjoy the company and feel that community than if you sit
like I could do here in [work location at a distance] for a year and
just be away from there.... I get ten work-proposals a week "Come
to us, come to us. We have this, this, this, this, this, this’. But I still
have the connection and my colleagues up there (the company’s
main location) that I like and kind of believe well in the company.
But is that what has made me stay? Presumably. Otherwise, I
have 100 opportunities to make a career. So I think... to come as
a brand new one and just sit remotely, then you will never have
that connection to why should I be at this particular company?
What is it even besides the one that gives me a salary? Sort of.
(Male, 38, 2 years of total management experience, information
technology and business services sector).

4 Conclusion, discussion, future
implications, and limitations

4.1 Conclusion and discussion

Previous research has often explored themes of innovation,
productivity, and company attractiveness in the context of FWA,
but few studies have focused specifically on their impact within
SMEs. This study provides a nuanced understanding of how FWAs
influence these areas from the perspective of SME managers. The
findings reveal that while FW As offer significant benefits in terms of
innovation, productivity, and attracting and retaining talent, they
also introduce challenges that require careful management.

4.1.1 Innovation

Studies on FWAs often portray them as a catalyst for innovation
by creating favorable conditions for employee creativity and
attracting innovative talent (e.g., James, 2014; McCrate, 2005;
Pepple, 2017). One key finding revealed that FWAs can both
stimulate and hinder innovation in SMEs. On the one hand, flexible
work, through employee autonomy and diverse work locations,
can spark innovative ideas. On the other hand, onsite work
facilitates spontaneous discussions and knowledge sharing, which
are vital for innovation. Furthermore, effective innovation often
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depends on teamwork and synchronized efforts, which remote
work can compromise.

Therefore, there is concern about the long-term consequences
of FWAs on innovation, as ideas may not progress if not shared
within the organization, potentially weakening innovative power
over time. Our results can be interpreted as an indication that
FWAs have advantages and disadvantages when it comes to
innovation in SMEs. To navigate the complexities of both positive
and negative consequences, management and structured work
processes are required to balance flexible work with the need
for collaboration and interaction. Managers need to find ways to
promote both autonomy and teamwork to ensure that innovation
can thrive in an environment with FWAs. Active management and
coordination are crucial to maintaining innovative capacity and
mitigating their potential negative effects.

4.1.2 Productivity

In terms of productivity, the key findings were that monitoring
employee productivity in a company with FWAs can be
challenging. On the one hand, and in line with previous studies,
employee productivity might increase (Bessant et al., 2005; Kossek
et al., 2023; Bloomberg, 2007; Konrad and Mangel, 2000). On the
other hand, the overall productivity and project timelines can suffer
due to coordination and communication issues. Managers have
rediscovered that they need to be more involved in task distribution
and balancing workloads, spending more time on check-ins and
task management to maintain workflow efficiency and prevent
misdirection. These check-ins and task management are not to
be confused with control by managers; rather, they are about
ensuring company results and delivery. Managers in our study
suggested that regulated onsite workdays can optimize flexibility
and productivity by reducing project delays and inefficiencies
caused by unsynchronized FWAs.

Our results highlight specific challenges for SMEs, such as
difficulties in coordinating teams and projects and the need for
increased management involvement. One interpretation of our
results could be that FWAs create challenges in monitoring
and maintaining productivity. Management and regulated FWA
practices are necessary to balance the benefits of these agreements
and ensure that productivity is not negatively affected. Managers
must adapt their involvement and work processes to address the
unique challenges posed by FWAs.

4.1.3 Attractiveness

Another key finding concerning the consequences of FWAs
was that they facilitated attraction and retention by offering
flexibility, leading to an increase in job applications and a broader
geographical recruitment area. However, maintaining employee
loyalty is still challenging in the case of FWAs. Remote work can
weaken ties to the organization, making it easier for employees
to be recruited by other companies. Onsite work helps cultivate
a shared vision and values, fostering a stronger connection to
the organization.

While previous studies emphasize the strategic advantages of
FWAs in SMEs (Kotey and Sharma, 2016), our results provide a
more nuanced picture by incorporating specific experiences and
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challenges, particularly concerning loyalty and social ties within the
company. Although FWAs can attract and retain talent, they may
also apparently weaken employee loyalty to SMEs, underlining the
need for strategies to maintain strong organizational connections.

4.2 Implications for Organization

Our study highlights the complexity of balancing innovation,
productivity, and company attractiveness in SMEs that incorporate
flexible work. Our study shows that there are challenges in the use
of FWAs. What appears positive for the employee is not always
positive from an organizational perspective. This is important
for SMEs to keep in mind to avoid losing their organizational
perspective and to guide how they should work with FWAs in
their organization.

4.2.1 FWA policies

A practical contribution of our study is that it provides
a basis for internal discussions within companies to achieve a
common view on the opportunities and challenges of FWAs.
This can then serve as a foundation for creating policies and
guidelines for those who feel they need them. Clear policies to
create would include which types of flexible work methods are
allowed (for example, remote work, flex time) expectations for
availability, and technical requirements. Then guidelines could be
established and communicated around FWAs in organizations.
Future organizations should explore, develop, and adapt strategies,
tools, and methods for flexible work agreements that benefit
both employees and the organization to achieve company goals
and strengthen competitiveness. Continuous feedback should
regularly be gathered from employees and managers about how
the FWA process is working and what improvements can be made.
Organizations need to adapt FWA policies based on feedback and
changing business needs and continue to optimize them to ensure
they support both employee and organizational goals.

4.2.2 Innovation-promoting culture

To promote long-term innovation, organizations can foster
an innovation-promoting culture where innovation is valued
and supported, even when employees are working flexibly. This
space for creativity can be created by enabling spontaneous idea
generation and exchange or virtual brainstorming sessions and
digital collaboration platforms. Additionally, exploring which types
of collaborative digital tools and leadership methods best support
innovation when employees are geographically dispersed and work
at different times is essential. Furthermore, future organizations can
explore how to encourage and stimulate meetings and exchanges of
ideas on digital platforms to capture and develop innovative ideas.

4.2.3 Clear goals and expectations for
productivity

To maintain or enhance productivity, future research
could investigate methods and tools for following up on
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employee productivity in remote or hybrid work environments.
Organizations can work in a goal-oriented way by shifting
the focus from surveilling working hours to measuring
performance and results. Managers can set clear goals and
expectations and based

on achieved results that contribute to the organization’s

evaluate employee performance
goals rather than hours worked. Moreover, future studies
should examine how various leadership styles and methods
must be adapted to maintain or promote productivity and
coordination in FWA environments. Additionally, it is important
to explore different structures’ pros and cons and different
policies for FWAs in different industries. These structures
include predetermined onsite workdays and their consequences

on productivity.

4.2.4 Strategies for a sense of belonging

For company attractiveness and loyalty, future studies could
focus on investigating which forms of FWA affect talent
attraction and retention, and which factors promote loyalty and
engagement among employees. Finally, research could explore how
leadership can convey and strengthen corporate culture in FWA
environments, as well as examine strategies to enhance employees’
sense of belonging and engagement to ensure retention.

4.2.5 Structured approaches to enhance
collaboration and innovation
To further mitigate the potential negative consequences of
FWAs on collaboration and innovation, SMEs could adopt a
hybrid work model that combines remote work with regular,
scheduled in-person sessions. These sessions can help maintain
spontaneous idea-sharing and strengthen teamwork. In addition,
implementing structured digital communication protocols (such
as regular virtual brainstorming sessions and scheduled team
collaboration.  These
for SMEs to balance
flexibility with the need for organizational cohesion and

check-ins) can facilitate continuous

measures offer actionable strategies

sustained innovation.

4.3 Limitations and suggestions for future
research

This study highlights the consequences of FWAs on innovation,
productivity, and company attractiveness in SMEs, but there are
limitations that suggest opportunities for future research. The
relatively small sample limited to one county in Sweden may
affect the generalizability of our findings. Future research should
consider a larger and more geographically diverse sample of
SMEs to enhance external validity and improve generalizability.
The sample included a selection of industries, but the nature
of work plays a role in how FWAs are implemented and
experienced. Future studies can examine more industries to enrich
the diversity of FWA experiences. Given that this study used
a qualitative method through interviews, no causal effects are
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inferred. Future studies could use a mixed methods or longitudinal
design to better explain the direct association on the long-term
impacts of FWA on innovation, productivity, and attractiveness
in SMEs.

5 Conclusion

Our study shows that it is important not only to consider
flexible work agreements from an employee perspective but
also the more long-term consequences at the organizational
level. These two perspectives need to be balanced in order to
achieve innovation, productivity, and attractiveness for a long-
term sustainable organization. Our results indicate that while
FWAs can boost innovation by promoting employee autonomy and
diverse work settings, they may also impede innovation due to the
reduction in spontaneous discussions and the knowledge sharing
that occurs in onsite work. Regarding productivity, employee
performance might improve with FWAs, but overall project
timelines could suffer from coordination challenges, necessitating
more managerial oversight. Additionally, FWAs can attract and
retain talent by providing flexibility and expanding recruitment
reach, yet it may diminish employee loyalty. Management,
structured processes, and regulated onsite days are crucial for
balancing the advantages and drawbacks of FWAs, ensuring
ongoing innovation, productivity, and employee commitment in
SMEs. Understanding and addressing these consequences of FWAs
on innovation, productivity, and attractiveness are crucial for
the long-term sustainability and competitiveness of organizations,
particularly SMEs.

Data availability statement

The raw data supporting the conclusions of this article will be
made available by the authors, without undue reservation.

Ethics statement

The studies
Etikprovningsmyndigheten

involving humans were
Stockholm. The
conducted in accordance with the local legislation and institutional

approved by
studies  were
requirements. The participants provided their written informed
consent to participate in this study.

References

Abdel Aziz, H. H., and Rizkallah, A. A. (2015). Effect of organizational factors
on employees’ generation of innovative ideas. EuroMed J]. Bus. 10, 134-146.
doi: 10.1108/EMJB-12-2014-0044

Azeem, M. M., and Kotey, B. (2023). Innovation in SMEs: the role of flexible
work arrangements and market competition. Int. J. Hum. Resour. Manag. 34, 92-127.
doi: 10.1080/09585192.2021.1961162

Bessant, J., Lamming, R, Noke, H., and Phillips, W. (2005). Managing
innovation beyond the steady state.  Technovation. 25, 1366-1376.
doi: 10.1016/j.technovation.2005.04.007

Frontiersin Psychology

10.3389/fpsyg.2025.1518284

Author contributions

IE: Writing - original draft, Writing - review &
editing, Conceptualization, Formal analysis, Investigation,
Methodology. EA: Conceptualization, Supervision, Writing

- review & editing. EB: Writing -
Supervision. AS: Conceptualization, Formal analysis, Funding

Methodology,

review & editing,

acquisition, review

& editing.

Supervision, Writing -

Funding

The author(s) declare financial support was received for the
research and/or publication of this article. This research was
funded by The Swedish Agency for Economic and Regional
Growth (Ref.no. 20358332) and Region Gévleborg (Refno.
20358337). The funders had no role in study design, data
collection and analysis, decision to publish, or preparation of
the manuscript.

Conflict of interest

The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could be
construed as a potential conflict of interest.

Generative Al statement

The author(s) declare that no Gen Al was used in the creation
of this manuscript.

Publisher’s note

All claims expressed in this article are solely those of the
authors and do not necessarily represent those of their affiliated
organizations, or those of the publisher, the editors and the
reviewers. Any product that may be evaluated in this article, or
claim that may be made by its manufacturer, is not guaranteed or
endorsed by the publisher.

Birkinshaw, J., Hamel, G. and Mol, M. J. (2008). Management
innovation. Acad. Manage. Rev. 33, 825-845. doi: 10.5465/amr.2008.344
21969

Bjarntoft, S., Hallman, D. M., Mathiassen, S. E., Larsson, J., and Jahncke, H.
(2020). Occupational and Individual Determinants of Work-life Balance among Office
Workers with Flexible Work Arrangements. Int. J. Environ. Res. Public Health. 17:1418.
doi: 10.3390/ijerph17041418

Bloomberg. (2007). Kurt Ronn: Rethinking Talent Acquisition. Bloomberg [Internet].
Available ~ at:  https://www.bloomberg.com/news/articles/2007-03-05/kurt-ronn-

frontiersin.org


https://doi.org/10.3389/fpsyg.2025.1518284
https://doi.org/10.1108/EMJB-12-2014-0044
https://doi.org/10.1080/09585192.2021.1961162
https://doi.org/10.1016/j.technovation.2005.04.007
https://doi.org/10.5465/amr.2008.34421969
https://doi.org/10.3390/ijerph17041418
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://www.bloomberg.com/news/articles/2007-03-05/kurt-ronn-rethinking-talent-acquisitionbusinessweek-business-news-stock-market-and-financial-advice

Eng et al.

rethinking- talent-acquisitionbusinessweek- business- news- stock- market-and-
financial-advice (accessed May 6, 2024).

Braun, V., and Clarke, V. (2022). Thematic Analysis : A Practical Guide. Los Angeles,
CA: SAGE Publications. doi: 10.53841/bpsqmip.2022.1.33.46

Chen, Y., and Fulmer, I. S. (2018). Fine-tuning what we know about employees’
experience with flexible work arrangements and their job attitudes. Hum. Resour.
Manage. 57, 381-395. doi: 10.1002/hrm.21849

Chung, H., and Tijdens, K. (2013). Working time flexibility components and
working time regimes in Europe: using company-level data across 21 countries. Int.
J. Hum. Resour. Manag. 24, 1418-1434. doi: 10.1080/09585192.2012.712544

Coenen, M., and Kok, R. A. W. (2014). Workplace flexibility and new product
development performance: the role of telework and flexible work schedules. Eur.
Manag. J. 32, 564-576. doi: 10.1016/j.em,.2013.12.003

Costa, G., Akerstedt, T., Nachreiner, F., Baltieri, F., Carvalhais, J., Folkard, S., et al.
(2004). Flexible working hours, health, and well-being in Europe: some considerations
from a SALTSA project. Chronobiol. Int. 21, 831-844. doi: 10.1081/cbi-200035935

Damanpour, F., Walker, R. M., and Avellaneda, C. N. (2009). Combinative effects
of innovation types and organizational performance: a longitudinal study of service
organizations. J. Manag. Stud. 46, 650. doi: 10.1111/j.1467-6486.2008.00814.x

Delanoeije, J., Verbruggen, M., and Germeys, L. (2019). Boundary role
transitions: a day-to-day approach to explain the effects of home-based telework
on work-to-home conflict and home-to-work conflict. Hum. Relat. 72, 1843-1868.
doi: 10.1177/0018726718823071

Dwivedi, P., Chaturvedi, V., and Vashist, J. K. (2021). Innovation for organizational
sustainability: the role of HR practices and theories. Int. J. Organ. Anal. 31, 759-776.
doi: 10.1108/IJOA-07-2021-2859

Eaton, S. C. (2003). If you can use them: flexibility policies, organizational
commitment, and perceived performance. Ind. Relat. 42, 145-167.
doi: 10.1111/1468-232X.00285

Eng, I, Tjernberg, M., and Champoux-Larsson, M. F. (2024). Hybrid workers
describe aspects that promote effectiveness, work engagement, work-life balance, and
health. Cogent. Psychol. 11:2362535. doi: 10.1080/23311908.2024.2362535

Eurofond (2020). Regulations to Address Work-Life Balance in Digital Flexible
Working Arrangements. Luxembourg: Publications Office of the European Union.

European Commission (2015). Anvindarhandledning om definitionen av SMF-
foretag [User manual on the definition of an SMF company]. Available at: https://
publications.europa.eu/resource/cellar/79c0ce87- f4dc- 11e6-8a35-01aa75ed71al.
0018.03/DOC_1 (accessed August 26, 2024).

European Commission (2020). Telework in the EU before and after the COVID-
19: where we were, where we head to (JRC120945). Available at. https://ec.europa.cu/
jrc/sites/jresh/files/jrc120945_policy_brief -_covid_and_telework_final.pdf (accessed
August 24, 2024).

Gibbs, M., Mengel, F., and Siemroth, C. (2024). Employee innovation
during office work, work from home and hybrid work. Sci. Rep. 14:17117.
doi: 10.1038/s41598-024-67122-6

Gilson, N., Coenen, P., Hallman, D., Holtermann, A., Mathiassen, S. E., and Straker,
L. (2022). Postpandemic hybrid work: opportunities and challenges for physical activity
and public health. Br. J. Sports Med. 56, 1203-1204. doi: 10.1136/bjsports-2022-105664

Guest, G., Bunce, A., and Johnson, L. (2006). How many interviews are enough?:
an experiment with data saturation and variability. Field Methods. 18, 59-82.
doi: 10.1177/1525822X05279903

Hassi, A., Rohlfer, S., and Jebsen, S. (2022). Empowering leadership and innovative
work behavior: the mediating effects of climate for initiative and job autonomy in
Moroccan SMEs. EuroMed. ]. Bus. 17, 503-518. doi: 10.1108/EMJB-01-2021-0010

Hill, E. J., Erickson, J. J., Holmes, E. K., and Ferris, M. (2010). Workplace flexibility,
work hours, and work-life conflict: finding an extra day or two. J. Fam. Psychol. 24,
349-358. doi: 10.1037/a0019282

James, A. (2014). Work-Life “Balance”, Recession and the Gendered Limits to
Learning and Innovation (Or, Why It Pays Employers To Care). Gend. Work. Organ.
21, 273-294. doi: 10.1111/gwao.12037

Jeffrey Hill, E., Grzywacz Joseph, G., Allen, S., Blanchard Victoria, L., Matz-
Costa, C., Shulkin, S., et al. (2008). Defining and conceptualizing workplace

Frontiersin

10

10.3389/fpsyg.2025.1518284

flexibility. Comm. Work Fam. 11, 149-163. doi: 10.1080/136688008020
24678
Kelliher, C., and Anderson, D. (2010). Doing more with less? Flexible

working practices and the intensification of work. Hum. Relat. 63, 83-106.
doi: 10.1177/0018726709349199

Kim, J., and Wiggins, M. E. (2011). Family-friendly human resource
policy: is it still working in the public sector? Public Adm. Rev. 71, 728-739.
doi: 10.1111/j.1540-6210.2011.02412.x

Konrad, A. M., and Mangel, R. (2000). The impact of work-life programs
on firm productivity. Strateg. Manag. J. 21, 1225-1237. doi: 10.1002/1097-
0266(200012)21:12<1225::AID-SMJ135>3.0.CO;2-3

Kossek, E. E., Perrigino, M. B., and Lautsch, B. A. (2023). Work-life flexibility
policies from a boundary control and implementation perspective: a review
and research framework. J. Manag. 49, 2062-2108. doi: 10.1177/014920632211
40354

Kotey, B., and Sharma, B. (2016). Predictors of flexible working arrangement
provision in small and medium enterprises (SMEs). Int. J. Hum. Resour. Manag. 27,
2753-2770. doi: 10.1080/09585192.2015.1102160

Lundgqvist, D., and Wallo, A. (2023). Leadership and employee well-being and work
performance when working from home: a systematic literature review. Scand. J. Work
Organ Psychol. 8, 1-9. doi: 10.16993/sjwop.199

McCrate, E. (2005). Flexible Hours, Workplace Authority, and Compensating Wage
Differentials in the US. Femn. Econ. 11, 11-39. doi: 10.1080/1354570042000332588

Messersmith, J. G., Patel, P. C,, and Lepak, D. P. (2011). Unlocking the black box:
exploring the link between high-performance work systems and performance. J. Appl.
Psychol. 96, 1105-1118. doi: 10.1037/a0024710

Pepple, D. G. (2017). Managing diversity and inclusion: an international
perspective. Eur. Manag. Rev. 14, 115-117. doi: 10.1111/emre.12085

Reeve, B. H., Broom, D. H., Strazdins, L., and Shipley, M. (2012). Regulation,
managerial discretion and family-friendliness in Australia’s changing industrial
relations environment. J. Ind. Relat. 54, 57-74. doi: 10.1177/0022185611432385

Shanker, R., Bhanugopan, R, van der Heijden, B. I. J. M., and Farrell, M.
(2017). Organizational climate for innovation and organizational performance:
the mediating effect of innovative work behavior. J. Vocat. Behav. 100, 67-77.
doi: 10.1016/.jvb.2017.02.004

Singh, R., and Greenhaus, J. H. (2004). The relation between career decision-making
strategies and person-job fit: a study of job changers. J. Vocat. Behav. 64, 198-221.
doi: 10.1016/S0001-8791(03)00034-4

Srivastava, P., and Bhatnagar, J. (2008). Talent acquisition due diligence leading to
high employee engagement: case of Motorola India MDB. Ind. Commer. Train. 40,
253-260. doi: 10.1108/00197850810886496

Stavrou, E., and Kilaniotis, C.
an empirical investigation across
doi: 10.1111/j.1467-8551.2009.00659.x

(2010).
cultures.

turnover:
541-554.

Flexible work and
Br. ]. Manag. 21,

Thompson, L. F., and Aspinwall, K. R. (2009). The recruitment value of work/life
benefits. Pers. Rev. 38, 195-210. doi: 10.1108/00483480910931343

Wang, B, Liu, Y., Qian, J., and Parker, S. K. (2021). Achieving effective remote
working during the COVID-19 pandemic: a work design perspective. Appl. Psychol.
70, 16-59. doi: 10.1111/apps.12290

Wang, S., Yi, X,, Lawler, J., and Zhang, M. (2011). Efficacy of high-performance
work practices in Chinese companies. Int. . Hum. Resour. Manag. 22, 2419-2441.
doi: 10.1080/09585192.2011.584406

Wattis, L., Standing, K., and Yerkes, M. A. (2013). Mothers and work-
life balance: exploring the contradictions and complexities involved in work-
family negotiation. Comm. Work Fam. 16, 1-19. doi: 10.1080/13668803.2012.7
22008

Zahra, S. A,
reconceptualization,
doi: 10.2307/4134351

review,
185-203.

(2002).
Acad.  Manage.

and George, G.
and extension.

Absorptive capacity: a
Rev. 27,

Zou, T, Ertug, G, and George, G. (2018). The capacity to innovate:
a meta-analysis of absorptive capacity. Innov. Organ. Manag. 20, 87-121.
doi: 10.1080/14479338.2018.1428105


https://doi.org/10.3389/fpsyg.2025.1518284
https://www.bloomberg.com/news/articles/2007-03-05/kurt-ronn-rethinking-talent-acquisitionbusinessweek-business-news-stock-market-and-financial-advice
https://www.bloomberg.com/news/articles/2007-03-05/kurt-ronn-rethinking-talent-acquisitionbusinessweek-business-news-stock-market-and-financial-advice
https://doi.org/10.53841/bpsqmip.2022.1.33.46
https://doi.org/10.1002/hrm.21849
https://doi.org/10.1080/09585192.2012.712544
https://doi.org/10.1016/j.emj
https://doi.org/10.1081/cbi-200035935
https://doi.org/10.1111/j.1467-6486.2008.00814.x
https://doi.org/10.1177/0018726718823071
https://doi.org/10.1108/IJOA-07-2021-2859
https://doi.org/10.1111/1468-232X.00285
https://doi.org/10.1080/23311908.2024.2362535
https://publications.europa.eu/resource/cellar/79c0ce87-f4dc-11e6-8a35-01aa75ed71a1.0018.03/DOC_1
https://publications.europa.eu/resource/cellar/79c0ce87-f4dc-11e6-8a35-01aa75ed71a1.0018.03/DOC_1
https://publications.europa.eu/resource/cellar/79c0ce87-f4dc-11e6-8a35-01aa75ed71a1.0018.03/DOC_1
https://ec.europa.eu/jrc/sites/jrcsh/files/jrc120945_policy_brief_-_covid_and_telework_final.pdf
https://ec.europa.eu/jrc/sites/jrcsh/files/jrc120945_policy_brief_-_covid_and_telework_final.pdf
https://doi.org/10.1038/s41598-024-67122-6
https://doi.org/10.1136/bjsports-2022-105664
https://doi.org/10.1177/1525822X05279903
https://doi.org/10.1108/EMJB-01-2021-0010
https://doi.org/10.1037/a0019282
https://doi.org/10.1111/gwao.12037
https://doi.org/10.1080/13668800802024678
https://doi.org/10.1177/0018726709349199
https://doi.org/10.1111/j.1540-6210.2011.02412.x
https://doi.org/10.1002/1097-0266(200012)21:12<1225::AID-SMJ135>3.0.CO;2-3
https://doi.org/10.1177/01492063221140354
https://doi.org/10.1080/09585192.2015.1102160
https://doi.org/10.16993/sjwop.199
https://doi.org/10.1080/1354570042000332588
https://doi.org/10.1037/a0024710
https://doi.org/10.1111/emre.12085
https://doi.org/10.1177/0022185611432385
https://doi.org/10.1016/j.jvb.2017.02.004
https://doi.org/10.1016/S0001-8791(03)00034-4
https://doi.org/10.1108/00197850810886496
https://doi.org/10.1111/j.1467-8551.2009.00659.x
https://doi.org/10.1108/00483480910931343
https://doi.org/10.1111/apps.12290
https://doi.org/10.1080/09585192.2011.584406
https://doi.org/10.1080/13668803.2012.722008
https://doi.org/10.2307/4134351
https://doi.org/10.1080/14479338.2018.1428105
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org

	Balancing employee flexibility and organizational performance: implications for innovation, productivity, and company attractiveness in SMEs
	1 Introduction
	2 Materials and methods
	2.1 Study design
	2.2 Sample and data collection
	2.2.1 Sample
	2.2.2 Data collection

	2.3 Analysis

	3 Results
	3.1 Innovation
	3.1.1 Innovation is a central process to business development
	3.1.2 FWAs may facilitate innovative ideas but inhibit the growth of ideas
	3.1.3 Managing long-term consequences of FWAs for innovation power

	3.2 Productivity
	3.2.1 Struggle in monitoring productivity
	3.2.2 Increased need for management involvement
	3.2.3 Regulation to reduce unpredictability in productivity

	3.3 Attractiveness
	3.3.1 Attracting skills and competence
	3.3.2 Challenges with loyalty


	4 Conclusion, discussion, future implications, and limitations
	4.1 Conclusion and discussion
	4.1.1 Innovation
	4.1.2 Productivity
	4.1.3 Attractiveness

	4.2 Implications for Organization
	4.2.1 FWA policies
	4.2.2 Innovation-promoting culture
	4.2.3 Clear goals and expectations for productivity
	4.2.4 Strategies for a sense of belonging
	4.2.5 Structured approaches to enhance collaboration and innovation

	4.3 Limitations and suggestions for future research

	5 Conclusion
	Data availability statement
	Ethics statement
	Author contributions
	Funding
	Conflict of interest
	Generative AI statement
	Publisher's note
	References


