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A B S T R A C T 

 

The increasing volatility and unpredictability of the business environment are 

encouraging organizations to implement flexible work arrangements. Starting from 

the assumption that such arrangements can also be beneficial in the research 

sector, especially in the humanities and social sciences, this study specifically 

focuses on gender differences in the perception and experience of flexible working 

arrangements among male and female researchers. The aim is to examine the 

relationship between gender and work model preferences, and to identify potential 

differences in attitudes towards flexible forms of work between women and men, 

with a special emphasis on the preferences of female researchers. For the purposes 

of this research, an empirical methodology was employed, involving data 

collection through a standardized questionnaire, followed by statistical analysis 

that included descriptive statistics, correlation analysis, the Chi-square test of 
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independence, and binary logistic regression. Research findings indicate that 

gender is not a decisive factor in the choice of the primary place of work, that is, 

the preferred model, but they reveal certain differences in women's experiences 

compared to men regarding flexible forms of work. 
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benefits, challenges, preferences, hybrid work model, remote work 

Introduction 

Flexible work arrangements (FWAs) represent a relatively recent 

phenomenon, whose adoption has been accelerated by technological 

advancements, shifts in work habits and employee expectations, and global 

trends that became particularly pronounced after the Covid-19 pandemic. 

They encompass various work arrangements that allow employees to 

perform their tasks more flexibly outside traditional working hours or 

locations (Kurnaz, 2024) and may include remote work (from home or 

another location), flexible working hours, hybrid work models, shortened 

workweeks, job sharing, and similar arrangements. 

The growing interest in new work practices stems from changes in 

labor market supply and demand (Kunaz, 2024), as well as from numerous 

positive effects that flexibility brings to employees, employers and society. 

Positive employee perceptions of FWA can significantly enhance 

engagement, including various forms of discretionary and helpful behavior 

(Fletcher, 2016). FWAs also have the potential to improve productivity 

(Ferreira, 2012; Fletcher, 2016), support work-life balance (Allen, 2015; 

Ferdous et al., 2023; Shanker, 2023), optimize time and resources 

(McKinsey & Company, 2023a), and contribute to lower stress levels and 

better mental health (Howington, 2023; Shimura et al., 2021). From the 

employer's perspective, these work models enable the reduction of overhead 

costs and the employment of experts without geographical restrictions, 

primarily members of the younger population, for whom flexibility is 

extremely important (Ciarniene & Vienazindiene, 2018). It is important to 

consider that flexible work models also have a positive impact on the 

environment (Roberto et al., 2023; Orzeł & Wolniak, 2022).  

Even though FWAs bring numerous advantages, they also imply 

certain limitations. Challenges typically refer to work organisation, 

supervision, motivation, communication and coordination, team cohesion 



and maintaining a clear boundary between personal and professional 

responsibilities (Klopotek, 2017; Ferreira, 2021; Yang et al., 2022). 

FWAs, including remote work, are becoming increasingly popular in 

the scientific research sector and are increasingly perceived as a natural part 

of academic work (Widar et al., 2022). The trend is particularly pronounced 

in areas of research that rely on data processing. In this context, flexible 

work approaches provide a higher level of autonomy, enable a better 

balance between work and private life, and at the same time encourage 

creativity (Hunter, 2019). 

Despite the growing popularity, knowledge of FWA's impact on 

research work and on employee attitudes, particularly among women 

researchers, remains very limited. However, analyzing women’s preferences 

regarding FWA has become increasingly relevant, given the steady increase 

in the number of women in higher education and research institutions in 

Serbia, particularly in the humanities, social sciences and medical fields 

(Lazarević-Moravčević et al., 2023). The identified gap in the literature 

reveals the need for specific research that would shed light on how women 

in science experience different work models, their preferences, and how 

these arrangements affect their motivation, focus and balance between work 

and private life. Moreover, understanding the relationship between FWAs 

and gender equality is crucial for policymakers and social partners aiming to 

create an inclusive and equitable work environment (Kurnaz, 2024). 

Building on the previously discussed arguments, this study aims to 

explore the relationship between gender and preferred work models (remote, 

office-based, hybrid), and to examine the preferences of employees in 

Serbia's research sector regarding flexible work arrangements, with a 

particular focus on women's experience and attitudes. Accordingly, the 

following research questions are proposed: 

− Are preferences for specific work arrangements related to gender? 

− How do women perceive and adopt FWAs, including associated 

challenges and limitations? 

− Are there differences in attitudes and preferences towards FWAs 

between women and men? 

The structure of the paper is organized as follows. The introductory 

part is followed by a literature review that provides a theoretical framework 

for research. Then, the empirical methodology based on the survey 

questionnaire is presented, followed by the results and discussion. Finally, 



concluding remarks are presented explaining the contributions and key 

limitations of the research. 

Literature Review 

Gender Aspects of Flexible Work Arrangements 

Numerous studies have examined the relationship between gender and 

employees’ preferences for different work models, as well as their 

perceptions of the benefits of FWAs (Brulin et al., 2023; Chung, 2020; 

Jeffrey et al., 2008; Giménez-Nadal & Velilla, 2024). Existing research 

generally indicates that gender differences can influence the choice of 

preferred work model and expectations regarding flexible work options 

(Banerjee et al., 2025; Ciarniene & Vienazindiene, 2018; Marcén & Morales 

2025; Eurofound and the International Labour Office, 2017). Research also 

suggests that when choosing a job, women value flexibility more than men, 

primarily flexible working hours as a form of FWA, while men more often 

prefer job security and high earnings (Valet et al., 2021).  

The relevant literature indicates the existence of certain differences in 

the perception of the benefits of FWA between women and men. Agnoletto 

(2024) points to the fact that flexibility positively affects women's 

satisfaction with work and life, as well as their mental health. For men, the 

positive effects primarily relate to job satisfaction. According to certain 

studies, women primarily use flexibility to achieve a balance between 

personal and work responsibilities. In contrast, men tend to use these work 

models often to gain greater autonomy and control over work processes and 

to enhance their commitment to work tasks (Ko & Kim, 2018; Hofäcker & 

König, 2013), which may lead to a blurring of the boundaries between 

personal and professional responsibilities (Brulin et al., 2023). 

Some authors argue that in societies with pronounced traditional gender 

roles, FWAs can further contribute to the deepening of gender inequality 

due to the uneven division of household and family responsibilities 

(Alfarran, 2021; Eurofound, 2017). In these societies, women are typically 

expected to use flexibility to meet family obligations, while men are more 

likely to leverage it to advance their careers. These patterns are less evident 

in countries with high female labor force participation and policies that 

support an equitable division of responsibilities between men and women 

(Hagqvist, 2018). 



Due to often discriminatory assumptions that women use flexibility 

primarily for family responsibilities while men do so for professional 

reasons, women’s requests for greater flexibility are frequently evaluated 

and interpreted differently by employers compared to similar requests made 

by men (Chung & Van der Lippe, 2020; Chung, 2020). In addition to these 

challenges, women’s use of flexible work arrangements may also be 

accompanied by obstacles related to career advancement, earnings, social 

security and social isolation (Kurnaz, 2024). This is in line with the 

identified “sticky floor” phenomenon used to explain factors hindering the 

career path of women, especially in the early stages (Stanišić & Ječmenica, 

2025) and the lack of institutional mechanisms for the achievement of 

gender equality, including position of women in local communities (Brnjas 

& Đukić, 2018).  

The effect of gender on FWA use is particularly noticeable in the 

context of life stages. According to the findings of Jeffrey et al. (2008), in 

childfree life stages, men and women are similar in using and valuing 

flexible work options. However, differences become more pronounced at 

the stages when children are present and are most prominent throughout the 

early childhood period. Kim (2020) suggests that parenthood can 

significantly influence women’s and men’s attitudes toward FWAs. His 

study highlights that working from home and reduced working hours 

facilitate more effective interaction between mothers and their children, 

while flexible work schedules lead to greater participation of fathers. 

Augustine et al. (2024) argue that flexible working hours increase mothers' 

involvement in parenting activities, but that these effects are not significant 

for fathers. 

Some studies further emphasize that access to flexibility and 

employees’ preferences for different work arrangements depend not only on 

gender but also on the gender structure within the specific occupation. 

Although the opposite might have been expected, research shows that 

occupations with a predominantly female workforce are characterized by 

significantly lower availability of FWAs compared to professions with a 

higher share of men or gender-balanced occupations (Jacobi et al., 2025; 

Magda & Lipowska, 2022).  



Flexible Working Arrangements from a Women's Perspective: Benefits 

and Challenges 

Despite inconsistent findings regarding gender differences in the use of 

FWAs, most studies suggest that women use them more. The findings of 

some studies suggest that the preference for FWA is particularly 

pronounced among women who have children, those with higher level of 

education and income, employed in the private sector, having a disability or 

a health problem, and not holding managerial positions (Marcén & Morales, 

2025; Subramaniam et al., 2015; White & Maniam, 2020; Kurnez, 2024). 

Also, some authors note that women's preference for all types of FWA, 

especially after parenthood, increases, while men's preferences remain 

constant (Wang & Cheng, 2025). On the other hand, Pawar & Hipparkar 

(2025) prove that a positive attitude towards FWA is present among women 

of all ages, regardless of marital status or parentage. 

The increasing use of FWAs among women, especially after the 

pandemic, raises the question of how they perceive and evaluate these work 

models. Understanding their preferences provides insight into the 

motivations, needs, challenges and expectations associated with flexible 

work patterns.  Identifying the factors that shape perceptions and behaviour 

of specific social groups represents an important focus of contemporary 

research in the social sciences (Krstić, Reljić, & Filipović, 2019). 

Previous research shows that women engaged in FWA recognize 

numerous advantages, such as better work-life balance, less stress, positive 

impact on health, and more efficient use of time and money (Ciarniene & 

Vienazindiene, 2018). Working in a remote work regime, they are more 

likely to enjoy better overall health compared to those working under 

standard working patterns. Among women who work in a flexible mode, 

feelings of nervousness, tension and anxiety are less often present, which 

indicates the positive impact of FWA on psychological well-being (Kurnaz, 

2024). Flexible working conditions have a positive effect on women's work 

and life satisfaction, including their mental health (Agnoletto, 2024; 

Kashive & Roy, 2025). This is especially pronounced under high-workload 

conditions (Jamunarani & Syed, 2025).  

Research performed by Alsulami et al. (2022) shows that FWAs have a 

significant impact on the well-being of female academics and contribute to 

social sustainability. However, the study also highlights that not all forms of 

FWA are equally important for women in this field. According to the 



findings, women particularly value flexibility in work location, while 

placing less emphasis on flexibility in scheduling. On the other hand, 

Rahman (2019) shows that flexible working hours, remote work and job 

sharing, but not compressed workweeks, positively affect the job 

satisfaction of women employed in academia. Additionally, the findings 

suggest that, even within this activity, FWA positively affects job 

satisfaction and reduces women's intention to leave the job, but do not 

indicate a significant connection between flexibility and commitment to the 

organization (Zhang & Chan, 2025). 

Flexible work policies, while offering benefits, can also have negative 

consequences for women, including professional isolation, reduced 

visibility, limited access to projects, blurred boundaries between work and 

personal life and the reinforcement of traditional gender roles. Remote work 

can also entail more interruptions, unpredictable schedules, and longer 

working hours for women, which can undermine work-life balance 

(Commonwealth of Australia, 2023). Certain studies indicate that the 

transition to flexible working regimes among women can lead to overtime 

work and greater engagement in childcare-related activities (Maraziotis, 

2024). Women who handle most household tasks alongside flexible 

schedules report higher levels of work-life conflict. In contrast, men 

experience such conflicts mainly when they share household duties equally 

but work fixed hours (Leshchenko & Strauss, 2025). The need for greater 

flexibility may lead women to accept insecure and lower-paid jobs. 

Therefore, FWA options should be supported by social protection, equal pay 

and opportunities for professional development (Kurnaz, 2024), there were 

particularly evolving during Covid-19 period (Ognjenović & Đukić, 2023). 

Also, effective remote work relies on digital competencies, while studies 

among female entrepreneurs in Serbia indicate a certain gap between 

assessed and actual skills (Ivanović et al., 2021). 

The analysis of the relevant literature indicates that FWAs can 

represent an adequate mechanism for supporting women in various 

activities, including the scientific research sector. However, the 

effectiveness of FWA depends on various factors. It primarily depends on 

the cultural framework and organizational practices that enable or limit its 

equitable application (Borqkvist et al., 2021). 

Although flexibility is often promoted as a tool to help women balance 

work and family responsibilities, its availability, without broader systemic 

support (Ajonbadi et al., 2024) and the removal of gender-based barriers 



(Chung & Van der Lippe, 2020), is insufficient. In order for flexible work 

policies to really increase job satisfaction among women and produce 

concrete effects, they should be coupled with institutional support and 

respect for gender specificities (Kashive & Roy, 2025; White & Maniam, 

2020). 

Methodology  

The methodological framework of the paper is designed to enable a 

reliable examination of the preferences and attitudes of employees in the 

scientific research sector of Serbia (field of social sciences and humanities) 

according to FWAs. The collection of primary data was carried out through 

an anonymous and structured online questionnaire, in the period September 

- November 2024. The questionnaire covered the sociodemographic 

characteristics of the respondents, as well as various aspects of their 

professional engagement, including working conditions, motivation and 

perception regarding FWAs. The survey questionnaire was distributed to 

more than 3,000 employees in Serbia's scientific research sector, with a 

response rate of approximately 12%. The total number of valid responses to 

the survey questionnaire was 353. The questionnaire consisted of 22 

questions, of which 9 were analyzed in detail for the purposes of this 

research. The questions or answers that were relevant to the research in this 

paper refer to gender, age, location, time to work, number of household 

members, choice of primary place of work, job satisfaction, etc. Some of the 

questions included a 5-point Likert scale, with 1 = strongly disagree; 2 = 

disagree; 3 = neutral; 4 = agree; 5 = strongly agree. 

 

Table 1: Variable characteristics 

Gender Female (64.3%); Male (35.7%) 

Age 

25-29 (10.8%); 30-34 (14.7%); 35-39 (18.7%); 40-44 

(15.3%); 45-49 (13.3%); 50-54 (13%); 55-59 (8.2%); 

Over 60 years (5.9%) 

Time to Work 

Less than 30 minutes (43.3%); Between 30 and 60 

minutes (39.7%); Between 60 and 90 minutes (8.2%); 

Over 90 minutes (8.8%) 

Household Size 

Live alone (16.1%); Two members (24.9%); Three 

members (28.3%); Four members (22.7%); Five or more 

members (7.9%)  



Primary Location 
Office (32.6%); House (25.2%); Combination – hybrid 

model (40.2%); Other space (2.0%) 

Job Satisfaction 

(Likert scale) 
1 (0.6%); 2 (3.4%); 3 (15.6%); 4 (42.5%); 5 (38.0%) 

Source: Authors’ calculation 

 

The survey data were analyzed using statistical software PSPP. 

Descriptive statistics, Chi-square tests of independence, correlation analysis, 

and binary logistic regression were employed. Table 1 presents a descriptive 

overview of the sample.  

Results and Discussion 

Key Factors Shaping Employees’ Preferences for Flexible Work 

According to the results of this research (Table 2), the gender of 

employees does not show a statistically significant correlation with the 

choice of primary workplace. The results of the study indicate that gender is 

not a determining factor in shaping work preferences and that the choice of 

work location primarily depends on other circumstances. These findings 

suggest that flexible work models are not gender-biased, while the possible 

influence of gender on their outcomes depends on the specific context 

(Hussain et al., 2014; Ciarniene & Vienazindiene, 2018; Chung & Van der 

Lippe, 2020). Table 2 presents the Pearson correlation coefficients among 

the variables: Gender, Age, Primary Location, Household Size, Time to 

Work, and Job Satisfaction.  

To identify additional factors that influence the preferences of 

employees according to different work models (choice of primary 

workplace), the influence of age, distance from work and household size 

was also analyzed.  

 

  



Table 2: Pearson Correlation 

 

Gender Age 
Primary 

Location 

Household 

Size 

Time 

to 

Work 

Job 

Satisfaction 

Gender 1.000      

Age 0.017 1.000     

Primary 

Location 
-0.024 -0.090* 1.000 

   

Household 

Size 
0.018 0.067 -0.014 1.000   

Time to 

Work 
-0.025 -0.077 0.095* 0.098* 1.000  

Job 

Satisfaction 
0.116** 0.113** -0.010 0.009 -0.009 1.000 

Note: *, ** means that p<0.1, p<0.05, respectively 

Source: Authors’ estimation 

 

From Table 2, it can be observed that the Pearson correlation 

coefficient between Age and Primary Location is negative and marginally 

significant. Although the observed relationship is weak and marginally 

significant, it suggests that age may influence employees' choice of work 

location in Serbia’s research sector, affecting their preference for office-

based, remote, or hybrid work arrangements. These results replicate earlier 

findings (Pacheco, 2024) and indicate that younger populations (especially 

members of Generation Y and Z) show stronger preferences for FWA 

(Commonwealth of Australia, 2023; Future of Work Institute, 2012). 

Research shows that employees from different age and gender groups may 

have different expectations and priorities depending on the desired work 

models (Ciarniene & Vienazindiene, 2018; Valet et al., 2021). 

This study confirmed a statistically significant correlation between 

Household size and Commuting distance with the choice of Primary work 

location (Table 2). The results suggest that employees from larger 

households and those living farther from work are more likely to choose 

certain work arrangements. Previous research also indicates that the 

possibility of working from home is greater for employees with longer 

commutes, and that parenthood, particularly for mothers, further shapes 

preferences for FWAs (Commonwealth of Australia, 2023; Kim, 2020; 

Augustine et al., 2024). 



However, the Pearson correlation coefficient between Job Satisfaction 

and both Gender and Age is positive and statistically significant, with p-

values below 0.05. A Chi-square test of independence, presented in Table 3, 

was applied to examine the relationship between Gender and the following 

variables: Positive Job Satisfaction, Less Stress, More Focus and Efficiency, 

Support from Family, The Impact of Housework, and Hybrid Mode. 

 

Table 3: Chi-square test between Gender and different variables 

Variable  χ² p-value 

Positive Job Satisfaction   12.03** 0.017 

Less Stress   9.06* 0.060 

More Focus and Efficiency   6.30 0.178 

Support from Family   2.25 0.690 

The Impact of Housework   14.04*** 0.007 

Hybrid Mode   9.63** 0.047 

Notes: ***, **, * is p-value smaller than 1%, 5%, and 10%, respectively 

Source: Authors’ calculation 

 

  The Chi-square tests between Gender and More Focus and Efficiency 

(χ² = 6.30, p = 0.178) and between Gender and Support from Family (χ² = 

2.25, p = 0.690) are not statistically significant. So, between these variables, 

there are no associations, meaning that we cannot reject the null hypothesis 

that Gender and More Focus and Efficiency, Gender and Support from 

Family are independent. 

The Chi-square test (χ² = 12.03 with p = 0.017) indicated a statistically 

significant (p<0.05) association between Gender and Positive Job 

Satisfaction, meaning that the observed differences in positive job 

satisfaction between genders are unlikely to be due to random chance. A 

low p-value (less than 0.05) leads to rejecting the null hypothesis that 

gender and positive job satisfaction are independent. Thus, this test indicates 

that there is a real difference in positive job satisfaction levels between men 

and women, and this is not just a random fluctuation. This result is also 

confirmed by the binary logistic regression presented in Table 5. 

 

  



Experiences and Perspectives of Women on Work Flexibility in Serbia’s 

Scientific Research Sector 

The findings of this research did not confirm the existence of a 

connection between gender and preferred location of work (Table 2). 

Previous research also shows that the orientation towards flexible work 

practices is nearly equal across all employees in Serbia's research sector 

(social sciences and humanities), regardless of gender, with the hybrid work 

model being the most widespread (Lazarević-Moravčević, 2025). 

 

Table 4: Employee perceptions of the benefits and challenges of remote 

work: ranking factors by frequency of selection 

Key benefits of remote work 

Rank Women  Rank Men  

1 Flexibility in working hours 1 Flexibility in working hours 

2 
Efficiency through less 

commuting 
2 

Efficiency through less 

commuting 

3 
Better focus with fewer office 

distractions 
3 

Better focus with fewer office 

distractions 

4 Work-Life balance 4 More autonomy over work 

Key challenges of remote work 

Rank Women Rank Men 

1 Work–life boundary 

challenges 

1 Work–life boundary 

challenges 

2 Reduced colleague interaction 2 Reduced colleague interaction 

3 Focus and motivation issues 3 Focus and motivation issues 

4 Loneliness and isolation 4 Loneliness and isolation 

Source: Authors’ research 

 

On the other hand, a detailed analysis of respondents’ answers reveals 

differences in the perception of key remote-work benefits between women 

and men. While both genders recognize the same three main benefits, their 

focus on specific aspects differs. The benefits of remote work identified in 

this study by both women and men (flexibility in working hours, more 

efficient use of time due to the absence of daily commuting and greater 

focus resulting from fewer office related distractions) have also been 

confirmed by numerous studies (Ferreira et al., 2021; Hill et al., 2008; 



Russell et al., 2009; Kurnaz, 2024; Lazarević-Moravčević, 2024). On the 

other hand, compared to women, men more often highlight the benefits of 

control and autonomy in scheduling work activities as a benefit of remote 

work, while women emphasize achieving a work-life balance (Table 4). 

This finding suggests the existence of gender-differentiated perspectives in 

experiencing the benefits of flexible forms of work and has been confirmed 

in other studies (Ko & Kim, 2018). 

Although achieving a work-life balance is recognized as a key benefit 

of remote work (especially by women), both genders identify maintaining 

clear boundaries between work and personal responsibilities as a major 

challenge (Table 4). This contrast between the perceived benefits and 

challenges of remote work has also been recognized in previous research. 

FWAs facilitate work-life balance but also blur the boundaries between 

them (Aczel et al., 2021; Russell et al., 2009). Other difficulties reported by 

respondents include reduced colleague interaction and communication 

challenges, problems with focus and motivation and feelings of loneliness 

and isolation (Lazarević-Moravčević, 2024). 

Consistent with previous research (Agnoletto, 2024; Ko & Kim, 2018; 

Alsulami et al., 2022; Zhang & Chan, 2025; Rahman, 2019), the findings of 

this study also confirm that FWAs have a positive effect on employee 

satisfaction.  

 

Figure 1: Impact of Working from Home on Overall Job Satisfaction 

             Source: Authors’ research 
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In the context of gender differences, satisfaction with remote work is 

more pronounced among women (Table 5). About 80.2% of women fully or 

partially agree with the view that the possibility of working from home has a 

positive effect on general job satisfaction. Only 11.4% of women recognize 

a negative influence. Similar findings can be observed in the male 

population (Figure 1). This finding is also demonstrated by the results 

shown in Tables 3 and 5. 

Table 5 presents the binary logistic regression, with Gender as the 

dependent variable. Table 5 shows that the estimated coefficient for Job 

Satisfaction is positive and statistically significant at the 0.05 level. 

However, the odds ratio (Exp(B)) of 1.35 indicates that job satisfaction is 

more important to women than to men (35%). 

 

Table 5: Binary Logistic Regression: dependent variable is Gender 

Variables Coefficient S.E. Wald Sig. Exp(B) 

Household Size 0.03 0.09 0.12 0.730 1.03 

Time to Work -0.06 0.12 0.21 0.648 0.94 

Primary Location -0.05 0.13 0.14 0.711 0.95 

Job Satisfaction 0.30** 0.14 4.67 0.031 1.35 

Constant -1.74** 0.73 5.73 0.017 0.18 

Notes: ** means that p<0.05. 

Source: Authors’ calculation 

 

Based on the data analysis, both women and men perceive remote work 

as less stressful (Table 3). However, the Chi-square test for Gender and Less 

Stress is marginally significant, indicating that the degree of this reduction 

in stress differs between the two groups (Table 3 and Figure 2). Compared 

to men, women in the scientific research sector have a more balanced, 

cautious attitude toward this factor. About 18.5% have no clear opinion on 

the relationship between stress and working from home, while around 

22.5% of women believe that the relationship is significant and negative 

(Figure 2). A more cautious stance may be explained by the fact that 

women, due to carrying a greater share of professional and family 

responsibilities, may experience higher levels of stress when working 

remotely (Weinreich et al., 2023). 

 



Figure 2: Perceived Stress of Employees Working from Home  

 
           Source: Authors’ research 

 

Based on the reported experiences of women researchers in the sample, 

which indicate the presence of stress related to remote work and difficulties 

in balancing private and professional obligations, perceptions of the impact 

of housework on productivity and family support while working from home 

were additionally examined (Figure 3). Furthermore, the Chi-square test 

between Gender and the Impact of Housework (χ² = 14.04; p = 0.007) 

indicates a statistically significant difference between women and men in 

their perceptions of this impact (Table 3). This Chi-square test was highly 

statistically significant, and the low p-value (less than 0.05) leads to the 

rejection of the null hypothesis that Gender and the Impact of Housework 

are independent. The analysis shows that about 45.4% of women believe 

that household responsibilities do not negatively affect their research work 

when working remotely. However, a considerable proportion holds a 

different or uncertain view: 39.6% disagree with this statement, while 15% 

remain neutral.  

The findings indicate heterogeneity in women's experiences and 

perceptions regarding the impact of family obligations on their research 

work. This suggests that a significant number of women in the sample 

struggle to effectively balance family and work responsibilities, with 

housework posing a potential obstacle to productive research. 
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Figure 3: Women’s Assessment of the Effect of Household Tasks on Remote 

Work Productivity 

 
                 Source: Authors’ research 
 

Research results indicate a complex interaction between working from 

home and the distribution of household responsibilities, confirming that 

gender norms and housework can limit the benefits of working from home 

and negatively affect women, especially when the social context is not 

considered (Zvavahera & Chirima, 2023).  

 
Figure 4: Women’s Perceived Family Support While Working from Home 

 
                  Source: Authors’ research 
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support from other family members can reduce the burden on female 

researchers, but cannot eliminate it. Taking into account all the analyzed 

factors, i.e. the benefits and threats that women face when working from 

home, including the burden of housework, the division of responsibilities in 

the family, the support of family members, it is not surprising that women in 

the scientific research sector perceive the hybrid work model as the most 

suitable solution for scientific research work (Figure 5). This observation is 

consistent with the Chi-square test between Gender and Hybrid Mode (χ² = 

9.63 with p = 0.047). This test is statistically significant, indicating a real 

difference in practice Hybrid Mode between men and women (Table 3). 

 

Figure 5: Distribution of Responses among Women: The Hybrid Work 

Model is Most Suitable for Research Work 

 
              Source: Authors’ research 

 

A hybrid work model can be particularly beneficial for women because 

it provides a higher level of flexibility while also neutralizing certain 

challenges of remote work. With this work model, it is possible to 

harmonize professional and family obligations more efficiently, use time 

more effectively, and maintain professional visibility and involvement. 

Additionally, hybrid work arrangements have a positive impact on stress, 

motivation, and overall job satisfaction, thereby further enhancing employee 

engagement and productivity. Due to these benefits, hybrid work is 

becoming an increasingly common practice in many organizations 

(McKinsey & Company, 2023b; Wigert et al., 2023; Lazarević - 

Moravčević, 2025). 
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Conclusion 

The study examined the existence of a relationship between gender and 

the choice of preferred work model (working from home or another 

location, working from office and hybrid work), as well as differences in 

employees' perceptions of FWA between women and men. A standardized 

questionnaire was used for this study. Descriptive statistics, correlation 

analysis, the Chi-square test of independence, and binary logistic regression 

are all components of our empirical approach. The results show that gender 

is not a statistically significant factor in the choice of primary work location, 

indicating that employees' preferences in Serbia's scientific research sector 

(social sciences and humanities) are largely independent of gender. At the 

same time, factors shaping the choice of work model to a greater extent 

were identified, including age, the distance of the office from the place of 

residence, and household size. 

A detailed analysis of employees' attitudes towards FWAs shows that 

both genders generally report high job satisfaction and recognize a better 

work-life balance as a key advantage of remote work. This is particularly 

pronounced among women, who simultaneously perceive balancing work 

and private life as a significant advantage, but also as the main challenge of 

working remotely. Also, men, before emphasizing life balance, generally 

cite greater autonomy over their work schedule and environment as a key 

advantage of remote work. The analysis shows that women and men 

perceive the impact of household duties on their work engagement 

differently. Most women report that they have significant family support 

when working remotely; however, this support is not sufficient to fully 

alleviate the pressures arising from daily private responsibilities. Overall, 

despite family support, women still face significant challenges in balancing 

work and private life while working remotely.  

The findings indicate that women in the research sector prefer flexible 

work arrangements, which are perceived as less stressful and as having a 

positive effect on job satisfaction, with the hybrid work model being 

particularly favored. Nevertheless, the experience of flexible work appears 

to be influenced by household responsibilities, while family support may 

partially mitigate related challenges. 

These findings highlight the importance of considering flexible work 

models in a broader context, which is crucial for improving organizational 

policies in the scientific research sector. Considering the challenges that the 



sector is experiencing due to the changed relationship between supply and 

demand in a dynamic environment, as well as intense competition 

(Mosurović-Ružičić et al., 2023; Marjanović et al., 2023), there is a need for 

changes that will adapt the sector to modern market requirements (Marković 

et al., 2015). The changes are largely related to improving work policies to 

create a stimulating work environment. Overall, the findings underscore the 

need for work policies in the research sector to better accommodate 

individual preferences, family obligations, distance from the workplace, and 

age, while maintaining alignment with organizational priorities. Developing 

such balanced and flexible policies is essential for fostering a supportive and 

effective research environment. 

The results provide a significant contribution to the shaping of human 

resource management strategies in the scientific research sector. The 

identified attitudes of employees, especially perceptions among women, can 

provide relevant guidelines for harmonizing the work environment with 

employees' needs and demands regarding the desired level of flexibility at 

work.  

In addition to its significant contribution, this paper also faces certain 

limitations. The analysis primarily focuses on the analysis of employee 

preferences, without a detailed consideration of all the factors that shape 

them. The analysis takes into account gender, age, household size and 

distance from work, but does not include the effects of other significant 

determinants, such as infrastructural support, leadership style and 

organizational culture. One of the limitations of this study refers to the 

relatively small sample size, which may affect the reliability of the results. 

Additionally, the findings cannot be fully generalized or used as a universal 

basis for human resource management policies across all sectors. The 

identified limitations raise additional questions while also providing 

valuable guidance for future research efforts. 

Acknowledgments  

The research presented in this paper was funded by the Ministry of 

Science, Technological Development and Innovation of the Republic of 

Serbia under contract number 451-03-136/2025-03. 



References 

[1] Aczel, B., Kovacs, M., Van Der Lippe, T., & Szaszi, B. (2021). 

Researchers working from home: Benefits and challenges. PloS one, 16(3), 

e0249127. https://doi.org/10.1371/journal.pone.0249127  

[2] Agnoletto, M. (2024). Flexible working and well-being: evidence from the 

UK. Journal of Demographic Economics, 90(4), 589-625. 

[3] Ajonbadi, H. A., Owolewa, M. A., Adekoya, O. D., & Mordi, C. (2024). 

Gender Equality and Flexible Working for Women Entrepreneurs in Egypt: 

A Critical Analysis. In Exploring Entrepreneurship: Unpacking the Mosaic 

of Entrepreneurship across Africa (pp. 129-150). Cham: Springer Nature 

Switzerland. https://doi.org/10.1007/978-3-031-56343-0_6   

[4] Allen, T. D., Golden, T. D., & Shockley, K. M. (2015). How effective is 

telecommuting? Assessing the status of our scientific findings. 

Psychological science in the public interest, 16(2), 40-68. 

https://doi.org/10.1177/1529100615593273 

[5] Alfarran, A. (2021). The impact of remote work on women’s work-life 

balance and gender-role attitudes in Saudi Arabia. International Journal of 

Gender and Women's Studies, 9(2), 11-22. 

https://doi.org/10.15640/ijgws.v9n2p2  

[6] Alsulami, A., Mabrouk, F., & Bousrih, J. (2022). Flexible working 

arrangements and social sustainability: study on women academics post-

COVID-19. Sustainability, 15(1), 544. https://doi.org/10.3390/su15010544 

[7] Augustine, J. M., Kim, J., & Lee, M. (2024). Parents’ access to flexible 

work arrangements and time in active caregiving activities. Journal of 

Family Issues, 45(4), 992-1018. 

https://doi.org/10.1177/0192513X231169653 

[8] Banerjee, R., Bharati, T., Fakir, A. M., Qian, Y., & Sunder, N. (2025). 

Gender differences in preferences for flexible work hours: Experimental 

evidence from an online freelancing platform. Labour Economics, 102813. 

https://doi.org/10.1016/j.labeco.2025.102813 

[9] Borqkvist, A., Moore, V., Crabb, S., & Eliott, J. (2021).Critical 

considerations of workplace flexibility “for all” and gendered outcomes: 

Men being flexible about their flexibility. Gender, Work & Organization, 

28(6), 2076-2090. https://doi.org/10.1111/gwao.12680  

[10] Brnjas, Z., & Đukić, M. (2018). Gender Responsive Budgeting in the Local 

Self-Government in the Republic of Serbia. Journal of Women's 

Entrepreneurship and Education, (3/4), 45-59. 

https://doi.org/10.28934/jwee18.34.pp45-59  

[11] Brulin, E., Bjärntoft, S., Bergström, G., & Hallman, D. M. (2023). 

Gendered associations of flexible work arrangement and perceived 

flexibility with work–life interference: A cross-sectional mediation analysis 

https://doi.org/10.1371/journal.pone.0249127
https://doi.org/10.1007/978-3-031-56343-0_6
https://doi.org/10.1177/15291006155932
https://doi.org/10.15640/ijgws.v9n2p2
https://doi.org/10.3390/su15010544
https://doi.org/10.1177/0192513X231169653
https://doi.org/10.1016/j.labeco.2025.102813
https://doi.org/10.1111/gwao.12680
https://doi.org/10.28934/jwee18.34.pp45-59


on office workers in Sweden. Social Indicators Research, 167(1), 571-588. 

https://doi.org/10.1007/s11205-023-03113-w  

[12] Chung, H., & Van der Lippe, T. (2020). Flexible working, work–life 

balance, and gender equality: Introduction. Social indicators research, 

151(2), 365-381. https://doi.org/10.1007/s11205-018-2025-x  

[13] Chung, H. (2020). Gender, flexibility stigma and the perceived negative 

consequences of flexible working in the UK. Social indicators research, 

151(2), 521-545. https://doi.org/10.1007/s11205-018-2036-7  

[14] Ciarniene, R., & Vienazindiene, M. (2018). Flexible work arrangements 

from generation and gender perspectives: Evidence from Lithuania. 

Engineering Economics, 29(1), 84-92. 

http://dx.doi.org/10.5755/j01.ee.29.1.19247  

[15] Commonwealth of Australia, Department of Infrastructure, Transport, 

Regional Development, Communications and the Arts. (2023). The role 

of socio-demographic and spatial characteristics in Work from Home in 

Australia. 

https://www.infrastructure.gov.au/sites/default/files/documents/role-socio-

demographic-spatial-characteristics-work-from-home-australia.pdf  

[16] Eurofound and the International Labour Office (2017). Working 

anytime, anywhere: The effects on the world of work, Publications Office of 

the European Union, Luxembourg, and the International Labour Office, 

Geneva. https://www.eurofound.europa.eu/en/publications/all/working-

anytime-anywhere-effects-world-work  

[17] Eurofound. (2017). Work-life balance and flexible working arrangements in 

the European Union. Publications Office of the EU. 

https://doi.org/10.2806/35012  

[18] Ferreira, R., Pereira, R., Bianchi, I. S., & da Silva, M. M. (2021). 

Decision factors for remote work adoption: advantages, disadvantages, 

driving forces and challenges. Journal of Open Innovation: Technology, 

Market, and Complexity, 7(1), 70. 

[19] Ferdous, T., Ali, M., & French, E. (2023). Use of flexible work practices 

and employee outcomes: the role of work–life balance and employee age. 

Journal of Management & Organization, 29(5), 833-853. 

https://doi.org/10.1017/jmo.2020.44  

[20] Fletcher, L. (2016). Can flexible work arrangements boost engagement and 

desirable employee behavior? In CIPD Applied Research Conference (pp.  

1–8). Chartered Institute for Personnel and Development. 

https://cris.brighton.ac.uk/ws/portalfiles/portal/397696/LFletcher_CIPD_pap

er.pdf  

[21] Future of Work Institute (2012). The Benefits of Flexible Working 

Arrangements - A Future of Work Report. 

https://doi.org/10.1007/s11205-023-03113-w
https://doi.org/10.1007/s11205-018-2025-x
https://doi.org/10.1007/s11205-018-2036-7
http://dx.doi.org/10.5755/j01.ee.29.1.19247
https://www.infrastructure.gov.au/sites/default/files/documents/role-socio-demographic-spatial-characteristics-work-from-home-australia.pdf
https://www.infrastructure.gov.au/sites/default/files/documents/role-socio-demographic-spatial-characteristics-work-from-home-australia.pdf
https://www.eurofound.europa.eu/en/publications/all/working-anytime-anywhere-effects-world-work
https://www.eurofound.europa.eu/en/publications/all/working-anytime-anywhere-effects-world-work
https://doi.org/10.2806/35012
https://doi.org/10.1017/jmo.2020.44
https://cris.brighton.ac.uk/ws/portalfiles/portal/397696/LFletcher_CIPD_paper.pdf
https://cris.brighton.ac.uk/ws/portalfiles/portal/397696/LFletcher_CIPD_paper.pdf


https://www.dewr.gov.au/download/11788/benefits-flexible-working-

arrangements/22405/benefits-flexible-working-arrangements/pdf  

[22] Giménez-Nadal, J. I., & Velilla, J. (2024). Home-based work, time 

allocations, and subjective well-being: gender differences in the United 

Kingdom. Empirica, 51(1), 1-33. https://doi.org/10.1007/s10663-023-09590-

z  

[23] Hagqvist, E. (2018). Toward gender equality in practice? Cross-national 

patterns of change in the gendered division of housework over two decades. 

Journal of Comparative Family Studies, 49(3), 355–377. 

https://doi.org/10.3138/jcfs.49.3.355  

[24] Howington, J. (2023). Exploring the Impact of Remote Work on Mental 

Health and the Workplace. https://www.flexjobs.com/blog/post/exploring-

the-impact-of-remote-work-on-mental-health-and-the-workplace   

[25] Hofäcker, D., & König, S. (2013). Flexibility and work–life conflict in 

times of crisis: A gender perspective. International Journal of Sociology and 

Social Policy, 33(9/10), 613–635. https://doi.org/10.1108/IJSSP-04-2013-

0042  

[26] Hussain, N., Zehou, S., Haq, M. A., & Anjum, Z. Z. (2014). Are flexible 

workings highly gendered with more women availing benefits than men. 

European Journal of Business and Management, 6(9), 109-117. 

[27] Hunter, P. (2019). Remote working in research: An increasing usage of 

flexible work arrangements can improve productivity and creativity. EMBO 

reports, 20(1), e47435. 

[28] Ivanović, Đ., Simović, V., Domazet, I., & Antonijević, M. (2021). 

Average matching levels for two DigComp competence areas of the female 

entrepreneurs in Serbia. Journal of Women's Entrepreneurship and 

Education, (3-4), 42-60. https://doi.org/10.28934/jwee21.34.pp42-60  

[29] Jacobi, A., Hamjediers, M., & Naujoks, T. (2025). Tailored to Women, 

Provided to Men? Gendered Occupational Inequality in Access to Flexible 

Working-Time Arrangements. Social Indicators Research, 176(3), 1179-

1205. https://doi.org/10.1007/s11205-024-03483-9  

[30] Jamunarani, H. S., & Syed, R. (2025). Flexible work arrangements and 

their impact on women's job satisfaction and quality of life: The mediating 

role of work-life balance. Problems and Perspectives in Management, 23(3), 

130. http://dx.doi.org/10.21511/ppm.23(3).2025.10  

[31] Jeffrey Hill, E., Jacob, J. I., Shannon, L. L., Brennan, R. T., Blanchard, 

V. L., & Martinengo, G. (2008). Exploring the relationship of workplace 

flexibility, gender, and life stage to family-to-work conflict, and stress and 

burnout. Community, Work and Family, 11(2), 165-181. 

https://doi.org/10.1080/13668800802027564  

[32] Kashive, C., & Roy, D. (2025). Exploring the benefits and challenges of 

flexible work policies on women’s job satisfaction. International Journal of 

https://www.dewr.gov.au/download/11788/benefits-flexible-working-arrangements/22405/benefits-flexible-working-arrangements/pdf
https://www.dewr.gov.au/download/11788/benefits-flexible-working-arrangements/22405/benefits-flexible-working-arrangements/pdf
https://doi.org/10.1007/s10663-023-09590-z
https://doi.org/10.1007/s10663-023-09590-z
https://doi.org/10.3138/jcfs.49.3.355
https://www.flexjobs.com/blog/post/exploring-the-impact-of-remote-work-on-mental-health-and-the-workplace
https://www.flexjobs.com/blog/post/exploring-the-impact-of-remote-work-on-mental-health-and-the-workplace
https://doi.org/10.1108/IJSSP-04-2013-0042
https://doi.org/10.1108/IJSSP-04-2013-0042
https://doi.org/10.28934/jwee21.34.pp42-60
https://doi.org/10.1007/s11205-024-03483-9
http://dx.doi.org/10.21511/ppm.23(3).2025.10
https://doi.org/10.1080/13668800802027564


Science and Research Archive, 14(2), 177-186. 

https://doi.org/10.30574/ijsra.2025.14.2.0317  

[33] Kim, J. (2020). Workplace flexibility and parent–child interactions among 

working parents in the US. Social indicators research, 151(2), 427-469. 

https://doi.org/10.1007/s11205-018-2032-y  

[34] Kłopotek, M. (2017). The advantages and disadvantages of remote working 

from the perspective of young employees. Organizacja i Zarządzanie: 

kwartalnik naukowy, 4, 39-49. 

[35] Ko, E. J., & Kim, S. S. (2018). Intention to use flexible work arrangements: 

The case of workers in Korea and gender differences in motivation. Journal 

of Organizational Change Management, 31(7), 1438-1460. 

https://doi.org/10.1108/JOCM-01-2018-0001  

[36] Krstić, J., Reljić, M., & Filipović, S. (2019). Factors influencing electricity 

consumption: a review of research methods. Management: Journal 

of Sustainable Business and Management Solutions in Emerging Economies, 

24(2), 13–22. https://doi.org/10.7595/management.fon.2018.0021 

[37] Kurnaz, I. (2024). Analysis of the effect of flexible working styles on 

women’s employment and decent work. Geneva: International Labour 

Organization. https://www.ilo.org/sites/default/files/2024-12/FINAL%20-

%20v3%20-%20ENG-ILO-

Esnek%20Cal%C4%B1sma%20Bicimleri%20ile%20Kad%C4%B1n%20I%

CC%87stihdam.pdf  

[38] Lazarević-Moravčević, M., Mosurović Ružičić M., & Minović, J. (2023). 

Gender Inequality in Education and Science. Journal of Women's 

Entrepreneurship and Education, (3/4), 143-166. 

https://doi.org/10.28934/jwee23.34.pp143-166  

[39] Lazarević-Moravčević, M. (2024). Izazovi savremenog menadžmenta: 

fleksibilnost, rodna ravnopravnost i inovativna komunikacija. Beograd: 

Institut ekonomskih nauka. http://ebooks.ien.bg.ac.rs/2152/1/1960-

Article%20Text-9505-1-10-20241217.pdf  

[40] Lazarević-Moravčević, M. (2025). Flexible Work Arrangements and the 

Hybrid Work Model: Attitudes of Employees in the Scientific Research 

Sector in Serbia. Economic Analysis, 58(1), 92-106. 

https://doi.org/10.28934/ea.2014  

[41] Leshchenko, O., & Strauss, S. (2025). Flexible working time arrangements 

and work-life conflict: The role of gender and housework. Journal of Family 

Research, 37, 205-226. https://doi.org/10.20377/jfr-1186  

[42] Magda, I., & Lipowska, K. (2022). Flexibility of working time 

arrangements and female labor market outcome. In Mothers in the Labor 

Market (pp. 137-157). Cham: Springer International Publishing. 

https://www.econstor.eu/bitstream/10419/250473/1/dp14812.pdf  

https://doi.org/10.30574/ijsra.2025.14.2.0317
https://doi.org/10.1007/s11205-018-2032-y
https://doi.org/10.1108/JOCM-01-2018-0001
https://doi.org/10.7595/management.fon.2018.0021
https://www.ilo.org/sites/default/files/2024-12/FINAL%20-%20v3%20-%20ENG-ILO-Esnek%20Cal%C4%B1sma%20Bicimleri%20ile%20Kad%C4%B1n%20I%CC%87stihdam.pdf
https://www.ilo.org/sites/default/files/2024-12/FINAL%20-%20v3%20-%20ENG-ILO-Esnek%20Cal%C4%B1sma%20Bicimleri%20ile%20Kad%C4%B1n%20I%CC%87stihdam.pdf
https://www.ilo.org/sites/default/files/2024-12/FINAL%20-%20v3%20-%20ENG-ILO-Esnek%20Cal%C4%B1sma%20Bicimleri%20ile%20Kad%C4%B1n%20I%CC%87stihdam.pdf
https://www.ilo.org/sites/default/files/2024-12/FINAL%20-%20v3%20-%20ENG-ILO-Esnek%20Cal%C4%B1sma%20Bicimleri%20ile%20Kad%C4%B1n%20I%CC%87stihdam.pdf
https://doi.org/10.28934/jwee23.34.pp143-166
http://ebooks.ien.bg.ac.rs/2152/1/1960-Article%20Text-9505-1-10-20241217.pdf
http://ebooks.ien.bg.ac.rs/2152/1/1960-Article%20Text-9505-1-10-20241217.pdf
https://doi.org/10.28934/ea.2014
https://doi.org/10.20377/jfr-1186
https://www.econstor.eu/bitstream/10419/250473/1/dp14812.pdf


[43] Maraziotis, F. (2024). Flexibility for equality: Examining the impact of 

flexible working time arrangements on women's convergence in working 

hours. British Journal of Industrial Relations, 62(2), 410-445. 

https://doi.org/10.1111/bjir.12787   

[44] Marjanović, J., Domazet, I., & Miljković, J. (2023). Higher education 

branding through instrumental values. Journal of Women's Entrepreneurship 

and Education, (3/4), 75-94. https://doi.org/10.28934/jwee23.34.pp75-94  

[45] Marković, D., Radović-Markovic, M., & Minović, J. (2015). A new 

virtual team competence defining model. Economic research-Ekonomska 

istraživanja, 28(1), 1034-1045. 

http://dx.doi.org/10.1080/1331677X.2015.1100840  

[46] Marcén, M., & Morales, M. (2025). The gender gap in working from home 

after the onset of COVID-19. Review of Economics of the Household, 1-28. 

https://doi.org/10.1007/s11150-025-09809-x  

[47] Mosurović Ružičić, M., Ignjatović, M., Obradović, V., & Lazarević-

Moravčević, M. (2023). What creates the innovative organizational design 

in science and research organizations (SROs) in Serbia? The influence of 

strategic project management factors. Ekonomika preduzeća, 71(7-8), 412-

427.  

[48] McKinsey & Company (2023a). How hybrid work has changed the way 

people work, and shop. https://www.mckinsey.com/mgi/ourresearch/empty-

spaces-and-hybrid-places-chapter-1#/ 

[49] McKinsey & Company (2023b). Women in the Workplace 2023. 

https://www.mckinsey.com/featured-insights/diversity-andinclusion/women-

in-the-workplace 

[50] Ognjenović, K., & Đukić, M. (2023). Response of the Economic System to 

COVID-19: A Review of Evaluation Methods Applied in Assessing 

Economic Policies' Effects in Serbia. Reimagining Systems Thinking in a 

Post-Pandemic World, 121-142. https://doi.org/10.4018/978-1-6684-7285-

9.ch006  

[51] Orzeł, B., & Wolniak, R. (2022). Digitization in the design and 

construction industry remote work in the context of sustainability: a study 

from Poland. Sustainability, 14(3), 1332. 

https://doi.org/10.3390/su14031332  

[52] Pawar, PS., & Hipparkar, SV. (2025). Women's Perception of Flexibility: 

Autonomy, Balance, Productivity. International Journal of Innovative 

Research in Engineering and Management, 12 (4), 21-25. 

https://doi.org/10.55524/ijirem.2025.12.4.4  

[53] Pacheco, E. (2024). Experiences and attitudes toward working remotely 

from home in a time of pandemic: A snapshot from a New Zealand-based 

online survey. New Zealand Journal of Employment Relations, 48(1), 1-20.  

https://doi.org/10.1111/bjir.12787
https://doi.org/10.28934/jwee23.34.pp75-94
http://dx.doi.org/10.1080/1331677X.2015.1100840
https://doi.org/10.1007/s11150-025-09809-x
https://www.mckinsey.com/mgi/ourresearch/empty-spaces-and-hybrid-places-chapter-1#/
https://www.mckinsey.com/mgi/ourresearch/empty-spaces-and-hybrid-places-chapter-1#/
https://www.mckinsey.com/featured-insights/diversity-andinclusion/women-in-the-workplace
https://www.mckinsey.com/featured-insights/diversity-andinclusion/women-in-the-workplace
https://doi.org/10.4018/978-1-6684-7285-9.ch006
https://doi.org/10.4018/978-1-6684-7285-9.ch006
https://doi.org/10.3390/su14031332
https://www.researchgate.net/profile/Priyanka-Pawar-24/publication/394965146_Women's_Perception_of_Flexibility_Autonomy_Balance_Productivity/links/68ad950c6327cf7b63d97089/Womens-Perception-of-Flexibility-Autonomy-Balance-Productivity.pdf
https://www.researchgate.net/profile/Priyanka-Pawar-24/publication/394965146_Women's_Perception_of_Flexibility_Autonomy_Balance_Productivity/links/68ad950c6327cf7b63d97089/Womens-Perception-of-Flexibility-Autonomy-Balance-Productivity.pdf
https://doi.org/10.55524/ijirem.2025.12.4.4


[54] Rahman, M. F. (2019). Impact of flexible work arrangements on job 

satisfaction among the female teachers in the higher education sector. 

European Journal of Business and Management, 11. 

https://doi.org/10.7176/EJBM  

[55] Roberto, R., Zini, A., Felici, B., Rao, M., & Noussan, M. (2023). Potential 

benefits of remote working on urban mobility and related environmental 

impacts: Results from a case study in Italy. Applied Sciences, 13(1), 607. 

https://doi.org/10.3390/app13010607  

[56] Shanker, A. (2023). Flexible work arrangements and its impact on Work-

Life Balance. Journal of Emerging Technologies and Business 

Management, 10(3). 10-15. 

[57] Shimura, A., Yokoi, K., Ishibashi, Y., Akatsuka, Y., & Inoue, T. (2021). 

Remote work decreases psychological and physical stress responses, but 

full-remote work increases presenteeism. Frontiers in psychology, 12, 

730969. https://doi.org/10.3389/fpsyg.2021.730969  

[58] Stanišić, N., & Ječmenica, D. (2025). Restricted Ambitions: Analyzing 

Barriers to Women's Advancement in Serbia's Public Sector. Journal of 

Women's Entrepreneurship and Education, (3-4), 107-127. 

https://doi.org/10.28934/jwee25.34.pp-113-133  

[59] Subramaniam, A. G., Overton, B. J., & Maniam, C. B. (2015). Flexible 

working arrangements, work life balance and women in Malaysia. 

International Journal of Social Science and Humanity, 5(1), 34.  

[60] Valet, P., Sauer, C., & Tolsma, J. (2021). Preferences for work 

arrangements: A discrete choice experiment. PLOS ONE, 16(7), e0254483. 

https://doi.org/10.1371/journal.pone.0254483 

[61] Wang, S., & Cheng, C. (2025). Who is using flexible work arrangements 

among couples? A longitudinal analysis of the disparities between gender, 

parenthood, and occupations. Social Science Research, 127, 1. 

https://doi.org/10.1016/j.ssresearch.2025.103144  

[62] Weinreich, H. M., Kotini-Shah, P., Man, B., Pobee, R., Hirsh, L. E., 

Risman, B. J., & Buhimschi, I. A. (2023). Work–Life Balance and 

Academic Productivity Among College of Medicine Faculty During the 

Evolution of the COVID-19 Pandemic: The New Normal. Women's Health 

Reports, 4(1), 367-380. https://doi.org/10.1089/whr.2023.0007    

[63] White, C., & Maniam, B. (2020). Flexible working arrangements, work life 

balance, and working women. Journal of Business and Accounting, 13(1), 

59-73. https://asbbs.org/files/2020/JBA_Vol_13.1_Fall_2020.pdf#page=59  

[64] Wiger, B., Harter, J., & Agrawal, S. (2023). The Future of the Office Has 

Arrived: It's Hybrid. Gallup. 

https://www.gallup.com/workplace/511994/future office-arrived-hybrid.aspx 

https://doi.org/10.7176/EJBM
https://doi.org/10.3390/app13010607
https://doi.org/10.3389/fpsyg.2021.730969
https://doi.org/10.28934/jwee25.34.pp-113-133
https://doi.org/10.1371/journal.pone.0254483
https://doi.org/10.1016/j.ssresearch.2025.103144
https://doi.org/10.1089/whr.2023.0007
https://asbbs.org/files/2020/JBA_Vol_13.1_Fall_2020.pdf#page=59
https://www.gallup.com/workplace/511994/future%20office-arrived-hybrid.aspx


[65] Widar, L., Heiden, M., Boman, E., & Wiitavaara, B. (2022). How is 

telework experienced in academia? Sustainability, 14(10),5745. 

https://doi.org/10.3390/su14105745  

[66] Yang, L., Holtz, D., Jaffe, S., Suri, S., Sinha, S., Weston, J., & Teevan, J. 

(2022). The effects of remote work on collaboration among information 

workers. Nature human behavior, 6(1), 43-54.  

[67] Zhang, S., & Chan, S. L. (2025). A Study on the Impact of Flexible 

Working Arrangements on Turnover Intention of Chinese Working Women: 

From the Perspective of SDG 8 (Decent Work). Journal of Lifestyle and 

SDGs Review, 5(2), e04211-e04211. https://doi.org/10.47172/2965-

730X.SDGsReview.v5.n02.pe04211  

[68] Zvavahera, P., & Chirima, N. E. (2023). Flexible work arrangements and 

gender differences in research during the COVID-19 period in Zimbabwean 

higher learning institutions. Perspectives in Education, 41(1), 88-102. 

https://doi.org/10.38140/pie.v41i1.6300  

 

 

 
Article history: Received: December 30, 2025 

Accepted: March 16, 2026 

First Online: March 18, 2026 

 

 

https://doi.org/10.3390/su14105745
https://doi.org/10.47172/2965-730X.SDGsReview.v5.n02.pe04211
https://doi.org/10.47172/2965-730X.SDGsReview.v5.n02.pe04211
https://doi.org/10.38140/pie.v41i1.6300

