
International Journal of Public Administration and Management Research (IJPAMR), Vol. 11, No. 2, 2025. 
Available online at http://journals.rcmss.com/index.php/ijpamr. ISSN:2350-2231(E) ISSN:2346-7215 (P)  

                                                                                        Houssem Eddine Ben Messaoud, 2025, 11(2):34-38 

 

34 
 

Flexible Work in Canada’s Public Administration: Balancing Employee 
Engagement, Productivity, and Well-Being 

Houssem Eddine Ben Messaoud 
École nationale d’administration publique, Québec, Canada 

Houssemeddine.benmessaoud@enap.ca 
Houssem.ben.messaoud@gmail.com 

Abstract 

The COVID-19 pandemic created urgent circumstances that pushed public administration 
workplaces to build rapid, flexible work arrangements, including remote work solutions. This 
revealed potential workforce advantages and organizational weaknesses. The analysis in this review 
explores how flexible work arrangements shape public administrators working in Canadian public 
organizations. The research reviews modern academic works about work-family conflict, employee 
engagement, productivity results, and public service cultural transformations. The implementation 
of flexible work arrangements improves work satisfaction and life-work balance and creates 
potential adversities that cause worker alienation and unequal workplace conditions. The review 
proves that purposeful policy work generates optimal flexible work benefits with minimal adverse 
impacts. 
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1. Introduction  

Remote and flexible workplaces have expanded significantly in recent years because of the COVID-
19 pandemic. The adaptation to work under the new normal situation creates both challenges and 
opportunities for public administration, with government departments working to re-shift their 
operations. The Canadian public sector needs flexible work policies that align with international 
workplace trends. Research literature shows that a difference exists between anticipated workforce 
benefits involving job satisfaction and work-life balance improvements and reveals unanticipated 
adverse effects that may lead to employee alienation and increased risk for unequal workplace 
conditions. Government of Canada-Statistics Canada (2024) revealed that Canadians reached their 
highest rate of work-from-home during COVID-19 at 40 percent. 

The ability of FWAs to build public administration resilience is a paramount element. Williamson et 
al. (2022) establish that business frameworks need transformation to meet modern community 
demands for flexible work locations. The optimization of FWAs requires public organizations to 
establish effective management and support systems, which requires a reanalysis of traditional 
leadership approaches. This review examines public sector employee outcomes from these 
arrangements and the current and future scenarios for work in public administration. 

2. Analysis  
2.1. The Emergence of Flexible Work Arrangements in Public Administration 

In light of the pandemic, many public sector organizations in Canada were compelled to pivot toward 
remote work models. Research indicates that many employees desire hybrid work arrangements—
combining remote and in-office work. A study conducted by Anaya (2024) using data adapted from 
the 2023 Private and Shared Workspaces survey showed that "most Canadian hybrid workers go to 
office 2-3 times a week." The data was presented using the graph below; 
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Graph 1: Managing a hybrid work environment: Common arrangements, benefits, and trends, 
Source: https://www.capterra.ca/blog/4406/hybrid-work-environment-statistics   

Public administration underwent a major cultural transformation because workplaces abandoned 
their rigid systems from traditional environments. Studies indicate that employees demand flexible 
arrangements because hybrid work models fulfill staff requirements and improve worker satisfaction 
and employee commitment (Henry, 2019; Doberstein & Charbonneau, 2022). 

The hybrid workspace enables public service employees to handle their work commitments 
effectively while preserving their freedom, which leads to better workplace morale and greater output 
(Hunter et al., 2024; Katsande et al., 2022). It is, however, important to note that hybrid work 
flexibility brings specific communication challenges that drive remote employees toward feelings of 
isolation and alienation, according to Jaß et al. (2024). Public administration leaders must develop 
supportive workplace frameworks to build employee connections and enhance organizational 
belonging at every workplace location, as Vyas (2022) and Popovych & Popovych (2023) noted. 

The continuous transformation underscores the need for public institutions to redefine their 
management systems and the requirement to purchase technological solutions that can ensure a 
strong organizational connection and boost social inclusion (Dryzin-Amit et al., 2022; Gintova, 
2023). 

2.2. Work-Family Conflict and Employee Well-being 

Flexible work arrangements (FWAs) and work-family conflict strongly influence how employees 
experience the public sector environment. Research reveals that FWAs help decrease work-family 
conflict, although such results depend significantly on managers' supportive workplace practices. 
Statistics Canada (2021) shows that employees with access to flexible work choices experience better 
family role fulfillment, with 72% reporting improved family communication and quality time. 
According to Afsar and Rehman (2017), workplace flexibility is an intervening factor that diminishes 
public sector workforce turnover intentions, strengthening employee commitment to the 
organization. Organizations that provide employees with the choice to handle work and family needs 
simultaneously establish loyal employees who can stay with the company longer. 
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Flexible work arrangements bring both positive and negative impacts to the workplace. Doberstein 
and Charbonneau (2022) discovered that public servants feel alienated because remote work causes 
them to disconnect from their colleagues. When workers are separated from their colleagues, the 
traditional social connections at work diminish, reducing job loyalty and employee satisfaction 
levels. Public administration leaders must establish communication systems and feelings of 
belonging throughout remote work situations because these can promote employee performance. 
Leaders must establish regular team meetings, events, and technical solutions to sustain member 
connections. Public sector organizations that address all current challenges can better support their 
employees, improve team engagement, and maximize the benefits of flexible work systems. 

2.3. Employee Engagement and Productivity 

Organizations need high employee engagement levels, especially in the public sector. Implementing 
flexible work arrangements (FWAs) generates positive effects on job satisfaction, resulting in 
improved work engagement. FWAs that focus on work-life balance create businesses with 25% 
elevated productivity rates while reducing employee turnover to 50% or less, according to Pivotal 
Solutions (2024). Allen et al. (2015) highlight that employee perceptions about organizational 
support will optimize the potential of FWAs. Organizations that aim to maintain employee success 
in remote positions must provide sufficient resources and support systems to help workers handle 
remote work challenges. The organization should support remote workers by providing technological 
resources, training about effective remote work methods, and psychological assistance to manage 
stress from work-family interference. 

Working productively remains essential for all employees in both remote and hybrid settings. Public 
service agencies should use effective performance management systems that support accountability 
requirements and employee flexibility needs (Doberstein & Charbonneau, 2022). Company 
achievement through transparent communication and continual feedback maintains staff morale and 
motivation levels, which sustain work engagement. Developing hybrid work models in public 
administration depends on continuous performance and well-being evaluations to prevent adverse 
effects from flexible work arrangements. Organizations should monitor productivity performance 
and work satisfaction results to identify improvement opportunities and deliver necessary staff 
assistance in the evolving workplace environment (Zhou et al., 2020; Gintova, 2023). 

Supporting the workforce through practical management methods and open communication can 
maximize FWAs, unlock higher employee involvement, and improve organizational achievements.  

2.4. Addressing Challenges and Creating Equitable Workplaces 

Public administration must solve several problems when transitioning toward flexible and remote 
workplaces. The practice of giving better treatment to employees who mainly work in physical 
locations than to those who work remotely constitutes a significant problem in these work settings. 
Such workplace bias produces employee dissatisfaction and diminishes morale and productivity 
(Doberstein & Charbonneau, 2022). Flexible work arrangements (FWAs) deliver diverse results 
based on the nature of work and the demographics of employees, which forces organizations to 
develop specific solutions to maximize flexible arrangement benefits. Examining sex-based equality 
becomes crucial when studying modern workplace environments. The transition to remote work 
makes advancement opportunities more difficult, particularly for women, because they typically 
handle most familial duties, according to Huang et al. (2020). The research by Krivkovich et al. 
(2024) demonstrated that women in upper-level positions working remotely received similar pay to 
men but made up only 38% of this group. Public sector organizations should strategically enhance 
inclusivity within their policies as FWAs expand and give all workers, including those with and 
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without family, equal career advancement opportunities. Organizations also need to design extensive 
policies to help different demographic populations achieve a balance between work and personal life. 
Public administrators should establish inclusive systems that aid discussion and workforce wellness 
support for their employees. Companies that establish an equitable and supportive environment can 
boost employee engagement and productivity due to flexible work arrangements (Ray & Pana-Cryan, 
2021). 

3. Conclusion 

Public administration benefits immensely from flexible remote workplaces even though they create 
significant organizational challenges. Organizational culture and employee engagement practices 
demand major restructuring because employees now need greater flexibility, as witnessed during the 
pandemic. Administrative agencies must actively monitor work arrangement weaknesses while 
documenting the forthcoming advantages such as enhanced job satisfaction and better work-life 
balance. Public organizations must establish complete support frameworks that build interagency 
communication links and promote workplace collaboration and inclusivity efforts. These initiatives 
can boost public service employee happiness and productivity while improving the foundation of 
government administrative systems in modern work arrangements.  
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