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Abstract  

This study aims to examine the relationship between flexible work arrangements and employee 

performance in international non-governmental organizations in Burkina Faso, with particular 

emphasis on the mediating role of job satisfaction. The study adopts a quantitative, cross-

sectional research design based on survey data collected from 234 employees working in 

international non-governmental organizations. Data were gathered using a structured 

questionnaire and analyzed through partial least squares structural equation modeling (PLS-

SEM) to test the hypothesized relationships and the mediating effect of job satisfaction. The 

results indicate that flexible work arrangements do not have a significant direct effect on 

employee performance. However, they have a positive and significant influence on job 

satisfaction, which in turn enhances employee performance. The findings further confirm that 

job satisfaction plays a positive and significant mediating role in the relationship between 

flexible work arrangements and employee performance. The study suggests that managers 

should consider flexible work arrangements as a strategic lever to improve employee 

satisfaction rather than expecting immediate, direct gains in performance. By implementing 

flexibility practices aligned with employees’ needs and promoting work–life balance, 

organizations can indirectly strengthen employee performance. The integration of job 

satisfaction indicators into management control systems is also recommended to monitor 

organizational outcomes better. This research contributes to the literature by providing 

empirical evidence from the underexplored context of international non-governmental 

organizations in Burkina Faso. It highlights that the effect of flexible work arrangements on 

employee performance is primarily indirect, operating through job satisfaction, thereby 

enriching the understanding of these relationships in developing-country contexts. 

Keywords: Job satisfaction, flexible work arrangements, employee performance, international 

non-governmental organizations, structural equation models.  
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Introduction 

In the current era of globalization, organizations face multiple challenges, and human capital 

constitutes their strategic asset (Fulmer & Ployhart, 2014). To address this issue, it is necessary 

to keep employees motivated and engaged by creating a work environment conducive to 

performance while allowing them to maintain a balance between professional and personal life 

(Rane, 2011). The professional world has undergone significant transformations in recent years, 

particularly with the emergence of new forms of work such as part-time work and the possibility 

of adapting work to time and location constraints (Çivilidağ & Durmaz, 2024). Flexible work 

has therefore become widespread in many countries in recent years (Menezes & Kelliher, 

2017). This trend has been strongly accelerated by the COVID-19 pandemic, especially in 

developed countries (Çivilidağ & Durmaz, 2024). The health crisis reinforced this dynamic by 

imposing a reorganization of work environments (Chukwudi et al., 2021). 

In Burkina Faso, international non-governmental organizations (INGOs) face numerous socio-

economic challenges. They are key actors in the labor market, where job stability and quality 

of work life have become major concerns. These organizations, often originating from very 

diverse contexts, must reconcile their humanitarian mission with performance requirements. 

Thus, the implementation of flexible work arrangements involves both employee satisfaction 

issues and performance challenges. According to the report on the contribution of Non-

Governmental Organizations, Development Associations (NGOs/DAs), and foundations to the 

development of Burkina Faso by the Ministry of Economy, Finance, and Prospective (2021): 

“The staff employed by NGOs/DAs and Foundations to implement their development programs 

consists of salaried employees and volunteer expatriates and nationals.” 

Flexible work refers to the possibility for employees to adapt their working hours and 

workplace. It includes many forms such as teamwork, part-time work, teleworking, flexible or 

variable schedules, job sharing, seasonal work, annual leave, or annualized working hours 

(Çivilidağ & Durmaz, 2024). According to Anderson & Kelliher (2009), workplace flexibility 

refers to the ability to adapt working conditions to employees’ personal needs and preferences. 

This includes schedules, the workplace, working time, or leave. Performance is a polysemous 

concept that must be contextualized (Renaud & Berland, 2007). In the context of our research, 

employee performance is linked to what they accomplish or fail to accomplish in their work 

(Güngör, 2011). A high-performing employee acts in ways that benefit the organization (Doucet 

et al., 2020, p. 32). Two forms of performance directly related to employee performance are 

distinguished: task performance, which concerns the execution of duties specified in the job 
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description, and contextual performance, which encompasses voluntary behaviors aimed at 

helping colleagues and improving the organization's overall functioning (Sarpkaya & 

Bayraktar, 2023). Employee performance corresponds to what the organization expects in terms 

of behaviors and actions over a given period (Motowidlo & Kell, 2012). Finally, according to 

Paillé (2008), job satisfaction depends on how a person evaluates their job or professional 

situation. Job satisfaction refers to the pleasure employees derive from their professional 

activities, as well as the sense of accomplishment they gain from them (Saeed et al., 2014). 

The literature shows that flexible work arrangements improve both productivity and employee 

satisfaction (Kelliher & Anderson, 2008; Konrad & Mangel, 2000). These practices allow for 

a better balance between professional and personal life, thereby strengthening employee 

engagement (Chen, 2015). However, most research on this topic has been conducted in 

developed countries (Govender et al., 2018), underscoring the importance of exploring these 

issues in developing countries such as Burkina Faso. Moreover, the literature presents 

contradictory findings regarding the relationships studied, for example, in the studies by 

Subramaniam et al. (2024) and Jimad et al. (2024). 

Recent evidence confirms the need to update this debate. Bloom et al. (2024) based on a 

randomized experiment on hybrid work, show that hybrid working improves job satisfaction 

and retention without damaging performance. In addition, Aksoy et al. (2025) show that work-

from-home practices have stabilized globally after the pandemic, confirming that flexible 

working arrangements are no longer merely temporary practices but structural transformations 

of work organization. These recent findings justify the relevance of analyzing flexible work 

arrangements in the Burkinabe INGO context. 

The objective of this study is to examine how flexible work arrangements affect employee 

satisfaction and performance within international non-governmental organizations operating in 

Burkina Faso. More specifically, we first examine whether flexible arrangements directly affect 

job satisfaction. Next, we analyze how satisfaction may, in turn, influence employee 

performance. Finally, we investigate whether flexible arrangements improve performance 

either directly or indirectly through job satisfaction. 

To this end, we propose the following main hypothesis: flexible work arrangements enhance 

employee performance in INGOs in Burkina Faso by increasing job satisfaction, which plays 

an intermediary role. 

The theoretical framework guiding our research is motivation theory (Maslow, 1958; Svinicki 

& Vogler, 2012; Trépanier et al., 2023; Vroom, 1964). We focus on motivational factors such 
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as flexible arrangements and their role in satisfaction and performance. We used structural 

equation modeling (J. Hair & Alamer, 2022; J. F. Hair et al., 2021; Hair Jr et al., 2017), an 

approach that notably allows the study of mediating effects (Langevin & Mendoza, 2014). A 

survey of 234 employees was conducted to collect data, which was analyzed using structural 

equation modeling. The results show that satisfaction mediates the relationship between flexible 

work arrangements and performance. 

The article is structured into several parts: after the introduction, we present the literature review 

and formulate the hypotheses, based on motivation theory. The second part concerns the 

methodology used. Finally, the third part presents the results obtained, followed by the 

conclusion. 

1. Literature Review 

1.1. Theoretical Literature Review 

Our study is grounded in motivation theory (Maslow, 1958; Svinicki & Vogler, 2012; Trépanier 

et al., 2023; Vroom, 1964). In this research, we focus on motivational factors such as flexible 

work arrangements and their role in employee satisfaction and performance. Motivation has 

been approached through several concepts: instinct (Bandhu et al., 2024), psychological process 

(Bandura, 1993), need satisfaction (Hull, 1943), self-determination (Deci & Ryan, 1985; Gagné 

et al., 2015; Trépanier et al., 2023), learning (Svinicki & Vogler, 2012), and hygiene factors 

(Lavoie & Labrecque, 2010). 

Lavoie and Labrecque (2010) suggest that motivational factors increase satisfaction and 

performance. These authors also highlight hygiene factors associated with dissatisfaction. In 

our study, flexible work arrangements can be interpreted as hygiene factors that may promote 

satisfaction. According to Bandhu et al. (2024), instinct theory is at the origin of motivation 

theory. It is based on the idea that certain behaviors are innate, as suggested by Charles Darwin 

and George Romanes at the end of the nineteenth century. This approach helps explain why 

flexible work arrangements are relevant within the theoretical framework, as they respond to 

natural needs embedded within individuals. 

Moreover, Bandura (1993) conceptualizes motivation as a mental process that activates 

different behaviors and influences employees’ actions. Hull (1943) argues that motivation 

arises from the desire to satisfy certain needs and is influenced by incentives, that is, the value 

assigned to what can satisfy these needs. These incentives may be positive or negative. Thus, 

the stronger the incentives, the greater the motivation to act in order to obtain pleasure or avoid 

pain. Motivation can be classified into three main types (Gagné et al., 2015; Trépanier et al., 
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2023): intrinsic motivation, extrinsic motivation, and amotivation. In this context, flexible work 

arrangements can be viewed as extrinsic factors. 

1.2. Hypotheses Development 

First, we examine the relationship between flexible work arrangements and employee 

performance. According to Mas-Machuca et al. (2016), flexibility provides professional 

autonomy and allows employees to manage their time and work. Employee outcomes improve 

when autonomy is granted. Flexibility is a determinant of employee well-being. Frimousse et 

al. (2018) suggest a positive and significant reciprocal effect between workplace well-being 

and performance. Thus, flexible work arrangements offer this autonomy by allowing employees 

to choose their schedules and work locations, which can increase their motivation and, 

consequently, their performance (Çivilidağ & Durmaz, 2024). Mbae et al. (2019) suggest that 

many organizations adopt flexible work practices to improve work–life balance, which leads to 

higher employee performance. In this context, we test Hypothesis 1 in international non-

governmental organizations based in Burkina Faso, which posits that flexible work 

arrangements are positively and significantly associated with employee performance. 

Next, the relationship between flexible work arrangements and job satisfaction was also 

analyzed. Many organizations adopt flexible work arrangements because they are perceived as 

promoting employee satisfaction. According to McNall et al. (2009), flexible work gives 

employees a sense of enrichment, which translates into greater job satisfaction. Reduced 

turnover and fewer work–family conflicts are often observed alongside improved job 

satisfaction (Omondi, 2016). Andrade et al. (2019) encourage employers to implement 

strategies to improve job satisfaction and work–life balance through flexible arrangements, 

which not only have a positive impact on organizations but also increase productivity. Wheatley 

(2017) found in his study that greater job satisfaction is observed among employees who use 

various flexible arrangements. For Baeza et al. (2018), work flexibility is an important 

antecedent of job satisfaction in collectivist and developing economies. Burkina Faso is a 

developing country. In this context, we test Hypothesis 2 in international non-governmental 

organizations based in Burkina Faso, which posits that flexible work arrangements are 

positively and significantly associated with job satisfaction. 

We also analyzed the relationship between job satisfaction and employee performance. Baeza 

et al. (2018) suggest that job satisfaction leads employees to higher productivity. Job 

satisfaction is undoubtedly one of the key factors in employee motivation and performance 

(Raziq & Maulabakhsh, 2015). Judge et al. (2001) conducted a meta-analysis combining several 
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studies and found that the two variables are positively associated. This relationship may vary 

for several reasons, including the type of organization. The job satisfaction–various factors may 

influence employee performance link. Moreover, Huang and Van De Vliert (2003) conducted 

research in other contexts and found that this relationship can vary across contexts. Our context 

concerns international non-governmental organizations based in Burkina Faso. Accordingly, 

we test the following hypothesis: Hypothesis 3. The relationship between job satisfaction and 

employee performance is positive and significant. 

Finally, we analyze the mediating role of job satisfaction in the relationship between flexible 

work arrangements and employee performance. Kipkoech (2018) argues that flexible work 

arrangements enable employees to manage their professional and family responsibilities. This 

fosters engagement, motivation, and service quality. When employees are motivated by 

flexibility, satisfaction improves, which in turn improves performance. Focusing on employee 

well-being and development improves performance by mediating the effect of need satisfaction 

(Frimousse et al., 2018). In a study on employees’ psychological needs, Grenier et al. (2012) 

suggest that satisfying employee needs increases autonomous motivation, well-being, and 

performance. Silminawati and Rachmawati (2022) highlight a relationship among flexible work 

arrangements, job satisfaction, and employee performance. It is therefore possible that flexible 

work arrangements improve job satisfaction, thereby enhancing employee performance. We 

therefore test the following hypothesis: Hypothesis 4. Job satisfaction mediates the relationship 

between flexible work arrangements and employee performance, and this effect is positive and 

significant. 

Figure 1. Theoretical model 

 

 

 

 

 

 

 

 

Source: Authors 
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2. Research Methodology 

2.1. Research design 

Research design in management sciences refers to the methodological structure and procedures 

established to conduct a study. Our research design is primarily cross-sectional (Lee & Lings, 

2008), as we collect data at a single point in time and analyze it simultaneously over a specific 

period. 

From an epistemological standpoint, this study is positioned within a post-positivist paradigm. 

This positioning is justified by the objective of testing theoretically grounded relationships 

while recognizing that social reality is observed through respondents' perceptions. The mode of 

reasoning is hypothetico-deductive: hypotheses are formulated from the literature and then 

tested empirically using survey data. The choice of a quantitative, cross-sectional, and 

explanatory approach is therefore consistent with the objective of measuring latent constructs 

and examining direct and mediating effects through PLS-SEM. 

This research is based on a survey using a questionnaire capturing respondents’ perceptions. 

The questionnaire is designed using a 7-point Likert scale ranging from 1 to 7. Dayan Nana 

(2019) argues that 7-point scales outperform 5-point scales in terms of reliability. The Likert 

scale is used to measure the attitudes, opinions, and perceptions of an individual or a group of 

individuals regarding a phenomenon (Pawirosumarto et al., 2017). In this study, we measure 

the following phenomena: employee performance (Putri et al., 2021; Robert & Peter, 2010), 

with eight dimensions, namely work quantity, work quality, job knowledge, creativity, 

collaboration, reliability, initiative, and personal qualities; job satisfaction (Oehley, 2007), 

through five dimensions, namely overall satisfaction with the job itself, satisfaction with pay, 

satisfaction with career development prospects, satisfaction with job security, and satisfaction 

with relationships with colleagues; flexible work arrangements (Carlson et al., 2010), based on 

three dimensions, namely schedule flexibility, timing flexibility, and location flexibility; and 

social desirability (Crowne & Marlowe, 1960), in order to minimize bias related to inaccurate 

responses. Paulhus (1984) defines social desirability as “the tendency to provide biased 

responses in a socially approved direction.” 

2.2. Data collection and sampling 

Pawirosumarto et al. (2017) suggest using the Slovin formula to estimate the minimum sample 

size from a limited population. Following the formula below, we calculated the sample size: 

n = N / [ 1 + N(e)² ] 
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N = 13,631 according to the Ministry of Economy, Finance, and Prospective (2021). The value 

of e is 0.1. Thus, we obtained 99.27 ≈ 100 as the desired minimum sample size. 

Data collection consisted of administering a questionnaire via “LimeSurvey” to employees of 

international non-governmental organizations operating in Burkina Faso. Prior to data 

collection, we pre-tested the questionnaire with university colleagues and ten (10) professionals 

working in NGOs. This allowed us to refine the questionnaire. Data collection took place over 

a period of eight (08) months, from December 2024 to July 2025. The questionnaire was 

distributed randomly and directly to employees working exclusively at INGOs, enabling us to 

collect 340 responses. After data processing and outlier removal, we obtained a final sample of 

234, well above the minimum sample size. 

The sample for this study consists of 234 employees, predominantly male (82.05% of the total 

workforce), compared with 17.95% female. The age distribution shows a predominance of 

individuals aged 26 to 35 years (50.43%), followed by those aged 36 to 45 years (39.32%). 

Young employees aged 20 to 25 years (1.71%) and those aged 46 years and above (8.55%) are 

underrepresented. The respondents’ education level is generally high: 64.53% hold a master’s 

degree, 24.79% hold a bachelor’s degree, and 5.56% hold a doctorate. 5.12% have an education 

level below the baccalaureate. 

Regarding organizational tenure, the majority of respondents (73.93%) have worked in their 

organization for less than five years, while only 9.4% have more than ten years of tenure. In 

contrast, professional experience in the sector appears more balanced: 32.91% of respondents 

report between three and five years of experience, and 32.05% report ten years or more. 

Employees who participated in the survey come from several departments or units, including 

monitoring, evaluation, accountability and learning (2.56%), project/program management 

(11.96%), training (1.28%), IT (2.99%), marketing/communication (5.12%), administrative and 

financial management (8.97%), procurement and general services (5.98%), human resources 

(6.41%), general management (12.82%), technical production management (6.83%), research 

and development (13.24%), supply chain/logistics (2.99%), and finally  18.85% of respondents 

come from other departments. 

3. Results 

Following Hair et al. (2021) and Hair Jr. et al. (2017), this study employs multivariate analysis 

techniques, particularly exploratory and confirmatory factor analysis as well as multiple 

regression analysis, within the framework of structural equation modeling. This approach is 

grounded in a variance-based perspective, in contrast to traditional covariance-based 
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approaches. One of the main advantages of this method lies in its ability to provide robust 

estimates, even with relatively modest sample sizes. The structural equation modeling approach 

also allows for rigorous testing of the hypothesized relationships between latent variables (Hair 

et al., 2021). 

Furthermore, the three constructs of the measurement model meet the requirements of 

convergent and discriminant validity, as well as the criteria for composite reliability and 

Cronbach’s alpha (Hair & Alamer, 2022; Hair et al., 2021). The main empirical results derived 

from the estimations are presented in Table 1. 

Table 1. Evaluation of the reflective measurement model 

  Composite 

Reliability 
Convergent validity 

Decisio

n 

Variables 
Item

s 
α ρА 

AV

E 
λ 

Item 

Reliability 

t-

value 

95% BCa 

CI 
 

Flexible 

Work 

Arrangem

ents 

AT

F1 

0.7 0.745 
0.75

3 

0.27

9 
0.036 

1.72

5 

-0.082 

;0.550 

Delete

d 

AT

F2 

0.83

1 
0.490 

15.7

65 

0.709;0.8

95 

Preserv

ed 

AT

F3 

0.90

5 
0.644 

27.3

43 

0.850;0.9

61 

Preserv

ed 

Job 

Satisfactio

n 

ST1 

0.7 0.719 0.51 

0.72

7 
0.418 

16.1

57 

0.622;0.8

01 

Preserv

ed 

ST2 
0.47

5 
0.235 

5.32

3 

0.272;0.6

21 

Delete

d 

ST3 
0.69

9 
0.308 

14.1

41 

0.583;0.7

78 

Preserv

ed 

ST4 
0.68

8 
0.223 

13.0

64 

0.563;0.7

73 

Preserv

ed 

ST5 
0.67

9 
0.317 

13.4

13 

0.555;0.7

59 

Preserv

ed 

Source: Authors 

Performance is modeled as a formative construct based on tetrad analysis, and the VIF values 

for each item are all below 2. This is also the case for the other two variables, in line with Hair 

et al. (2021). The data analysis also indicates good discriminant validity according to both the 

Heterotrait-Monotrait (HTMT) matrix and the Fornell–Larcker criterion suggested by J. F. Hair 

et al. (2021). 

We assessed the fit of our structural model, which showed an SRMR of 0.075, below 0.08, 

indicating a very good model fit. Using 10,000 resamples (bootstrap), the structural model 
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coefficients and their statistical significance were estimated. Bootstrapping allowed testing of 

the coefficients across multiple samples. 

Hypothesis H1, positing a positive and significant relationship between flexible work 

arrangements and employee performance, is not supported (β = 0.024ns, t = 0.274, f² = 0.001), 

indicating the absence of a statistically significant effect. In contrast, Hypothesis H2, which 

states that flexible work arrangements are positively and significantly associated with job 

satisfaction, is supported (β = 0.331***, t = 5.709, f² = 0.123), revealing a moderate effect size. 

Hypothesis H3, according to which job satisfaction is positively and significantly related to 

employee performance, is also supported (β = 0.568***, t = 10.826, f² = 0.430), suggesting a 

large effect. Finally, Hypothesis H4, which postulates a positive and significant mediating 

effect of job satisfaction in the relationship between flexible work arrangements and employee 

performance, is supported (β = 0.188***, t = 4.793, f² = 0.053), indicating a small-to-moderate 

mediation effect. 

Figure 2. Structural equation model 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Authors 

4. Discussion 

The results of this study present important theoretical and managerial implications. First, the 

results suggest that, in the context of international NGOs in Burkina Faso, implementing a 

flexible management system for employees leads to higher levels of overall job satisfaction, 

consistent with the work of Hyman & Summers (2004) and Kelliher & Anderson (2010). This 
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is because employees are more engaged when they have some degree of flexibility (Roehling 

et al., 2001). The results of our research show that the relationship between flexibility and 

performance can be influenced by intermediary variables (e.g., Bloom et al., 2015; Kelliher & 

Anderson, 2010), with job satisfaction serving as a mediating variable. In this article, we relied 

on motivation theory (Maslow, 1958; Svinicki & Vogler, 2012; Trépanier et al., 2023; Vroom, 

1964) to conduct this research. Having flexible arrangements, therefore, constitutes a 

motivational factor that improves employee satisfaction. The results of this study strengthen 

our theoretical foundation by ruling out a direct link between flexible work arrangements and 

performance. Hypothesis H4 highlights a positive and significant mediating effect of job 

satisfaction in the relationship between flexibility and performance. Allen et al. (2013) suggest 

that the benefits of flexibility practices largely depend on employees’ perceptions and their 

impact on well-being. These results confirm the importance of integrating mediating variables 

into the analysis of the relationship between flexibility and performance. These findings are 

also consistent with those of Bloom et al. (2015), who showed that teleworking improved 

productivity through better satisfaction and reduced stress. Our indicators of flexible work take 

this aspect into account, depending on the workplace. From a theoretical standpoint, these 

results are consistent with the work of Locke (1976) on job satisfaction and Herzberg’s two-

factor theory (1965), according to which the quality of working conditions constitutes a major 

determinant of motivation and effectiveness. 

From a managerial perspective, flexibility constitutes an important motivational lever, as it 

allows employees to adapt their personal and professional organization, thereby reducing work–

life conflicts. The results highlight management control practices and tools, particularly those 

oriented toward performance (Bakker & Demerouti, 2017; Tremblay, 2012). Thus, flexible 

work arrangements are an organizational lever to guide individual behaviors toward 

performance objectives and organizational sustainability (Gasic et al., 2024). Management 

controllers can integrate satisfaction as an indicator on their dashboards to gain insight, as it 

influences performance when flexible work arrangements are in place. Therefore, job 

satisfaction is an important indicator to be integrated into social dashboards, as proposed by 

Epstein & Manzoni (1998). 

Finally, in this study, the items relating to job satisfaction and flexible work arrangements were 

carefully selected to measure the latent constructs best. However, two items (ST2 and ATF1) 

were removed during the analysis to improve the convergent and discriminant validity of the 

variables (J. Hair & Alamer, 2022; J. F. Hair et al., 2011, 2021; Hair Jr et al., 2017). This 
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methodological decision reflects the need to ensure the robustness of the measurement model. 

Four items were retained to measure job satisfaction. Item ST1 highlights the intrinsic aspect 

of work, linked to internal motivation (Deci & Ryan, 2013). Item ST3 reinforces the 

developmental perspective of satisfaction. Items ST4 reflects satisfaction with the quality of 

leadership and organizational support, confirming the importance of managers’ roles in 

employee well-being (Eisenberger et al., 1986). Finally, Item ST5 measures the relational and 

social dimension of satisfaction, aligning with Locke’s (1976) work, which emphasized that the 

quality of interpersonal relationships at work is a major determinant of overall satisfaction. In 

contrast, item ST2, related to salary, was removed. Several reasons can explain this exclusion. 

First, in the context of international NGOs in Burkina Faso, remuneration is often governed by 

standardized salary scales, which limit perceived variability among employees. Second, salary 

constitutes a hygiene factor according to Herzberg (1965). It can reduce dissatisfaction but is 

not necessarily a strong predictor of satisfaction. Thus, its statistical weight in constructing the 

satisfaction variable may be limited, which justifies its removal to strengthen model coherence. 

Two items were retained to measure flexibility. Therefore, the two determining items of flexible 

work arrangements in Burkina Faso are the temporal dimension, which can improve work–life 

balance (Hill et al., 2001), and the spatial dimension of flexibility, linked to telework or hybrid 

work practices. In contrast, item ATF1 was removed based on data analysis suggested by Hair 

& Alamer (2022), Hair et al. (2011, 2021), and Hair Jr. et al. (2017). This decision is relevant 

because irregular working hours may be perceived as “imposed flexibility,” a form of constraint 

generating stress or dissatisfaction. Several authors (Kossek & Michel, 2011) have emphasized 

that the distinction between “chosen flexibility” and “imposed flexibility” is essential: only the 

former promotes satisfaction and performance. The exclusion of this item, therefore, makes it 

possible to better target the true nature of flexibility under study. 
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Conclusion 

We examined flexible work arrangements and employee performance in international non-

governmental organizations. The objective of this research was to analyze the relationship 

between job satisfaction, flexible work arrangements, and employee performance in 

international non-governmental organizations operating in Burkina Faso. The relationship 

between work flexibility and employee performance has been widely explored in the 

international literature but remains under-documented in the Burkinabè context, particularly 

within international non-governmental organizations. Drawing on motivation theory, this study, 

using a sample of 234 employees and structural equation modeling, analyzed the effect of 

flexible work arrangements on performance by examining the mediating role of job satisfaction. 

The results reveal that there is no significant direct effect between flexibility and employee 

performance. However, flexibility is positively and significantly associated with job 

satisfaction, which in turn influences employee performance. Moreover, job satisfaction plays 

a positive and significant mediating role, confirming that the impact of flexibility on 

performance operates primarily indirectly. 

From a managerial perspective, these findings suggest that leaders of international NGOs 

should consider flexible work arrangements as a strategic lever for well-being and motivation 

rather than merely an organizational tool. Implementing mechanisms adapted to operational 

constraints and supported by policies of support, recognition, and communication could thus 

transform flexibility into a driver of performance. 

Finally, the limitations inherent in the cross-sectional nature of the data and the specific context 

of international NGOs open avenues for future longitudinal and comparative research in other 

sectors and regions to confirm and generalize these conclusions. Our study does not incorporate 

certain variables that could have enriched the analysis, such as employee engagement (Gasic et 

al., 2024; Locke, 1968), productivity (Febriana & Mujib, 2024), or moderating variables such 

as role and work tensions (Kahn et al., 1964; Rizzo et al., 1970). Likewise, other relevant 

dimensions, such as environmental uncertainty (Duncan, 1972) or the use of information 

technologies for communication (Andersen, 2001), were not considered. These factors may 

influence the relationship examined. Future research could therefore integrate these variables 

to explore new explanatory avenues. Nevertheless, the absence of these dimensions does not 

weaken the quality of our study, as it aims to address a specific research question aligned with 

the theoretical framework employed. 
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