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[bookmark: _Toc195831119]1. Introduction 
Modern companies use “Flexible Work Arrangements (FWA)” to assist employees in balancing work and life. FWAs provide job sharing, remote employment, flexible hours, and shorter workweeks. This work dynamics shift is appealing owing to changing work cultures and work-life balance (Shifrin and Michel, 2022). This research examines the UK IT market, where FWA has risen quickly due to the pandemic and digital infrastructure. The global reach and pace of the technology sector provide unique human management and organisational performance challenges and opportunities. Knowing how FWA influences employee productivity and job satisfaction in this industry is vital for firms and people seeking to optimise performance and well-being (Weideman and Hofmeyr, 2020). To study these dynamics, a secondary qualitative research project will analyse the UK technology sector, FWA literature, case studies, and organisational reports.   This research examines how FWA influences employee productivity and job satisfaction.  This proposal presents the aim, objectives, existing literature, and research methodologies. 
[bookmark: _Toc195831120]1.1 Background 
Technology is crucial to the UK economy. AI, quantum technologies, semiconductors, telecommunications, banking, and cybersecurity make it one of the UK's most successful industries.  The UK technology industry is valued at $1.1 trillion (£784 billion) at the beginning of 2024, making it the largest ecosystem in Europe (Tech Nation 2024). UK IT businesses harvested $21.3 billion in venture investment in 2023, making it a significant digital innovation hub after the US and China (UK Government, 2024). Top technology companies in the UK are Arm Holdings, BT Group, Sage Group, Deliveroo, Revolut, Darktrace, Imagination Technologies, Tech Nation, Skyscanner, TransferWise, Moneybox, etc.  The technology industry of the UK employs over 1.7 million employees in specialist occupations, including software developers and cybersecurity professionals. These employees boost the economy by almost £150 billion yearly (Tech Nation, 2024).  Over 150 unicorns—startups worth over $1 billion—make the UK the third-largest digital ecosystem.  Due to its AI and quantum leadership, over 3,000 UK AI enterprises make billions in sales (UK Government, 2024). BT leads digital infrastructure innovation, keeping the UK's telecom sector vital. Top universities, government support, and R&D boost technology growth and global competitiveness. The technology industry leads innovation and boosts the economy and tech environment. UK Modern workplaces have Flexible Work Arrangements, influencing organisations and employees. Remote employment, flexible hours, and job sharing have revolutionised work arrangements. Technology, globalisation, and work-life balance demands create these shifts.   Knowledge-based businesses like technology have expanded FWAs (Lammerant and Tran, 2023). The fast-growing, dynamic technology sector has spearheaded FWA adoption.  Over £150 billion and 1.7 million people work in the UK IT industry, according to Tech Nation (2024).   FWAs operate remotely, utilising digital tools and technology due to the industry's rapid growth and reliance on digital infrastructure. A competitive global market necessitates personnel retention and recruiting, making this flexibility handy and strategic (Ahmadi, Gholipoursoleimani, and Shahrodi, 2024)
Increased employee well-being supports FWA adoption in the technology sector.  Neirotti, Raguseo, and Gastaldi (2019) stated that flexibility increases work-life balance and job satisfaction. Flexible work hours reduced stress and boosted job satisfaction, according to Wheatley (2017). Working in distraction-free environments and productive schedules is possible with FWAs. 
FWAs are beneficial yet hard to execute.  Depending on leadership, organisational culture, and job type, FWA enhances employee productivity and enjoyment. Flexible work models need good communication, cybersecurity, and performance management (Lammerant and Tran, 2023). 
The rising FWA study yields varied findings. Krishnan and Chinnathambi (2024) claimed that FWAs promote job pleasure and productivity, while Groen et al. (2018) believed that they isolate employees and reduce creativity and collaboration. FWAs rely on remote work, which improves or lowers productivity based on employee self-management and job-related social interaction. 
The advantages of FWA are well-known, but implementation challenges are seldom mentioned.  According to Sutrisno (2023), organisations struggle to integrate flexible work policies with objectives.    Managing remote workers, sustaining company culture, and giving equal flexible alternatives are difficult.  Fairness and equitable access to flexible employment make these agreements operate best. The dynamic UK technology sector, where FWAs are becoming more common, is explored in this study to address these gaps (Allen et al., 2021).    The proposal will study FWAs, employee productivity, job satisfaction, implementation variables, and organisational obstacles.   This study will highlight FWA dynamics in a fast-changing, competitive market using secondary qualitative data. 
[bookmark: _Toc195831121]1.2 Research Aim 
The research aims to evaluate the impact of Flexible Work Arrangements (FWA) on Employee Productivity and Job Satisfaction in the Technology Industry of the UK. 
[bookmark: _Toc195831122]1.3 Research Objectives 
· To evaluate the impact of flexible work arrangements (FWA) on employee productivity within the Technology Industry of the UK. 
· To interpret the impact of flexible work arrangements (FWA) on employee job satisfaction within the Technology Industry of the UK. 
· To identify key factors influencing the successful implementation of flexible work arrangements (FWA) within the Technology Industry of the UK. 
· To evaluate the potential challenges faced by organisations in implementing flexible work arrangements (FWA) within the Technology Industry of the UK. 
[bookmark: _Toc195831123]1.4 Research Questions 
· What is the impact of flexible work arrangements (FWA) on employee productivity within the Technology Industry of the UK? 
· What is the impact of flexible work arrangements (FWA) on employee job satisfaction within the Technology Industry of the UK? 
· What are the key factors influencing the successful implementation of flexible work arrangements (FWA) within the Technology Industry of the UK?
· What are the potential challenges faced by organisations in implementing flexible work arrangements (FWA) within the Technology Industry of the UK? 
[bookmark: _Toc195831124]1.5 Research Rationale 
 UK IT businesses have swiftly embraced Flexible Work Arrangements owing to technological improvements and work-life balance needs. Companies must understand how FWAs affect employee productivity and happiness to compete in this dynamic market (Neirotti, Raguseo, and Gastaldi, 2019). Technology sector research on this subject is rare, especially when addressing specific issues and restrictions impacting FWA adoption in this field. FWAs are seldom studied, but their impact is high on employees and the organisation. Flexible working has greater evident benefits in healthcare, finance, and education; thus, study has concentrated there. The impact of FWA on productivity and job satisfaction in knowledge-based, digital industries like technology remains uncertain (Giovanis, 2018). Remote team communication, digital infrastructure access, and varied workforce management are technology-specific FWA implementation concerns that companies have not addressed. This research will address this gap. This research will examine FWAs, employee productivity and job satisfaction, adoption determinants, and organisational challenges.  This study's focus on these issues in a fast-changing industry will impact academic research and tech companies' flexible work policies.  Addressing these gaps will help companies create sustainable FWA strategies that enhance employee satisfaction and productivity while fulfilling the company’s goals (Orishede and Ndudi, 2020). Employees will also get effective policies of flexible working in the technology companies of the UK. 


[bookmark: _Toc195831125]2. Literature review 
[bookmark: _Toc195831126]2.1 Introduction 
The literature review focuses on critically analysing the existing literature from articles, journals, reports, industry papers, etc. This literature review anlysed the literature on Flexible Work Arrangements (FWA), the Technology Industry of the UK, the Impact of Flexible Work Arrangements on Employee Productivity, the Impact of Flexible Work Arrangements on Job Satisfaction, Factors Influencing the Successful Implementation of Flexible Work Arrangements and Challenges in Implementing Flexible Work Arrangements, Research Gaps and Theoretical Framework.  
[bookmark: _Toc195831127][bookmark: _Hlk195785501]2.2 Flexible Work Arrangements (FWA)
Austin-Egole, Iheriohanma, and Nwokorie (2020) defined Flexible Work Arrangements (FWA) as the work practices that provide employees with flexibility in how, when, and where they perform their job duties. Flexible hours, shortened workweeks, telecommuting, and job-sharing are examples.   FWAs increase work-life balance, autonomy, and job satisfaction by giving workers more scheduling flexibility.   Shifrin and Michel (2022) stated that FWAs help individuals balance work and life, lowering stress and enhancing productivity.
FWAs are increasingly significant in contemporary workplaces due to technology, changing employee expectations, and worldwide events like COVID-19 (Singh, 2023).  According to Lewis (2003), FWAs boost employee engagement and retention, enhancing business success.  Gerdenitsch, Kubicek, and Korunka (2015) stated that FWAs increase job satisfaction by letting employees tailor their work.
FWAs are common in the technology industry of the UK.  Top technology companies in the UK, like Arm Holdings, BT Group, Sage Group, Deliveroo, Revolut, Darktrace, Imagination Technologies, Tech Nation, Skyscanner, TransferWise, Moneybox, etc., use flexible work arrangements to retain top talent and boost productivity.  Giovanis (2018) reported that flexible work options in the UK IT sector have improved performance and employee satisfaction, which is crucial in a competitive and fast-changing market.  Tech Nation (2024) observed that many UK tech companies provide remote work, which improves growth and attracts talent.
In summary, FWAs are essential in modern workplaces, especially in UK technology.   Their benefits to people and organisations enhance productivity, job satisfaction, and work-life balance.
[bookmark: _Toc195831128]2.3 Impact of Flexible Work Arrangements on Employee Productivity
Flexibility Work Arrangements (FWA) and employee productivity are of rising importance, especially in knowledge-based businesses like technology.  FWAs provide remote employment, flexible hours, reduced workweeks, and job-sharing (Ahmadi, Gholipoursoleimani, and Shahrodi, 2024).  According to Orishede and Ndudi (2020), FWAs provide workers more freedom over their schedules, which boosts productivity, but Sutrisno (2023) disagreed.  Krishnan and Chinnathambi (2024) found that FWAs greatly increase employee health and well-being, lowering stress and enhancing attention and productivity.  However, not all studies have shown beneficial outcomes, prompting continuing arguments over FWA's success and failure.
The flexibility of working hours and location enables workers to work at their most productive times, which is one of its main advantages.  According to Weideman and Hofmeyr (2020), remote or flexible work allows workers to work at their peak hours and reduce distractions, increasing productivity.  Technology assignments need intense focus and inventive problem-solving.  FWAs also helped workers combine work and home life, motivating them, according to Krishnan and Chinnathambi (2024).  Employees are more productive when they feel appreciated and can concentrate better with more morale and engagement. According to Krishnan and Chinnathambi (2024), regular FWA remote work boosts productivity.  Remote workers were more productive than office workers. Reduced job interruptions, flexible hours, and a better environment contributed to this.
There are also arguments on the advantages and claims of challenges.  Giovanis (2018) argued that FWAs assist certain workers but hinder others.  Remote employment causes social isolation, a major issue. Remote employees feel isolated, impeding technical cooperation.  Hashmi, Al Ghaithi, and Sartawi (2023) discovered that remote work improves work-life balance but reduces spontaneous communication in creative IT companies. Lewis (2003) claimed that FWAs affect accountability and performance monitoring. Off-duty performance monitoring is difficult for employers.  This is particularly true in organisations where hours worked may not reflect production.  According to Goudswaard et al. (2013), FWA performance management systems should prioritize productivity and outcomes above desk time. Office workforces and companies struggle with this appraisal change.
 FWAs influence employee productivity based on corporate culture, job type, and leadership style; research found.  Orishede and Ndudi (2020) say FWAs flourish in supportive workplaces and strong leadership that creates trust and open communication.  Companies with good technology and communication reduce remote workers' isolation and cooperation concerns.  Job type affects FWA production, according to Giovanis (2018).  Software developers may benefit more from remote work than sales or customer service.   Ahmadi, Gholipoursoleimani, and Shahrodi (2024) advised using FWAs to meet worker needs and boost productivity.
Employee productivity is affected favorably and adversely by flexible work arrangements.    Research suggests that FWAs boost productivity by giving workers greater schedule flexibility, but several issues must be addressed.  Hashmi, Al Ghaithi, and Sartawi (2023) list social isolation, performance monitoring concerns, and the necessity for a friendly workplace.  FWA policies should reflect employee and organisational objectives, according to Krishnan and Chinnathambi (2024). Success in the fast-changing technology industry requires careful planning, strong communication, and a focus on trust and outcomes rather than hours. FWAs increase productivity.
 
[bookmark: _Toc195831129]2.4 Impact of Flexible Work Arrangements on Job Satisfaction
Flexible employment arrangements (FWA) and work satisfaction have garnered attention recently.    Jin and Jang (2015) stated that remote work, flexible hours, shorter workweeks, and job-sharing help individuals balance work and life.  Companies need FWAs to enhance employee happiness, engagement, and well-being because workers want more autonomy and work-life balance. 
Several studies show that FWAs improve job satisfaction. FWAs improve job satisfaction by balancing work and family, according to Wheatley (2017). Flexible working hours minimize stress, promote work-life balance, and raise job satisfaction, according to McNall, Masuda, and Nicklin (2009). By enabling employees to personalise their schedules, FWAs improve workplace morale and job satisfaction. Additionally, FWAs increase job satisfaction by promoting employee autonomy, according to Giovanis (2018). Employees feel more trusted and appreciated when choosing their work hours and location.  Flexibility, like working from home or changing hours, motivates employees (Neirotti, Raguseo, and Gastaldi, 2019). 
One of the most frequently cited advantages of FWAs is that FWAs promote work-life balance and job satisfaction.   Job satisfaction depends on work-life balance, according to Giovanis (2018).   Relaxed hours and commutes allow workers to pursue personal hobbies, enhancing well-being.   Morganson et al. (2010) found that work-life balance boosted engagement, productivity, and job satisfaction.
However, FWAs are not always beneficial. FWAs can increase job satisfaction, but their effectiveness depends on the job and corporate culture, according to Wheatley (2017).   Software development and data analysis benefit more from remote working than customer or team-focused tasks.  Remote work offers flexibility, but Roper and Ha Kim (2007) warned that it can isolate and alienate team members, diminishing job satisfaction. Thus, FWAs affect work satisfaction differently by job type and organisation.
Despite the overwhelming evidence tying FWAs to job satisfaction, opponents disagree.   Gerdenitsch et al. (2015) suggested that poor work-life integration and control might reduce FWA benefits.   Remote workers who struggle to reconcile work and life experience burnout, diminished satisfaction, and higher turnover intentions. Sutrisno (2023) stated that although workers have flexible hours, they feel pushed to work longer hours when personal and professional lives combine. Lewis (2003) advised organisations to foster FWA trust and transparency to improve job satisfaction.  Without these traits, laborers feel judged or treated differently from office workers.   This mismatch induces discontent in flexible workplaces.
In summary, Flexible work options promote work-life balance, autonomy, and stress, boosting job satisfaction.   FWAs are particularly useful in knowledge-based industries like technology, where autonomy and flexibility are valued, according to Shifrin and Michel (2022).   FWAs' drawbacks—social isolation, blurring work-life boundaries, and the need for a supportive workplace—must be addressed.   FWAs can improve job satisfaction, but organisational culture, job characteristics, and clear policies are key.   Employee happiness, engagement, and retention are greater in companies that identify these elements and modify FWAs.
[bookmark: _Toc195831130]2.5 Factors Influencing the Successful Implementation of Flexible Work Arrangements
The success of implementing Flexible Work Arrangements (FWA) depends on many factors.   FWAs aid firms and workers, but their effectiveness is unclear.   Weideman and Hofmeyr (2020) recommend that FWAs target particular aspects to improve productivity and job satisfaction.   Five main elements affect FWA performance:

Figure: Factors Influencing the Successful Implementation of Flexible Work Arrangements
Source: (Weideman and Hofmeyr, 2020)

Organisational Culture: Organisational support is needed for FWA implementation.   Company culture impacts how workers see FWAs and whether they feel empowered to utilise them, according to Weideman and Hofmeyr (2020). Flexible and trusted organisations had more FWA participation and employee satisfaction. Flexible working is difficult for companies with restrictive cultures that value office hours.  To make FWAs a productivity tool rather than a technique to escape work, Goudswaard et al. (2013) advised businesses to prioritise results over processes.
Leadership and Managerial Support: Leadership is needed for FWA implementation.   Leaders must support flexible work, according to Roper and Ha Kim (2007). Leaders should be flexible, set expectations, and align FWAs with strategic goals.   Lewis (2003) stated that managers help people acclimatise to remote work and flexible hours. If employees feel isolated from their teams without management support, FWAs fail in this case. 
Technology and Infrastructure: Technology helps to implement FWAs in the workplace.   Almer, Cohen, and Single (2003) stated that remote workers need video conferencing, project management, and cloud-based file sharing.   Employees struggle to collaborate without reliable technology, lowering productivity. Technical issues, including poor internet connections or outdated technology, impair FWAs, particularly in enterprises that need extensive communication and coordination, according to Roper and Ha Kim (2007).
Clear Communication and Expectations: Communication about FWA goals and objectives is essential. Weideman and Hofmeyr (2020) stated that FWA-using companies suffer without defined roles, responsibilities, and performance standards. In remote employment, employee expectations might be confusing and stressful.  Čiarnienė, Vienažindienė, and Adamonienė (2018) advised managers to explain performance evaluation and staff engagement techniques.
Employee Trust and Autonomy: Trust is the key to FWA's success.  Sweet, James, and Pitt-Catsouphes (2015) suggested letting employees choose their timetables and operate productively without constant supervision. Trust issues make workers feel micromanaged, lowering productivity and enjoyment. According to Čiarnienė, Vienažindienė, and Adamonienė (2018), companies that let employees plan their work have higher job satisfaction and performance.   Trust and duty are hard to reconcile.   Trust is crucial, however, Giovanis (2018) urged firms to measure performance assessment outcomes rather than hours spent.
In summary, FWA adoption requires organisational culture, leadership, technological infrastructure, clear communication, and employee trust.   These components are essential for effective and pleasant flexible work arrangements.   FWAs provide benefits, although Čiarnienė, Vienažindienė, and Adamonienė (2018) noted that their success relies on organisations' ability to overcome hurdles and align flexible work with goals.   A comprehensive approach that considers these variables will enhance FWA adoption and sustainability.
[bookmark: _Toc195831131]2.6 Challenges in Implementing Flexible Work Arrangements
Flexible work arrangements improve job satisfaction and work-life balance.   Several experts say FWA integration into organisational structures is problematic.   Lewis (2003) noted that FWAs are often praised for their ability to improve employee well-being, but organisations must overcome several obstacles to succeed. Implementing FWA provides five primary challenges:

Figure: Challenges in Implementing Flexible Work Arrangements
Source: (Lammerant and Tran, 2023)
Maintaining Collaboration and Communication: Maintaining teamwork and communication is an FWA priority.   According to Groen et al. (2018), remote work and flexible hours cause social isolation and reduce office-based spontaneous connections. Teamwork and cooperation foster technological innovation, therefore avoiding face-to-face interaction slow project timelines, and reduce creativity.   Digital communication tools lessen some of these problems, but they seldom replicate the deep human relationships that drive creative problem-solving and cooperation, according to Dizaho, Salleh, and Abdullah (2017). 
Ensuring Fairness and Equity: FWA also struggles with organisational fairness and equality.   Many physical-presence occupations including customer service and manufacturing did not provide flexible working arrangements, according to Allen et al. (2021). This disparity causes employee hostility or injustice, weakening FWA benefits. Sutrisno (2023) stated that companies must have clear standards and provide staff FWAs.   Failure to do so can give the impression of favouritism and lower morale.
Performance Monitoring and Accountability: Monitoring performance in flexible settings is hard.   Lammerant and Tran (2023) stated that administrators have problems evaluating remote staff. Employees feel devalued without defined standards or performance targets, limiting engagement and motivation. Groen et al. (2018) urged FWA implementers to maintain productivity via outcome-oriented performance metrics rather than hours spent.
Technological Barriers: Adopting FWA requires technical infrastructure.  Čiarnienė et al. (2018) report that businesses struggle to provide secure networks, communication platforms, and project management software for remote work.   Working without these tools interrupts or hinders collaboration. Weideman and Hofmeyr (2020) discovered that disconnected connections significantly limit FWA benefits in digital infrastructure-dependent IT firms.  Slow internet or outdated equipment annoys and slows workers, limiting productivity.
Resistance to Change: Finally, organisational change aversion inhibits FWA implementation.     Dizaho, Salleh, and Abdullah (2017) stated that traditional corporations oppose flexible work.   Allen et al. (2021) blamed employees’ time management instabilities for this antagonism.    Flexible scheduling allows workers to ignore assignments and lose productivity, worrying management.   Leaders must put results above office time and build trust to overcome antagonism.
[bookmark: _Hlk195827913]In conclusion, Flexible Work Arrangements (FWA) benefit people and organisations, but sometimes create challenges.   Managing collaboration, fairness, performance, technical barriers, and organisational resistance is vital.   Sutrisno (2023) advised FWAs to address these issues with clear laws, robust technology, and effective administration. Organisations can enhance FWAs' employee satisfaction and productivity by doing so.
[bookmark: _Toc195831132]2.7 Theories and Models 
2.7.1 Work-Life Balance Equilibrium Theory:   
Good health involves balancing work and personal life, according to the Work-Life Balance Equilibrium Theory. Workplace happiness and satisfaction are linked to good boundary management (the ability to combine work and personal life) (Sweet, James, and Pitt-Catsouphes, 2015).   Remote employment and flexible hours improve the balance of work by offering workers more control. Strong boundary management helps workers balance work, family, and other personal activities, improving well-being and happiness. Gerdenitsch, Kubicek, and Korunka (2015) noted that FWAs can promote work-life balance but can cause problems.   High boundary control leads to burnout if workers feel they must be "always on" or unable to disconnect, particularly in remote work.  While FWA encourages work-life balance, they require proper management and limitations to prevent issues (Ahmadi, Gholipoursoleimani, and Shahrodi, 2024)
[image: ]
Figure: Work-Life Balance Equilibrium Theory
Source: (Lewis, 2003)
[bookmark: _Hlk195828322]2.7.2 Motivation-Hygiene Theory (Herzberg):
Herzberg's Motivation-Hygiene Theory asserts that achievement, recognition, and hygiene (salary, working conditions) produce professional pleasure and unhappiness. Flexible Work Arrangements (FWAs) motivate workers by providing autonomy, scheduling control, and work-life balance (Herzberg, 2015). FWAs increase job satisfaction by targeting intrinsic motivators.   Kossek et al. (2021) found that flexibility enhances employee motivation by increasing achievement. Trust boosts workplace satisfaction and engagement. However, Lewis (2003) argued that FWAs do not address hygiene factors like income or employment stability, which are important to happiness.   Shifrin and Michel (2022) stated that FWAs improve motivation but also blur work-life boundaries, causing stress if unchecked. 
[image: ]
Figure: Motivation-Hygiene Theory (Herzberg)
Source: (Herzberg, 2015)
[bookmark: _Toc195831133]2.8 Literature Gaps
There is a literature gap on Flexible Work Arrangements (FWA) and their impact on employees.  First, although FWAs are well-studied, little is known about how they affect UK IT employee productivity and job satisfaction.  Most research, notably Giovanis (2018) and Austin-Egole, Iheriohanma, and Nwokorie (2020), has examined FWAs across sectors, not the technology industry's challenges and opportunities, which rely on digital infrastructure and innovation. Professionals require sector-specific FWA success driver information. Leadership, organisational culture, and technological infrastructure are often studied, but few relate them to technology sector needs. Weideman and Hofmeyr (2020) recommended good communication, but IT companies have not looked into it. Finally, there is little study on FWA adoption concerns, especially in the technology sector, such as team collaboration and work-life boundaries. McNall, Masuda, and Nicklin (2009) highlighted remote work isolation, although tech-specific dynamics are more important. These gaps need a proper investigation. This research will evaluate the impact of Flexible Work Arrangements (FWA) on productivity and job satisfaction. This research will also evaluate the key success factors of FWA and its challenges in the organisation. 
[bookmark: _Toc195831134]2.9 Summary
The literature review examines how FWA impacts the employee productivity and job satisfaction of technology companies in the UK.  FWAs like remote work and flexible hours improve work-life balance and employee satisfaction (Shifrin & Michel, 2022).  But social isolation and eroding work-life boundaries are problems (McNall, Masuda, and Nicklin, 2009). FWAs allow people to work during peak performance hours, but organisational culture, technology, and management determine their effectiveness (Weideman and Hofmeyr, 2020; Giovanis, 2018).  The review highlights communication, trust, and fair access to flexible choices to reduce injustice (Lewis, 2003). UK technology industry research, including its pros and cons, is scarce.



[bookmark: _Toc195831135]3. Research Methodology
[bookmark: _Toc195831136]3.1 Introduction 
The methodology chapter includes the research methods, strategy, and approaches that will be used for collecting and analysing the data. This research will use the Research Onion Model to design the research methodology.  The Saunders Research Onion Model shows research design phases including philosophies, methods, tactics, options, periods, and procedures (Saunders, Lewis, & Thornhill, 2019). These help researchers choose methodologies. In this chapter, how this study will use interpretivism, inductive, and qualitative research methods has been discussed.  
[image: ]
Figure: Saunders Research Onion Model
Source: (Saunders, Lewis, & Thornhill, 2019)
[bookmark: _Toc195831137]3.2 Research Philosophy
The research will adopt the Interpretivism Philosophy. Interpretivism is a research philosophy that focuses on understanding the subjective meanings, experiences, and social contexts of individuals (Bickman & Rog, 2009).  Qualitative research techniques are used to understand phenomena from the researcher's viewpoint.  Interpretivism holds that reality is socially created and best understood via study participants' experiences (Easterby-Smith, Jackson, & Thorpe, 2012), according to Saunders et al. (2019).
	Advantages 
	Disadvantages 

	Provides a deeper understanding of subjective experiences, contributing to comprehensive qualitative data (Bickman & Rog, 2009)
	The interpretation of findings is influenced by the researcher's perspective, which can introduce bias (Bryman, 2016). 

	Enables interpretation of phenomena within their specific social and organisational context, enhancing relevance (Leavy, 2020)
	The findings are context-specific and may not be easily generalised across different settings or populations (Daniel & Sam, 2011)


Interpretivism philosophy permits this secondary qualitative research on Flexible Work Arrangements (FWA) in the UK technology sector to examine how workers perceive and experience FWAs related to productivity and job satisfaction (Goddard & Melville, 2004).   This idea is suitable for examining FWAs' social and organisational contexts to reveal workers' and organisations' subjective experiences.   By disclosing FWAs' merits and negatives and their complicated consequences on employee satisfaction and productivity, interpretivism will help achieve research aims (Flick, 2015).
 
[bookmark: _Toc195831138]3.3 Research Approach 
The inductive approach will be used in this research. Inductive research develops new theories and patterns from data.  Deductive reasoning tests hypotheses, whereas inductive reasoning generalises evidence into theories (Saunders, Lewis, & Thornhill, 2019).   Qualitative research explores unknowns.
	Advantages 
	Disadvantages 

	Allows for the development of new theories based on real-world observations and data (Bickman & Rog, 2009)
	Findings are often context-specific, making them harder to apply broadly (Leavy, 2020)

	Adapts to evolving data, providing insights as the research progresses (Easterby-Smith, Jackson, & Thorpe, 2012)
	The researcher’s interpretations can influence the conclusions drawn from the data (Bryman, 2016)


[bookmark: _Hlk195830463]This secondary qualitative study on Flexible Work Arrangements (FWA) in the UK technology industry will utilise an inductive technique to gather data from the literature, case studies, and reports to discover patterns, themes, and insights on FWAs' impact on employee productivity and work satisfaction (Fereday & Muir-Cochrane, 2006). Data-driven theory and conceptual frameworks will result from this strategy. This study will evaluate more about FWAs and how they affect tech sector employee experiences, happiness, and productivity using the inductive approach (Daniel & Sam, 2011).
[bookmark: _Toc195831139]3.3 Research Method 
[bookmark: _Hlk195830525]The study will adopt the Qualitative Research method. Qualitative research examines social meaning and experiences via interviews, case studies, and content analysis. It involves studying phenomena, analysing subjective experiences, and identifying patterns, themes, and narratives (Goddard & Melville, 2004).
	Advantages 
	Disadvantages 

	Provides deep insights into participants’ experiences, motivations, and emotions (Bickman & Rog, 2009).
	Data interpretation can be influenced by the researcher’s biases (Leavy, 2020)

	Helps understand the phenomenon within its social or organisational context (Bryman, 2016)
	Findings may not apply to broader populations or settings (Easterby-Smith, Jackson, & Thorpe, 2012)


[bookmark: _Hlk195830583]The qualitative research on Flexible Work Arrangements (FWA) in UK technology will evaluate literature, case studies, and reports. This research will analyze qualitative data from previous studies to discover FWA-related themes and insights into employee productivity and work satisfaction. This qualitative research will uncover the views on FWAs, their pros and cons, and organisational practices (Daniel & Sam, 2011). This technique allows extensive FWA investigation in specific social and organisational settings.
[bookmark: _Toc195831140]3.4 Data Collection Technique 
[bookmark: _Hlk195830532]This research will collect secondary data. Secondary data are the published data. Academic, government, industry, and case studies are used in secondary data collection (Flick, 2015).  Secondary data from research and conclusions provides insights instead of original data from people or studies. The secondary qualitative research on Flexible Work Arrangements (FWA) in UK technology will incorporate data from several credible sources (Goddard & Melville, 2004). The focus of the study will be on academic articles, journals, industry reports, case studies, and government publications on FWAs and employee productivity and job satisfaction. Keywords will be used for searching data in Google Scholar, JSTOR, ResearchGate, Web of Science, etc. (Leavy, 2020). The keywords for the data search are “Flexible work arrangements, Work-life balance in the tech industry, Employee productivity and flexible work, Job satisfaction, and flexible work policies, Telecommuting in the technology sector, Impact of remote work on employee satisfaction, FWA in the UK tech industry, Challenges of FWAs in organisations”. 
[bookmark: _Toc195831141]3.5 Data Analysis Technique 
Thematic Analysis will be conducted to investigate the Flexible Work Arrangements (FWA) in UK technology and their impact on productivity and job satisfaction. The qualitative research method "Thematic Analysis" identifies, examines, and presents data themes. Thematic Analysis involves data analysis, categorization, and interpretation to identify issues or experiences (Fereday & Muir-Cochrane, 2006). This method is good for examining human behaviour and societal problems since it examines subjective emotions and perceptions. 
	Advantages 
	Disadvantages 

	Can be applied to various types of qualitative data, making it adaptable to different research contexts (Fereday & Muir-Cochrane, 2006)
	Interpretation of themes can be influenced by researcher biases (Saunders, Lewis, & Thornhill, 2019)

	Helps identify key themes and patterns, providing a deeper understanding of complex issues (Bickman & Rog, 2009)
	The process of coding and analysing large datasets can be lengthy (Leavy, 2020)


[bookmark: _Hlk195830686]This will employ thematic analysis of data from articles, journals, case studies, and reports.   To identify FWA-related themes that impact employee productivity and satisfaction. Work-life balance, autonomy, engagement, organisational support, and technology are possible themes (Leavy, 2020). Thematic analysis will organise and analyse huge amounts of qualitative data to discover patterns and correlations that explain how FWAs affect IT, employees.  The study will uncover these trends and show FWA implementation's pros, cons, and success factors to meet research aims and fill literature gaps (Bryman, 2016). 
[bookmark: _Toc195831142]3.6 Timeline for the research process 
	Chapter 
	Actions 
	Starting date 
	Ending date 
	Timeframe 

	Introduction 
	Defining research aim and objectives
Providing background
Outline the purpose and scope of the study.
	April 1, 2025
	April 7, 2025
	1 week 

	Literature Review 
	Conducting a comprehensive review of existing literature on FWAs, focusing on the UK tech sector.
	April 8, 2025
	April 28, 2025
	3 weeks 

	Research Methodology 
	Finalizing research approach, describing secondary qualitative methodology, and data collection plan.
	April 29, 2025
	May 5, 2025
	1 week 

	Analysis and Findings 
	Collecting data, performing analysis on secondary sources, and extracting key findings related to objectives.
	May 6, 2025
	May 19, 2025
	2 weeks 

	Discussion of the findings 
	Discuss how the findings answer the research questions and compare them with existing literature.
	May 20, 2025
	June 2, 2025
	2 weeks

	Conclusion and recommendations 
	Summarizing the research findings and providing actionable recommendations for the UK tech industry.
	June 3, 2025
	June 9, 2025
	1 week 

	Report Writing 
	Writing the full research report, integrating all chapters.
	June 10, 2025
	June 16, 2025
	1 week 

	Review and Editing 
	Proofreading, revising, and finalizing the report for clarity and consistency.
	June 17, 2025
	June 23, 2025
	1 week 

	Final Submission 
	Submit the finalized research report.
	June 24, 2025
	June 30, 2025
	1 week 



Gantt Chart
	Actions 
	07-Apr-25
	14-Apr-25
	21-Apr-25
	28-Apr-25
	05-May-25
	12-May-25
	19-May-25
	26-May-25
	02-Jun-25
	09-Jun-25
	16-Jun-25
	23-Jun-25
	30-Jun-25

	Introduction 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Literature Review 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Research Methodology 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Analysis and Findings 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Discussion of the findings 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Conclusion and recommendations 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Report Writing 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Review and Editing 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Final Submission 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 



[bookmark: _Toc195831143]3.8 Costs of the research 
	Cost Category
	Estimated Cost (£)

	Literature Access Fees (Journals/Reports)
	50

	Database Access (Google Scholar, JSTOR, etc.)
	50

	Software for Data Analysis (e.g., Nvivo)
	50

	Research Material (Books, Reports)
	30

	Printing Costs
	20

	Total
	200



[bookmark: _Toc195831144]3.9 Ethical Consideration 
[bookmark: _Hlk195830538][bookmark: _Hlk195830401]The secondary research ethics involve data security, informed consent, and attribution.   Secondary research uses public data to reduce ethical issues, however, ethics must be followed. To avoid ethical issues, this research will employ reliable, properly cited secondary data from Google Scholar or JSTOR (Saunders, Lewis, & Thornhill, 2019). Data anonymisation will ensure privacy. Secondary research does not need informed consent since subjects do not participate but it needs proper citation and references for giving credit to the actual authors. Using citations and referencing will be a priority to avoid plagiarism and IP violations (Bickman & Rog, 2009).  Data usage and reporting ethics will be rigorously observed to protect research integrity and avoid data abuse.
[bookmark: _Toc195831145]3.10 Summary 
[bookmark: _Hlk195830724]The secondary qualitative research will evaluate how Flexible Work Arrangements (FWA) affect UK technology professionals' productivity and job satisfaction. Industry-specific data will be obtained from literature, publications, and case studies (Bryman, 2016).  The research will interpret employee and organisation experiences using interpretivism. Thematic analysis will reveal FWA implementation and effect’s themes.   Inductive insights and hypotheses will be generated from the data.













[bookmark: _Toc195831146]4. Conclusion 
This research will evaluate employee productivity and job satisfaction using Flexible Work Arrangements (FWA) in the technology sector of the UK. This secondary qualitative study will examine literature, reports, and case studies to discover how FWAs affect work-life balance, productivity, and satisfaction. Interpretivism will examine employee and company subjective experiences. The inductive approach will uncover FWA implementation patterns and themes (Daniel & Sam, 2011).   Thematic analysis will provide new FWA success and problem hypotheses (Fereday & Muir-Cochrane, 2006). The findings suggest improving FWAs to boost IT staff engagement, satisfaction, and productivity.
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[bookmark: _Toc195831149]Literature Review Matrix Table
	Authors and year
	Title and Source 
	Source/Journal
	Aim 
	Methodology
	Findings 
	Relevance to the objective 

	Austin-Egole, Iheriohanma, and Nwokorie (2020)
	Flexible working arrangements and organisational performance: An overview. 
	IOSR Journal of Humanities and Social Science (IOSR-JHSS)
	To provide an overview of how flexible working arrangements (FWAs) influence organisational performance.
	Qualitative overview based on secondary data and conceptual analysis.
	FWAs improve employee morale, reduce absenteeism, and enhance overall organisational performance when properly implemented.
	Supports Objective 1 and 3 by identifying success factors for FWA implementation and aligning FWAs with productivity improvements.

	Singh (2023)
	A descriptive interpretation of flexible work arrangements (FWA) and their impact on organisational outcomes
	International Journal of Research in Social Sciences and Humanities

[bookmark: _Hlk195788005]Link: https://www.ijrssh.com/admin/upload/16%20Aditi%20Singh%2001847.pdf 
	To examine the relationship between various forms of FWAs and their influence on key organisational outcomes, including employee performance and satisfaction.
	Descriptive qualitative approach using secondary data analysis and literature interpretation.
	FWAs contribute positively to employee performance and job satisfaction when supported by effective communication, leadership, and organisational culture.
	Directly supports Objectives 1, 2, and 3 by linking FWAs to productivity, job satisfaction, and identifying factors critical for effective implementation.

	Shifrin and Michel (2022)
	A descriptive interpretation of flexible work arrangements (FWA) and their impact on organisational outcomes
	Work & Stress

Link: https://www.tandfonline.com/doi/abs/10.1080/02678373.2021.1936287 
	To explore the impact of flexible work arrangements (FWA) on employee health and well-being, with a focus on physical and psychological health outcomes.
	Meta-analysis of studies examining the effects of FWAs on employee health outcomes, focusing on both physical and psychological measures.
	FWAs have a positive impact on employee health, particularly when they allow for better work-life balance and autonomy.
	Supports Objective 2 by providing evidence of how FWAs can improve employee health and satisfaction, influencing job satisfaction.

	Gerdenitsch, Kubicek, and Korunka (2015)
	
	Journal of Personnel Psychology. 
Link: https://econtent.hogrefe.com/doi/abs/10.1027/1866-5888/a000121?journalCode=pps  
	To investigate how control in flexible work arrangements affects employees' well-being and job satisfaction.
	Qualitative research using interviews and surveys to assess employees' perceived control in flexible work settings and its impact on well-being.
	Greater control in flexible work arrangements is positively correlated with job satisfaction, lower stress levels, and improved overall well-being.
	Supports Objective 2 by emphasizing the role of control in FWAs for enhancing job satisfaction and reducing stress.

	Krishnan and Chinnathambi (2024)
	Impact of flexible work arrangements on employee productivity
	Journal of Philanthropy and Marketing

Link: http://journalofphilanthrophyandmarketing.org/index.php/JPM/article/view/40 
	To explore the impact of flexible work arrangements on employee productivity.
	Quantitative research using secondary data analysis.
	FWAs have a significant positive impact on employee productivity, especially when there is clear work structure and autonomy.
	Directly supports Objective 1 by showing how FWAs affect employee productivity and performance.

	Giovanis (2018)
	The relationship between flexible employment arrangements and workplace performance in Great Britain
	International Journal of Manpower

Link: https://www.emerald.com/insight/content/doi/10.1108/ijm-04-2016-0083/full/html 
	To examine the relationship between flexible work arrangements and workplace performance in Great Britain.
	Quantitative study with data analysis from surveys and interviews in Great Britain.
	Flexible work arrangements improve workplace performance by enhancing work-life balance and job satisfaction.
	Supports Objective 1 and Objective 3 by linking FWAs to improved performance and examining the influence of organisational factors.

	Hashmi, Al Ghaithi, and Sartawi (2023)
	Impact of flexible work arrangements on employees’ perceived productivity, organisational commitment and perceived work quality: A United Arab Emirates case-study
	Competitiveness Review: An International Business Journal

Link: https://www.emerald.com/insight/content/doi/10.1108/cr-10-2020-0130/full/html 
	To assess how flexible work arrangements impact employee productivity, organisational commitment, and work quality in the UAE.
	Case study approach using surveys and interviews with employees in the UAE.
	FWAs improve productivity, work quality, and organisational commitment in the UAE, positively impacting employee outcomes.
	Supports Objective 1 and Objective 3 by identifying the positive impact of FWAs on productivity, commitment, and work quality.

	Orishede and Ndudi (2020)
	Flexible work arrangement and employee performance: A review
	Journal of Resources & Economic Development
Link: https://www.researchgate.net/profile/Francis-Ndudi/publication/354682319_FLEXIBLE_WORK_ARRANGEMENT_AND_EMPLOYEE_PERFORMANCE_A_REVIEW/links/6146101fa3df59440b97db91/FLEXIBLE-WORK-ARRANGEMENT-AND-EMPLOYEE-PERFORMANCE-A-REVIEW.pdf
	To review the existing literature on the relationship between flexible work arrangements and employee performance.
	Literature review based on existing research and data.
	Flexible work arrangements positively impact employee performance by improving motivation and reducing work stress.
	Supports Objective 4 by providing a broad overview of challenges and benefits of FWAs in relation to employee performance.

	Weideman and Hofmeyr (2020)
	The influence of flexible work arrangements on employee engagement: An exploratory study
	SA Journal of Human Resource Management

Link: https://journals.co.za/doi/abs/10.4102/sajhrm.v18i0.1209 
	To explore the impact of flexible work arrangements on employee engagement.
	Exploratory study using qualitative interviews with employees.
	FWAs positively influence employee engagement, reducing burnout and improving organisational commitment.
	Supports Objective 1 and Objective 3 by examining the impact of FWAs on employee engagement and productivity.

	Ahmadi, Gholipoursoleimani, and Shahrodi (2024)
	Employee Experiences with Flexible Work Arrangements and Their Impact on Productivity
	Journal of Resource Management and Decision Engineering

Link: https://journalrmde.com/index.php/jrmde/article/view/42 
	To analyse employee experiences with flexible work arrangements and their effect on productivity.
	Empirical research using interviews and data analysis of employee experiences.
	Employee experiences with FWAs have a positive impact on their productivity, particularly when they feel supported and have flexibility in their roles.
	Supports Objective 1 and Objective 3 by analyzing employee experiences with FWAs and their effect on productivity.

	Jin and Jang (2015)
	Flexible work arrangements and job satisfaction
	Journal of Governmental Studies

Link: https://www.koreascience.or.kr/article/JAKO202333855001710.page?_escaped_fragment_=&lang=en
	To explore the relationship between flexible work arrangements and job satisfaction.
	Quantitative study using survey data from employees in governmental organisations.
	FWAs positively influence job satisfaction, especially in governmental organisations.
	Directly supports Objective 2 by demonstrating how FWAs influence job satisfaction in different organisational contexts.

	Wheatley (2017)
	Employee satisfaction and use of flexible working arrangements
	Work, employment and society
Link: https://journals.sagepub.com/doi/abs/10.1177/0950017016631447 
	To examine how the use of flexible working arrangements impacts employee satisfaction.
	Quantitative research based on surveys conducted in multiple organisations.
	Flexible working arrangements lead to higher employee satisfaction when they offer autonomy and work-life balance.
	Supports Objective 2 by showing the positive impact of flexible work on employee satisfaction across sectors.

	McNall, Masuda, and Nicklin (2009)
	Flexible work arrangements, job satisfaction, and turnover intentions: The mediating role of work-to-family enrichment
	The Journal of psychology
Link: https://www.tandfonline.com/doi/abs/10.1080/00223980903356073 
	To assess the mediating role of work-to-family enrichment in the relationship between flexible work arrangements and job satisfaction.
	Quantitative study examining job satisfaction, turnover intentions, and work-to-family enrichment as mediators.
	Work-to-family enrichment mediates the relationship between FWAs and job satisfaction, reducing turnover intentions.
	Supports Objective 2 by linking work-to-family enrichment with improved job satisfaction and lower turnover.

	Neirotti, Raguseo, and Gastaldi (2019)
	Designing flexible work practices for job satisfaction: the relation between job characteristics and work disaggregation in different types of work arrangements. 
	New technology, work and employment

Link: https://onlinelibrary.wiley.com/doi/abs/10.1111/ntwe.12141 
	To examine the relationship between job characteristics, work disaggregation, and job satisfaction in different types of flexible work arrangements.
	Quantitative research with a focus on different work arrangements and their impact on job satisfaction.
	Job characteristics and the disaggregation of work tasks positively affect job satisfaction in flexible work settings.
	Supports Objective 2 by analyzing how job characteristics affect job satisfaction within flexible work arrangements.

	Morganson et al. (2010)
	Comparing telework locations and traditional work arrangements: Differences in work‐life balance support, job satisfaction, and inclusion. 
	Journal of managerial psychology

Link: https://www.emerald.com/insight/content/doi/10.1108/02683941011056941/full/html 
	To compare telework and traditional work arrangements in terms of work-life balance, job satisfaction, and inclusion.
	Empirical study comparing telework and traditional work arrangements through surveys and employee interviews.
	Telework locations provide better work-life balance support and higher job satisfaction compared to traditional arrangements.
	Supports Objective 2 by comparing telework to traditional work arrangements and their influence on job satisfaction and work-life balance.

	Almer, Cohen, and Single (2003)
	Factors affecting the choice to participate in flexible work arrangements
	Auditing: A Journal of Practice & Theory

Link: https://publications.aaahq.org/ajpt/article-abstract/22/1/69/5529/Factors-Affecting-the-Choice-to-Participate-in 
	To examine factors influencing the decision to participate in flexible work arrangements.
	Quantitative research based on survey data from employees participating in flexible work arrangements.
	Factors such as job autonomy, family responsibilities, and personal preferences influence the choice to participate in FWAs.
	Supports Objective 3 by identifying factors that influence participation in FWAs and their impact on productivity.

	Lewis (2003)
	Flexible working arrangements: Implementation, outcomes, and management.
	International Review of Industrial and Organisational Psychology 2003

Link: https://onlinelibrary.wiley.com/doi/book/10.1002/0470013346#page=9 
	To explore the implementation, outcomes, and management of flexible working arrangements.
	Qualitative review of flexible work arrangements across various sectors.
	Effective implementation of FWAs requires organisational commitment, leadership, and appropriate management practices.
	Supports Objective 3 by discussing the implementation and management factors for successful FWAs.

	Čiarnienė, Vienažindienė, and Adamonienė (2018)
	Implementation of flexible work arrangements for sustainable development.
	European Journal of Sustainable Development

Link: https://ecsdev.org/ojs/index.php/ejsd/article/view/657 
	To examine the role of flexible work arrangements in sustainable development and organisational success.
	Case study approach examining the role of flexible work arrangements in sustainable development.
	Flexible work arrangements contribute to sustainable development by improving employee satisfaction and organisational efficiency.
	Supports Objective 3 by highlighting the role of FWAs in sustainable development and organisational performance.

	Goudswaard et al. (2013)
	Creating Successful Flexible Working‐Time Arrangements: Three European Case Studies
	Employment Relations Today
Link: https://www.researchgate.net/profile/Paul-Preenen/publication/259537949_Creating_Successful_Flexible_Working-Time_Arrangements_Three_European_Case_Studies/links/5a2fb36e0f7e9bfe8170654b/Creating-Successful-Flexible-Working-Time-Arrangements-Three-European-Case-Studies.pdf 
	To provide case studies on successful flexible work-time arrangements in Europe.
	Case study methodology with three European case studies of flexible working-time arrangements.
	Case studies show that clear guidelines and organisational support are key to successful flexible work-time arrangements.
	Supports Objective 3 by demonstrating the importance of clear policies and organisational support for successful FWAs.

	Roper and Ha Kim (2007)
	Successful distributed work arrangements: a developmental approach.
	Journal of Facilities Management
Link: https://www.emerald.com/insight/content/doi/10.1108/14725960710751852/full/html 
	To investigate the successful development of distributed work arrangements in organisational contexts.
	Qualitative research examining the development of distributed work arrangements.
	Development of distributed work arrangements requires proper technology, clear communication, and employee trust.
	Supports Objective 3 by identifying critical development factors for distributed work arrangements.

	Sweet, James, and Pitt-Catsouphes (2015)
	Discussing work-life fit: Factors that predict managerial promotion of flexible work arrangements. 
	Work and family in the new economy 

Link: https://www.emerald.com/insight/content/doi/10.1108/s0277-283320150000026018/full/html 
	To identify factors that influence managerial promotion of FWAs in the workplace.
	Qualitative research examining managerial promotion of flexible work arrangements through interviews.
	Managers play a crucial role in promoting FWAs to enhance employee work-life balance and job satisfaction.
	Supports Objective 3 by highlighting managerial practices that promote FWAs and improve employee work-life balance.

	Dizaho, Salleh, and Abdullah (2017)
	Achieveing Work Life Balance Through Flexible Work Schedules and Arrangements
	Global Business & Management Research

Link: https://openurl.ebsco.com/EPDB%3Agcd%3A13%3A33426317/detailv2?sid=ebsco%3Aplink%3Ascholar&id=ebsco%3Agcd%3A122717287&crl=c&link_origin=scholar.google.com 
	To explore the impact of flexible work schedules and arrangements on work-life balance.
	Quantitative research with a focus on work-life balance and flexible work schedules.
	Flexible work schedules contribute to better work-life balance and higher employee satisfaction.
	Supports Objective 2 by demonstrating the positive impact of FWAs on work-life balance and employee satisfaction.

	Allen et al. (2021)
	Impact of flexible work arrangements on key challenges to work engagement among older workers
	Work, Aging and Retirement

Link: https://academic.oup.com/workar/article-abstract/7/4/404/6307452 
	To assess the impact of flexible work arrangements on work engagement among older workers.
	Quantitative research using surveys and interviews to explore work engagement in older workers.
	Flexible work arrangements lead to better work engagement and job satisfaction, especially for older workers.
	Supports Objective 2 by showing how FWAs improve engagement and satisfaction, particularly for older workers.

	Sutrisno (2023)
	Analyse the Benefits and Challenges of Implementing Flexible Working Arrangements for Employees
	Innovative: Journal Of Social Science Research

Link: https://j-innovative.org/index.php/Innovative/article/view/329 
	To analyse the benefits and challenges of implementing flexible working arrangements for employees.
	Qualitative research analysing the benefits and challenges of FWAs for employees.
	The main challenges of implementing FWAs include organisational resistance and lack of managerial support.
	Supports Objective 4 by identifying key challenges and barriers faced in implementing FWAs.

	Lammerant and Tran (2023)
	Challenges in establishing flexible work arrangements: an exploratory study on managers' and employees' perspectives
	Link: https://lup.lub.lu.se/student-papers/search/publication/9118643 

	To explore the challenges faced by managers and employees in establishing flexible work arrangements.
	Exploratory study using interviews to gather perspectives from managers and employees.
	Managers and employees face challenges in balancing flexibility with company goals, and clear policies help mitigate these issues.
	Supports Objective 4 by identifying challenges and providing solutions from managers' and employees' perspectives.

	Groen et al. (2018)
	Managing flexible work arrangements: Teleworking and output controls. 
	European Management Journal

Link: https://www.sciencedirect.com/science/article/abs/pii/S0263237318300215 
	To examine how teleworking and output controls impact the management of flexible work arrangements.
	Quantitative and qualitative research analysing teleworking and output controls in flexible work settings.
	Teleworking and output controls can effectively manage flexible work arrangements, improving both productivity and job satisfaction.
	Supports Objective 3 by emphasising the impact of teleworking and output controls in managing flexible work.
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