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Abstract


Chapter 3 of this dissertation has focused on discussing different methods and strategies such as positivism philosophy, deductive approach, quantitative research method and both primary and secondary data collection processes. In this section, the random sampling technique has also been discussed quite extensively which further ensured elimination of bias in the best possible ways. Chapter 4 of this research paper has focused on analysing and interpreting the primary quantitative data collected through the means of a survey. In this case, a proper sense of diversity has been maintained throughout the data collection process which also enhanced the overall authenticity and reliability of the entire research project. Chapter 5 summarises the key results derived from the analysis and discussion. It confirms the impact of the research by checking if the set objectives are met or not. The flexibility of Uber enhances productivity, autonomy, and work-life balance when supported effectively. The chapter links and outlines future research opportunities and presents practical recommendations for Uber to strengthen the retention and performance within its flexible workforce model.
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[bookmark: _Toc202824399]Chapter 1: Introduction 
[bookmark: _Toc202824400]1.1 Research Background 
In recent years, the rapid expansion of the gig economy has entirely changed traditional work arrangements as ride-hailing services like Uber have emerged as important employers. Compared with conventional jobs, gig work can be characterised by extensive flexibility in operational autonomy and scheduling. Such flexibility is allowing the current employees to select when and how much they work, which theoretically can improve their job satisfaction while making a better work-life balance (Paudel et al., 2024). However, the nature of flexible working hours in this specific context also represents some challenges related to work intensity, income stability as well as job security. 
Uber drivers act as independent contractors, and they are also provided with temporal flexibility. A certain extent of autonomy during work can easily lead to a sense of empowerment and satisfaction (Orlowska and Laguna, 2023). However, it has also been observed that the absence of fixed hours may result in unpredictability and stress due to fluctuating demand and the burden of managing multiple income streams. The purpose of conducting this study is to bridge this specific gap in the existing literature while properly investigating the relationship between flexible working hours and job satisfaction among Uber drivers, and both the limitations and benefits of such work arrangements will be assessed.  
[bookmark: _Toc202824401]1.2 Research aim, objectives and questions 
The aim of conducting this research is to understand and analyse the influence of flexible hours on employee job satisfaction. The following objectives will be used to address the research aim. 
Objectives
1. To identify the importance of employee job satisfaction in enhancing organisational performance of Uber drivers
1. To examine the impact of flexible working hour of Uber drivers on different aspects of job satisfaction, such as productivity, work-life balance and individual stress levels 
1. To assess the impact of flexible working hours on wider organisational aspects of employee retention and workplace culture of Uber drivers
1. To make recommendations to Uber highlighting the benefits of flexible working hours on employee productivity 
Research questions 
1. Why employee job satisfaction is important in managing and improving organisational performance of Uber? 
1. What is the impact of flexible working hours of Uber drivers on different aspects of job satisfaction, such as productivity, work-life balance and individual stress levels? 
1. How flexible working hours are impacting wider organisational aspects, including employee retention and workplace culture of Uber? 
1. What are some recommendations to Uber highlighting the benefits of flexible working hours on employee productivity? 
[bookmark: _Toc202824402]1.3 Research rationale 
The rationale behind conducting this study is associated with the need to critically evaluate the different benefits of flexible work schedules from the perspective of ride-hailing service companies like Uber. Continuously increasing reliance on gig workers is raising important questions about the true nature of work satisfaction in such an environment that is both highly precarious and autonomous (Cropanzano et al., 2023). Despite the fact that workplace flexibility is often associated with increased job satisfaction of the employees, emerging evidence suggests that lack of clear career pathways, structural support as well as financial predictability sometimes counterbalance such extensive advantages (Kottwitz, Daibel and Otto, 2025).
This research is motivating and important for several reasons. Firstly, there has not been any research that clearly and specifically examines the influence of flexible working hours on the job satisfaction levels of Uber drivers. According to Berber et al. (2022), flexible working hours can enhance job satisfaction for employees. Most of the existing researches tend to focus on broader and extensive labour market trends as well as traditional marketplaces instead of uncontrolled workplace environments, which can be observed in organisations like Uber. Additionally, since labour organisations and policymakers are debating about the implications of the gig companies, it has become important to understand how the promises associated with workplace flexibility actually translate into work-life satisfaction for the gig workers.
[bookmark: _Toc202824403]1.4 Research significance 
The research is quite significant because it has a multifaceted aspect that can impact academic, practical as well as policy domains. From an academic perspective, the study helps to address a notable literature gap regarding the effects of flexible work hours on the satisfaction levels of gig workers. After focusing on the Uber drivers, the research intends to offer an effective lens through which the impact of flexible working hours on the gig workers can be assessed. For employees of any organisation, the importance of job satisfaction and work motivation has been continuously increasing in recent times so that competitive advantages can be maintained by the companies (Smolarek et al., 2024). Therefore, it is necessary to know how flexible working hours, and its associated aspects can increase or even decrease the motivation levels of gig workers. 
From a policy perspective, this research has the potential to inform some regulatory debates about gig work reforms and labour protections. Since governments are grappling with the challenges of ensuring some fair labour practices in the existing economic landscapes, some appropriate empirical evidence on flexibility and worker satisfaction can easily guide the proper development of policies so that better flexibility can be ensured for the employees. As per the statements by Adebayo et al. (2024), fair labour practices can help in avoiding government compliances quite significantly over the period of time.
[bookmark: _Toc202824404]Chapter 2: Literature Review 
[bookmark: _Toc202824405]Introduction 
The literature review can be described as one of the most important chapters of an entire dissertation because it is associated with collecting some information regarding a research subject which was previously conveyed by other scholars and researchers. In the current times, flexible working hours have become an important point of contemporary research because of its association with job satisfaction. Since non-traditional work patterns and arrangements are gaining adequate prominence, it is necessary to understand how proper scheduling of workplace flexibility influences the performance and attitudes of the employees. In this literature review, critical examination will be done for examining the multifaceted impact of flexible working hours on job satisfaction, exploring themes such as productivity, work–life integration, and mental well-being. Additionally, some effective and theoretical perspectives and research gaps will also be identified in this literature review section. 
[bookmark: _Toc202824406]Overview of flexible working hours 
According to Radovan (2024), flexible working hours are one of the defining characteristics of the existing work environment, specifically in the non-traditional workplace settings. Unlike the traditional workplace models, extensive flexibility in scheduling helps employees to decide when to commence as well as conclude their work. This level of autonomy is also linked with increased job satisfaction. This is because Paulišić et al. (2024) described that workers can be better aligned with their personal priorities and professional tasks if they are provided with proper autonomy during work. When the employees have some higher levels of control over their schedules, they generally experience some greater sense of self-determination and empowerment, making positive contributions to the overall well-being and motivation (Bocean et al., 2023).
However, it is also necessary to keep in mind the fact that the benefits of flexible work are not experienced uniformly. There are also some important differences between involuntary and voluntary flexibility. As per Yaroshenko et al. (2024), voluntary flexibility is associated with such aspects when employees opt for some non-standard work hours for accommodating personal preferences and this can help in improved work-life balance and higher satisfaction rate. However, when workplace flexibility is initially imposed by economic pressure and organisational necessity, it generally leads to feelings of uncertainty while reducing job security and increasing stress levels. Additionally, Jurek et al. (2021) described that the absence of clearly defined boundaries between leisure time and work can easily contribute to overwork, which can further complicate the influence on employee satisfaction.
The productivity levels of the employees can also be impacted as well as influenced with the help of flexible schedules in the current times. This is because Kossek et al. (2021) described that flexible working can easily foster efficiency as well as creativity, which allows employees to work in such periods when they are in a state of alert. However, a lack of proper workplace structure easily undermines accountability, which can lead to inconsistent performance as well as procrastination. Laebens and Lührmann (2023) described that despite flexibility being generally heralded as a means to improve work–life integration, its overall efficacy is entirely contingent upon the ability of individuals to manage self-time appropriately while setting appropriate boundaries. Due to this complex duality, it is underscoring the necessity of further inquiry into how flexible working is shaping the diverse aspects of job satisfaction in the current times.  
[bookmark: _Toc202824407]Job satisfaction in the non-traditional work settings 
In any non-traditional workplace setting, job satisfaction can be described as a multi-dimensional construct that can be easily influenced by a range of different factors like work–life balance, recognition, financial stability and autonomy (Sarfjoo et al., 2025). According to Siippainen et al. (2023), extensive flexibility offered by non-standard work schedules can help the workers to have some proper level of control over their daily routines. Therefore, it improves their sense of autonomy among the employees, which can help to improve the intrinsic motivation level of the employees. This is associated with the aspects of Self-Determination theory as well. In the current time, autonomy is allowing the employees to specifically tailor their work environments as per their basic needs. This generally improves the productivity and morale of the employees so that they can be better in terms of handling pressurised working situations. 
However, Karsili et al. (2021) described that the influence and positive impact of flexible working hours on job satisfaction-related aspects are not entirely positive. This is because the removal of the conventional work boundaries can sometimes lead to facing challenges in terms of demarcating personal and professional time. Some of the employees are even facing challenges while trying to maintain a proper separation between leisure and work duties, which can easily result in conflicted work and family. Such extensive conflict can easily increase stress while decreasing overall job satisfaction. This is because Olding et al. (2021) described that individuals may find themselves to be overburdened by their personal and professional responsibilities. Additionally, despite the fact that flexible work arrangements can easily facilitate increased work-life balance, the overall benefits are extensively relying on individual time-management skills. According to Pindek et al. (2021), employees who can properly structure their workdays tend to report some higher levels of job satisfaction in the current times. However, employees who struggle with appropriate self-regulation can experience increased burnout and anxiety (Bakker and de Vries, 2021). Additionally, the absence of traditional and contemporary supervisory structures in the flexible work environment can easily lead to feelings of isolation. Furthermore, it can also decrease the chances of getting feedback. This is quite important for professional recognition and growth (Trzebiatowski and Henle, 2023).
Research is indicating the fact that there are some financial implications of flexible scheduling as well, specifically when properly linked with irregular work hours. This can easily impact the job satisfaction level of employees. According to Liu et al. (2024), a perceived lack of financial security and income instability may easily counteract the positive psychological effects of flexibility and autonomy. The existing tension between the potential pitfalls of unstructured work time and the advantage of self-determination is underscoring the need for some more nuanced investigation about the specific conditions under which flexible working hours are contributing or detracting from job satisfaction. These types of investigations have become important for developing some specific strategies where worker wellbeing can be enhanced with increasingly flexible work environments in the current times. Therefore, such investigations are important for developing strategies so that worker well-being can be improved with flexible work environments. 
[bookmark: _Toc202824408]Interplay between job satisfaction and flexible working hours 
The overall relationship between job satisfaction and flexible working hours is quite multidimensional and complex, which involves a proper interplay of work-life balance, stress management as well as productivity. As per Hartner-Tiefenthaler et al. (2023), flexible working schedules sometimes act as a double-edged sword in the current times. Yet, this positive outcome is not guaranteed for all. In many instances, the freedom to set one’s schedule without the constraints of traditional time structures can lead to an absence of routine. The lack of structure may result in difficulty in prioritizing tasks, leading to procrastination or a tendency to extend work hours into personal time. Consequently, the blurred lines between work and leisure can diminish overall job satisfaction by increasing stress and reducing the quality of personal life (Kumar, 2024).
Additionally, the aspects of job satisfaction are easily influenced by different individuals and the overall degree of support available in the existing work environment. According to Aeon et al. (2021), employees who have a higher and stronger degree of time-management and self-discipline skills are more likely to have the benefits of flexible work arrangements. Furthermore, it has also been observed that employees who generally struggle with self-regulation may find that the added flexibility is exacerbating the feelings of being overwhelmed and socially isolated. As per Rusilowati (2022), while some workers reported having better experiences like reduced stress levels and improved work-life balance as a result of flexible working hours, others have reported the opposite because flexibility sometimes contributes to burnout and increased workload. 
Furthermore, it is necessary to assess that the relationship between productivity and flexibility can be mediated by an individual’s perception of control. When the employees believe that they are empowered by their working flexibility, they grow the tendency of viewing their work as meaningful, which can increase their overall satisfaction level (Azhar et al., 2024).  Different interplays between the factors are suggesting the fact that the benefits of flexible working hours on the areas of job satisfaction are extensively contingent on contextual, organisational and personal variables (Marino and Capone, 2021).    
[bookmark: _Toc202824409]Theoretical aspects 
The literature around the topic of the impact of flexible working hours on job satisfaction is further enriched by different theoretical frameworks that can include appropriate insights into the behavioural and psychological mechanisms at play. The most important theoretical aspects in this literature review include self-determination theory, job characteristics model and theories of work-life balance. 
Flexible firm model
Flexible firm model was coined by John Atkinson in the 1980s in order to make different organisations able to make their workforce flexible and utilise the same as per the changes in the market for better results (Bal and Izak, 2020).  As mentioned by Austin-Egole et al. (2022), flexibility within the workforce can turn out to be quite effective in terms of adjust8ing with the changing market conditions. In this case, handling a challenging situation can turn out to be quite easy for the concerned organisation while deriving the best possible outcomes at the same time. Hence, it can be stated that with the implementation of this particular model, the chances of gaining a competitive edge in the market can get easier quite significantly in the long run.
[image: ]
Figure 2.1: Flexible Firm Model
(Source: Atkinson, 1984).
Flexible work for Uber drivers gives them the power to choose when, where, and for how long they want to work. Unlike traditional jobs where time is fixed, Uber drivers can log in to the app whenever it suits them, whether it's a couple of hours in the mornings, late at night, or just at weekends. This allows drivers to fit in their work around their life, family timetable, or other professions. It also means that they can experience fluctuations of non-work whenever needed and can drive whenever needed (Hood, 2017).
Self-determination theory 
According to self-determination theory, autonomy can be described as a fundamental human need that, when properly satisfied, can easily lead to improved intrinsic motivation as well as psychological well-being (Business and Research, 2024). As per Gagné et al. (2022), flexible working hours are offering some different opportunities for employees so that they can exercise their choice as well as control over their personal work schedules. With the help of such autonomy, it is possible in the current times to have some higher levels of satisfaction, performance and overall engagement. However, SDT theory also mentions that autonomy needs to be balanced with relatedness and competence, which are the specific needs that sometimes be compromised if the added flexibility is leading towards overburden or feelings of isolation. Therefore, this theoretical foundation is quite important in terms of understanding the duality of flexible and effective work arrangements (Gkiolnta, Roy and Fragulis, 2025).
[image: Self Determination Theory and How It Explains Motivation]
Figure 2.2: Self-determination Theory
(Source: Ackerman, 2018).

Job characteristics model
JCM or the job characteristics model suggests the fact that job satisfaction can easily be influenced by the core job dimensions like task significance, feedback and autonomy. According to Glowacka (2021), autonomy is one of the most important aspects of flexible working hours which can improve the meaningfulness of work. However, this model also warns about the fact that inadequate structure in flexible working can easily lead to stress and ambiguity. This model has been quite effective in providing a proper framework that can examine how different aspects of flexible working conditions can contribute to improved performance and job satisfaction. This emphasises the need for making a balanced approach towards flexibility.  
[image: Job Characteristics Model - Vskills Blog]
Figure 2.3: Job Characteristics Model
(Source: Makiwa, 2025).

Work-life balance theories 
There is a range of different theories that focus on the proper integration of personal life and work. The work-life balance theories argue that the overall ability to manage different competing demands from family and home is important for managing and maintaining the overall well-being of individuals (Zulkiflee, Rashid and Razak, 2024). According to Kossek et al. (2023), flexible working hours are generally promoted as the specific strategies of achieving better work-life integration. However, it has also been observed that the outcomes are heavily dependent on organisational time management skills as well as individual time-management skills. It is also necessary to keep in mind that a proper balance between everything must be managed in order to increase the effectiveness of current working aspects.  
[image: A definition of Work-Life Balance for Policy Makers – eWorkResearch]
Figure 2.4: Work-Life Balance Equilibrium
(Source: A definition of Work-Life Balance for Policy Makers – eWorkResearch, 2025).

[bookmark: _Toc202824410]Literature Gaps 
Despite the growing body of literature on flexible working hours and job satisfaction, several significant gaps remain. First, while extensive research has examined the individual effects of autonomy on job satisfaction, few studies have simultaneously addressed how flexibility impacts multiple dimensions such as productivity, work–life balance, and stress. Much of the existing work has focused on singular outcomes rather than adopting a comprehensive, integrated approach that considers their interdependencies. This oversight limits our understanding of the complex interplay between various factors in non-traditional work environments.
Second, many studies have concentrated on traditional or semi-structured work settings, leaving a notable void in the literature regarding highly flexible or self-managed work arrangements. The unique challenges faced by employees operating outside of conventional organizational frameworks such as the absence of supervisory oversight or standardized feedback mechanisms are underexplored. Consequently, there is a pressing need for research that specifically examines how self-regulation and individual differences mediate the effects of flexible work hours on job satisfaction.
Third, the majority of research in this field has relied on cross-sectional methodologies. These approaches provide valuable snapshots of employee attitudes at a given moment but fail to capture the dynamic, evolving nature of job satisfaction over time. Longitudinal studies would enable researchers to observe how flexible working arrangements affect job satisfaction in the long run, accounting for factors such as career progression, changing personal circumstances, and evolving organizational practices.
Finally, while theoretical models like the Self-Determination Theory and the Job Characteristics Model offer important insights, there remains a need for more integrative frameworks that account for the diverse outcomes associated with flexible working hours. A comprehensive model that simultaneously addresses productivity, work–life balance, and stress would greatly enhance our ability to design policies that promote sustainable job satisfaction. Addressing these literature gaps is essential for both academic advancement and the development of practical interventions that support workers in increasingly flexible employment contexts.
[bookmark: _Toc202824411]Summary 
With the help of the literature review, it is possible to examine the overall influence of flexible working hours on aspects like job satisfaction, and the main focus is on important themes like work-life balance, stress and overall productivity. Despite the fact that flexible working is able to offer a range of different advantages, there are also some threats related to income variability, stress as well as self-management. 


[bookmark: _Toc202824412]Chapter 3: Research Methodology
[bookmark: _Toc202824413]3.1. Introduction
In this chapter of the research paper, the methods and strategies within this research paper will be discussed in an appropriate manner. In the research onion, different strategies and methodologies will be portrayed that can be used in a research paper for better outcomes and results in the long run. Further, this chapter will also focus philosophies, approaches, designs, methods, data collection methods, sampling techniques that are appropriate for this project. Further, an ethical consideration will also be discussed that has been maintained throughout this research paper in order to comply with the guidelines and data safety protocols.
[bookmark: _Toc202824414]3.2. Research Onion
[image: Guide to Understanding the Research Onion | 15 Writers]
Figure 3.1: Research Onion
(Source: Saunders et al., 2019)
In the research onion, it can be observed that there are several strategies and concepts that can be applied within a research paper for ensuring better conduction and execution of the project. The research onion has portrayed the various philosophies, approaches, methods and data collection processes that can enhance the end result of the project quite significantly in the long run. According to the viewpoints of Abdelhakim (2021), research onion portrays the methods that can be implemented within a research paper.
[bookmark: _Toc202824415]3.3. Research philosophy
This study utilises a positivist research philosophy to examine the influence of flexible working hours on the job satisfaction rate of Uber employees. Positivism research philosophy approach is adopted for this particular study as the research seeks to recognise measurable relationships between specific variables - working hours (independent variable) and job satisfaction (dependent variable) (Park et al., 2020). This philosophy supports the usage of structured methods such as surveys or statistical analysis to produce objective, quantifiable results, ensuring reliability and generalisability across a larger population (Maksimovic and Evtimov, 2023). The key reason behind the selection of positivism lies in its emphasis on observable and empirical data. In the context of Uber’s flexible work model, employee satisfaction can be effectively measured through standardised instruments, enabling a scientific approach to analyse trends and correlations. On the other hand, interpretivism was considered but deemed less suitable. Interpretivism focuses on subjective experiences that can be valuable but does not align with the aim of the study to establish broad and data-driven conclusions (Pervin and Mokhtar, 2022).
[bookmark: _Toc202824416]3.4. Research Approach
This study adopts a deductive research approach to investigate the influence of flexible working hours on the job satisfaction rate of Uber employees. The deductive approach is suitable as it begins with established concepts and theories- particularly those related to job satisfaction and work flexibility- and tests specific hypotheses derived from these theories (Yuwono and Rachmawati, 2023). For example, based on the Job characteristics model, it can be hypothesised that increased flexibility positively correlates with higher job satisfaction. 
This approach aligns well with the positivist philosophy, as it allows the researcher to test hypotheses through quantitative data collection methods such as structured surveys and statistical analysis, The goal is to confirm or reject the hypothesis utilising empirical evidence, making the findings generalisable and replicable. Alternative approaches such as inductive and abductive reasoning were considered but found less appropriate. Inductive research focuses on developing theories from qualitative observations that may not provide the structured testing required here. On the other hand, abductive reasoning moves back and forth between data and theory and lacks the clear hypothesis-driven structure required for this study (Cronholm et al., 2023).
[bookmark: _Toc202824417]3.5. Research Method
This study employs a quantitative research method, utilising a structured survey to assess the influence of flexible working hours on the job satisfaction rate of Uber employees. A quantitative approach is appropriate given the positivist philosophy and deductive research design used in the study, that aims at measuring relationships between variables using numerical data and statistical analysis (Zyoud et al., 2024). The survey is designed with closed-ended questions, using likert-scale items to assess the perceptions of respondents regarding flexibility, satisfaction levels, and related workplace factors. The questionnaire is distributed online to a sample of Uber drivers across various regions to ensure diversity and broader generalisability. Participants are selected using random sampling to capture variation in working hours and demographic backgrounds (Noor et al., 2022). Gathered data are analysed using statistical methods to test the hypothesis that flexible working hours positively influence job satisfaction.
[bookmark: _Toc202824418]3.6. Data Collection and Analysis
Collection of data and information is one of the most important parts within a research paper as it helps in justifying the topic and the objectives in the long run. There are mainly two kinds of data collection methods that can be implemented within a research paper namely primary and secondary. In this project, the focus has been on using the primary data collection method where a survey has been conducted which consists of 100 Uber drivers. This data collection strategy will surely turn out to be quite beneficial in ensuring a diverse range of data and perspectives in the long run. In this regard, Taherdoost (2021) mentioned that conducting a survey within a research project can help gather a diverse range of data. Therefore, ensuring authenticity and reliability has been quite easy for the research paper in every way. The data will be collected using Google Forms for its increased convenience. In order to analyse the collected data, a simple statistical analysis technique has been followed which will play a crucial role in representing the collected data in the best possible ways. In other words, this statistical data will also prove to be quite helpful for the audience to have a clear understanding of the collected information through surveys.
[bookmark: _Toc202824419]3.7. Sampling Techniques
Sampling has also been one of the crucial factors in this research paper which has played a very important role in collecting data and information in the best possible ways. With the aim of receiving at least 50 responses, the survey will be shared via a WhatsApp group that includes more than 500 Uber drivers in Bristol. On the other hand, a random sampling has been implemented in this project which will further turn out to be quite beneficial in terms of accessing readily available samples in the best possible ways, hence saving cost and time at the same time. Nuwagaba et al. (2023) have stated that random sampling can help in saving time and money for a project. Further, this sampling technique has also proved to be quite helpful in eliminating bias and promoting equality within the entire data collection process, hence ensuring inclusivity at the same time.
[bookmark: _Toc202824420]3.8. Ethical Considerations
Maintaining ethics and integrity has been one of the most integral parts of this research paper to earn be trust and confidence of the respondents and the audience in the best possible ways. According to the viewpoints of Fisher et al. (2021), maintaining ethics in a research paper can help in earning trust of the respondents and audience. Proper consent forms are provided to the respondents for maintaining transparency so that they can have a clear understanding of the survey and the topic along with the pros and cons of the same. In this case, it is ensured that none of the respondents are asked any personal questions apart from those that are relevant with this project. Further, it is also ensured that the collected data is used for only academic purpose and not for any commercial purposes. Data protection and privacy has also been prioritised in this project so that the interventions of any third party and cyber criminals can be minimised in the long run. In this context, the guidelines and provisions of the General Data Pro6tection Regulations (GDPR) 2018 have been followed and implemented. The collected data have been encrypted in password protected devices and cloud storages which can be accessed only by the researchers and the respondents. This factor has certainly played a crucial role in earning the trust and confidence of the respondents while encouraging them to participate in the survey.
[bookmark: _Toc202824421]3.9. Limitation 
Only relying on quantitative data collected from the survey is one of the main limitations of this research. Considering a mixed method of data collection and analysis could have increased the viability and depth of the research, but collecting qualitative data from the Uber drivers would require more time and cost. Additionally, obtaining valid consent from the Uber drivers for asking open-ended questions is quite time and resource-intensive, which is why a survey has been designed for the entire data collection process. Relying on only one form of data collection can be challenging if the respondents do not provide valid responses. However, the survey questions have been designed to address the research question and this will help in decreasing the limitation. 
[bookmark: _Toc202824422]3.10. Chapter Summary
In this chapter of the research paper, it is observed that there are several methods and strategies that can be incorporated within a research paper for better execution in the long run. Positivism philosophy and deductive approach have been used in this research for ensuring a proper base and better outcomes. Further, a quantitative method has been applied in this research project for gathering a diverse range of data. In this regard, a survey has been conducted which has proved to be quite effective and beneficial in gathering a diverse data relevant with the research topic and objectives. Random sampling has proved to be quite beneficial in terms of eliminating the chances of biases while promoting equality at the same time. Maintaining ethics has also been one of the integral parts in this research paper.

[bookmark: _Toc202559937][bookmark: _Toc202824423]Chapter 4: Results, Findings and Discussion
[bookmark: _Toc202559938][bookmark: _Toc202824424]4.1. Primary Data Analysis
[bookmark: _Hlk202558524]Question 1: How significant is your overall job satisfaction in enhancing your performance as an Uber driver?
[image: C:\Users\DIPANJAN\AppData\Local\Microsoft\Windows\INetCache\Content.MSO\9DAE4151.tmp]
[bookmark: _Toc202562571]Figure 4.1: Impact of job satisfaction in enhancing performance levels
(Source: Self-created)
Analysis: Considering the above question, it can be observed that around 37% and 30% of the respondents have stated that they are quite satisfied with their job role of being an Uber driver which further encourages them to enhance their performance levels. On the other hand, 11% of the participants have stated that their job role is not at all significant while 13% of them have stated their jobs being slightly significant. According to them, it becomes quite difficult to balance personal and professional lives being an Uber driver.

Question 2: To what extent do you agree with the following statement? ‘Flexible working hours help improve my productivity on the job’
[image: C:\Users\DIPANJAN\AppData\Local\Microsoft\Windows\INetCache\Content.MSO\47925BF7.tmp]
[bookmark: _Toc202562572]Figure 4.2: Impact of flexible working hour on productivity
(Source: Self-created)
Analysis: 41% of the respondents have strongly agreed while 32% of them have agreed with the fact that flexible working hours plays a crucial role in improving their productivity. According to these respondents, flexible working hours can prove to be quite beneficial for them in terms of maintaining a proper balance between their personal and professional lives. On the contrary, 12% of the participants are of a different opinion as they disagreed with the role of flexible working hours in increasing productivity. 
Question 3: How would you rate the impact of flexible working hours on your work-life balance?
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[bookmark: _Toc202562573]Figure 4.3: Impact of flexible working hours on work-life balance
(Source: Self-created)
Analysis: Taking the above question into consideration, it can be observed that 35% and 36% of the respondents have mentioned flexible working hours to be extremely impactful in ensuring a proper work-life balance. On the contrary, 14% of the respondents have stated that flexible working hours can have negative impact on their work-life balance as it can disrupt their routine quite significantly.
Question 4: Compared to fixed schedules, how do flexible working hours affect your stress levels?
[image: C:\Users\DIPANJAN\AppData\Local\Microsoft\Windows\INetCache\Content.MSO\4FA28C7B.tmp]
[bookmark: _Toc202562574]Figure 4.4: Impact of flexible working hours on stress levels
(Source: Self-created)
Analysis: While comparing fixed schedules with flexible schedules, it can be observed in the above statistics that 38% of the respondents have stated that flexible working hours can ensure much lower stress levels at the workplace as well as personal life. On a negative note, 12% of the participants have stated flexible working hours to create slightly higher stress. As per their opinion, managing time can get difficult for them as a result of flexible working hours which further reduces their overall productivity quite significantly.
Question 5: In your view, how do flexible working hours contribute to employee retention and a positive workplace culture among Uber drivers?
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[bookmark: _Toc202562575]Figure 4.5: Role of flexible working hours in retaining employees
(Source: Self-created)
Analysis: Considering the role of flexible working hours in contributing towards employee retention, it can be found in the above statistics that 34% of the participants are of the opinion of strong positive contribution, and 38% of them have stated that flexible working hours have somewhat positive contribution in retaining the employees and ensuring a positive work culture. On the negative side, 9% of the respondents have stated that flexible working hours have negatively contributed in creating a positive work culture, hence increasing the employee turnover rate quite significantly.
Question 6: What additional benefits or improvements do you believe Uber could achieve by further implementing flexible working hours? (Please select all that apply)
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[bookmark: _Toc202562576]Figure 4.6: Additional benefits and improvements for Uber
(Source: Self-created)
Analysis: Considering the above statistics, it can be stated that 24% of the respondents have found reducing stress levels to be the most important improvement that Uber can achieve by implementing flexible working hours. On the contrary, 19% of the respondents believe that customer satisfaction is the improvement that Uber needs to focus on. Further, 18% of the participants have mentioned that there is a need for Uber to develop a stronger driver community so that collaboration can be ensured in the long run. 14% of the participants have argued that there is a need for Uber to ensure the employees with better work life balance so that their engagement levels can be enhanced quite significantly.
Question 7: How satisfied are you with your existing level of autonomy in selecting working hours?
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[bookmark: _Toc202562577]Figure 4.7: Satisfaction with working hours
(Source: Self-created)
Analysis: 32% of the participants have expressed their satisfaction levels while 15% with their extreme satisfaction levels with the autonomy they get while selecting their working hours in Uber. In this case, these respondents have stated that they are free to maintain a proper work life balance while working in Uber. On the other hand, 34% of the respondents have stated that they are quite dissatisfied with the lack of autonomy they get while choosing their working hour. 
Question 8: On a scale of 1 to 5, how likely would you recommend any family member or friend to drive for Uber?  (5 extremely likely and 1 not likely at all)
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[bookmark: _Toc202562578]Figure 4.8: Recommendation for family member
(Source: Self-Created)
Analysis: Taking the above statistics into consideration, it can be observed that 32% of the participants are more likely to recommend a family member to drive for Uber. In this case, these respondents have stated that maintaining a proper work-life balance becomes easier while working in Uber. On the other hand, 30% of the respondents have mentioned that there is no discretion for the drivers to select their working hours while driving for Uber, hence will not recommend any of their family members in future.
Question 9: How likely are you to continue driving for Uber in the next 12 months?
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[bookmark: _Toc202562579]Figure 4.9: Preference of continuing driving with Uber
(Source: Self-created)
Analysis: As far as continuing driving for Uber in the next 12 months is concerned, the majority of the respondents which is equal to 40% are unsure. On the other hand, 31% and 20% of the respondents are likely and very likely respectively to continue their careers as a driver in Uber for the next 12 months. In this case, they have mentioned about the flexible working hours in Uber that have ensured a better work-life balance for the employees. According to them, this factor in Uber has played a very important role in enhancing the overall engagement levels of the employees.
Question 10: Which of the following factors influences the most to your overall job satisfaction while working on Uber?
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[bookmark: _Toc202562580]Figure 4.10: Influencing factors to job satisfaction
(Source: Self-created)
Analysis: 26% of the respondents have stated flexible working hours to be the main factor that has influenced the overall job satisfaction in a positive way. On the contrary, 20% of the respondents have stated autonomy over schedule to the most important factor influencing the overall job satisfaction levels in Uber. In this case, these respondents have mentioned about their discretion in selecting their working schedules and hours which have empowered them to enhance both their personal and professional lives in an effective way.
[bookmark: _Toc202559939][bookmark: _Toc202824425]4.2. Discussion
Research Question 1: Why employee job satisfaction is important in managing and improving organisational performance of Uber?
Job satisfaction for employees is one of the most crucial factors that plays a very crucial role in managing as well as enhancing the overall organisational performance. As mentioned by Siippainen et al. (2023) in the literature review section, ensuring flexibility in working hours can empower the workers to set their daily routines in the most effective manner. Moreover, the aspect of self-determination theory has also been discussed in this section of the literature review which provides autonomy to the employees. As can be seen in question 3 of the survey, 35% and 36% of the respondents have stated flexible working hours to be the most important factor in ensuring a proper work-life balance. On the contrary, in question 1 of the survey, it can be observed that 37% and 30% of the respondents are satisfied with their job role as a Uber driver with flexible working hours, which further enhances their performance levels quite significantly in the long run. In this case, the findings of Olding et al. (2021) have stated that a person can find himself or herself in a much-overburdened situation as a result of their personal and professional responsibilities. In the literature review section, it is observed that workplace flexibility influences the overall performance and attitudes of employees quite significantly over the period of time which further is reflected in the outcomes of the organisation.
Considering the importance of flexible working hours, it can be seen in the literature review section that it is one of the defining characteristics of the existing workplace environment which also showcases the culture in the best possible way (Radovan, 2024). On the other hand, Yaroshenko et al. (2024) have argued that flexible working hours can be quite beneficial for the employees to adjust their personal works and preferences, hence improving work-life balance with a higher satisfaction rate in the long run. In this regard, question 3 of the survey has portrayed that 35% and 36% of the participants have stated that flexible working hours to be the main reason behind a proper maintenance of work-life balance. In this regard, the findings of Jurek et al. (2021) have also found in the literature review section that an absence of defined boundary between leisure time and work can easily lead to overworking which further results in dissatisfaction of the employees.
Research Question 2: What is the impact of flexible working hours of Uber drivers on different aspects of job satisfaction, such as productivity, work-life balance and individual stress levels?
Flexibility in the working hours has been the key factor for the Uber drivers as far as enhancing their job satisfaction is concerned. As can be found in question 7 of the survey that 32% and 15% of the respondents have expressed their extreme satisfaction with the autonomy provided at the time of selecting their working hours while working as a driver in Uber. Taking work-life balance into consideration, it can be observed in the statements of Rusilowati (2022) that reduced stress and work-life balance is the outcome that can be assured with flexible working hours at the workplace. Taking this factor into consideration, it can also be noticed that, the implementation of flexible firm model can ensure flexibility within the workforce quite significantly over the period of time. In question 10 of the survey, it can be observed that 26% of the respondents have stated flexible working hours to be the main reason that influences job satisfaction in Uber. Taking flexible working hours into consideration, it can be observed that the benefits of flexible working hours are not uniform but scattered in different factors such as job satisfaction, productivity, work-life balance and lowering the overall stress levels. In question 4 of the survey, around 38% of the respondents have stated that flexible working hours can turn out to be the key factor behind reducing the stress levels of the employees. On the contrary, question 7 of the survey has also portrayed the opinions of the respondents where 32% of them are of the opinion that flexible working hours can reduce stress quite significantly over the period of time. Regarding this, the findings of Kossek et al. (2021) in the literature view section have found that flexibility in the working hours can easily foster innovation, efficiency and flexibility among the employees which is extremely important in terms of enhancing the overall performance of the concerned organisation.
Research Question 3: How flexible working hours are impacting wider organisational aspects, including employee retention and workplace culture of Uber?
In order to retain the employees, ensuring flexible working hours becomes one of the most crucial factors for organisations. In the case of Uber, it can be observed that the company has been providing proper flexible working hours for the drivers so that they can accommodate both their personal as well a professional lives in the most effective manner. In this context, question 5 of the survey has portrayed that 34% and 38% of the participants have stated that flexible working hours have a positive influence and contribution in creating a positive workplace culture while retaining the employees at the same time. In the case of Uber, it has been observed that flexible working hours for the drivers have proved to be quite beneficial in terms of providing the drivers with a window of adjusting their personal and professional lives in the best possible ways. This factor has also played a crucial part in reducing the levels of stress among the drivers working in Uber. It has been observed that creating a positive working culture within the workplace can be quite crucial in fostering a proper collaboration with the employees while ensuring them with proper autonomy to enhance their performance quite extensively in the later stages. Further, it is also observed that flexible working hours for the employees can encourage the drivers to be more innovative and creative in their approach which further enhances their performance and productivity quite significantly over the period of time. In that case, the chances of enhancing organisational productivity also increases quite extensively in the long run. In the case of Uber, it can be observed that providing the drivers with flexible working hours and autonomy in selection of their schedules have proved to be quite beneficial in terms of deriving the best possible outcome from them.
Research Question 4: What are some recommendations to Uber highlighting the benefits of flexible working hours on employee productivity?
As far as the recommendations for Uber in ensuring a flexible working environment is concerned, it can be observed in question 6, it can be observed that 24% of the respondents have mentioned about the reduction of stress levels that the management of Uber can ensure in order to secure flexible working hours for the employees in the long run. On the contrary, 19% of the participants have suggested better customer satisfaction levels for Uber which can ensure better results and outcomes in the form of gaining a competitive edge in the concerned market. Moreover, 18% of the respondents have mentioned that there is a need for better community for the drivers in Uber so that a proper collaboration can be ensured within them in the long run. Among these respondents, 14% have expressed their concerns about the requirements of proper work-life balance in order to ensure flexible working hours for the employees in the long run. All these factors will certainly prove to be quite effective in terms of enhancing the overall engagement levels of the drivers while improving their performance levels in the best possible ways. Further, it can also be stated that all these steps and strategies by Uber will prove to be quite beneficial in enhancing its reputation and brand image in the market while ensuring a competitive edge over the rivals companies in the best possible ways. On the other hand, it is also observed that providing the employees with flexible working hours, the management of Uber will certainly become able to retain the workforce in an effective manner which becomes very important in terms of maintaining the overall productivity and performance in the competitive market. Since the employees of Uber will have a window to adjust their personal and professional lives, the possibilities of enhancing their engagement levels will also increase quite significantly. In that case, generation of innovative and creative ideas and concepts will increase among the drivers of Uber which further will be enhancing their performance an productivity in the best possible ways. 

[bookmark: _Toc202559940][bookmark: _Toc202824426]Chapter 5: Conclusion and Recommendations
[bookmark: _Toc202559941][bookmark: _Toc202824427]5.1 Overall Conclusion
Conclusively, the above evaluation has exhaustively examined the effects of flexible working schedules on employee job satisfaction with a particular reference to Uber. Based on prominent theories which possess influence in the studies, including the Self-Determination Theory, Job Characteristics Model, and the work-life balance theories, the research reflects autonomy, flexibility and work-life balance as central determinants of job satisfaction. The 'Flexible Firm Model' furthered the relevance of flexibility to organisational enhancement of adaptability and performance. The primary data obtained from 100 Uber drivers has shown that flexible hours have a positive influence on productivity, decrease stress, and help to improve work-life balance among most of the respondents.
Nevertheless, some problems of unpredictability, fluctuating income and the absence of support by managers continue to occur. The whole result indicates that even though flexibility encourages autonomy and engagement, it has to be supported by structures to enjoy long-term and sustainable job satisfaction. This study has been able to address an existing gap in the literature since it specifically focused on the dynamics of satisfaction among the gig workers in the context of operations of Uber.
[bookmark: _Toc202559942][bookmark: _Toc202824428]5.2 Linking with Objectives
Objective 1: Through literature, the relevant insights have reflected that motivated and committed workers are more satisfied and therefore contribute towards good service quality. The results of the Q1 & Q10 supported the aspect when drivers have experiences that can be on the level of satisfying. The result has led to meaningful engagement, they have less chance to do their task inconsistently and go out of line with organisational goals. Therefore, Objective 1 is achieved by evaluating the effect of job satisfaction on organisational performance in the gig economy, and specifically among the Uber drivers.
Objective 2: The objective 2 was fulfilled by carrying out a detailed investigation of the influence of flexible working hours on the main aspects of job satisfaction, including productivity, work-life balance, and stress. As opined by Gagné et al. (2022), the Self-Determination Theory supports a prominent insight into discussing the positive effect of autonomy scheduling and intrinsic motivation on emotional well-being. It is discussed that, although flexibility gives individuals more control, it may also lead to a lack of distinction between work and life to facilitate sound mental states and work satisfaction.
Objective 3: Objective 3 is very well achieved in the research as it also clarified the relation of flexible hours (Q5) to wider organisational points mentioned, like employee retention and workplace culture. The Flexible Firm Model was able to provide a context within which the concept that long-term engagement can be achieved through assorted workforce approaches is developed. Flexibility is also more likely to produce a positive and inclusive work environment when organisational support and a sense of community among workers are attained (Buick et al. 2024).
Objective 4: The achievement of Objective 4 has been possible because specific places where Uber can benefit with flexible scheduling have been identified. It also came up with recommendations to improve the level of employee productivity with improved levels of communication, referral support mechanisms, and controlled autonomy. These ideas are compatible not only with the theoretical concepts but also with the real-life situations of Uber drivers.
[bookmark: _Toc202559943][bookmark: _Toc202824429]5.3 Future Scope
Despite meeting the main research objectives, in the future, it is possible to investigate long-term implications of flexibility on the career development of Uber drivers, their financial security, as well as their psychological well-being. Mixed methods design involving qualitative interviews may provide a further understanding of subjective experience and personal narratives, which would not otherwise be available. Oppegaard et al. (2025), opined that the comparison of Uber with other gig platforms could broaden the understanding of industry-wide patterns. Future studies may also comprise longitudinal studies to monitor changes in job satisfaction over time.
[bookmark: _Toc202559944][bookmark: _Toc202824430]5.4 Recommendations
Based on the findings of this research, the following recommendations are proposed to Uber to enhance employee job satisfaction and productivity through improved flexible work strategies:
· Implement Structured Flexibility: Although flexibility is the main upside of it, most drivers have difficulties in dealing with routines. Uber, to achieve the best correlation of income and autonomy, it can consider implementing opportune suggestions for schedules during optional peak hours (Katsabian and Davidov, 2023).
· Driver Support Systems: The use of a special support team to deal with driver issues on real real-time basis will help eliminate that feeling of isolation. The existing in-app communication has to be improved so that the feedback can be delivered in a faster and clearer manner between the company and drivers (Wiener et al. 2023).
· Promote Community Engagement: Uber may organize frequent virtual or local drivers’ gatherings and driver-to-driver support programs. Establishing a better driver network will enhance teamwork, alleviate the stress factor, and generate a more inclusive workplace environment.
· Mental Wellbeing and Skill-Building: Offering the intense aspect of the training in terms of time management, financial planning, and mental health can help drivers to cope with the issues of flexible job organization (Koivusalo et al. 2024).
· Incentive-Based Recognition: Contributing to the merit of long-term investment or receiving good scores for services with some bonus or incentives will raise engagement and retention, leading to the loyalty of the workforce.
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· Question 1: How significant is your overall job satisfaction in enhancing your performance as an Uber driver?
· Question 2: To what extent do you agree with the following statement? ‘Flexible working hours help improve my productivity on the job’
· Question 3: How would you rate the impact of flexible working hours on your work-life balance?
· Question 4: Compared to fixed schedules, how do flexible working hours affect your stress levels?
· Question 5: In your view, how do flexible working hours contribute to employee retention and a positive workplace culture among Uber drivers?
· Question 6: What additional benefits or improvements do you believe Uber could achieve by further implementing flexible working hours? (Please select all that apply)
· Question 7: How satisfied are you with your existing level of autonomy in selecting working hours?
· Question 8: On a scale of 1 to 5, how likely would you recommend any family member or friend to drive for Uber?  (5 extremely likely and 1 not likely at all)
· Question 9: How likely are you to continue driving for Uber in the next 12 months?
· Question 10: Which of the following factors influences the most to your overall job satisfaction while working on Uber?
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APPLICATION FOR ETHICAL APPROVAL – BA level 

CAIS AM GYMERADWYAETH MOESEGOL – Lefel BA


	

	Mae'r ffurflen hon i'w chwblhau gan bob BA myfyrwyr. Rhaid i bob ffurflen gael ei ystyried gan diwtor y modiwl.
Dylai un copi o'r ffurflen yn cael ei roi ar y ffeiliau Gyfadran ac un copi cadw ar y ffeil myfyrwyr.
	This form is to be completed by all BA Leadership and Management students conducting independent  projects. This form should be completed by the student. All forms must be considered by the Module Lead- Maria Heffernan. A copy of the form must be kept centrally and on the student file.

	
ADRAN 1 – MANYLION MYFYRIWR		     
	
SECTION 1  -  STUDENT DETAILS


	Enw Llawn
Full Name 
	Flavius-Florin Filimon

	

	Ysgol/Cyfadran/ 
School/Faculty
	INSTITUTE OF MANAGEMENT AND HEALTH 
	Rhif Myfyriwr Student Number
	2208335

	

	Cydlynydd prosiect / Tiwtor 
Module Tutor/ Programme Co-ordinator
	ARPU Kumar 
	Enw'r Gradd
Name of Degree
	[bookmark: _Hlk202741683]BA DEVELOPING LEADERSHIP AND MANAGEMENT 

	
Teitl dangosol yr Traethawd Hir:
	
Indicative Title of the Independent Project:

	Put in title: THE INFLUENCE OF FLEXIBLE HOURS ON JOB SATISFACTION: A SURVEY OF UBER DRIVERS



	ADRAN 2 – MANYLION CYFRANOGWYR / CYNULLEIDFA
	SECTION 2 - PARTICIPANT / AUDIENCE DETAILS



	Pwy yw’r cyfranogwyr arfaethedig?

	Who are the intended participants?
	Ydw / Yes
	Na / No 

	Myfyrwyr / staff Y Drindod Dewi Sant
	Students / staff of Trinity Saint David

Highlight in yellow the student option 
	
	No

	Oedolion (dros oed 16 ac yn gymwys i gydsynio)
	Adults (over the age of 16 and competent to give consent)

	Yes
	

	Plant a phobl ifanc dan oed
	Children / legal minors

	
	No

	Cleifion neu gleientiaid gweithwyr proffesiynol	
	Patients or clients of professionals	


	
	No

	Rhywun sy’n cael ei gadw yn y ddalfa neu y mae’r llys wedi cymryd cyfrifoldeb amdano
	Anyone in custodial care or for whom the court has assumed responsibility

	
	No

	Aelod o unrhyw sefydliad lle mae’n bosibl bod angen i unigolyn arall hefyd gydsynio.
	A member of any organisation where another individual may also need to give consent.

	
	No

	Eraill:  Nodwch: / Others: please  identify: Add the name of the member of your organisation 



	

	Nifer, Oed a Ffynhonnell y Cyfranogwyr 
Rhowch fanylion yr demograffeg y cyfranogwyr / gynulleidfa.
	Participant / Audience Number and Age
Provide details of the demographics of the participants / audience.

	Nifer o Gyfranogwyr / yn y Gynulleidfa

	Participant/ Audience number
	30+

	Grŵp oedran y Cyfranogwyr/y  Gynulleidfa

	Participant/ Audience age group
	18+






	ADRAN 3 – GWEITHGAREDD YMCHWIL

	SECTION 3 – RESEARCH ACTIVITY  



	1.
	Ydy’r prosiect yn cynnwys:
	Does the project include:
	Ydy / Yes
	Nac ydy/No 

	Defnyddio holiadur neu offeryn ymchwil tebyg 
	Use of questionnaire or similar research instrument 

	Yes
	

	Defnyddio prawf ysgrifenedig neu gyfrifiadurol 
	Use of written or computerised test


	
	No

	Cyfweliad (cysylltwch gwestiynau posibl) 
	Interview (attach provisional questions) 

	
	No

	Dyddiaduron
	Diaries

	
	No

	Arsylwi ar gyfranogwyr a hwythau'n ymwybodol o hynny
	Participant observation with their knowledge
	
	No

	Arsylwi ar gyfranogwyr a hwythau ddim yn ymwybodol o hynny
	Participant observation without their knowledge

	
	No

	Recordio fideo neu sain
	Video or audio-taping

	
	No

	Mynediad i wybodaeth bersonol neu gyfrinachol heb gydsyniad penodol y cyfranogwyr
	Access to personal or confidential information without the participants specific consent

	
	No

	Defnyddio unrhyw gwestiynau, ysgogiadau prawf, cyflwyniad y gallai rhai cyfranogwyr eu profi fel rhywbeth sy'n achosi niwed / tramgwydd corfforol, meddyliol neu emosiynol
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive

	
	No

	Cyflawni unrhyw weithredoedd allai achosi embaras neu effeithio ar hunan-barch 
	Performance of any acts which may cause embarrassment or affect self-esteem

	
	No

	Ymchwilio i gyfranogwyr sy’n ymwneud â gweithgareddau anghyfreithlon 
	Investigation of participants involved in illegal activities

	
	No

	Gweithdrefnau lle defnyddir twyll 
	Procedures that involve deception

	
	No

	Gweini unrhyw sylwedd, cyfrwng neu blasebo 
	Administration of any substance, agent or placebo

	
	No

	Dull arall o gasglu data neu fformat cyflwyno (esboniwch)
	Other method of data collection or presentation format (please explain)

	
	No




	  2. 
	Restru eich dull o gasglu data
	List your method of data collection:


	Describe your methods of data collection: Using Quantitative method






	3.
	Risg Posibl:
(corfforol, seicolegol, cyfreithiol, cymdeithasol neu economaidd)
	Potential Risk: 
(physical, psychological, legal, social or economic)


	A oes unrhyw risg bosibl i:  
	Is there any potential risk to:
	Ydw / Yes
	Na / No

	A

	Cyfranogwyr?
	Participants?
	Yes
	

	B

	Ymchwilydd?
	Researcher? 
	Yes
	

	C

	BrifYsgol/Cyfadran?
	University? 
	Yes
	




	4.
	Rheoli Risg: 
Os oes, beth yw'r risg a sut y bydd yn cael ei reoli?
	Management of Risk:
If yes, what is the risk and how will it be managed?


	
A. Participants Risk Management
Potential Risks:
Potential risks to participants (Uber drivers) include privacy concerns, response bias, emotional discomfort when reflecting on job satisfaction or working conditions, and perceived risk of negative consequences from Uber despite assurances of anonymity.

Mitigation Measures:
To mitigate these risks, the study will adhere strictly to ethical research principles. Participation will be completely anonymous, and no personally identifying information (e.g., name, license plate, or account ID) will be collected. An informed consent form will be provided that clearly explains the voluntary nature of the study, with the option to withdraw at any point without explanation or consequence.
Questions will be neutrally phrased to minimize emotional discomfort or bias, and participants may skip any questions they are uncomfortable with. The study will emphasize that it is entirely independent from Uber, reducing concern about employer repercussions. Additionally, data will be securely stored on password-protected devices, and support resources or contact information will be offered in case of any distress caused by the survey content.

B. Researcher Risk Management
Potential Risks:
Risks to the researcher include challenges in maintaining data confidentiality, possible skewed data due to response bias or participant disengagement, difficulty obtaining a representative sample of Uber drivers, and ethical concerns related to working with gig economy participants.

Mitigation Measures:
The researcher will follow strict data protection protocols, including anonymization of all data and encrypted, password-protected storage. To reduce response bias and improve validity, the survey will use clear, neutral language and be pilot tested beforehand.
To address sampling challenges, multiple recruitment channels (e.g., online driver forums, social media groups, and rideshare communities) will be used to increase participant diversity. The researcher will remain vigilant about ethical concerns, including ensuring that participation does not interfere with the participants’ work or income.

C. University Risk Management
Potential Risks:
Risks for the university include ethical concerns related to participant privacy, data protection (particularly in light of GDPR compliance), reputational risk if findings are perceived as critical of Uber or gig work, and potential scrutiny over research integrity and ethical oversight.

Mitigation Measures:
The research will be conducted in full accordance with the university’s ethical guidelines and data protection policies, including GDPR compliance where applicable. A full ethics application will be submitted and approved prior to data collection.
Data will be anonymized, securely stored, and handled in line with institutional and legal standards. Care will be taken to present findings responsibly and objectively, with appropriate context to prevent misinterpretation or reputational risk to the university.
.
	Yes




	5.
	Os ydych yn delio â phlant a / neu oedolion agored i niwed, rhaid i chi gyflwyno eich tystysgrif DBS i'ch tiwtor goruchwylio i'w cymeradwyo cyn i unrhyw gysylltiad â cyfranogwyr hyn.
	If you are dealing with children and/ or vulnerable adults you must present your DBS certificate to your supervising tutor for approval before any contact with these participants.


	
	Ydw / Yes
	Na / No

	A

	Ydych chi wedi gwneud cais am dystysgrif DBS?
	Have you applied for a DBS certificate?
	
	NA

	B

	A yw eich tiwtor weld a'i gadarnhau eich tystysgrif DBS?
	Has your tutor seen and approved your DBS certificate?
	
	NA









	6.
	A fyddwch yn cael cydsyniad gwybodus ysgrifenedig gan eich cyfranogwyr?
	Will you obtain written informed consent from your participants?

	

	Ydw / Yes
	Na / No

	A

	Os na fyddwch, pam hynny?
	If not, why not?
	Yes
	

	B

	Os byddwch, sut byddwch yn sicrhau cydsyniad gwybodus?
	If yes, how will you secure informed consent?

	Yes
	

	Rhowch eglurhad / Please explain:
We have to inform the participants about the university’s involvement and obtain their informed consent.

	Cynhwyswch gopi o’r ffurflen gydsynio os ydych yn defnyddio un.
	Please include a copy of the consent form if you are using one.

	
	
	
	
	
	




	ADRAN 4
	SECTION 4  

	CEFNOGWYD APPROVED
	
	NIS CEFNOGWYD/ 
NOT SUPPORTED
	

	Datganiad
Mae'r wybodaeth a gynhwysir yma yn gywir, hyd eithaf fy ngwybodaeth a’m cred.   Rwyf wedi ceisio dynodi unrhyw risgiau a phroblemau sy’n gysylltiedig â’r prosiect / ymchwil neu gynhyrchiad ac rwyf yn cydnabod f’ymrwymiadau innau a hawliau’r cyfranogwyr. 
	Declaration 
The information contained herein is, to the best of my knowledge and belief, accurate.  I have attempted to identify any risks and issues related to the project/research or production and acknowledge my obligations and the rights of the participants.

	
	

	Llofnodau  
Dylai'r ffurflen hon gael ei chwblhau a'i llofnodi gan y myfyriwr a'r Cydlynydd y prosiect /Twitor 

	Signatures
This form should be completed and signed by the student and the Module tutor/Programme Co-ordinator.

	

	
Myfyriwr / Student: Flavius-Florin Filimon

	                                                                                 
	
Dyddiad: / Date: 

	
	
	

	
Cydlynydd y prosiect /Twitor 
Project co-ordinator / Supervisor


	
	                                                                                                                 Dyddiad: / Date:

	
Sefydliad / Organisation

	
	
Dyddiad: / Date:
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	Cyfranogwr Rhif Adnabod: 
Participant Identification Number:
	

	
CWESTIYNAU CYFWELIAD SAMPL 

	
SAMPLE INTERVIEW/SURVEY QUESTIONS 


	TEITL Y PROSIECT: / PROJECT TITLE: THE INFLUENCE OF FLEXIBLE HOURS ON JOB SATISFACTION: A SURVEY OF UBER DRIVERS





	1


	How significant is your overall job satisfaction in enhancing your performance as an Uber driver?


	2


	To what extent do you agree with the following statement? ‘Flexible working hours help improve my productivity on the job’


	3


	How would you rate the impact of flexible working hours on your work-life balance?


	4


	Compared to fixed schedules, how do flexible working hours affect your stress levels?


	5


	In your view, how do flexible working hours contribute to employee retention and a positive workplace culture among Uber drivers?


	6


	What additional benefits or improvements do you believe Uber could achieve by further implementing flexible working hours? (Please select all that apply)


	7


	How satisfied are you with your existing level of autonomy in selecting working hours?


	8


	On a scale of 1 to 5, how likely would you recommend any family member or friend to drive for Uber?  (5 extremely likely and 1 not likely at all)


	9


	How likely are you to continue driving for Uber in the next 12 months?


	10


	Which of the following factors influences the most to your overall job satisfaction while working on Uber?





	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER
Flavius-Florin Filimon
2208335@student.uwtsd.ac.uk
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	Cyfranogwr Rhif Adnabod: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
PARTICIPATION CONSENT FORM

	TEITL Y PROSIECT: / PROJECT TITLE: The impact of Remote Work on Amazon Employees’ Productivity, Well-being, and job satisfaction Post Covid: An employee perception study



Name of Researcher: Nicoleta Bichir 								         	
Please initial box

1.	I confirm that I have read and understand the information sheet dated 31/03/2025 for the above study. I have had the opportunity to consider the information, ask questions, and have these answered satisfactorily.


2.	I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.


3.  I understand that any information given by me may be used in future reports, articles or presentations by the research team.


4.  I understand that my name will not appear in any reports, articles or presentations.


5.	I agree to take part in the above study.




________________________	________________	_____________________________
Name of Participant	Date	Signature
_________________________	________________	_____________________________
Researcher: Flavius-Florin Filimon	Date: 31/03/2025	Signature: Filimon

You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority, and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.

When completed, please return in the envelope provided (if applicable).  One copy will be given to the participant and the original to be kept in the file of the research team at: PLACE:


	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER
Flavius-Florin Filimon
2208335@student.uwtsd.ac.uk
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	Cyfranogwr Rhif Adnabod: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
SAMPLE PARTICIPANT INFORMATION SHEET


	TEITL Y PROSIECT: / PROJECT TITLE: THE INFLUENCE OF FLEXIBLE HOURS ON JOB SATISFACTION: A SURVEY OF UBER DRIVERS



*THIS FORM IS TO BE AMENDED AND ADAPTED AS NECESSARY

Dear Participant:

My name is Flavius-Florin Filimon and I am studying in the School of University of Trinity Saint David at BA Developing Leadership and Management 

I would like to invite you to participate in my research project. The aim of conducting this research is to understand and analyse the influence of flexible hours on employee job satisfaction.

*Attached to this letter is a short questionnaire developed by Google Form, which will assess 30+ particpants. I believe your opinions will be extremely helpful to me. 

Through your participation in the questionnaire and/or interviews, I hope to ascertain how remote work influences your productivity, overall well-being, and job satisfaction, as well as to identify any challenges or benefits you may have experienced while working in a remote or hybrid setting.

All questionnaires will be kept strictly confidential to the researchers involved, and at NO time will individual questionnaires be released to the general public. This gives you a chance to express your views on your program in a confidential and anonymous forum and still be able to make a difference. Your participation in this study is completely voluntary, so you can withdraw from the questionnaire at any stage. 

Our questionnaire should take about 30 minutes to complete, but there is no time constraint. There are also no right or wrong answers. Attached to this letter along with the questionnaire is a consent form (e.g. an instruction sheet/ a consent form/a feedback sheet). As this is a new project, your feedback is also important to us, and we would be much obliged if you could also complete the feedback sheet along with the questionnaire. We understand that your time is at a premium, but your opinions are very valuable to us. 

After careful and precise analysis of the data obtained from this questionnaire, I will be happy to provide you with a copy of the findings at your request. The results of this questionnaire will hopefully enhance my understanding of Impact of remote work and will be stored on university of repositories The results of the research will be fed back to participants by the end of July 

We thank you in advance for your time and participation. If any questions do arise, feel free to contact me at your convenience. 
	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER
Flavius-Florin Filimon
2208335@student.uwts.ac.uk
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Rhywun sy’n cael ei gadw yn y ddalfa  neu y mae’r llys wedi cymryd  cyfrifoldeb amdano  Anyone in custodial care or for whom  the court has assumed  responsibility     No  

Aelod o unrhyw sefydliad lle mae’n  bosibl bod angen i unigolyn arall hefyd  gydsynio.  A member of any organisation where  another individual may also need to  give consent.     No  

Eraill:  Nodwch:   /  Others: please     identify:   Add the name of the member of your  organisation       

 

Nifer, Oed a Ffynhonnell y Cyfranogwyr    Rhowch fanylion yr demograffeg y cyfranogwyr /  gynulleidfa.  Participant / Audience  Number and Age   Provide details of the  demographics of the  participants / audience.  

Nifer o Gyfranogwyr / yn y  Gynulleidfa    Participant/ Audience  number  30 +  

Grŵp oedran y  Cyfranogwyr/y   Gynulleidfa    Participant/ Audience age  group  18+  

   

ADRAN  3   –   GWEITHGAREDD YMCHWIL    SECTION  3   –   RESEARCH ACTIVITY        

1.  Ydy’r prosiect yn cynnwys:  Does the project include:  Ydy /  Yes  Nac  ydy/No   

Defnyddio holiadur neu offeryn ymchwil  tebyg   Use of questionnaire  or similar  research instrument     Yes   

Defnyddio prawf ysgrifenedig neu  gyfrifiadurol   Use of written or computerised test       No  

Cyfweliad (cysylltwch gwestiynau  posibl)    Interview (attach provisional  questions)       No  

Dyddiaduron  Diaries     No  

Arsylwi ar gyfranogwyr a hwythau'n  ymwybodol o hynny  Participant observation with their  knowledge   No  

Arsylwi ar gyfranogwyr a hwythau ddim  yn ymwybodol o hynny  Participant observation without their  knowledge     No  

Recordio fideo neu sain  Video or audio - taping     No  

Mynediad i  wybodaeth bersonol neu  gyfrinachol heb gydsyniad penodol y  cyfranogwyr  Access to personal or confidential  information without the participants  specific consent     No  

Defnyddio unrhyw gwestiynau,  ysgogiadau prawf, cyflwyniad y gallai  rhai cyfranogwyr eu profi fel rhywbeth  sy'n achosi niwed / tramgwydd corfforol,  meddyliol neu emosiynol  Administration of any questions, test  stimuli, presentation that may be  experienced as physically, mentally or  emotionally harmful / offensive     No  
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