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Abstract: 
Flexible work practices are the common claim of the employees in every industry and in the service industry like the hotel industry of the UK is highly dependent on the intelligence of the employees to handle the guests that requires further flexibility in task design, working hour, and adequate empowerment. Moreover, the employees in the hotel industry of the UK believes that the long working hour and the less flexibility of the work schedule is hindering their work-life balance. Therefore, as a tool to motivate the employees to engage in the attainment of organizational goals, the managers are using flexible work practices successfully considering the way it affects the factors of employee performance. As a result, the employee performance in this industry has sharply moved positively. However, the research is going to find the concept of the way factors of employee performance and the flexible practices are correlated. A qualitative research will be conducted to this purpose collecting information from the respondents with in-depth interview method and analysing them with thematic analysis method and nvivo technique. The inductive research is expected to build a framework showing the way flexible work practices influence the factors of employee performance. 
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[bookmark: _Toc19191485]Introduction: 
[bookmark: _Toc19191486]Research Background and rationale: 
The traditional working hour of 9 am to 6 pm is more in trend and now 60% of the employees in the UK demands flexibility at the workplace. McDonald has reported that only 6% of their people like the tradition 8 hours shift and 58% of the employee from multiple generations prefers the flexible working hour (PowWowNow, 2019). With job sharing and compressed hour practices, the employees are enjoying flexibility at work in the UK. The employees tend to be close to their home and 60% of them like to attend their job from convenient location and at suitable time. The part-time employees especially 83% of the students have opined that flexible working hour helps them to balance their study, personal life, as well as job responsibilities (The Independent, 2019). As a result of flexible workplace and timing, the employee productivity has been increased reducing the short term absenteeism. The contribution of technology to attend the job from anywhere has played a significant to implement flexibility at workplace (Heikkinen, et al. 2019). Consequently, the employee productivity rate improves proportionately and the employee performance is also enhanced. In creative business, the employers avail a higher degree of flexibility to their employees by unstructured tasks, adequate empowerment, flexible working hour, and suitable location to work (Singh and Shukla, 2016). 73% employees in the UK claims task-oriented performance association instead of considering working hour as a factor of high performance and 60% of them have opined that they prefer a range of suitable flexibility while performing their job responsibility. 98% of the employees in the UK working in different industry believes that it helps the organization to motivate the employees and boost their performance without the direct monetary cost (Ft.com, 2019). The flexible work practices and its availability for the sub-ordinates are actually relied on the leadership skill and intelligence of the manager. Shockingly to be noticed that 30% of the employees facilitated with flexibility at workplace feel that they are less important and not have enough value to the organization. The managers are also finding error in availing flexibility because of the moral domain, moral judgment, and the moral behavior of the sub-ordinates. 
73% employees in the hospitality industry of the UK has found that the employers are ignoring their call for the flexible workplace and 16% of them have claimed that they are being isolated with the pressure of job and strict regulation of the human resource policy (Ft.com, 2019). However, the managers are also finding error in availing flexibility because of the moral domain, moral judgment, and the moral behavior of the sub-ordinates (Hoendervanger, et al. 2016). Organizational flexibility at the workplace in the hotel industry is boosting the employee involvement in their job responsibilities along with contributing to their personal development process executing employee intelligence and creativity in solving the problems of the target of the organization (Rožman, et al. 2017). Different individual moderators and situational moderators contribute to hinder the effectiveness of flexible work practices. The individual moral views and excessive pressure of job responsibilities are the major issues in assuring the success of such flexibility (Bond and Galinsky, 2016). 
However, different research has been focused on the implication of the flexible work practices and its impact on the employee performance but a few of them has focused on the issues that drive this success of flexibility at workplace to boost the employee performance. Therefore, this research is going to contribute to this gap with a comprehensive analysis on the reason of boosting employee productivity with flexible work practices. 
[bookmark: _Toc19191487]Research Question and sub-question: 
The main research question is “how the flexible working practice is affecting the employee performance in the hotel industry of the UK”. To find the appropriate answer to this question, the following questions must be answered with the help of qualitative research. 
· What are the driving factors to boost employee productivity as a result of flexible workplace practice? 
· How moral domain, moral judgment, and moral behavior affects employee performance in flexible workplace practice?
· What are the individual moderators that enhance employee performance with flexible working practices?
· What are the situational moderators involved in assuring successful application of flexible workplace practices? 


[bookmark: _Toc19191488]Literature Review: 
Jeffrey, et al. (2010) has mentioned that the flexibility at the workplace in designing the tasks, working at a flexible time, and adequate empowerment have contributed to the employee productivity improving the employee performance. Vallas (2011) have argued that always flexibility does not produce a positive result because of the issues related to the moral domain, moral behavior, and moral judgment of the individual employees. The following section is going to illustrate this contradictory statement and evaluate the drivers of the successful application of flexible work practice culture in order to boost the workplace productivity considering the unique characteristic of hotel industry in context of the UK environment. 
[bookmark: _Toc19191489]Concept of Flexibility at the workplace: 
Pitt-Catsouphes, and Matz-Costa, (2013) has denoted that flexibility at workplace relies on the degree to employees are provided with the freedom to design their responsibilities to attain a certain goal set by the organization. Hill, et al. (2014) opined that the flexible time, convenient location of work, and the adequate empowerment that penetrates job crafting facilities are the components of flexible work practice. Hall and Parker (2014) has discussed work practice in light of hotel industry and explained the hotel industry deals with the guests and assure their comfort with the direct interaction of the employees; therefore, most often the employees have to solve subjective problems instantly that needs adequate empowerment. Tomaney, (2015) added to their discussion and further illustrated that the employees have to encounter with the guests at the appropriate time that may not be within their duty hour but the organization may charge for completing the task; therefore, to overcome such crisis, the employees in hotel industry should be facilitated with the flexible working hour. Jeffrey, et al. (2016) argued that the flexible work practices have not introduced because of the unique characteristic of hotel industry rather the involvement of technology in service encounter has urged to assure this facility. Christensen and Schneider (2016) have supported them and discussed it in a new light that the employees of the twenty-first century are highly focused on their personal development and to assure the continuous development of expertise, they are claiming flexibility at work practices to execute their intelligence with a view to improving their personal skill. However, Pitt-Catsouphes, and Matz-Costa, (2013); Hall and Parker (2014); and Tomaney, (2015) have agreed to the point that the flexibility at workplace comprises the opportunities provided by the organization a degree of freedom to design their own plan to attain the goal of the organization in the best possible way that results in maintaining high-performance culture. On the contrary, Jeffrey, et al. (2016); Christensen and Schneider (2016) opined that the flexible work practice is evolved with the technological involvement in service delivery process and actually this facility has made it possible to perform the job responsibility without being present simultaneously. 
[bookmark: _Toc19191490]Significance of flexible workplace:
Skinner and Peacock (2010) have noted that the flexible work practices encourage the employees to execute their creativity and intelligence to attain the target set by the organization in the most effective way with the limited resources. Noonan, et al. (2014) has included in the discussion and illustrated that the job crafting facilities with the unstructured tasks and adequate empowerment and equipment accelerated the productivity of the employees as they find a congenial workplace to execute their personal expertise along with contributing to their personal development plan. Edwards (2014) denoted that actually the flexible work practices rely on the manager’s intelligence and leadership quality; therefore, it contributes to the improvement of interpersonal relationship of the employees and the managers that encourages to broaden a talent pool. Goldin and Katz (2015) opined that organization with the culture of flexible work practices enjoys the employee engagement to attain the organizational goal minimizing the rate of absenteeism and employee turnover. Grzywacz, et al. (2015) added to the discussion and told that the low turnover rate improves the employee efficiency in managing the guests of the hotel and their increasing contribution in the total quality management process accelerates the workplace productivity minimizing the error rate and maximizing the efficiency of economic resources assuring their appropriate optimization. Evaringham (2016) argued that in the hotel industry it is difficult to recognize the strategic movement of the employees to solve the customer problem that increases the difficulty to identify the contribution of flexible work practice in improving the employee productivity. To improve the employee benefit, it is a strategic move of the organization to facilitate the employees with the freedom to design their tasks, conducting the appropriate time they assume, and attain the goal set for them on time as explained by Galinsky, et al. (2016). Stone and Hernandez (2017) have argued that the flexible workplace practice is actually more beneficial for the employees as they can enjoy a close connection and warm relationship with their family and build rapport by maintaining the work-life balance. Coenoen and Kok (2014) has highlighted another issue that when the employees can balance their work and life, they can concentrate on their duty more profoundly that results in the minimization of the error rate and optimization of the resources of the organization. Butler, et al. (2017) have opined that the maximum utility of the resources cannot be continued but the effort of the employees to continuous improvement can be sustainable and assure the optimum utilization of resources and the flexibility at workplace penetrates the employee involvement in continuous improvement process. 
[bookmark: _Toc19191491]Moral domain, moral judgment, and moral behavior to successful implication of flexible working practices: 
The successful implication of the flexible workplace is influenced by a number of variables where moral judgment, moral domain, and the moral behavior of the employees are the most significant few as assessed by Avery and Zabel (2010) According to Kossek and Thompson (2016) moral domain theory explains the construction of individual moral concept about the fairness of the judgment, other’s interest and rights that begins from the initial stages of life. Martinez-Sanchez, et al. (2017) have explained the contribution of moral domain in employee performance and stated that the employee commitment relies on the moral domain of the employees that leads to control the quality of employee performance. It contributes to shaping the interpersonal relationship of the employees and the managers and in some cases in the customer relationship management as denoted by Bond, et al. (2017). 
Kossek and Thompson (2016) have attributed it as a factor of successful application of flexible work practice and stated that when the moral domain of the employee is high, he used to be committed to his promise to the organization and dedicates the intelligence to perform his responsibility in the best possible way that requires the flexible timing and job crafting facilities. 
Martinez-Sanchez, et al. (2017) has discussed the moral judgment and noted that it comprises the appropriate reasoning of the situation using the intuition of the individual to make the right decision. As delineated by Bond and Galisky (2017) moral judgment is highly related to the emotional intelligence of the individual; he explained it considering its involvement in employee performance and mentioned that moral judgment helps to assure the congenial and coral relationship between the employees and reflect the personality of the employee in socialization process. 
Bal and Jasen (2016) contributed to his discussion and mentioned that the moral judgment helps to solve conflict and take the right decision with integration of moral domain. Yadav, et al. (2016) has find the relation of moral judgement to the successful application of the flexible work practices and stated that moral judgment helps the individual to choose the right path to assure their commitment to the organization conducting his duty properly an in hotel industry, the consumer satisfaction is directly related to the devotion of the employees in solving customer problem on behalf of the organization and reflecting the brand personality and organizational commitment to the guests.  
According to Yadav, et al. (2016) moral behavior means the practices of the individual directed by his moral value and standard. Bal and Jason (2016) relates the moral behavior with employee performance and mentioned that the moral behavior of the employees to their fellows, seniors, and consumers penetrates the interpersonal relationship and cooperative work culture facilitating team effort too. Bond and Galisky (2017) opined that it generates the individual competency of the employee to lead the group and influence the network to attain the organizational goal. Martinez-Sanchez, et al. (2017) have mentioned that in successful flexible work practice moral behavior helps to create the cooperative culture that penetrates the congenial environment of job sharing to manage the pressure of the work or help the colleague to balance their personal life with the professional life. Nordbäck, et al. (2017) argued that the increasing interdependence of the employees and job sharing may degrade the standard of the outcome as there must be a difference between individual intelligence.  
[bookmark: _Toc19191492]Individual moderator to assure the positive execution of flexible work practice: 
As demonstrated by Nordbäck, et al. (2017) individual moderators comprise the factors of human behavior like the intelligence of the individual, his level and sort of excellence, personality traits, emotion, and cultural values; he mentioned that these components are interconnected and affect the performance of an employee from multiple directions. Farguson, et al. (2017) mentioned that the individual performance of an employee is highly influenced by the cultural value that often differentiates him from his peers, according to the individual difference they strong area that might be unique. Kossek, et al. (2017) opined that the individual moderator like personality trait directly influences the leadership style and shapes interpersonal relationship among the employees  argued that the employee expectation and other individual moderator creates differences among the employees and urges differentiated treatment that mostly leads to conflict; therefore, with the help of flexible work practice, the manager can minimize the individual differences creating space and personalized work structure for the employees. 
Whyman and Petrescu (2015) have mentioned that the employees’ excellence creates a difference in their contribution to the organizational objectives that contribute to his improvement in productivity. Brown and Pitt (2016) agreed that the flexible work practice can penetrate the individual factors to be involved in total quality management and continuous improvement in employee performance. Toro, et al. (2019) argued that the differentiated treatment because of this individual difference can depress the other employees but it may result in Hawthorne effect working as negative reinforcement for the low performed employees. 
Nordbäck, et al. (2017); Farguson, et al. (2017); and Kossek, et al. (2017) have supported that the individual moderators contribute to the task design and assures excellence in outcome with the contribution of the individual intelligence and it requires flexible work practices; therefore, the managers have to create a congenial environment for the employees to flourish their individual excellence and execute them in their strategic plan to reach the target that ultimately contributes to the organizational success.
[bookmark: _Toc19191493]Situational moderators: 
The situational moderator in the organization includes the motivational planning and tools of the organization, the organizational culture, working environment, availability of equipment, involvement of technology, characteristics of the tasks and the other internal and external environmental factors that affect the employee performance but the employees cannot control as explained by Kossek, et al. (2017). Farguson, et al. (2017) have mentioned that the employee performance is highly correlated to the internal environment of the organization; the employee productivity is the outcome of the perfect combination of the situational moderators and the individual moderators with high moral domain, moral judgment, and moral behavior. Nordbäck, et al. (2017) have mentioned that the employees must be motivated with appropriate motivational packages including monetary and non-monetary tools and flexible working environment is a motivational tool that contributes to the employee satisfaction according to two factor theory of Herzberg. 
Whyman and Petrescu (2015) argued that the organizational culture is originated from the organizational goal and generated by organizational objectives; it is adjusted with the cultural differences of the employees; therefore, it hardly affects the employee performance. Brown and Pitt (2016) noted that the involvement of technology has changed the pattern of work in the hotel industry minimizing the demand of employees but maximizing the area to execute the individual intelligence valuing the individual skill and expertize. As argued by Sanchez, et al. (2017), the highly standardized tasks demotivate the employees to use intelligence rather increases the experience that contributes to their productivity. Bond and Galisky (2017) have agreed to them and further added that the hotels needs standardization in their product quality and in some case reduce the service variability and to these areas, the manager has to control the practice of flexibility. Stone and Hernandez (2017) has also opined that the flexibility of the work practices may not be effective in all situation as the effectiveness of the tasks may confine in time management strongly. 
[bookmark: _Toc19191494]Relationship between employee performance and flexible work practices in the hotel industry of the UK: 
The employee performance relies on the degree to which the employees in the organization behaves according to the code of conduct of the organization and the degree to which they have performed their job responsibility as denoted by Stone and Hernandez (2017). Bond and Galisky (2017) opined that the employee performance management is influenced by the organizational policy of human resource management, its strategy, and practices and the organization with flexible work practices encourages the unstructured tasks and leaves an extent of decision making to the employees to flourish their individual intelligence with the organizational growth. Paulides, et al. (2018) contributed to the discussion and illustrated that in the hotel industry, the flexible practices are mandatory for the employees as the employee performance is highly dependent on the customer satisfaction rate. Toro, et al. (2019) agreed that the employees deal with the customers in hotel industry according to the convenience of the customers and that requires a flexibility in the job structure, time, and degree of empowerment. 
Moran (2015) argued that the flexible work practices may hinder the service standardization as the employees contribute to task design directly and the variability may affect the customer satisfaction. Munsch (2016) included that the employee performance is regulated by his commitment to the organization, the degree of motivation, the availability of the appropriate tools, the training and development opportunities, adequate empowerment, and areas of contribution with personal expertise. It has been mentioned by Shah and Gregar (2019) that situational factors like technological involvement in the hotel industry of the UK has increased the demand of the individual expertise that increases the forceful leave for the low performed employee and the organization has valued the talents with the comprehensive talent management process. He illustrated that flexible work practices are significant factor of the employee performance management program or the talent management program that encourages the employees to think out of the box and perform their duties in an innovative way. 
Archer (2018) have argued that the flexible work practices are actually increasing the team effort that curtails the shortage of skill of the employees and improves their performance from holistic view as well as the interpersonal relationship among the employees enriches the internal environment and employee commitment. However, Göçer, et al. (2018) concluded that flexible work practices are a tool to improve the employee performance contributing to penetrate the employee commitment to the organization and serve the organizational objectives in a personalized way. It needs to mention that the organization with flexible environment enjoy more productivity sustainability and the successful application of the total quality management as opined by Kim (2018).   


[bookmark: _Toc19191495]Methodology: 
The methodology shows the direction of research to be conducted that is designed according to the requirement of the research problem (Kumar, et al. 2010). It contributes to the understanding of the structure of the research to find the expected outcome along with the blueprint of the research process (Wilson, 2011). However, it comprises the identification of the philosophy to be followed, a research approach, research strategy, philosophy, data analysis techniques, and others.  
[bookmark: _Toc19191496]Research Design: 
The research is designed according to the findings required. There are initially two types of research designs, such as exploratory research and descriptive research. Exploratory research contributes to solving management problems and builds new theory or concepts that have not studied clearly (Deshpande, 2011). This research ultimately creates a structure or a better-researched model that explains the research problem further. On the other hand, the conclusive research examines specific set of hypotheses with clearly defined data and information or theory and ultimately produces solution to the research problem (Calder, 2012). However, this research will follow the exploratory research design in order to provide an insight into the effect of flexibility in workplace on employee performance and its finding may claim further conclusive research. The conclusive research will not be applicable for this research as the information needed to explain the research problem is not well-defined and clarified. 
[bookmark: _Toc19191497]Research approach: 
Research approach shows the distinct plan of the research to collect data, interpret them to formulate a new concept to prove a hypothesis (Wilson, 2011). Two types of research approach can be applied in research, such as inductive research approach and deductive research approach. In deductive research, the researcher creates hypotheses on the basis of the existing theories and concepts (Kumar, et al. 2011). With observation and other research strategy, information is collected to examine the hypotheses and go for confirmation of accepting or rejecting the null hypothesis (Deshpande, 2011). This approach is best suited inconclusive research design that focuses on identifying solution to the research problem (Calder, 2012). However, the inductive research approach aims at building new theory observing the facts and events profoundly, creating a pattern of behavior that leads to the new concept or theory. This research requires an assessment of the impact of flexible working practices on the employee performance in the hotel industry of the UK and it requires an inductive research approach to meet its aim with observation of the opinion of the employees and building a pattern on them and lastly showing a concept of the reflection of flexible working practice on employee performance. 
[bookmark: _Toc19191498]Research philosophy: 
Research philosophy suggests a way of collecting data and interpreting them that is suitable for evaluating the research objective. The researcher can follow any of the four philosophies, such as positivism, realism, interpretivism, and pragmatism (McCarthy, et al. 2014). Positivism philosophy is used in the descriptive research and it is based on the factual knowledge obtained by observation and used to be quantitative research (Hirchman, 2011). The researcher makes hypotheses and tries to prove it with the collected data; it is applicable to deductive research, therefore. This research is inductive research that will focus on empirical assessment of flexibility at workplace on the employee performance in the hotel industry of the UK; thus positivism will not be able to meet the requirement (Ilieva, et al. 2012). Realism philosophy is based on the independent idea of the human mind; the explanation and interpretation of data are highly influenced by the researcher (Hair, et al. 2012). It can be applied in inductive research but the factual evaluation and interpretation required to assess the impact of flexible workplace, cannot be met with this philosophy. Pragmatism philosophy interprets concepts of the even in every possible way and accepts the concept that supports the action (Hirchman, 2011). This philosophy requires different viewpoint of illustrating a situation and the employee performance needs to be assessed only from the organizational viewpoint; thus this philosophy cannot be followed in this research (Ilieva, et al. 2012). However, interpretivism philosophy explains the result and different elements of the research integrating human interest with it. In this research, the qualitative data collected from the respondents need to be explained from the organizational viewpoint and explained with the researcher’s proficiency in critically analyzing the situation (McCarthy, et al. 2014). Therefore, this philosophy is selected to follow in this research. 
[bookmark: _Toc19191499]Research strategy: 
Seven types of research strategies are used while conducting research and these strategies contributed to choosing the appropriate medium of collecting data considering the attributes of the research problem. However, these strategies are experiment, survey, case study, action research, grounded theory, ethnography, and archival research (Hair, et al. 2012). Experiment needs a controlled environment where the addition of each variable may have significant changes in the outcome but the flexibility of working practices cannot be assessed in controlled environment (McCarthy, et al. 2014). Moreover, this strategy is used in causal research but this research will follow the exploratory research design. The archival research strategy assesses the research hypothesis or tries to find the solution to the research question based on the already published or archived data (Wilson, 2011). The aim of this research cannot be explained with the previously evaluated data because of its dynamic nature. The action research conducts the data collection process considering the effect of an action that is purposely taken place to evaluate the effect in order to find a solution (Hair, et al. 2012). It is also applicable inconclusive research and not appropriate for the exploratory research. When the research problem is sought to be solved with the help of theories existed is called the grounded theory strategy (Boyd, et al. 2011). This issue can be explained with theories of employee performance but cannot be evaluated the consideration required to apply flexible work practices (Parasuraman, et al. 2010). The case study evaluates the events of certain organization and examines the effect whereas in this research the total hotel industry of the UK is going to be considered that cannot be assessed with this strategy (Zikmund and Babin, 2011). The survey method comprises direct interaction with the respondents and collects data from them on the research problem (Parasuraman, et al. 2010). To examine the effect of flexible work practices on the employee performance in the hotel industry of the UK requires in-depth interview from the respondents to understand their viewpoint and collect unambiguous information that can explain the research problem and find the new concept. 
[bookmark: _Toc19191500]Research method: 
The researcher chooses a qualitative or quantitative research method or both of them to collect and evaluate data and present them meaningfully meeting the research aims and objectives (Boyd, et al. 2011). Quantitative research is used in the objective decision making where the variables are very clear and the research problem is highly structured to represent and assess with statistical data (Zikmund and Babin, 2011). It generates numerical data, assesses them with statistical techniques and presents them in graphs and charts (Carson, et al. 2011). Usually in deductive research quantitative research is highly suitable because of its result-oriented nature (Punj and Stewart, 2011). On the contrary, in qualitative research, the researcher can obtain an understanding of hidden reasons, opinions, and stimuli of an event or research problem (Kozinet, 2012). It is initially used in exploratory research; in case of using inductive research approach, the researcher needs to conduct qualitative research (Chinshall, 2012). However, the research of flexible work practices in hotel industry of the UK requires exploratory research using inductive approach where qualitative research can be the best-suited option.   
[bookmark: _Toc19191501]Data collection method and data analysis technique:  
The researcher can collect data needed to the qualitative research using primary or secondary research method. The qualitative research method is used mostly for the subjective decision making that requires primary data collection as hardly evaluated data can exist to dissolve the issue (Aaker, et al. 2012). The secondary data can contribute to the qualitative research with the published report on different prominent newspaper, business magazines, and other government publishing (Burns, et al. 2017). This research will initially collect secondary data to examine the current situation and a comprehensive literature review will be prepared with the help of previous research on a similar topic to understand and identify the variables to consider to proceed the procedure (McDaniel and Gates, 2014). The primary research will be conducted in order to collect information and views of the employees in this industry with close observation (Chinshall, 2012). To conduct primary research, in-depth interview will be taken from the respondents on a specific set of open-ended questions (Punj and Stewart, 2011). It will be a thematic analysis based on the theme of flexible working practice with adequate empowerment and availability of equipment. The nvivo technique will be used to analyse the collected qualitative data.
[bookmark: _Toc19191502]Target population and sampling technique: 
All the employees (2.9 million people) who work for a hotel in the UK is the target population of this research and the managers will be facilitated with the findings of the research understanding the effectiveness of the flexible working practice on the employee performance. The primary data will be collected from the current employees of the hotels in the UK using probability sampling technique. 50 respondents will be selected using simple random sampling technique to take in-depth interview and half of them will be managers. 
[bookmark: _Toc19191503]

[bookmark: _GoBack]Limitations and ethics: 
The research cannot consider the total population to take in-depth interview because of the limitation of the researcher to observe and consider every one of the respondents equally. It has been assumed that all the employees are well-educated about the concept of flexible work practices and the hotels are availing their employees with this facility empowering them adequately. This research will not cause any harm for brand image of hotels and career of the employees. It will be conducted anonymously and personal information of the participants will be hidden. No legal obligation will be violated and the fabricated information will not be used to carry on this research.   


[bookmark: _Toc19191504]Expected conclusion: 
70% of the employees in the UK considers that their managers are supporting them to attain the work and life balance with the flexible work practices and 68% of the employees in the hotel industry claims that the flexible work practices help them to improve their performance (Timewise, 2019). But 39% of the employees assume that the flexibility in job may not effective to maintain the standardization in the hotel industry (The Independent, 2019). The employees in the hotel industry of the UK are claiming that they are not availed with optimum flexibility that is hindering their work-life balance. 17% of the employees assume the flexible work practices will make the performance assessment process unambiguous (Ft.com, 2019). It needs to mention that 30% of the employee in this industry opined that the organization has provided them with the flexible work opportunity and it undermines their contribution and dedication (Timewise, 2019). However, the result of this research is expected that the moral domain moral judgment and the moral behavior of the employees will penetrate the effectiveness of the flexible work practice and increase employee performance. It will also show that the employees are regulated by their individual moderators and their attitude to the organization may vary because of it. It is expected that there must be a high correlation between the performance of the employee and the situational moderators and they will shape the effectiveness of the flexible workplace. 
In order to find these results, the research is designed following the exploratory research design with the inductive approach. The inductive approach has urged the researcher to follow the qualitative method to conduct the research. The survey strategy will be used and the qualitative data will be collected with an in-depth interview technique using the thematic analysis. The data analysis technique of this qualitative research will be nvivo. However, qualitative research helps the researcher to collect in-depth knowledge regarding the topic and explain the result according to the actual opinion of the respondents with the individual knowledge of the researcher while interpreting them. The qualitative research is the most appropriate tool in conducting exploratory research and create a new concept or add to the new concept. The concept of flexible work practice has been developed before but the factors that can affect the flexible work practices on the employee performance needs to be defined to understand the degree to which the organization should encourage this opportunity and what factors need to be controlled throughout the process. It needs to mention that the new concept will help the human manager of the organization of the
UK to understand the ways these differences will create a variance among the employees. However, the research will not violate any legal and social regulation and no information is fabricated.  
[bookmark: _Toc19191505]
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[bookmark: _Toc19191506]Reflective essay:
While conducting research on flexible workplace practice on the performance of the employee of UK hotel industry, the qualitative analysis has been selected to use considering the nature of the research problem and its special requirement of information. Because of being subjective in nature and unstructured, I have to follow this technique. The research requires interpretivism by collecting data from the respondents with an in-depth interview and interpreting it according to the view of the respondents. The quantitative research method is applicable when the researchers find the research problem distinct and structured that can be explained with a set of dependent and independent variables and the variables can be measured with matric and non-metric using interval or ratio scale. This type of research method highly results-oriented and contributes to the decision making process of the researcher. The quantitative research thus is used in the conclusive research mainly using deductive approach (Malhotra, et al. 2012). On the contrary, qualitative research can be used in all format but highly effective when the sample size is small and the problem is unstructured (Burns, et al. 2012). The researcher provides a podium for the respondents with some clues to discuss on. The researcher assesses the answers of the respondents, examines them, records the relatable part of the discussion and creates a pattern analyzing the opinion of all the respondents (Kozinets, 2012). Therefore, this method is prominently used in interpretivism and realism philosophy. To use the inductive research approach, there is no alternative to conducting qualitative research and the requirement of the exploratory research also supports qualitative research. The circumstances when the researcher goes for finding pattern or concept for an unstructured problem and has to profoundly understand the attitude of the target population, this method works better than quantitative research (Malhotra and Birks, 2011). This method cannot show the result of the research in graph rather use narrative or thematic style to show the result effectively (Chinshall, 2012). However, my research comprises an intensive discussion on the issue of flexible work practices where the organization used to empower the employees and provide them with the freedom of making decision. To examine its effect on the performance of the employees, I have chosen the hotel industry of the UK that is highly dynamic in nature and culturally diversified. It is challenging to know the opinion of the employees works in hotel across the country or even across the capital city London. Therefore, using the qualitative research method, I have decided to take in-depth interview of a small but representative number of respondents to evaluate my research problem and shows their views and opinion on this purpose. The employee engagement is now far dependent on the employee empowerment and freedom of designing job that is called job crafting. However, a justification on choosing this method over the conventional method that is quantitative method is further illustrated in the following discussion. 
[bookmark: _Toc19191507]Easier one: 
I have found qualitative research easier while conducting my research as a number of factors have contributed to the effectiveness of using flexible work practices to improve employee performance in the hotel industry of the UK. The literature review has mentioned that a number of variables have direct impact on the successful implication of the flexibility at work in the hotel industry that will make the research more complex and the error rate must be high. Moreover, it is more difficult to reach a huge number of employees to collect the information and they can hardly agree to provide such intensive discussion on this issue. The rate of scattered opinion and high difference will be found in the larger sample size (Aaker, et al. 2012). Another issue is recording and analyzing this huge number of response; this process may increase the error rate further because of the limitation of the researcher. The higher error rate demolishes the validity of the research findings (McDaniel and Gates, 2014). 
On the other hand, I have used qualitative research that requires a small number of respondents to consider but obviously the knowledgeable employees have to be chosen. Using simple random sampling technique, I have selected my respondents from London. I have used the in-depth interview technique to collect data from them with a set of an open-ended question. Using thematic analysis technique, I have planned to assess the results or opinion of the respondents and consider only the relevant information that they have provided while taking interview. Reaching a small number of employees was easier for me and fortunately, they have agreed to provide me with enough time to make my research successful. Their cooperation and the constructive and coherent set of questions will have contributed to the successful completion. I have to observe employee attitudes and educate them well to regulate the information to be relevant to my discussion. The interactive communication facilities and the influence of the researcher on the respondents will help to improve the availability of the required information.  
[bookmark: _Toc19191508]Preference in my doctoral research: 
I prefer qualitative research over quantitative research method to my doctoral research as it seems easier and more valid to me to conduct research on this issue. My research requires the exploratory research design to be followed and this design compels me to follow the inductive approach. To conduct research using inductive approach require to use qualitative research. I have to observe the respondents while taking in-depth interview and create a pattern with their answers and suggestion and the residuals or the highly differentiated opinion must be ignored. The proven pattern will contribute to building a new concept that will support that the flexible work practice is going to improve the employee performance with the job crafting facilities and employee empowerment opportunity that will contribute to their personal development process. However, I have avoided using the quantitative research approach in spite of the research requires to consider a large number of employees to assess the effectiveness because I cannot reach the required number of employees and all of them are not going to answer on this huge number of variables defined in the literature review section. Another most noteworthy reason is unstructured nature of the problem. Considering all of these issues, I have preferred qualitative research to conduct my research and meet the aim and objectives. Easier process of conducting the research and evaluating the result has actually motivated me to choose this option. It is also more effective in case of building new concept or proving an established concept. 
[bookmark: _Toc19191509]Similarities and differences between them: 
Qualitative and quantitative research have some areas where they have similar attributes in spite of having significant dissimilarities (Ilieva, et al. 2012). Both of them can use secondary or primary data collection technique and their main difference in the representation of data (Hirschman, 2011). 
[bookmark: _Toc19191510]Similarities: 
Both the qualitative research and quantitative research can be applied inconclusive research to find solution for distinct research (Cadler, 2012). The researcher has collected data from the respondents directly with a set of questions (Punj and Stewart, 2011). In both cases, the researcher can follow traditional sampling method and same target population (Carson, et al. 2011). Quantitative research and qualitative research can be used appropriately in both inductive and deductive research approach (Zikmund and Babin, 2011). They can equally be used in positivism research philosophy and any of the research strategies can be used to conduct qualitative and quantitative research (Parasuraman, et al. 2010). 
[bookmark: _Toc19191511]Differences: 
Qualitative research is used the investigation contributing to building understanding of human and social science in order to find the attitude and behavior of the target population (Boyd, et al. 2011). This type of research is holistic in nature and used in subjective cases mostly (McDaniel and Gates, 2014). On the contrary, quantitative research is used in objective decision making and particularistic in nature (Despande, 2011). This research method identifies specific issues that can affect the decision making process, evaluate their correlation with the statistical tools, and present the result in graphs and charts (Zikmund and Babin 2011). However, in case of conclusive research, the quantitative research is used mostly whereas in exploratory research only the qualitative research is appropriate and actually this is the reason why I have chosen qualitative research approach to conduct my research (Hair, et al. 2012). While selecting respondents in qualitative research, the researcher must consider the quality of the respondents whether they are educated about the aims and objectives of the research and they are willing to contribute to the successful completion of the research (Wilson, 2011). On the other hand, as a large number of respondents is mostly considered in quantitative research, the researcher can use random techniques to select and high deviation in the opinion of smaller number of respondents slightly affects the result (Kumar, et al. 2010). 
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