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[bookmark: _Toc233237751][bookmark: _Toc233379693]Introduction
A major people management issue is the increasing demand for flexible working as employees want more control over when, where, and how they work. In the UK, any employee can request flexibility from day one in a job, so the business must look at ways to manage such arrangements fairly (Great Britain, 2023; Acas, 2024). But this is a different context than the hybrid office workplace. Given that most roles within a grocery retailer demand a physical presence and require shift coverage with customer contact, a practical flexibility provision might comprise shift swapping, part-time hours, compressed work weeks, and variable start and finish times. 
The people-related dilemma is that, rather than enhancing productivity and employee morale and increasing availability, flexibility could cause staff shortages and inequalities in service delivery and place an additional burden on co-workers. 
As current evidence of effectiveness is predominantly from professionals working from home, the relevance to UK store employees is limited, and it is worthwhile considering a major retailer like Morrisons, where it could potentially aid retention, wellbeing, and performance.
[bookmark: _Toc233237752][bookmark: _Toc233379694]Research aim
To explore the relationships between Morrisons’ employees' self-reported productivity, motivation levels, and their availability to work flexibly.
[bookmark: _Toc233237753][bookmark: _Toc233379695]Research objectives
1. To explore which flexible work options were available to and were used by Morrisons employees. 
2. To explore levels of motivation and productivity in workers.  
3. To examine if there is a correlation between motivation levels and availability/use of work flexibility. 
4. To explore whether the perceived manager trust and work-life balance mediate this relationship.
[bookmark: _Toc233237754][bookmark: _Toc233379696]Research questions

1. What kind of flexible working practices are implemented by and at Morrisons? 
2. How do employees evaluate their productivity and motivation?
3. What relationship(s) are there between productivity, motivation, and flexibility?
4. How do these results tie back into managerial trust and work-life balance?
[bookmark: _Toc233237755][bookmark: _Toc233379697]Literature Review
There are several types of arrangements to alter the time, place, or method in which a worker provides their contracted labour; examples include: flexitime, part-time work, compressed hours, job-sharing, homeworking, and informal shift exchanges. However, if flexibility is considered as one broad idea, significant differences between forms of flexibility may be overlooked. For example, whilst flexibility of shifts may enable workers to deal with children, dependent relatives or transport problems, homeworking may reduce the commute and may enhance concentration; this difference is clearly pertinent to the food retail sector, where most of the work in stores is customer-facing and demands physical presence. 
Several different theoretical perspectives are offered to guide this research, such as Self-Determination Theory. 
Decid and Ryan (2000) argued that workers will experience greater interest motivation when their work fosters relatedness, competence, and autonomy; thus, flexible hours arrangements may promote autonomy by giving workers greater control over their working times and may reduce work-life conflict. Flexibility might, however, prove to be a less beneficial tool if access is skewed, managerially controlled, or perceived as inequitable. Gagn and Deci (2005) stress the importance of autonomy-supportive managers in ensuring that the quality of implementation, rather than policy existence, is key. Also relevant is the Job Demands-Resources paradigm, as espoused by Demerouti and Bakker (2011); it proposed that resources such as autonomy and managerial support will lead to engagement and buffer the harmful effects of demanding work; hence, it is possible that flexibility might reduce strain and increase work-life balance. 
Conversely, unplanned changes to schedules, understaffing and reductions in workloads could create additional demands. 
In terms of these theoretical lenses, flexibility’s role in improving work motivation and productivity depends on managerial support, employee control, and perceived justice. Research findings are generally positive, although dependent on the situation. A meta-analysis by Ipsen et al. (2021) found that teleworking correlated with increases in job satisfaction and autonomy and minor performance improvements. 
Oakman et al. (2020) also reported that the nature of manager-employee relationships, job design, and the amount of remote work affect results. These papers primarily focus on professional and/or office workers and thus cannot be fully generalisable to supermarket employees, who cannot telework. Bloom et al. (2015) conducted a more robust study on a Chinese call centre with randomised homeworking, showing productivity enhancements. 
But the study only focused on the workplace, not flexible work-based options, and the findings may not apply directly to grocery retail, where maintaining staffing levels, customer contact, and teamwork is crucial. 
Work satisfaction and favourable links with work arrangements have been demonstrated by Wheatley (2017), who utilised a British household-level dataset, but also highlight gender differentials in access and outcome: an uneven distribution of such opportunities will exacerbate inequalities. Research on the performance case for flexibility is more controversial. A systematic review by De Menezes and Kelliher (2011) identified inconsistent outcomes due to differing definitions, cross-sectional study designs, and self-reported performance measures. Chung and van der Lippe (2020) argued that flexible workers had greater loyalty but that they also increased their workload, and this could impact sustainable performance improvements if greater output necessitates greater effort. 
Current literature predominantly explores teleworking, professional jobs, and a mixture of industries, whilst front-line UK grocery retail has been afforded less attention. Few studies make a distinction between the use, perceived availability, control over, and fairness of flexible work. Taking a lead from Self-Determination Theory and the Job Demands-Resources models, a potential Morrisons study would fill this gap by investigating flexible hours and work arrangements in terms of motivation, employee-reported productivity, work-life balance, stress, trust, and managerial support.
[bookmark: _Toc233237756][bookmark: _Toc233379698]Research Methodology
[bookmark: _Toc233237757][bookmark: _Toc233379699]Research philosophy
This study will therefore be conducted from a positivist philosophy as the aim is to develop quantitative data and produce variables that can be quantified, measuring various statistical relationships. Quantitative research is acceptable if ideas are transformed into measurable variables to make systematic and objective analysis of relationships possible (Bhattacherjee, 2012). This is appropriate as the variables which this study intends to measure are the workers' access to flexible scheduling and assess its relationship with productivity, motivation, work-life balance, and management support.
We will adopt a deductive approach. The questionnaire design and analysis will be underpinned by the Job Demands-Resources model and Self-Determination Theory, suggesting that employee-controlled flexibility can reduce work stress and increase levels of autonomy, trust and work-life balance. The study seeks to test whether these predicted relationships exist among the employees of Morrisons. The deductive approach is appropriate because this study will start with existing theory and will test theoretical predictions in relation to a given situation with empirical evidence (Creswell and Creswell, 2023).
[bookmark: _Toc233237758][bookmark: _Toc233379700]Research approach
This research using a deductive approach. The questionnaire and subsequent data will be structured around Self-Determination Theory and Job Demands-Resources theory. These two theories suggest employee control flexibility will increase autonomy, trust, and work-life balance while decreasing stress. 
This research seeks to confirm or contradict these hypothesised correlations in relation to Morrisons employees. The use of deduction is suitable as the research begins with established theory, using evidence to support, contest or refine theoretical propositions in a specific context.
[bookmark: _Toc233237759][bookmark: _Toc233379701]Research methodology and data collection
A cross-sectional, quantitative design will be adopted. By collecting data on a one-time-only basis via a questionnaire administered online, it will be cost-effective, accessible to employees working different shift patterns, and will provide comparable information about different respondents through standardisation. Approximately 25 closed questions, divided into 5 sections: eligibility & employment profile, provision and utilisation of flexible working, schedule control, trust and managerial support, and outcomes related to productivity, work-life balance, motivation and stress, will be used. 
Attitudes will be assessed on a 5-point Likert scale ranging from strongly disagree to strongly agree. 
Information will be collected on formal availability, current use, and perceived quality of flexible work. While predominantly quantitative, there will be an opportunity for one optional comment section. Initial testing on a survey resulting in 36 valid responses-including self-employed, workers of multiple organisations, and someone under 18-is sufficient as this has not yielded enough response data, is also contaminated with non-eligible participants and serves solely as preliminary test data; better worded, with further qualifying questions (stricter screener will be used), this survey will undergo another pilot with 5 appropriately recruited volunteers to check for usability, clarity and any technical issues before full deployment.
[bookmark: _Toc233237760][bookmark: _Toc233379702]Target population and sampling
Participants shall be selected on-site at some specific Morrisons (UK) stores and are frontline employees and first-line managers. Participants should be 18+ years, employees of Morrisons for at least 6 months, be impacted by schedule or shift considerations (and therefore selected based upon that criteria), but will exclude those involved in the pilot, contract workers, head office, and ex-employees. We aim to send out approximately 100 invitations, aiming for 80 valid responses, purposive convenience sample (convenience selection makes sense given access to a staff list is improbable, but purposeful ensures criteria are met). Participants will be recruited through e-mail (to their store e-mail address) or by poster/QR codes (pending manager permission) but will receive no manager information.
[bookmark: _Toc233237761][bookmark: _Toc233379703]Data analysis
The Data will be output into SPSS and Microsoft Excel. A cleaning procedure will include searching for those finishing too quickly, variable recoding, removal of non-valid cases; check missing data (Free Software Foundation, 2023). Frequencies and percentages will be used to summarise participant profiles and working time flexibility; the scale will be used to summarise the mean and standard deviation. (Diez, Barr, and Çetinkaya-Rundel, 2019)
There will be a composite score for productivity, work/life balance, trust, motivation, and work flexibility. Cronbach's Alpha coefficient, about 0.70, will be checked for internal consistency. Pearson product-moment coefficient if the requirements are appropriate, and if not, Spearman's rank correlation may be used. In adjusted for relevant occupation variables, a minimal regression model to address how far flexible work predicts motivation and productivity. Cross-sectional research results are correlated and not causal.
[bookmark: _Toc233237762][bookmark: _Toc233379704]Reliability, validity, and ethics
Reliability supported by internal consistency test, pilot test, standardisation of scale, and uniform instructions. Content validity will be enhanced by linking questions to the objectives, theory, and literature. 
Social desirability will be reduced using neutral language and anonymous answers. 
Before hiring, organisational gatekeeper approval will be obtained, followed by university ethical committee approval. Participants will be given an information sheet and asked for informed consent. At any time up to submission, the option to withdraw is given, and participation is entirely voluntary. Manager details, store identifiers, employee numbers, and names will not be collected. 
Data will be handled according to UK GDPR standards and stored securely and will only be accessible by the investigator and the supervisor. 
Data will be destroyed in line with university regulations. As the topic of work stress and work/life conflict might be difficult, participants should be 18 years or over; information support will be available.
[bookmark: _Toc233237763][bookmark: _Toc233379705]Limitations
[bookmark: _Toc233237764]Sampling bias: “convenience sampling and chosen shops mean that generalisability may not be possible.” Employee selection bias: Extremely positive/negative customers may be more likely to self-select.” 
Project Plan and Timeline
The project will take 12 weeks to complete in a series of overlapped but managed stages. Weeks 1-2: Determine overall project, research, and theoretical foundation. Start questionnaire design and ethics application as early as Week 3 so as not to unnecessarily delay the recruitment process. 
Week 1-4: literature review 
Week 4: apply for ethical approval
Weeks 4-8: A small pilot will occur on Week 5. 
Adjust the questionnaire before the data collection period in Weeks 6-8. Commence data cleaning on the final week of data collection to allow statistical analysis to begin as soon as possible. Weeks 9-11: The primary focus will be the analysis, interpretation, results, and discussion of the data. Complete and write the conclusion and implications in week 12.
Week 12: Finalise, proofread, and check alignment between research questions and proposed analysis. 
Work in each week will be measured against the project Gantt chart. There is some contingency included in weeks 8 and 12 in case there is a problem with, for instance, recruitment, missing responses, difficult analysis issues, or final formatting.
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