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[bookmark: _Toc225717656]Abstract
High employee turnover is an issue of critical concern in the private healthcare industry where medical professionals are faced with high levels of job stress and working life conflict. This study aims to critically analyse the precise effect of flexible working hours on enhancing a better work-life balance and the steep reduction of turnover intentions in this demanding clinical setting. By embracing a pragmatist philosophy and a deductive approach, the research will effectively apply a mixed-methods case study design. The turnover intentions will be measured statistically using quantitative data collected by structured surveys provided to frontline medical staff. Also, the qualitative data will be collected through semi-structured interviews of human resource managers in order to understand operational implementation issues that are more complex. By being ethically compliant, this extensive research will equip the leaders of private healthcare organizations with practical, evidence-based human resource policies to increase staff retention. Moreover, it will improve workplace performance and eventually maintain high quality patient care delivery on a consistent basis.
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[bookmark: _Toc225717658]1.1 Background Context 
The private healthcare industry is a very stressful and demanding environment where medical personnel are under constant pressure of high workloads and emotional stress. The idea of work-life balance in recent years has turned into a pressing need, not luxury, among the employees working in this field (Aman-Ullah et al., 2024). It is quite common that healthcare professionals may have difficulties in balancing their personal and professional lives. This directly affects their general well-being and job satisfaction. Therefore, the contemporary private hospitals, such as in in Swansea, Wales, are currently considering flexible working setups as a strategic method of assisting their employees. Flexibility in scheduling, including a shift arrangement or part-time possibilities, has been identified as a possible way to make employees happier in a clinical environment (Yugi et al., 2023). To create sustainable human resource practices in healthcare, it is important to understand how these flexible working hours can affect the daily lives of medical personnel.
[bookmark: _Toc225717659]1.2 Statement of the Research Problem 
Regardless of the increased awareness about the well being of its employees, the rate of turnover among the employees remains high in the private healthcare organizations. One of the primary contributors to this turnover intention is the ongoing conflict between workload and personal life which often contributes to burnout among the medical professionals (Suifan et al., 2016). In cases where healthcare workers fail to establish a satisfactory work-life balance, they will be less committed to the organization. That is why they leave the service sector altogether (Amin, 2022). Although the general literature indicates that flexible working schedules may alleviate this problem, there still exists a gap in knowledge regarding how these policies directly contribute to retention and balance in everyday life within the confines of the private medical industry. The private lives of medical staff are affected by various factors that are complex in nature, such as unpredictable patient needs and shift structures (Czerwińska-Lubszczyk and Juraszek, 2024). Thus, this study explores this important issue to identify whether flexible hours indeed alleviate turnover in this particular high-stress setting, by focusing on the context of private hospitals in Swansea.
[bookmark: _Toc225717660]1.2.1 Research Aim 
The aim of this research is to explore and measure the extent of the impact of flexible working hours on work-life balance and employee turnover in the private healthcare sector.
[bookmark: _Toc225717661]1.2.2 Research Objectives 
1. To determine the degree at which flexible working hours enhance the work-life balance among employees working within the private healthcare organisations in Swansea.
2. To test the direct correlation between the presence of flexible working arrangements and the decrease in the rates of employee turnover in the private medical sector in Swansea.
3. To determine the practical issues and obstacles that human resource managers and healthcare leaders encounter when they seek to introduce flexible working policies in a highly demanding and patient-oriented setting.
[bookmark: _Toc225717662]1.2.3 Research Questions
1. What impact do flexible work schedules have on the general work-life balance of the employees in the private healthcare industry in Swansea?
2. What are the particular effects of the flexibility in working arrangements on reducing the turnover intention of employees in these private medical institutions in Swansea?
3. What are the operational and managerial issues that private healthcare leaders face in their attempts to successfully implement and enforce flexible working policies on their employees?


[bookmark: _Toc225717663]2. Literature Review
[bookmark: _Toc225717664]2.1 Background of Flexible Working Arrangements 
The concept of flexible work management is conventionally considered a simple tool of operations. On the other hand, modern sources present it as a part of the well-being of employees and organizational safety (Wang, 2021). In the contemporary workplace setting, the introduction of flexible work arrangements is radically changing the management of human resources. As Daniyal and Sheikh (2026) highlight, flexible working hour arrangements directly influence overall job satisfaction in different industries, establishing the grounds where employees feel trusted and appreciated. However, Rehman and Siddiqui (2019) provide a critical comparison to the perspective and consider that the relationship is not purely direct. Instead, they hypothesize that the beneficial impact of flexible scheduling is strongly mediated by the actual work-life balance attainment. This implies that merely creating a policy on flexible hours is not, in itself, enough when the overall organizational culture fails to reflect the real-life implementation of personal and professional time, which creates a serious gap between policy formulation and effective execution.
[bookmark: _Toc225717665]2.2 Importance of Flexible Working in Healthcare 
The private healthcare industry is a unique hyper-demanding industry that works round the clock and causes enormous psychological and physical pressure to the employees. As Vaidya and Bedi (2025) observe, the high levels of job stress associated with clinical practice environments render flexible work structures much more important than in the typical corporate context. Nonetheless, the implementation and influence of these arrangements tend to vary radically across the demographic. An example of this is that Shabir and Gani (2020) emphasize in their structural modeling that work-life balance has a specific and strong influence on the organizational commitment of female healthcare workers, who often must balance uneven family duties with their challenging clinical practice. Moreover, efficient adoption of these flexible practices is not just a question of worker comfort. It is operationally and strategically connected to the overall health worker productivity, which implies that flexibility is not a regional human resource benefit but a system-wide contributor to overall hospital efficiency (Ibrahim, 2019).
[bookmark: _Toc225717666]2.3 Overview of the Private Healthcare Context 
The commercial, regulatory and quality demands in the private medical sector are different than those in the public healthcare facilities. The problem of staff attrition and retention in the context of private healthcare businesses has persistent and unique aspects since it should maintain a constant balance between high-profitability rates and the provision of high-quality patient care (Lv and Rani, 2023). In such a competitive environment, perceived quality of work life serves as a determinant of turnover intention of an employee. Thus, to sustain the quality of its services, the private health care unit is forced to focus on employee well-being as much as possible (Nayak, 2016). This dynamic is supported by recent empirical data that specifically explores the issue of the work-life balance in the private hospital setting. It shows that the creation of a strong work-life balance is associated with an increase in the level of active engagement of employees (Aliyu et al., 2025). This increased interest is what eventually gives the private institutions a competitive advantage they need, as the highly qualified medical practitioners will not be attracted to work elsewhere.
[bookmark: _Toc225717667]2.4 Theoretical Background of Work-Life Balance and Turnover 
On theoretical grounds, the interplay between environmental job stress, personal life integration, and final decision to leave an organization is a complicated phenomenon that needs to be analyzed carefully and with multiple aspects. Prabhu et al. (2026) show that a direct combination of high job stress, along with a declining work-life balance, exponentially increases turnover intention in healthcare workers, which amplifies the overall negative impact on retention. Developing on this conceptual premise, Ahmed et al. (2020) offer strong structural grounds in their argument that only successful use of work-life balance as a fundamental mediating process can facilitate long-term employee retention. This suggests that policy in itself cannot keep employees without making their everyday lives substantially better. Unlike perceiving scheduling flexibility as a universally applicable solution, Nkanata et al. (2021) present an extremely critical moderating variable to this conceptualization. They present strong arguments that the effectiveness of flexible work arrangements in proactively reducing turnover is strongly dependent on the perceived organizational support. When medical personnel believe that the use of flexible arrangements is implicitly disapproved by or punished by the management of the hospital, the hypothetical gains on staff retention are entirely failure. This conceptual conflict demonstrates that the work-life balance can never be achieved in isolation. However, it must involve a comprehensive integration of organizational psychology, enabling leadership actions, and realistic scheduling flexibility, to successfully interrupt the mental process that results in job dissatisfaction.
[bookmark: _Toc225717668]2.5 Impact of Flexible Working on Employee Turnover 
One of the critical themes of current literature in human resource is how flexible schedules are proactively used to retain employees. According to Bijukchhe (2025), the work-life balance is possibly the most decisive factor in retaining employee in private companies and it is a cornerstone in making employees stay attached to the firm. As soon as the employees are given the opportunity to control their time, the willingness to find another job declines considerably. To confirm this view, Shilpakar et al. (2024) underline that the correlation between flexible working patterns and decreased turnover intention is not accidental but is highly mediated by employee engagement. They indicate that flexibility will draw the staff into a feeling of being respected. This increases their psychological involvement and eventually reduces turnover. But when it is seen in a wider geographical and cultural perspective, a crucial point of contrast arises. In a study of Central and Eastern Europe, Berber and Slavic (2019) found that although flexible working arrangement tends to lower turnover, the success of these policies varies considerably according to the economic peculiarities of the area. This means that flexibility is a strong retention strategy, but it is not a panacea. Its effectiveness greatly relies on the local cultures of the workplace and the level of engagement of the employees. Thus, healthcare leaders in the private sector cannot just copy the flexibility models used in other industries and anticipate quick turnover reductions without customizing it to the unique psychological requirements of their employees in the medical sector.
[bookmark: _Toc225717669]2.6 Impact of Flexible Working on Work-Life Balance 
The immediate impact of flexible work schedules on the attainment of a desirable work-life balance has been extensively recorded. Nevertheless, results differ drastically when it comes to particular demographic and professional industry. With regard to medical professionals, Dousin et al. (2019) discovered that work-life balance is a direct determinant of employee job performance and general satisfaction among doctors and nurses indicating that flexibility is a key to clinical competence. This is especially important to female practitioners. The systematic review by Rao and Shailashri (2021) notes that working in the medical field as a woman is characterized by exceptionally high work-life conflict because of socially established expectations. Flexible working hours are not an option but a prerequisite to remain in the profession.
Moreover, the working environment may have a significant impact on the sense of balance. Obina et al. (2024) found that the perceived work-life balance factors related to health workers are strongly interlinked with the operational pressures of the facilities. Even with flexible policies, large patient loads may undermine the personal gains of a flexible schedule. In order to get a full picture of this dynamic, it is helpful to compare healthcare with other demanding industries. For instance, Das and Khushwah (2015) have shown that the work-life balance programs in Indian insurance organizations considerably enhanced employee satisfaction and retention. This comparison critically highlights that work-life balance in healthcare involves much more than the manipulation of schedules. It requires a shared basis of minimisation of the ongoing, chronic stress seen in medical settings.
[bookmark: _Toc225717670]2.7 Challenges Leaders Face with Implementing Flexibility 
Regardless of the established benefits, flexible working hours in a continuous clinical setting pose an extreme challenge to the operations of healthcare leaders. According to Kangogo and Wanambiro (2019), though flexible work hours contribute to the organizational commitment of employees in hospitals, managers are frequently unable to retain a sufficient number of staff during the medical emergency periods. The uncontrollability of patient care often conflicts with the perceived flexibility that the staff are supposed to have, which presents administrative tension. Furthermore, Okemwa (2022) notes that the effectiveness of work-life balance programs in enhancing nurse commitment tends to be undermined by inadequate managerial implementation and insufficient resources. Leaders also struggle to get the top management to agree to their flexible schedules because they are concerned that quality and consistency of monitoring patients and their care would be put at risk. Accordingly, the main problem of the human resource directors is not the development of the flexible policy, but the ongoing need to balance the inflexible needs of patient healthcare with the personal requirements of the employees to arrange their schedules.
[bookmark: _Toc225717671]2.8 Existing Research in Healthcare and Related Industries 
The existing literature is quite solid on the topic of the intersection of flexibility, retention, and performance in medical settings, but there are areas with certain gaps. Nanyanga et al. (2025) present a strong argument showing that successful work-life balance solutions are the direct predictors of nurse retention rates, and systemic changes in policy need to occur in hospitals. In the same light, Gautam et al. (2025) confirm that work-life balance can significantly reduce turnover intentions among the nursing staff as a result of higher job satisfaction. Beyond retention, Wairia et al. (2025) affirm that effective strategies of work-life integration actively promote clinical performance and overall productivity of health practitioners. Nevertheless, despite these studies having overwhelming evidence of flexibility arrangements, the majority of studies pay much attention to the general private enterprises or public hospitals. The absence of critical, localized studies that specifically examine the functioning of these dynamics in the context of the high-stress, profit-driven settings of the private healthcare sector directly shows the necessity of this particular mixed-method case study. Moreover, this study will particularly focus on the private hospitals and clinics in Swansea, Wales, where healthcare is gradually growing.


[bookmark: _Toc225717672]3. Research Methodology
To describe the methodology of this study, Saunders’ research onion model will be used. This model structurally describes the methodology, starting from the philosophy to the data collection and analysis methods (Sahay, 2016).
[bookmark: _Toc225717673]3.1 Research Design 
In this research, a mixed-methods design is formally adopted to explore the specifics of the private healthcare sector. The clear research methodology will provide the critical examination of flexible working hours, work-life balance, and employee turnover. This mixed method study will make the analysis more organized and rational, compared to the other mono-method studies (Melnikovas, 2018). The fundamental structure of this unique design is based on the integration of both numerical data and highly contextual human experiences (Saunders et al., 2019). The quantitative and qualitative data will be analysed separately at first. Then the results of both types of analysis will be integrated under a critical discussion. Such a mixed-methods case study will help understand the general statistical patterns of turnover intentions among employees and specific and personal scheduling issues of healthcare management (Leavy, 2020). It is the strategic combination of the qualitative and quantitative approaches that will allow comprehensive results.
[bookmark: _Toc225717674]3.2 Justification for Using Mixed Methods 
The main philosophical basis of this study is pragmatism. Pragmatism puts a strong argument that the research question is the most crucial determinant of the research philosophy (Bickman and Rog, 2009). It gives the researcher complete liberty to adopt any qualitative or quantitative method they consider to be most appropriate in addressing immediate practical issues (Legg and Hookway, 2008). When it comes to the tough reality of medical healthcare turnover, a strictly philosophical discussion about methodology is much less useful than proactively identifying practical solutions to enhance the work-life balance (Godfrey-Smith, 2015). It renders pragmatism the best option to apply in this case study. Through this philosophy, the research can successfully cross over the strict frames of the quantitative or purely qualitative paradigms. Therefore, it allows a more flexible, realistic, and comprehensive exploration of the contemporary issues of human resource (Shusterman, 2016). Firmly based on this pragmatic philosophical basis, the research is designed with a deductive approach. A deductive approach will always start with proven theories. In the particular example, it begins with the available theoretical models that relate the work-life balance, flexible working hours and staff retention. Next, the procedure is developed to test them directly using carefully collected empirical data (Kumar and Ujire, 2024). The given method is particularly efficient in testing a developed measurement model in absolutely new settings, including the usage of general theories of corporate turnover in particular contexts of the high-pressure and high-stress environment of the private healthcare sector (Elias, 2012). Moreover, a systematic deductive method also contributes significantly to organizing the whole study in a logical way (Sinaga et al., 2023). Thus, a combination of pragmatic philosophy and deductive mixed-methods approach proactively offers an exceptionally strong and flexible framework. It enables the study to test statistically whether flexible hours actually alleviate turnover and also examine the human dynamics behind the success or ultimate failure of such special hours in high-stress clinical environments.
[bookmark: _Toc225717675]3.3 Evaluation of Methods 
This study is designed as a mixed-methods study in order to cross-verify the data obtained systematically, which is referred to as triangulation. The major methodological advantage of this particular design is that the quantitative statistics of the survey and the qualitative interview stories support each other directly. As a result, such a two-step strategy can guarantee that the ultimate research results on employee turnover are far more resilient, dependable, and highly contextualised than those obtained by adhering to one method. Nonetheless, the major inherent drawback of this design is that the process of both mass employee survey and in-depth managerial interview is incredibly time-consuming. Collecting and processing two very different datasets, at the same time, would impose a significant burden on the normal academic timetable (Dickson, 2025). To effectively overcome this particular methodological shortcoming, the research shall strictly follow the project schedule. Moreover, the research will intentionally keep a very practical, manageable sample size that effectively compromises between academic rigour and real-life time limitations. The study will maintain the pragmatic methodology by being attentive to these intrinsic constraints at the early stages of the research design. In addition, the integration of two types of datasets might create a problem. 
[bookmark: _Toc225717676]3.4 Data Collection Methods 
Primary data will be gathered by adopting two well planned data collection techniques that will be thorough in answering the research objectives. To begin with, the quantitative stage will deploy online survey, which will be digitally designed and delivered through Google Forms to the specific target audience, such as frontline doctors and nurses. The use of survey is decided by the fact that it offers a very effective and standardized method of quickly measuring multi-faceted employee attitudes and attitudes towards their work-life balance on a daily basis (Groves et al., 2011; Weisberg, Krosnick and Bowen, 1996). A standardized academic survey will directly enable the research to gather objective numerical data on the precise turnover intentions of the medical workers in different departments of the hospitals (Nardi, 2018). Second, the qualitative stage will involve carrying out face-to-face, semi-structured interviews with human resource managers and departmental leaders of the private hospitals (Karatsareas, 2022). The given qualitative approach is justified by the fact that it actively enables the researcher to pose a set of basic questions and at the same time give the managers the needed freedom to further elaborate on any unanticipated issues in the scheduling or failure of the policy (Petrescu et al., 2017). To keep these professional conversations most narrowly focused on the main case study problem, the researcher will prepare and adhere to a specific qualitative interview guide (Naz et  al., 2022). This flexible interviewing method is effective in ensuring that the study adequately contextualises and comprehensively learns the diversified, complex operational issues that healthcare leadership constantly encounters during their efforts to implement flexible hours (McIntosh and Morse, 2015). The data collection plan, which involves both online surveys and personal managerial interviews, will ensure an extremely comprehensive inquiry into the private health market. This guarantees that the data captures both the general statistical data of the whole work force and the administrative specifics of the hospital management staff.
[bookmark: _Toc225717677]3.5 Sampling Method and Target Population 
The study target population is comprised of frontline medical staff and human resource managers currently working in the private healthcare industry. In the case of the quantitative survey, convenience sampling will be used. It will intentionally pick the specific 100 frontline healthcare workers, both active nurses and doctors. The convenience sampling is particularly selected and defended due to heavy, unpredictable schedules of medical professionals, which is the most viable and realistic approach to acquire enough data in a short period (Farrokhi and Mahmoudi-Hamidabad, 2012). On the other hand, with respect to the qualitative interviews, the purposive sampling will be used to identify only four human resource managers or heads of departments in the study. The justification of this particular non-probability sampling, used in this study, is the deliberate selection of highly experienced people with direct, practical experience in the field. Such specific choice ensures that high-quality and intensely relevant managerial insights are gathered (Rai and Thapa, 2015). 
[bookmark: _Toc225717678]3.6 Tools for Data Analysis 
The research data obtained will be subject to systematic processing with the help of two different analytical frameworks. Data collected in the quantitative survey among the 100 medical professionals will be analyzed with strict use of statistical software (Cramer, 2003). The analysis will utilize simple statistical tools, such as descriptive and inferential statistics. Descriptive statistics will be utilized to clearly describe the professional background and demographic trends of the participants of the study hospital (Ali and Bhaskar, 2016). Also, correlation analysis will be used to mathematically demonstrate the precise statistical correlation between the presence of flexible working hours and the intention of the staff to resign. The thematic content analysis will be applied to the qualitative data collected from the four interviews with the managers (Graue, 2015). The researcher will carefully transcribe the verbal interviews into written forms and code them in a systematic manner to determine the most common themes on the barriers to implementation (Lacey and Luff, 2001). This is a systematic analysis process, which is effective in converting the complicated oral expressions of the hospital managers into structured responses (Sgier, 2012). Collectively, these specialized tools will offer an exceptionally comprehensive, evidence-based, understanding of the overall research problem, which directly responds to all set objectives.
[bookmark: _Toc225717679]4. Ethical Considerations
This research will seek official ethical consent of the university before any primary data is collected. The research is guided by the General Data Protection Regulation (GDPR) protocols to ensure data privacy of all the participants (Dove, 2018). All the 100 survey respondents and the 4 human resource managers interviewed will be given a clear participant information sheet and a formal consent form to make them well aware of the objectives of the research. The quantitative questionnaires will be anonymous in order to ensure privacy. Also, the qualitative interview transcripts will be pseudonymized to ensure that the identification of participating managers and their respective privately owned hospitals is not possible (Zhang et al., 2025). Each of the participants has the unrestricted right to drop out of the study at any moment without any explanation. Lastly, all digital survey data and audio of interviews will be saved in a password-protected computer. This sensitive information will be erased forever when the research is finally graded.
[bookmark: _Toc225717680]5. Resource Implications and Time Plan
[bookmark: _Toc225717681]5.1 Resource Needs 
The effective completion of this mixed-methods case study is impossible without the correct utilization of particular resources. This makes this research very rigorous and efficient.
Financial Resources: The study is aimed at a high cost-efficiency level. In the quantitative part, the questionnaires are to be sent to the medical staff by using free digital survey tools such as Google Forms. This totally removes the normal printing and postal expenses (Grubert, 2017). Nevertheless, it is highly suggested that a modest budget will be used to purchase sophisticated transcription programs. Typing the qualitative managerial interviews by automated software will save a colossal amount of time and reduce human errors. As a result, the thematic analysis will be very accurate. Moreover, in case any of the healthcare managers at the personal level want to have face-to-face interviews, the final budget should cover minor travel costs to the hospital locations.
Time Resources: Time is an extremely important constraint of this project. Both surveys and interviews require extremely strict time arrangement to make sure that neither the survey delivery nor the transcription of the interviews will lag (Dickson, 2025). The project operates within a strict schedule and every deadline will need to be observed and followed exactly. Otherwise, the research is bound to fail. Unless time is well managed initially, the drastically slow qualitative coding of the transcripts may hamper the final submission deadline.
Human Resources: The most crucial aspect of this study is people. The methodology extensively relies on the volunteering of very busy medical professionals and human resource managers to take part (Hudelson and World Health Organization, 1994). To access such a target group, it will be necessary to engage in proactive professional networking and show a profound respect towards the daily clinical tasks of them. Moreover, the advices from the supervisor is an important human resource. The supervisor offers much needed advice on the methodology, and makes sure that the whole project is continuously held together on the golden thread of alignment.
[bookmark: _Toc225717682]5.2 Time Plan 
An introduction to this research is given in the first month. In the second month, a literature review is conducted to find the gap. In the first week of the 3rd month, the methodology for the study will be described in detail. Month three will mark the start of the actual operation, wherein there is a systematic search and proper selection of the appropriate participants in the private healthcare industry regarding the surveys and the interviews. The fourth month will be dedicated to the effective distribution of the digital surveys to the frontline medical staff. The responses to the surveys coming in will be processed instantly with the help of high-quality statistical software. Month five would be a very challenging month of both qualitative and secondary research. The semi-structured interviews with the healthcare managers will be done during this critical time. These qualitative findings will be processed instantly. At the same time, secondary data regarding private hospital will be gathered and analyzed.
In month six, the emphasis is given to the synthesis of all the gathered empirical data. This step involves a profound and thorough discussion of the results to establish the effect of flexible working hours on employee turnover intentions. After this discussion, an official conclusion will be written, and the strategic recommendations to the industry will be developed. Lastly, the seventh month will be purely dedicated to the finalization of the research. This final month is about developing a full academic draft and carrying out all types of analytical revision precisely, based on the critical feedback of the supervisor. Furthermore, it includes proper final editing and proofreading. Finally, the finalized research will be handed in.
	Research Stages
	Month 1
	Month 2
	Month 3
	Month 4
	Month 5
	Month 6
	Month 7

	Introduction
	 
	 
	 
	 
	 
	 
	 

	Literature Review
	 
	 
	 
	 
	 
	 
	 

	Finding Literature Gaps
	 
	 
	 
	 
	 
	 
	 

	Writing the finalised methodology
	 
	 
	 
	 
	 
	 
	 

	Searching and Selecting for Participants
	 
	 
	 
	 
	 
	 
	 

	Performing Survey
	 
	 
	 
	 
	 
	 
	 

	Analysing Survey responses
	 
	 
	 
	 
	 
	 
	 

	Conducting Interviews
	 
	 
	 
	 
	 
	 
	 

	Interpretations of Findings 
	 
	 
	 
	 
	 
	 
	 

	Collecting and Analysing Secondary Data
	 
	 
	 
	 
	 
	 
	 

	Discussion on the findings 
	 
	 
	 
	 
	 
	 
	 

	Conclusion and Recommendations
	 
	 
	 
	 
	 
	 
	 

	Creating a draft and making revisions as per the feedback
	 
	 
	 
	 
	 
	 
	 

	Final Editing & Revision
	 
	 
	 
	 
	 
	 
	 

	Final Submission 
	 
	 
	 
	 
	 
	 
	 


Table 1: Research timeline
[bookmark: _Toc225717683]5.3 Research Outcomes
This study will add new knowledge to the topic of flexible working hours. As this study focuses on the private hospitals and clinics in Swansea and collects data directly from the staff, it will provide the most recent information regarding the impact of flexible working hours on staff retention. With the mixed method study, the study will be able to compare the current original data of the hospital staff with the past findings. Hence, the evidence-based measurable outcome of the analysis will help the HR directors of the hospitals learn the current situations of their staff and take the necessary strategies. They will also learn the exact effect the current flexible working hour has on their staff. Ultimately, with this up-to-date knowledge, hospitals can reduce employee burnout and enhance their staff satisfaction. As a result, this will reduce employee turnover and the quality of their services to the patients. 
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