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An Exploration of the flexible working policy and its impact on employees' motivation, Using DHL as A Case Study.
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[bookmark: _Toc163247219][bookmark: _Toc165365227]ABSTRACT
Flexible working policies, such as control over working hours, can determine employee motivation and engagement. These practices impact employees’ motivation and performance, contributing to organisational productivity. This study explores the impact of flexible working policies on employee motivation at DHL, Barming. The study employed mixed-methods research with a sample size of 51 participants. The data collection was based on a semi-structured questionnaire, and the collected data was analysed using regression analysis and thematic analysis. The study established a positive correlation between flexible working arrangements (FWAs) and employee motivation and performance at DHL. Adoption of FWAs was associated with multiple benefits such as work-life balance, reduced absenteeism and stress levels, and control over working hours. However, the arrangement needs to be improved, as there are communication difficulties, procrastination, and employee isolation. Overall, the study findings contribute to research on FWAs, providing insights and recommendations to organisations.
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[bookmark: _Toc165365228]CHAPTER 1: INTRODUCTION

[bookmark: _Toc152846013][bookmark: _Toc153702276][bookmark: _Toc163247221][bookmark: _Toc165365229]Background
In the past two decades, logistics companies have been progressively introducing flexible working arrangements with the aim of improving work-life balance and reducing stress from commuting (YILDIZ and Aymelek, 2023). According to Botrel (2021), organizations that integrate WFH policies, whereby employees can choose their working hours and location, increased engagement by 65% among employees and better job satisfaction and motivation. This allows the company to achieve higher operational efficiency, timely delivery, cost-effectiveness, and overall customer satisfaction despite enormous demands and tight deadlines (Botrel, 2021). Dalsey Hillblom Lynn (DHL) has always been known for practical employee management, which involves applying the best working conditions to satisfy our customers' expectations. However, the enforcement of DHL's 9-to-5 office presence policy has resulted in high staff discouragement and low levels of stress during work hours. This has led to increased staff turnover in Group-wide by 18.1% and 9.6% turnover in management positions as of 2018 (DHL Group Sustainability Report, 2019).
[bookmark: _Toc152846014][bookmark: _Toc153702277][bookmark: _Toc163247222][bookmark: _Toc165365230]Research Significance
This study provides vital insights that help empower the management of logistics companies to modify work structures through the adoption of adequate working arrangements. It fosters the resilience of a continuously changing company to enhance employee retention, motivation, and organisational performance. 
[bookmark: _Toc152846015][bookmark: _Toc153702278][bookmark: _Toc163247223][bookmark: _Toc165365231]Statement Problem
Enforcement of the 9-to-5 office policy at DHL has contributed to increased stress levels, absenteeism, lower job satisfaction, and poor concentration during designated work hours. This arrangement has been associated with turnover rates in the organisation, where 9.6% was reported in management positions and 18.1% across the entire organisation as of 2018 (DHL, 2019). This policy has negatively impacted employees’ well-being and organisational performance due to reduced motivation and job satisfaction. 
[bookmark: _Toc152846016][bookmark: _Toc153702279][bookmark: _Toc163247224][bookmark: _Toc165365232]Research Objectives
The aim of the study is to explore the correlation between flexible working policies and employees' motivation at DHL. The study was guided by the following objectives:
1. To explore actors influencing the success of flexible work arrangements in organisations. 
2. To assess how the adoption of flexible working policies contributes to increased productivity and job performance at DHL.
3. To evaluate the relationship between flexible work arrangements and employee motivation at DHL.
[bookmark: _Toc152846017][bookmark: _Toc153702280][bookmark: _Toc163247225][bookmark: _Toc165365233]Research Questions 
· What factors influence the success of flexible work arrangements in organisations?
· What aspects of flexible working arrangements are related to employee motivation?
· How has the adoption of flexible working policies at DHL impacted individual and team-level job performance?
[bookmark: _Toc163247226][bookmark: _Toc165365234]Hypothesis
H1: FWAs positively and significantly influence employee motivation and overall job satisfaction. 
H2: FWAs have a positive and significant impact on employee performance and organisational productivity.













[bookmark: _Toc163247227][bookmark: _Toc165365235]CHAPTER 2: LITERATURE REVIEW
[bookmark: _Toc163247228][bookmark: _Toc165365236]Introduction 
Jivan (2017) notes that the FWA is essential to the modern office space. Work-life balance, as well as organizational productivity, have been altered, but the author still needs to capture this in his book. In addition to flexible working policies, investigating myriad complexities of employee engagement and enhancing efficiency in organizations worldwide are the most crucial subject matter. Employees in a global company have known challenges apart from the dilemma of productivity and engagement, just like those observed in the new administrative system. A flexible work environment demands that adaptable working arrangements be put in place as a way of effectively addressing these issues. A flexible arrangement can, therefore, be tailored to fit the divergent needs and choices of the current crop of employees (Jivan, 2017). Technologies such as quality Internet connections and remote work help individuals work from anywhere. In turn, the business environment is experiencing significant changes, which have forced companies to rethink their strategies completely. Atkinson and Sandiford (2016) argued that acknowledgement of FWA's flexible working policies should be viewed not simply as a response to the times. However, it is a process that enables organisations and individuals to construct the modern type of perfect employee who is adaptable, responsive, and high-performing.
[bookmark: _Toc163247229][bookmark: _Toc165365237]Employee Performance, Motivation, and Flexible Working Arrangement 
In recent years, the subject of employee motivation and its influence on organisational performance has become central to business research. It has thus seen attempts to look at how it affects their commitment and ability to perform well at work. This is what stands out in the work of Ahmad et al. (2013), as they used a corroborative research design to examine the link between flexible working arrangements, hours, and employee motivation. This study revealed that flexible working hours are as important as any other working condition that supports employee life outside the workplace. Job performance can also be improved, and job-related stress can be reduced through this process. Consequently, Ahmad et al. (2013) suggest that flexible working hours have a strong positive impact on employee engagement.
Similarly, Weidmann & Hofmeyr (2020), in their work on employee motivation in the workplace, know too well the complexity of their tasks – that of dutifully creating a high-quality and motivated staff. They are using diverse approaches, such as the establishment of an encouragement system and the provision of emotional support to boost spirit and productivity. Despite the core of obtaining performance, these strategies, however, are not the only elements that can lead to the highest levels of motivation. Consequently, Weidmann and Hofmeyer (2020) resolved to examine the relationship between employee motivation and productivity and its role in fostering the working flexibility advocated. Weidmann and Hofmeyer (2020) concluded that employees who have the perception that they are in control of their immediate surroundings prove to be better at their jobs than those who feel a lack of control. The management of control also depicts that their control of working patterns, especially in working hours, is among the factors that enhance their perception of the company. This state of being is often associated with a proactive approach towards work and the desire to accomplish more during their working hours. Weidmann and Hofmeyr (2020) set forth that the arrangement of flexible working hours apart from the social fabric that encourages the different versions of employee relations may not have a positive influence on outstanding performance.
The Sebastiao (2022) study grants a thorough analysis of the subject of complex connections between employee motivation, satisfaction, and performance work under flexible working conditions (FWA). More importantly, authors discover that performance and job satisfaction are heavily impacted by motivation (Sebastiao, 2022). The fact that "happiness" and "motivation," to some extent, are not subjective makes it feel like this is being drilled down. Working flexibility with respect to internal motivational factors in workers is more complex than it may sound. Hence, the study is a rich source for organisations that are interested in implementing such flexible working policies and individualized programmes that are tailored to the needs of their workforce.
In addition, unearthing the statistical dissimilarities between FWA and employee content and motivation demonstrates another angle to the dimension of flexible working policies. This could indicate that a different approach is needed, a more granular one, and organisations become privy to different employee mindsets related to flexible working. The first thing that comes to mind is the realization that in order to understand this system, which is job satisfaction and motivation, the policies that have to be in place can never be static. Sebastiao shows the future path in the way organisations have been motivated in the era of flexible work arrangements.
[bookmark: _Toc163247230][bookmark: _Toc165365238]Organisational Performance and Flexible Working Arrangements
Accounting for various performance issues in an organisational setting, Yamin and Pusparini (2022) recognised that work flexibility has the potential to enhance performance, especially among older employees. This is predominately because flexible working hours provide employees with room to positively plan and work around their personal lives while prioritizing their work lives. Despite the recognised advantage, Yamin and Pusparine (2022) argued that employee performance has never been a product of one action or strategy in an organisation. It is often influenced by a wide range of internal and external factors that need to be fully accounted for when implementing flexible working arrangements. As a result, the authors adopted a cross-sectional research design to examine the role of flexible working hours and perceive organisational support to determine its influence on job performance. The study involved the collection of data from 344 employees in Indonesian companies—35 were used for the pre-test, while the remaining were used for the primary test. Using structural equation modelling, the data showed that flexible working hours and perceptive organisational support tend to boost employee performance. This relationship was mediated by the level and scale of employee engagement (Yamin & Pusparini, 2022).
Similarly to Yamin and Pusparin (2022), Bett et al. (2020) recognised the importance of work-life balance in enhancing employee satisfaction and overall job performance. However, the analysis also recognises that issues surrounding performance vary from person to person, depending on the internal and external relationship with the company. Personal life demands and the underlying complexity of work-life were also recognised as crucial factors that influence the performance of employees. Based on these variations, Bett et al. (2022) opted to utilize the spillover theory and correlational research designed to explore the relationship between flexible working hours and employee performance. Using a sample of 137 personnel, the study found that the introduction of flexible working arrangements tends to minimize absenteeism and encourage more responsibility in the workplace. Where productivity was concerned, integrating teleworking models into the flexible work arrangement was found to have a significant positive impact on employee performance. Bett et al. (2022) concluded that the introduction of flexible working hours not only enhances employee productivity but also enhances work-life balance, resulting in higher performance across all departments.
The insights provided by Yamin and Pusparin (2022) and Bett et al. (2022), while critical to updating the interaction between employee performance and flexible working hours, need to account for the shortfalls of FWAs. According to Gerdenitsch et al. (2015), flexible work arrangements tend to limit cohesion between different factions of employees. This challenge is often accompanied by continuous missed opportunities for collaboration and innovation. At the same time, it reduces employee engagement and may only be practical for employees in some positions. As a result, if implemented across the board/all job positions, it is likely to create complex schedule management challenges, resulting in a loss of company culture (Gerdenitsch et al., 2015). Such implementation may also be counterproductive, resulting in a decline in organisational performance.
A study by Austin-Egole, Iheriohanma, and Nwokorie (2023) shows that the role of FWAs is to provide a balance between the work and the personal social life of the employees. It poses an inevitable debate on the balancing act, arguing on aspects of FWA and its positive contributions to workers' welfare and organizational performance. By eliminating that pressure, employee well-being is improved, which is the premise of sustained performance and satisfaction. Moreover, according to the report, FWAs help organisations reduce the rate of employee turnover. The authors pointed out that flexible working approaches provide a tremendous strategic advantage for company managers and administrators as they become a part of the managerial tools instead of just the benefits for employees (Austin-Egole et al., 2023). By virtue of organizational theory, FWAs are a phenomenon of significance that can be observed directly at your job through your own experience. In today's competitive business setting, they represent the most critical aspect of comparative advantage.
Austin-Egole, Iheriohanma, and Nwokorie (2023) imply that the FWAs can meet employee needs and, at the same time, help organizations achieve their goals. In general, organisations have to be quite meticulous in their balancing of work and life in terms of efficiency and competitiveness. FWA is a technique that made this possible by providing opportunities to develop employees both personally and professionally. The study serves as a tool for companies to strategically design their flexible work systems that cater to employees 'needs and, at the same time, lead to the company's success. According to Austin-Egole et al., FWAs should not only be seen as individual means to an end but should be regarded as vital moves toward organisational excellence.
[bookmark: _Toc163247231][bookmark: _Toc165365239]Gendered Perspective
Over time, women have increasingly closed the educational gap, which has augmented their participation in the labour market across different industries (Bertrand, 2020). In spite of this advancement, women are still behind men in the number of hours worked and the earnings they receive, illustrating that general gender merging, especially in the labour market, has not yet been attained. Different authors have engaged in studies to expose different facets and try to explain the differences in flexible work practices between men and women. According to Goldini (2021), these differences stem from psychological characteristics and inconsistent job frameworks that focus on women's dual roles at home and at work. Bertrand (2020) posited that working women have been exposed to the need for more flexibility in their working hours, but the flexible working time arrangement strives to enhance equal chances for women and promote gender convergence in employment results. By leveraging the flexible working time arrangements, evidence of the causal effects of working time flexibilities on gender convergence in the labour market is exposed.
Workplace flexibility, in Jivan’s (2017) study, is shown to have a significant effect on female workers within and outside the office.  This is due to the fact that it assists in demonstrating the effect of WAF on women's self-actualisation and efficiency at work. Jivan suggests that the benefits of work-life balance are not only limited to lower commuting time, but female employees experience a more mixed bag of advantages. In one case, the study shows that morality and attitude towards work are positive. Stress drops significantly. This is valuable information for an organisation designing any gender-sensitive flexible working policy. When companies realize that these FWAs are affecting women in many aspects, they can formulate programs tailored to the specific needs of women employees. This way, the job satisfaction of females can be enhanced, and their productivity can also be improved in the workplace.
[bookmark: _Toc163247232][bookmark: _Toc165365240]Job Quality and Flexible Working Practices
Many companies in the modern day have incorporated flexible working options for their workers with the aim of advancing the distress over work-life balance. The workplace employment relations survey discovered that more than 70% of employers provided flexible working arrangements for their workers, a tremendous increase from the previous survey (Kersley et al., 2005). This has triggered many policy debates related to job quality and the need to develop more quality jobs. These jobs with superior quality came up as a result of this flex work, which is a generic term for many activities like remote work, shortened hours, and compressed working time. That said, the tasks display different work approaches, but one thing that is available for the workers is the option of choosing their own work method. The quality of offered work has been compared through the different consequences associated with job satisfaction, stress, and chances for either learning or progression. Though this is a broader topic, the affordability of flexible working arrangements has shown a positive effect on the level of job satisfaction with the fact that control of the completion of work has been found to significantly influence job satisfaction significantly, resulting in better job quality (Hyman & Summers, 2014).
Flexible working practices offered by quality jobs, such as flexible working hours, boost the association between employees and employers as they increase employee productivity, which further increases the profitability of the business. Thus, many companies have strived to provide a work-life balance to their employees, which has enabled them to maintain a healthy family life for both female and male employees. The flexibility has permitted the workers to make amendments parallel to the schedule, thus improving efficiency in their work, reducing employee turnover, improve performance. Additionally, quality jobs offering flexible work practices such as remote work have increasingly assisted employees in managing their stress levels, increasing the quality of the work they produce. When employees feel stressed, unsupported, and overworked, this adversely influences their physical and mental health. Flexible work arrangements curb this by offering the employees control over their work schedules, fostering more productivity, dedication, and few sick days, and increasing employee loyalty. Nonetheless, other researchers have also exposed how flexible working increases stress among workers. Mann and Holdsworth (2003) reported a significant number of employees working remotely having an increased case of mental health as compared to workers in the office. Similarly, Tietze and Musson (2005) found that employees working remotely experience stress related to the self-organisation of such work, as remaining at home developed new demands for them.  
Kelliher and Anderson (2008) attempt to unravel the intricacy of flexible working practices by conducting a study on these practices and how employees perceive them in relation to job quality. The study targeted the intricacies of career growth as well as long-term development in connection with FWAs, and the complexity intensifies understanding of the intricate interaction between FWAs and career advancement. Nevertheless, the upper surface angle highlights the issues associated with FWAs as well as job quality and its many facets.
Flexible working is often linked to workers taking the responsibility of controlling their own working schedule. This is a resource that empowers the employee and hence improves job satisfaction. Flexible schemes are mentioned, and these schemes actually help employees strike a better balance between work and life. These perks certainly stand to reason when the life-work balance culminates typically in better health and job satisfaction. Moreover, these advantages extend to the workers' morale at a more significant level. These terms and conditions allow a great deal of flexibility. Hence, the employees are more likely to better perceive their working conditions and make them more pleasant and engaging. Such an outlook will likely result in better team spirit and collaboration, which in turn will positively impact well-being and productivity within the respective work environment (Kelliher & Anderson, 2008). However, there are some opposing sides to flexi-time as well. The study reveals problems that can be associated with promotion and opportunities for further career development. Employees get immediate benefits, but businesses should keep a balanced view of the disadvantages and ensure a healthy workplace culture.
.
[bookmark: _Toc163247233][bookmark: _Toc165365241]Theoretical Framework
The study will employ two theories, the job characteristics model and the self-determination theory, to assist in understanding how motivation can be improved using flexible work policies. The job characteristics model is a work design model that is used to recognise different facets that make a particular job satisfying and motivating to the employee (Park, 2017). According to the model, skill variety, task identity, significance, autonomy, and feedback contribute to employees' meaningful work experience and job satisfaction. This theory is relatable to the study since flexible work practices increase job autonomy as they give workers free will, which enables them to choose favourable times to work. The self-determination theory strives to explain the degree to which self-determination affects motivation (Deci et al., 2017). In this theory, when workers understand that their actions have an impact on the outcome, they are motivated. In the present study, the theory increases the need for the company to work more in establishing effective, flexible work policies to ultimately increase their motivation.

[bookmark: _Toc163247234][bookmark: _Toc165365242]CHAPTER 3:  METHODOLOGY
[bookmark: _Toc163247235][bookmark: _Toc165365243]Research Methodology and Design
Ontology and epistemology are vital concepts to consider when establishing a robust methodology aimed at exploring various phenomena because they provide more insight to facilitate the understanding of how the world works (Al-Ababneh, 2020). These philosophical assumptions are fundamental in any research and, as such, need to be precisely discussed at the beginning of the methodology chapter. According to Ejnavarzala (2019), ontology is the philosophical study of being that refers to people’s opinion of reality and to what extent it prevails across the population, to be captured through research. In simple terms, ontology develops what is true or what is real, and this is positioned in two categories, which are objectivism and constructionism. For objectivism, individuals believe that there is an independent reality outside their belief and understanding, while in constructionism, reality exists but is only known through the human mind and the socially constructed meanings. On the other side, epistemology is understood as the theory of knowledge that explores how knowledge is gained from various sources (Ejnavarzala, 2019). This idea is valid in the study process since it focuses on understanding people's perception of the world, which in turn influences the interpretation of data. Bryman (2016) states that epistemology is the definition of what is or should be regarded as acceptable knowledge of a particular line. On the other hand, Willig (2012) viewed epistemology as an ideal form of knowledge, creating its nature and forms and how it is acquired and communicated to people. The assumption is also categorized into two positions, including positivism and interpretivism, where the individual in the positivist position believes that the world is independent and cannot be affected by the researcher, while those in interpretivism believe that the researcher and the social world impact each other (Alharahsheh & Pius, 2020). Ontology and Epistemology allow the researchers to choose the philosophy that suits the research needs and aid in recognizing their importance in enclosing and guiding the processes of discussion, result generation, and conclusions. 
[bookmark: _Toc163247236][bookmark: _Toc165365244]Research Philosophies 
Based on Kirongo and Odoyo (2020), research philosophies are practices of human reasoning related to different societal problems that emerge daily across the globe. Examples of the research philosophies are positivism, interpretivism, pragmatism, and realism, which are vital in understanding problems and providing viable solutions. As per Alharahsheh and Pius (2020), positivism is a research philosophy under epistemology that believes that science is the sole discipline that can explain present knowledge with the aid of methodological approaches that establish how the information was gathered. Through science, they established science as the only dependable basis for collecting hard facts via observation. Positivism is a philosophy that argues that only the observable results of that which can be quantified matter; hence, the researcher would not be able to use any other form of data collection during the study (Crossan, 2003). Another research philosophy is pragmatism, which identifies facts as not being absolute. Instead, the truth can be viewed in different ways, and this may require the use of concepts to explore how the truth can be applied to attain a common ground. The same philosophy was also further explored by Kirongo and Odoyo (2020), who revealed that the truth is not what people consider mathematically or totally accepted as accurate but what is actually working in a given context. To explore what really works, the philosophy incorporates methods like qualitative, quantitative, and action research methods to explore practical truths about various topics. Interpretivism research philosophy is a sociological method of research where the actions and events are scrutinised based on the social beliefs in which the study takes place. This research philosophy is founded on the assumption that reality is subjective and socially constructed, making it vary from one society to another due to different social constructs. The philosophy is employed in qualitative studies, and research techniques such as interviews are used to explore the diverse viewpoints on the topic. Realism philosophy, on the other hand, depends on the concept of independence of reality from the human mind, and it assumes a scientific approach to the development of knowledge (Lawani (2021). 
[bookmark: _Toc163247237][bookmark: _Toc165365245]Research Approaches
According to Saunders et al. (2019), the most significant research approaches that provide mature frameworks for studies that are performed in an impartial and systematic manner are inductive, deductive, and abductive approaches. Through inductive research, the researchers begin with the data collected from observations and then use it to formulate theories that are later verified or refuted. This approach implements a bottom-up structure, which allows explorers to critically examine current issues from micro to macro scales according to the main goal, which is to design theories that help in explaining different phenomena and broadening human understanding. This attribute qualifies as the approach to be used in exploratory studies, which are often used to explore certain phenomena or areas of interest, especially in fields that have limited research. The new theories and ideas developed through the research are vital in developing knowledge about specific topics and offer a basis for further research in the same field. Inductive approaches are usually flexible and open to new information due to their ability to permit the researcher to change theories based on gathered findings and rely more on qualitative analysis to expose patterns and themes in the data. A deductive research approach begins with a theory and then tests it using specific observations of collected data. The research approach is frequently used in confirmatory studies that try to prove or disapprove certain concepts through a structured and systematic design that makes it easier to collect and scrutinize data consistently and objectively. This approach is primarily compatible with quantitative methods such as statistical analysis, which is essential in numerical data and using the results to make objective conclusions. The abductive research approach combines the strengths of inductive and deductive research approaches to form an objective component of inquiry. This approach is not an alternative to induction and deduction approaches, but rather, it incorporates various facets from each approach, for instance, theory testing from deduction and theory development from induction to formulate an approach that develops hypothesis from inference that suggests novel or existing theory. By this method, creativity and perception are nurtured, enabling new theories to be developed and resulting in the generalization and explanation of particular observations.
[bookmark: _Toc165365246]Research Approach
The study employed abductive research, which involved the combination of inductive and deductive research approaches that complemented each other and that helped in analyzing the effect of DHL Flexible Working Policies on employees' motivations in detail. The first experiences of the inductive approach showed the researcher that the company was utilizing flexible working policies widely. The identified flexible working policies were further assessed to identify whether they affected employee motivation positively or negatively. Once the researcher had established theories that described the association between the present flexible research policies and employee motivation, the theories were subjected to a deductive research approach for testing. Under the deductive approach, the researcher established a systematic plan that began with establishing hypotheses and testing them using the developed research strategies. Through testing developed theories from the inductive approach, the researcher was able to approve and disapprove the theories to present the flexible work policies in DHL accurately and how they impact motivation among employees. 
[bookmark: _Toc163247238][bookmark: _Toc165365247]Research Design 
Research designs provide a framework for the study that permits accurate evaluation of cause and effect associations between independent and dependent variables. A well-structured research design is essential in helping researchers identify research methods that match the research aims and assist in gathering vital high-quality data that can be scrutinised using the set data analysis techniques relevant to answering the research questions and objectives. This further allows researchers to use credible sources to draw valid and trustworthy conclusions. In this case, the researcher adopted a mixed research design with a sample size of 51 participants. It complemented the research approach employed as it captures both qualitative and quantitative data. According to Caruth (2013), the general objective of mixed-method research is to provide a quality and comprehensive understanding of the topic under study by providing deeper insights that can enhance the description and understanding of the phenomena. Semi-structured questionnaires with open-ended questions were used in collecting qualitative and quantitative data, where close-ended questions were fitted with objective questions to quantity the influence of flexible work policies on employee motivation, while the open-ended questions helped gather comprehensive knowledge on the precise viewpoint of DHL employees on the flexible work policies. The research objectives were addressed effectively by combining both qualitative and quantitative aspects where qualitative data allowed providing detailed contextualised insight on DHL employees’ perceptions regarding the flexible work policies, while quantitative data offered external valid insights by exploring the link between flexible work policies on employees’ work-life balance, which is vital in influencing their productivity and performance.  
[bookmark: _Toc163247239][bookmark: _Toc165365248]Ethical considerations
The research adhered to several ethical considerations, such as providing informed consent, fostering human rights, ensuring voluntary participation, and protecting the results from unauthorized access. Since the research involved human participants, the researcher was obligated to safeguard their rights to protection and participation. In this case, all the participants were offered informed consent that entailed information about the needs of the research and its objectives, thus ensuring that all the participants were not lured into participation; instead, they agreed to it (Nijhawan et al., 2013). The researcher further ensured that those respondents who chose to participate in the study were safeguarded from all manner of harm. The researcher also fostered the protection of the participant's personal information by storing the documents in an encrypted folder where only the researcher had the passcode. These ethical considerations were vital in averting disputes that might arise from improper usage of participant's information and other malicious activities. 








[bookmark: _Toc163247240][bookmark: _Toc165365249]CHAPTER 4: RESEARCH FINDINGS 
[bookmark: _Toc163247241][bookmark: _Toc165365250]Introduction 
This chapter provides results and analysis of the collected data. The study involved both qualitative and quantitative, which mandated the adoption of statistical analysis and thematic analysis approaches. Descriptive statistics provide the general outlook of the quantitative data by describing the relationships between variables and summarising data systematically. Regression analysis was used in hypothesis testing to establish the impact of FWAs on employee motivation and organisation. Furthermore, thematic analysis was employed to analyse qualitative data to identify themes and patterns in the data.
[bookmark: _Toc163247242][bookmark: _Toc165365251]Demographic Analysis
The study population consists of all employees from DHL, which is currently implementing FWA policies into its operations. The study involved 62 participants; however, 51 of the participants were analysed. The demographic information represents the main attributes of the study participants, which consist of gender, age, and years of experience. As shown in the table below, the majority of the participants were male (49.1%, n=25). The population constituted 47.1% (n=24) females, and 3.9% did not specify their gender. With regard to age profile, most participants were aged 18-25 (39.2%, n=20), 33.3% (n=17) were aged 26-35, and 13.7% (n=7) were aged 36-35. Only a small sample represented individuals aged 18 and above (13.7%, n=7). The aforementioned age composition is attributed to DHL's recruitment plan, which focuses on young professionals who offer a unique way to build up and grow. Additionally, most respondents reported to have experience of 1-5 years (51%, n=26) and 6-10 years (33.3%, n=17). A small portion had experience of more than ten years, where 13.7% (n=7) reported 11-15 years of experience and 1% (n=2) reported 16-20 years of experience. They all agreed that experience helps them apply learnings to generate favourable outcomes regardless of other concepts they might have learned.
Table 1: Demographic Information
	Variable 
	Category 
	Frequency 
	Percentage %

	Gender
	Male 
	25
	49.0

	
	Female
	24
	47.1

	
	Other 
	2
	3.9

	Age 
	18-25
	20
	39.2

	
	26-35
	17
	33.3

	
	36-45
	7
	13.7

	
	46-55
	5
	9.8

	
	Above 55
	2
	3.9

	Experience 
	1-5 years
	26
	51.0

	
	6-10 years 
	17
	33.3

	
	11-15 years
	7
	13.7

	
	16-20 years 
	1
	2.0







[bookmark: _Toc165365252]Factor Analysis 
The majority of respondents claimed that the adoption of FWAs in DHL is beneficial to both employees and the organisation. Participants were first asked to select the work options that best suited them and were more likely to enhance their motivation and productivity. A significant percentage (51%, n =26) selected remote working as the best option, 29.4% (n=15) selected hybrid working, and 19.6% (n=10) chose to work from the office (see Figure 1). 
[image: ]
FWAs offer employees more flexibility and improved work-life balance, which translates to increased performance and employee satisfaction. The analysis established the success of FWAs in DHL, including the need for work-life balance, work flexibility, health consciousness, team building, and the importance of career to individual.

[bookmark: _Toc163247243][bookmark: _Toc165365253]Hypothesis Testing
H1: FWAs positively and significantly influence employee motivation and overall job satisfaction. 
The Model Summary table shows the overall fit of the model using R and R-square as key values. R-value shows the correlation between observed and predicted values, and as indicated in the table below, the value of R is 0.961, which implies the relationship is good. The R-square value shows the proportion of variance in the dependent variable, which can be explained by the independent variable. This value indicates that 92.4% of the variance in employee satisfaction and motivation at the workplace can be predicted from the variables of work-life balance, reduced autonomy, and greater control over scheduling personal responsibilities. 

	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.961a
	.924
	.921
	.324

	a. Predictors: (Constant) Part-time working arrangements provide employees with work-life balance and less autonomy, which reduces the workload and boosts their overall motivation to continue being productive. Flexitime gives employees more control over scheduling their personal responsibilities in their daily activities, which improves efficiency.



The ANOVA table shows the significance of the model to predict the outcome. In this case, the F-ratio is 293.377 (F (2, 48) = 293.377), and the sig value is below 0.05 (p=0.000), which shows the relationship is statistically significant and the model is efficient in predicting the outcome. Thus, there is a possibility of rejecting the null hypothesis in further analysis.

	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	61.480
	2
	30.740
	293.377
	.000b

	
	Residual
	5.029
	48
	.105
	
	

	
	Total
	66.510
	50
	
	
	

	a. Dependent Variable: Flexible working arrangements are pivotal to employee satisfaction and motivation in the workplace.

	b. Predictors: (Constant) Part-time working arrangements provide employees with work-life balance and less autonomy, which reduces the workload and boosts their overall motivation to continue being productive. Flexitime gives employees more control over scheduling their personal responsibilities in their daily activities, which improves efficiency.



FWAs provide many benefits to DHL, which include improved overall performance and job satisfaction due to less absenteeism, work-life balance, less autonomy, and greater control over daily activities. Satisfied employees were found to work harder and provide better services to the organisation. In the Coefficients table below, the variable statements, ‘Flexitime gives employees more control over scheduling their personal responsibilities in their daily activities, which improves efficiency (Beta =0.569’ and ‘Part-time working arrangements provide employees with work-life balance and less autonomy, which reduces the workload and boosts their overall motivation to continue being productive (Beta =0.410)’ were statistically significant (p<=0.05). There is a significant increase in employee efficiency as flexitime allows employees to have more control over daily activities; this is because the p-value is .000, which is below the tolerable value of 0.05. In addition, there was a significant change in overall employee motivation following the adoption of part-time working arrangements, which is attributed to work-life balance, less autonomy, and reduced workload (p=0.00). This indicates that H1 is supported, and therefore, it can be inferred that the adoption of FWAs has a statistically significant impact on employee motivation and satisfaction at DHL.



	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.759
	.220
	
	-3.443
	.001

	
	Flexitime gives employees more control over scheduling their personal responsibilities in their daily activities, which improves efficiency.
	.639
	.119
	.569
	5.365
	.000

	
	Part-time working arrangements provide employees with work-life balance and less autonomy, which reduces the workload and boosts their overall motivation to continue being productive.
	.508
	.131
	.410
	3.866
	.000

	a. Dependent Variable: Flexible working arrangements are pivotal to employee satisfaction and motivation in the workplace.



H2: FWAs have a positive and significant impact on employee performance and organisational productivity.
  The Model Summary provides the R and R Square to predict the nature of the model. The R-value is 0.971, indicating a high degree of correlation. The R Square value is 0.942, which suggests that 94.2% of the outcome variable (organisational performance) can be explained by the predictors (reduced absenteeism and employee commitment).




	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.971a
	.942
	.940
	.213

	a. Predictors: (Constant) Work shifts help minimise the rates of absenteeism due to reduced stress-related employee complaints. Work shift determines the amount of effort and employee commitment in terms of hours worked in order to achieve organisational success.



The ANOVA table below shows that this model correctly and satisfactorily predicts the dependent variable. The F-ratio is 390.126 (F (2, 48) = 390.126), and the P value <=0.05 (p=.000), revealing that the model is fit for the data and the relationship is statistically significant. 
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	35.502
	2
	17.751
	390.126
	.000b

	
	Residual
	2.184
	48
	.046
	
	

	
	Total
	37.686
	50
	
	
	

	a. Dependent Variable: FWAs offer job quality, such as flexible working hours and work-life balance, which improves work efficiency and productivity.

	b. Predictors: (Constant) Work shifts help minimise the rates of absenteeism due to reduced stress-related employee complaints. Work shift determines the amount of effort and employee commitment in terms of hours worked in order to achieve organisational success.



FWAs have been established to increase productivity and morale as they are capable of managing their scheduling accordingly. As shown in the Coefficients table, the items ‘Work shift determines the amount of effort and employee commitment in terms of hours worked in order to achieve organisational success (Beta =0.616)’ and ‘Work shifts help minimise the rates of absenteeism due to reduced stress-related employee complaints (Beta = 0.374)' exhibited statistical significance (p<0.05). There is a statistically significant change in employee commitment in terms of work hours and organisational success upon the adoption of work shifts in DHL operations (p=0.000). Additionally, work shifts significantly reduced absenteeism rates and stress-related employee complaints (p =.000), Which shows that H2 is supported. Thus, the conclusion made is that the adoption of FWAs in DHL operations significantly enhances job quality, which, in turn, enhances organisational efficiency and productivity. 
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.140
	.156
	
	.895
	.375

	
	Work shift determines the amount of effort and employee commitment in terms of hours worked in order to achieve organisational success.
	.566
	.079
	.616
	7.149
	.000

	
	Work shifts help minimise the rates of absenteeism due to reduced stress-related employee complaints.
	.400
	.092
	.374
	4.340
	.000

	a. Dependent Variable: FWAs offer job quality, such as flexible working hours and work-life balance, which improves work efficiency and productivity.


[bookmark: _Toc163247244][bookmark: _Toc165365254]Benefits and Challenges of FWAs at DHL
Qualitative data showed that FWAs give employees control to start and finish their work schedules, which enhances staff morale and job satisfaction. It eliminates the concept of lateness since employees are capable of scheduling their work hours. Participants noted that FWAs reduce stress levels and strengthen commitment and loyalty. Confident and motivated employees reported reduced levels of absence and increased productivity as they can work when they are at their best. However, a section of respondents claimed that FWAs can result in employee isolation, procrastination, and communication issues.  Such arrangements require a high degree of self-motivation since one might lose the energy and creativity needed to work with others. 
[bookmark: _Toc163247245][bookmark: _Toc165365255]CHAPTER 5: DISCUSSION
The study acknowledged employee productivity as one of the key interests of business experts and organisations across the country. An analysis of this interest shows it is rooted in the contributions efforts to advance organisation output and the capacity to advance a company’s strategic flexibility (Cronin-Fisher & Johnsen, 2024). At the same time, employee input in the quest to achieve specific personal and organisational goals has further enhanced the interest in analyzing issues surrounding employee productivity. Based on these diverse justifications for the interest in the subject, the survey of DHL employees showed that the underlying working arrangements have a critical influence on employee productivity; specifically, the majority of them believed that remote working has been one of the key factors that enhances their overall motivation and productivity. These findings align with those of Farooq and Sultana (2022), where the adoption of remote working during COVID-19 was found to be crucial in enhancing flexibility and increasing employee performance. In Farooq and Sultana's (2022) analysis, the link between remote working and enhanced productivity was attributed to the fact that it provides the opportunity for employees to work independently, maximizing their efficiency and time. Other aspects of remote working, including the ability to advance the application of work-life balance have also been well documented in the existing body of literature.
As one focuses on factor analysis, the study also aimed to examine key relationships associated with employee motivation and job satisfaction in the wake of flexible working arrangements. In this case, the study showed that a significant positive relationship exists between flexible work arrangements and employee motivation as well as job satisfaction. These aspects of the relationship were predominately aided by the control of scheduling and responsibilities and the ability of part-time working arrangements to reduce the overall workload. This observation is consistent with that of Sebastiao (2022), where the positive impacts of FWA on motivation and job satisfaction have been documented. However, Sebastiao’s (2022) analysis attributes the strength and the direction of the relationship to the ability of the arrangement to introduce a unique culture where employees feel trusted and supported. Similar to the study, Sebastiao’s analysis also recognizes the ability of FWA to improve work-life balance and account for the well-being of all staff members as key factors in enhancing motivation and job satisfaction.
Further, the study also aimed to account for issues associated with organisational productivity and employee performance as organisations continue to adopt FWA. This aspect of the analysis showed the presence of a significant positive relationship between FWA and employee performance as well as organisational productivity. This outcome is consistent with the works of Hutabarat (2023), in which a significant positive relationship was found between FWA and employee performance. Despite the critical insights, Hutabarat's (2023) analysis needed to account for organisational productivity as one of the key metrics of the analysis. This was further highlighted by the author's attempt to examine whether factors such as motivation mediate the relationship between FWA and employee performance. Where employee productivity is concerned, John's (2017) analysis shows there is a direct link between employee and organisational performance. This is due to the fact that high-performing employees tend to achieve their productivity goals, thereby enhancing the organisation’s overall productivity. As a result, John (2017) argues that FWA practices, if integrated at a strategic level, focus on ensuring an organisation has a maximum output at any given point in time. Their ability to account for employee well-being ensures the firm attracts top talent and has the capacity to retain them for long-term, high-level strategic performance.
[bookmark: _Toc163247246][bookmark: _Toc165365256]CHAPTER 6: CONCLUSION
The discussion section of the study shows that the study was highly dynamic in employing multiple analytics techniques to answer the set research questions and achieve the underlying objectives. This element has been crucial in highlighting employee performance in terms of their workplace model, as well as accounting for the different productivity, performance, and motivation metrics in the modern workplace. Working with personnel for DHL, the study’s findings showed that Flexible working arguments in modern organisations come in many forms, including hybrid working models and remote working. In recent times, the remote working model has been adopted across organisations to maximize talent acquisition and productivity throughout the organisation. This aspect has been recognized by the study as more employees preferred remote working due to the flexibility it provides and the capacity to enhance their productivity.
Looking beyond the study’s factor analysis, the question of whether the adoption of FWA in an organisation improves motivation, job satisfaction, employee performance, and organisational productivity emerged. The study showed that FWA positively impacts employee motivation, job satisfaction, and performance. Like most studies in the existing body of literature, the study identified the underlying flexibility and high live control as the key mediator factors in the observed relationships. Where organisational productivity was concerned, the study acknowledged that FWA has the capacity to enhance organisational productivity due to its overall positive influence on employees. While these insights were crucial to advancing the reliability and validity of the study, the study did not account for the variation of impacts when adopted in different companies within the logistics industry. The study only focused on DHL as the case study, which makes it hard to generalise the findings to other companies. Thus, future research should adopt a more diverse sample to achieve more generalisable and representative outcomes. Nonetheless, all the objectives of the study have been well addressed, and the research questions have been answered, making the study valid and reliable.
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[bookmark: _Toc165365259]Statement of consent 
Project Title: An Exploration of the flexible working policy and its impact on employees' motivation, Using DHL as A Case Study.
I agree to participate in the research project titled “An Exploration of the Flexible Working Policy and its Impact on Employees' Motivation, Using DHL as A Case Study,” conducted by Bianca, who has discussed the research project with me.

I have received, read, and kept a copy of the information letter. I have had the opportunity to ask questions about this research, and I have received satisfactory answers. I understand the general purposes, risks, and methods of this research. I understand that my participation is voluntary and that I am free to withdraw at any time without giving a reason and without cost. I understand that I will be given a copy of this consent form. I voluntarily agree to take part in this study.

I consent to participate in the research project, and the following has been explained to me:

· the research may not be of direct benefit to me
· my participation is completely voluntary
· my right to withdraw from the study at any time without any implications to me
· the risks, including any possible inconvenience, discomfort, or harm as a consequence of my participation in the research project
· the steps that have been taken to minimise any possible risks
· public liability insurance arrangements
· what I am expected and required to do
· whom I should contact for any complaints about the research or the conduct of the research
· I am able to request a copy of the research findings and reports
· security and confidentiality of my personal information.

In addition, I consent to:
· audio-visual recording of any part of or all research activities (if applicable)
· publication of results from this study on the condition that my identifiers will not be revealed.

Participant's signature ______________________________ Date __________ 

Investigator's signature _____________________________ Date __________


[bookmark: _Toc165365260]Questionnaire 
1. What is your gender?
· Male 
· Female 
· Other 
2. What is your age?
· 18-25
· 26-35
· 36-45
· 46-55
· 55 and Above
3. For how long have you been working with DHL?
· 1-5 years 
· 6-10 years
· 11-15 years
· 16 and above
 Part II: Flexible Working Policy and Employee Performance
In this section, please indicate the extent to which you agree or disagree with the following statements based on the given rating scale.



 1-Strongly Disagree; 2-Disagree; 3-Neutral; 4-Agree; 5-Strongly Agree 
	No
	             Questions
	Strongly
 Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	4
	Flexible working arrangements are pivotal to employee satisfaction and motivation in the workplace.
	
	
	
	
	

	5
	Flexitime gives employees more control over scheduling their personal responsibilities in their daily activities, which improves efficiency. 
	
	
	
	
	

	6
	Part-time working arrangements provide employees with work-life balance and less autonomy, which reduces the workload and boosts their overall motivation to continue being productive.
	
	
	
	
	

	7
	Work shift determines the amount of effort and employee commitment in terms of hours worked in order to achieve organisational success. 
	
	
	
	
	

	8
	Work shifts help minimise the rates of absenteeism due to reduced stress-related employee complaints. 
	
	
	
	
	

	9
	FWAs offer job quality, such as flexible working hours and work-life balance, which improves work efficiency and productivity. 
	
	
	
	
	



10. Given a chance to choose, which among the following work options do you think would enhance motivation and productivity? 
· Working from home
· Hybrid
· Working at the office 
11. Why does DHL choose to implement FWAs?
--------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------
12. What are the perceived employee motivation benefits your organisation recognises from the adoption of FWAs in its operations? What are your lived flexitime arrangements?
----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------
13. Based on your experience, what are some weaknesses of FWAs, and how can they be improved to encourage employee motivation?
-------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------








[bookmark: _Toc165365261]APPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	BIANCA MARIANA CONSTANDACHI

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☒	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	UNIVERSITY OF WALES TRINITY SAINT DAVID


	4
	Campus:
	
LONDON CAMPUS

	5
	E-mail address:
	2030582@student.uwtsd.ac.uk2q


	6
	Contact Telephone Number:
	07985704763


	
	For students:

	7
	Student Number:
	2030582

	8
	Programme of Study:
	BA (HONS) Business Management 

	9
	Director of Studies/Supervisor:
	Dr. Taye Osadiya






SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☐	NO
	☒
	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☐	

	
	
	Institute Research Committee
	☐	

	
	
	Other (write in)

	☐	



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒
	2
	UWTSD Research Data Management Policy
	☒

	3
	[List any other relevant documents here]
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☐

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☐

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☐

	7
	
	Employed
	YES
	☐
	NO
	☐

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☐

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☐




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☒

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	An exploration of the flexible working policy and its impact on employees motivation, using DHL as A Case Study

	2
	Proposed start date:
	25.02.2024
	Proposed end date:
	25.04.2024

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity
The study’s purpose lies in empowering firm management to adeptly modify work structures through its recommendations on flexible policies. This foster resilience in a company environment that is continuously  changing, increased staff retention, and better performance.


(this box should expand as you type)

	4
	Research Question
· What factors influence the success of flexible working arrangements in organisations?
· What aspects of flexible working arrangements are related to employee motivation ?
· How has the adoption of flexible working  policies at DHL impacted individual and team-level job performance ?


(this box should expand as you type)

	5
	Aims of Research Activity
The aim of the study is to explore the correlation between flexible working policies and employees motivation at DHL.


(this box should expand as you type)

	6
	Objectives of Research Activity
· To explore actors influencing the success of flexible working arrangements in organisations.
· To asses how the adoption of flexible working policies contribute to increased productivity and job performance at DHL.
· To evaluate the relationship between flexible working arrangements and employee motivation at DHL.



(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	
Data collection plays a crucial role in making informed conclusions and fostering quality assurance and integrity of the research. Effective data collection mandates robust identification of data collection techniques that will ensure the gathering of information that the study seeks to address. In this case, survey questionnaires will be used to collect quantitative and qualitative data. Quantitative data ensures the production of results and experiments that can be tested, checked, and replicated. Additionally, this type of data is less susceptible to bias than qualitative data. A survey questionnaire is adopted in this research to assist in gathering data from many participants quickly and efficiently.
The survey questionnaire will be structured with objective questions fitted with a five-point Likert scale (strongly disagree-strongly agree) to measure the effect of flexible work policies on employee motivation precisely..

(this box should expand as you type)

	

	Location of research activity
Identify all locations where research activity will take place.

	8
	
Barming
(this box should expand as you type)

	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	


(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☒

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☐
	☒

	16
	A Wales of cohesive communities
	☐
	☒

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☒

	18
	A globally responsible Wales
	☐
	☒

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☒
	☐

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☒
	☐

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☐

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

	2
	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☐

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	

51
(this box should expand as you type)

	11
	Who will the participants be?

	

Employees of DHL, Barming
(this box should expand as you type)

	12
	How will you identify the participants?
	


(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	15
	Will you obtain written consent for participation?
	☒
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☒

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☒
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	[bookmark: _Toc165317663][bookmark: _Toc165365262]
	[bookmark: _Toc165317664][bookmark: _Toc165365263]
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	[bookmark: _Toc165317665][bookmark: _Toc165365264]1
	[bookmark: _Toc165317666][bookmark: _Toc165365265]Full risk assessment completed and appended? 
	[bookmark: _Toc165317667][bookmark: _Toc165365266]Yes 
	☐

	
	
	[bookmark: _Toc165317669][bookmark: _Toc165365268]No
	☒

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:


(this box should expand as you type)
	How you will mitigate the risk to participants:



(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	


(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:



(this box should expand as you type)
	How you will mitigate the risk to the investigator:



(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:



(this box should expand as you type)
	How you will mitigate the risk to the University:



(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:



(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☒
	☐

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	
An overview of questionnaire will be provided to the individuals selected for survey via email, before they are asked to participate in the survey.

(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	
A proper description of the questionnaire will be provided to the participants.


(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
The names and personal information will be protected which will provide anonymity.

(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	x
	☐

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	x

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	


(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☒
	☐

	6
	University computers?
	☒
	☐

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☒
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☒
	☐

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	

(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☐

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☒
	☐

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	


(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	


(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	


(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	


(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	


(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	BIANCA CONSTANDACHI
	Date:
20.12.2023




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	DR. TAYE OSADIYA
	Date: 21/04/2024

	3
	Signature:
	TAYE OSADIYA

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/



[bookmark: _Toc165365270]8.4 Participant Information Sheet

 Participant Information Sheet University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@tsd.ac.uk 
            londonstudentservice@tsd.ac.uk 
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	Rhif Adnabod Cyfranogwr: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
SAMPLE PARTICIPANT INFORMATION SHEET


	Teitl Y Prosiect: / Project Title: An Exploration of the flexible working policy and its impact on employees' motivation, Using DHL, as A Case Study.



Dear Sir/Madam, 

My name is Bianca Constandachi and I am a BA (HONS) Business Management student in the School of Business, Finance and Management (London Campus), Faculty of Business and Management in University of Wales Trinity Saint David, United Kingdom. At present, I am conducting a research on An Exploration of the flexible working policy and its impact on employees' motivation, Using DHL, as A Case Study.The purpose of this research is to explore the correlation between flexible working policies and employees motivation at DHL.


I would like to invite you to participate in my research project by answering the attached short questions developed by the researchers. Those questions will assess your opinions, experiences, knowledge, suggestions and views. Through your participation in the interviews, I hope to ascertain my research purpose to get the best opinion from you. I believe your opinion will be extremely helpful to me to carry out this research. 

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

Please note, questionnaire should take no more than 30 minutes to complete but however, there is no time constraint. There are also no right or wrong answers. Attached to this letter along with the questionnaire there is a consent form where you will better understand researchers intension As this is a new project, your feedback is also important to me and I would be much obliged if you could also complete the feedback sheet along with the questionnaire. I understand that your time is at a premium, but your opinions are very valuable to me. 
After careful and precise analysis of the data obtained from this questionnaires/interviews, I will be happy to provide you with a copy of the findings at your request. The results of this questionnaire will hopefully enhance my understanding of current level of knowledge and future findings. The results of the research will be feedback to Director of Studies, Supervisor, University and British Library. 

I thank you in advance for your time and participation. If any questions do arise, feel free to contact me at your convenience. 

NAME & ADDRESS OF RESEARCHER
Bianca Constandachi
6 Hadaway Road
Maidstone – ME1 73FG

University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@tsd.ac.uk 
           londonstudentservice@tsd.ac.uk 




[bookmark: _Toc165365271]8.5 Participation Consent Form


Participation Consent Form 
University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@uwtsd.ac.uk 
            londonstudentservice@uwtsd.ac.uk 
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	Rhif Adnabod Cyfranogwr: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
PARTICIPATION CONSENT FORM

	Teitl Y Prosiect: / Project Title: : An Exploration of the flexible working policy and its impact on employees' motivation, Using DHL, as A Case Study.

	Enw'r Ymchwilydd / Name of Researcher: BIANCA MARIANA CONSTANDACHI



	1
	I confirm that I have read and understand the information sheet dated 14.11.2023 for the above study. I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.
	YES

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

	YES

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

	YES

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

	YES

	5
	I agree to take part in the above study.

	YES

	Name of Participant

	TOM G.
	Signature
TG.

	Researcher

	BIANCA MARIANA CONSTANDACHI
	Signature 
 B CONSTANDACHI




	You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.
When completed please return in the envelope provided. One copy will be given to you and the original to be kept on the file of the research team at:

NAME & ADDRESS OF RESEARCHER

University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@uwtsd.ac.uk
         : londonstudentservice@uwtsd.ac.uk 
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Given a chance to choose, which among the following work options do you think would enhance motivation
and productivity?
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Given a chance to choose, which among the following work options do
you think would enhance motivation and productivity?
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