Louise Davies	1906903	BMSP6004


[image: Image result for trinity saint david logo]
Investigation into flexible working within the workplace.
by
Louise Davies

Carmarthen Business School, Institute of Management and Health, 
University of Wales Trinity Saint David

Date: 05/09/2022














Declaration 

By submitting my work, I confirm that this is my original work except where reference is made to other authors’ work. I have adhered to the University’s policy on Unfair Practice and Plagiarism, and I have submitted this work to Turnitin. 
Signed Louise Davies
























Abstract
Employee well-being is important to the company since several studies have shown that a happy employee will improve their energy and contributions inside the organization, which has a beneficial impact on employee performance and the bottom line.
organization. Employee well-being has previously been studied as a single variable.
This study intends to examine employee well-being from three perspectives (i.e.
Psychological well-being, social well-being, and bodily well-being are all examples of well-being. The goal of this research is to determine if flexible working options are related to psychological, Physical, and social well-being Furthermore, social support has a moderating influence.
 semi structured interviews (SSI) were issued to employers and workers from various departments to collect data.
organizations and various nations the findings revealed a strong beneficial association between flexible work options and psychological well-being. Furthermore, the findings revealed a negative significant association between work flexibility and social health, as well as the amount of stress in physical well-being. Emotional benefits have no meaningful moderating impact. However, because there has been so few research on the modifying effects of social assistance, future studies should look at it with a wider sample size and in more circumstances. Future research can then investigate how much the setting of this study affects the present results.
Who has the right to ask for flexible work?
All employees (including apprentices and trainees) are established by law (legal) right to request changes to their working hours, days of work, or place of employment if the following conditions are met:

you have been with your employer for a minimum of 26 weeks when you make your request, and you have not requested flexible work in the past year. (Child friendly 2022).
 During maternity, paternity, or any form of parental leave, you are still employed, and any total amount of weeks already taken count toward your total number of weeks worked.
Flexible working and employment have always been somewhat of an issue when combined. The past few years flexible working has played a massive part in most employment settings. Due to the recent global pandemic, it has been essential for organizations to ensure employees receive a reasonable amount of flexibility to ensure their duties are carried out. This has not always been the case. In the past most organizations required a more physical presence in order to complete work. This could have been due to lack of resources or technology. Where as now, with technology recently taking a world breaking leap, organizations are finding it much more sufficient and beneficial to allow a lot more flexibility. (Clews 2021). Due to the pandemic the most common form of flexibility when in the work setting is working from home. This assignment will later go I to more detail of the advantages and disadvantages of this new way of working and how flexible working has made a huge impact on both individuals and organizations.
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 Chapter 1.  Introduction
This dissertation will consider the flexibility within the workplace for both employers and employees and how it impacts the workplace. Is this going to be a good thing? Will it work better? Does it suit employees more, having that bit of extra flexibility? Most employees do not anticipate returning to work full-time after the Covid-19 problem has passed, with both employers and employees expecting working from home as a consistent pattern. Prior to the pandemic, hybrid and remote working had been steadily increasing. Between January and December 2019, approximately one in ten (12%) of the UK workforce worked for at least one day from home and approximately one in twenty (5%) reported working primarily from home. (Mutebi 2022). However, the vast majority of full-time workers will want to continue working full-time, albeit perhaps in a hybrid form, e.g., partly at the office and partly at home or remotely (Ni direct 2022). A British Council for Offices (BCO) report dated May 2021 states that the pandemic has permanently altered working habits. White-collar professionals, meaning the level of workers seen as higher professionals who get paid a salary based on their expertise from higher education and management rather than manual labour jobs (Hayse 2021), will take a hybrid approach in the future, mixing remote work including several weekdays in the office. According to a September study of 2,000 office workers, individuals at all levels, from CEOs to trainees, want or aspire to split their time between their residences and professions.
Epidemic, several organizations are already preparing to transition to flexible workplaces, lowering total space requirements and bringing fewer people into offices daily. According to a McKinsey poll of 278 CEOs conducted in August 2020, they expected to decrease office space by 30% on average. As a result, restaurants, and shopping in downtown districts, as well as public transit, may fall. Remote work may also impact business travel since the pandemic's pervasive usage of videoconferencing has entered a new understanding of online meetings and other work areas. While leisure and tourism are expected to recover during the crisis, McKinsey's travel practice forecasts that roughly 20% of work travel, the most profitable category for airlines, may not return. This would severely impact jobs in commercial aviation, airports, hotels, and food services. E-commerce and other forms of virtual business are thriving.
Organizations and researchers have focused attention on flexible working hours as a family-friendly strategy (Shaw 2022). Now, firms are attempting to instil trust by providing employees with workplace flexibility. However, some researchers claim that flexible working practices promote work-life balance and that with changing family patterns, such practices benefit both men and women. The association involving flexible schedules and working-life balance is investigated in this article. Furthermore, this article analyses whether flexible work schedules, promote and improve work-life balance or, on the contrary, make it more challenging to balance work and life responsibilities.
First, past research on flexible work schedules is explored. Flexible working hours are studied from both the employee and employer perspectives, demonstrating how adaptability in the workplace benefits the employee and the business. Second, existing work-life balance literature is reviewed. Stress and employee wellness are explored since they are two major consequences regarding work-life balance, one negative and one positive.
This study aims to determine the influence of COVID-19 on cultural communication, as well as to investigate the exchange for managers and the environment that must adjust to communicate from different places. This issue is of particular significance because of the critical need to develop a proper leadership style and organizational strategy that complies with multiple communications. Communication has evolved from a regular place of work during COVID-19. Consequently, adjusting to new surroundings, dealing with new distractions, and experiencing an unparalleled merger of work and personal life has occurred (Deloitte, 2020). This research study will investigate the organizational influence of cultural communication exchange.
To conclude, unlike other research, this research will be based locally in a small village in Carmarthenshire, and the focus will be on small businesses. The responses from participants will be analysed and compared against the findings from the literature review to see if they agree.


Chapter 2. Literature Review
Changing to remote working would benefit both businesses and employees, leading to increased productivity (Sahin 2022). According to a recent study involving remote working, more than 50 percent of the workforce said they felt much more productive when being able to work remotely (Hanna 2021). Another 30% said that working from home allowed them to accomplish a lot more than when they were working within the office. (Fox 2022). As a result, one of the most significant benefits of remote working is the ability to work flexible hours. Employers could also introduce flexible working within the construction of staggered working hours. Being more flexible with shift patterns would make employees more 'available' to customers, even outside of business hours, by allowing flexible working hours (Nativspace 2022). To offer remote working to employees, you may need to use some technology — you would need to be able to keep in
contact with the employees through their working hours while working from home. This can be accomplished using simple methods such as email, telecommuting, or something instant, like WhatsApp or a messaging app that would be quick and easy to use. Some businesses may also opt to use project management software that would involve digital helpdesk systems to improve the job's progress and job communication. (Half 2019).
Flexible working can be as simple as allowing employees to change their working hours by arriving early and leaving early or vice versa. Some staff members might also like to be able to have the chance to be able to work from home, like maybe on the weekend instead of a weekday. With staff contracts can specify the expectations and guidelines for this (Corona 2019).
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Diagram 1 The pros and cons of a flexible work schedule Heathfield.S.M(2021)
Employees with more flexible working schedules would stand to gain several advantages. The ability to meet their personal and family obligations along with other responsibilities, like going to your child's parent's evening during the day, going to the doctors, or staying at home until the washing machine repair person arrives if you have a flexible schedule. Flexible work arrangements enable employees to have the chance to be able to work at a time when they would be most productive, feel the most energized, and love their jobs the most. Many bosses believe that early risers are hard workers while late-night owls would be less likely to perform. Scientific proof on this case is not readily available—in fact, much research to the contrary exists, as both early risers or late-night workers, whatever their preference, deliver excellent results—just it's cultural and preferable to a person's requirements. (Heathfield,2021). The time has come to take up the tools of empathy developed in 2020-2021 and craft a new way of collaborating that is more human, relatable, sustainable, and responsive to how people want to work. This year has seen the rise of the relatable organization. What factors contribute to the success of these comparable organizations? They are resetting for stakeholder relevance, developing adaptive capacity in their people and processes, determining how to collaborate and address disparities, focusing on whole well-being results, promoting employability, and leveraging collective energy. (Wyman2022).
According to recent research findings, employment flexibility may provide several benefits to both businesses and individuals. According to Bailyn et al (2001), flexible employment arrangements bring benefits such as increased job satisfaction, decreased absenteeism, and
increased commitment while decreasing turnover. According to the findings of a survey conducted by the Boston College Centre for Work & Family in (2022), 70 percent of managers and 87 percent of employees stated that working on flexible arrangements had a high positive impact on productivity, and 65 percent of managers and 87 percent of employees stated that flexible work schedules had a very positive impact on work quality. Furthermore, 76 percent of managers and 80 percent of workers agreed that flexible work arrangements improved employee retention.
In these tough economic times with Brexit, the war in Ukraine and rising inflation, workers and employers must maintain their well-being to avoid mental health problems. In addition, due to the pandemic, there has been much research into flexible working over the last few years. As a result, flexible working hours have worked for many businesses, with the importance of leadership, integrity, engaging managers, and voice (Welbot 2021).
As part of the Government's commitment to "putting the family at the centre of all its policies," the Minister for Social, Community, and Family Affairs created a new Families Research Programme in Spring 1999 "to give financial funding to encourage research on families. "Research initiatives with the potential to influence the future development of parts of policies concerning families and family services." In doing so, he acknowledged, "There is little study into Irish families and family members and the issues they face," she says. Families encounter challenges in sustaining relationships and raising children. The outcomes of these research initiatives will contribute to the discussion of the issues at hand. Families can now contribute to the development and shaping of future policies. (Dale2020).
Flexible working can be as simple as allowing employees to change their working hours by arriving early and leaving early or vice versa. Some staff members might also like to be able to have the chance to be able to work from home, like maybe on the weekend instead of a weekday. Staff contracts can specify the expectations and guidelines for this (Breathe 2022).
Working from home entails employees spending all or part of the week working from home or elsewhere other than the workplace. Job sharing entails splitting a full-time job between two employees who agree on working hours. Employees cover their usual working hours in fewer working days due to compressed hours. Employees can work in whatever way they choose outside a set of core hours defined by the business. In smaller firms, the most common kind of flexible employment includes part-time, staggered hours, time in lieu and shift swapping, with most employees seeking flexible working arrangements that will then be introduced casually into the company's needs. There is substantial room for increasing adoption of flexible working arrangements within smaller enterprises, particular within the service sector. There will be many positive efforts to flexible working when you are looking to recruit; this will improve employee relations, loyalty, and dedication, along with downside to operational issues. (Maxwell 2007). Trust is also important as it is going to be different depending on the relationship with your co-workers/managers. This could be straightforward between all members of staff. Whereas the cross-over between employers and managers may be affected as the roles play different parts for the organization, managers will have more influence over the decisions made, whereas employees rely on managers for their allocated work schedules. (Katarzyna2012).
Since the default retirement age phase in April 2012, senior workers can now choose when they want to cease working. This implies they can work fewer hours and part-time. Employees with more flexible working schedules would stand to gain several advantages. The ability to meet their personal and family obligations and other responsibilities, like going to your child's parent's evening, going to the doctor, or staying at home until the washing machine repair person arrives if you have a flexible schedule. Flexible work arrangements enable employees to have the chance to be able to work at a time when they would be most productive, feel the most energized, and love their jobs the most. Many bosses believe that early risers are hard workers while late-night owls would be less likely to perform. Scientific proof of this case is not readily available—in fact, much research to the contrary exists, as both early risers and late-night workers, whatever their preferences, deliver excellent results—just it is cultural and preferable to a person's requirements. (Heathfield,2021).
Disadvantages to flexible working.
· Working from home. This could be an advantage or disadvantage, depending on the circumstances of the employee and employer.
· Home/work balance- Home/work balance is where individuals find it challenging to simultaneously manage work and home life. This may be a huge disadvantage depending on the individual's circumstances. For example, some individuals may struggle with noise when working from home if they have a family with children or pets or even live in a busy town with
traffic noise. Home/work balance will also be a disadvantage if the employer has changed the hours to suit a more flexible work pattern. In families where they may be a single parent, they may find it difficult to complete work in fewer hours, feel more rushed or even be less reliable if their child is off school sick or, for a reason, they cannot attend childcare. (Working families 2022).
· Communication difficulties- Communication difficulties are a disadvantage to most when working from home. There is no face-to-face interaction which some individuals find very hard. This may be because they find it harder to talk over the phone than to someone direct. Another disadvantage is the sole reliance on technology. If there is a power cut, internet interruption or even a software issue, this may result in not being unable to contact the right person in a matter of importance. This could also be a considerable disadvantage if there are strict deadlines to be met. When an employer changes hours to fit a more flexible work schedule, communication difficulties are slightly less of a problem than working from home. However, they can well still be an issue. (Mckinley 2019). If an individual is in work fewer hours, it would be difficult for colleagues to know when they are present at work. Passed-on messages can also cause a problem as they might not reach the individual, or there might be a lack of detail in the past-on information. Employees may also feel that their colleague is less reliable than others due to their lack of time in the workplace.
· Cause of employee isolation- Employee isolation is widespread when working from home. Working from home can make it very difficult to continuously feel like part of a team when working from home alone. A high level of self-motivation is needed when working at home as there is no one to relate to and share the stresses of their work on the more challenging days. Face-to-face communication also affects employee isolation as some individuals may feel very alone and not see anyone from one week to the next. This may also cause social anxiety issues moving forward. (Titopovlou 20190. When flexible hours are put in place employee isolation again is not as much of a common problem as they are in the workplace from time to time, although saying that the individual may feel isolated to a certain extent as they are not like their colleagues and spend a lot more time out of the workplace.
· Possible Lack of career progression – Possible lack of career progression is where you are limited to how much you can progress in that organization. This may occur only in particular circumstances. This is where a higher position in that field may require a physical presence in the
working environment. Flexible working hours may have a negative effect on career progression. This may be due to the employee being less reliable as they are, for example, a single parent whose children are unwell or cannot attend important meetings that may need to be scheduled later than when they leave. The higher position may require more in work hours, and therefore the employee with more flexible working hours to suit their personal needs may not be able to fit the requirements. These issues may result in a lack of promotions. (Beno 2021).
· Being side-lined – Being side-lined may also not always be the case when working from home, but it is common to feel that way. Working from home may make individuals feel out of the loop. Home-working individuals may think that they have a great deal of knowledge or a great opinion on a matter in which colleagues have already decided in the physical workplace as they have had more of a chance to discuss the matter in person and make quick decisions rather than reaching out to those at home. Flexible working hours may make an employee feel side-lined. Due to their lack of physical working hours, the individual may feel like decisions are being made without them present or decisions are being made when they are not present.
· Strain on your employer – Again strain on your employer is only in certain circumstances. This is more of a disadvantage if the employee has requested to work from home due to their commitments. It may be more of an advantage for the employer to have a more physical individual who is to be more flexible. (APA 2022). It may be a strain on your employer if they need to contact you often and are on tight deadlines, as it may be more difficult to reach you. Flexible working hours may strain an employer as they need to rearrange things to suit the individual's new hours. This may involve rearranging meetings, hiring additional staff to cover the shortfall or not being able to offer the whole team the same advantage of having fewer hours.
Advantages of flexible working.
Against the disadvantage in some cases, it is an advantage to have a work-from-home or more flexible working pattern depending on personal and employer circumstances.
Boosts productivity – Working from home may well and truly boost an individual's productivity. Some individuals work much more sufficient at home. They are more self-motivated and can perform a lot better under pressure. Some individuals thrive on self-reliance and can complete more work in less time when left to their own devices. When flexible working is put in place,
this can also boost productivity. Employees will feel less under pressure. Flexible working hours are typically put in place for the employees due to personal circumstances; therefore, working fewer hours with less pressure would encourage them to be more productive when in work as they have fewer hours to complete deadlines. (Waseem 2017).
Home/work balance – Even though there may be a significant number of disadvantages to home/work balance, there are also a reasonable number of advantages. Some individuals find it much easier to manage a full-time job while working from home. This gives them a lot more flexibility when being at home. If the employee was a single parent, it would benefit them if they worked from home if their children were unwell and unable to attend school or childcare, as they could still get work completed by deadlines. Depending on the individuals' personal commitments, it may be more beneficial for them to encounter better/more flexible working hours. (Petrova 2022). This may help with childcare/collection from school, to attend other necessary meetings other than work, hospital appointments and many more situations that need extra time.
· Reduction in expenses – working from home could benefit the employer and employee when reducing expenses. Working from home would result in the employer having one less individual at the workplace using equipment and overheads. Working from home would also benefit the employee as they have no travel expenses, no work clothes and no need for food allowance. When flexible working hours are in place, this would also benefit both parties. The employer would have less wages to pay as the hours are shortened, and the employee would maybe have less childcare to pay.
· Improved employee morale – Employee morale is understanding your people. This is believed to be more achievable when introducing more flexible hours. (Wisely 2017). This will allow the employer to understand the employee's personal circumstances in more detail and build a trusting relationship with the whole team. Employees tend to be much more trustworthy and committed when their employer is understanding and offers a more flexible way to keep them in employment.
· Helps recruitment – Offering more flexible working hours or even a work-from-home position will help recruitment. Offering this would open opportunities for more individuals who have more difficult circumstances. In addition, being more flexible would allow individuals with other
commitments the chance to get back into work or have a more suitable position for their needs, resulting in reduced stress. (Kalpana 2013).
An employee's legal right is merely to seek flexible working, not to have it granted automatically. Your employer can legally decline your request if they have a valid business reason. This will almost certainly result in dissatisfaction at best and outright conflict with your boss at worst. If your company rejects you, you must wait 12 months before applying again.
If one is fortunate enough to be given flexible working, one will very certainly need adjustments to ones working habits, which will be permanent - one will not be able to swap and change if they are not suitable to one's needs (unless one has a really accommodating employer!). These changes will impact you, your organization, and your employees.
. [image: Remote work: new flexibility and what we have to surrender for it | Remote  Care]
Diagram 2 Remote working. (Job wizard2021).












Chapter 3. Methodology
This research will use semi-structured interviews (SSIs) to collect primary qualitative data. Through the nature of the SSI, I hope to gain insight into how employers and employees feel about embracing the idea of allowing their employees to work flexible hours. I will also be comparing their responses to those of their employees. If they are already doing this, has it been successful and helped their workers' morale and work-life versus home-life balance?
Research
Why is it important to conduct research: Research plays an integral part in a business when trying to find out what will work better for your business and your employees. It will allow you to discover and ensure your existing services are giving you the best possible outcome. In addition, research can provide answers to questions you may not have thought to ask and give you more knowledge and understanding to work with to ensure your business and employees work better for you. (NHS 2020).
Recent pandemic and how covid-19 has had a significant impact with regards to flexible working: With Covid-19, some employers are being forced to offer some flexible working practices, but 46% of the workforce not having the opportunity to have flexible working arrangements within their current role, whereas some organisations have managed to increased individuals working from home rather than physically being in a working environment from 7.86% before Covid-19 to an increase of 10.17%. This is a significant change for employers /employees to adapt to the new work-life balance. (CIPD 2022).
What is the reason behind undertaking this research on flexible working: Flexible working will be different for many employees as they will all have very different reasons for this argument. Being a single mum and doing a job in care was very difficult to work the hours set by my employer, and there was no way around the hours without the need to use childcare. This resulted in having to leave a job which later resulted in financial difficulty, understanding that with some jobs this is not viable to change the hours or shift patterns. With this in mind, this assignment will look into how much has changed due to the covid-19 and see how much employment has changed.
The benefits of research: With the proper research, you can see the changes that are happing as sometimes this would not be advertised, and there would be many things that you would not have known about as there are some employers that would not go into great depth when discussing a job opportunity.
Mixed methods research is adapting increasingly, and it is important to keep these discussions open regarding mixed methods. Some reports will say that mixed methods will include qualitative and quantitative studies. Disagreements and inconsistencies may begin when one individual sees how the two are related. (Tashakkori 2007).
Quantitative data is numerical data based on counting and measurements. (Osborne 2008).

[image: ]
Diagram 3 (Quantitative research 2022).
1, Structured tools: Questionnaires, surveys, polls that would be used to collect quantitative data.
2, Close-ended questions: Using close-ended questions are used for the objective following the research when using these questions, this will then help collect quantitative data.
3, Quantitative data: Quantitative data would consist of charts, graphs, tables and all other non-numerical form.
4, Generalisation of results: with the results from this research method, you can generalise an entire population and make appropriate action to improve. (Qualtrics 2022).
Qualitative date is descriptive data based on observations.
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Diagram 4 Qualitative research (Research design review.com 2022).
1, Observation: Observations are good to use to gain insight into information and actual behaviour.
2, Semi-structured interviews: These interviews will be used to gain information about an employer's/employee's motivation, opinion, and experience.
3, Data Analysis: To analysis all data collected using observation, where all interviews will need to be transcribed into transcripts.
4, Focus groups: Focus groups are groups interviews that are going to explore participants, experiences, and expertise and why employers/employees behave in certain ways. (Busetto 2020).
When finishing any study project, approval from the ethical committee is required, and there is a protocol that must be rigorously followed. One method to get access to this is to specify key questions posed during the data collection process. It is intended that by putting up posters at the university detailing the research and asking for support, contact might be made with outside sources of participants. With experience in care, I've built peer relationships with others with similar backgrounds who have consented to help and be a part of this study. Unfortunately, owing to Covid-19 limits, the public space poster was inaccessible for attracting participation, which meant that the initial peer group that volunteered to participate is the primary participant in this study. This may restrict the conclusions or validity of these findings, but it is believed that the existing positive working relationship would allow the interviews to be more comfortable, in-depth, and insightful as a consequence. (Nicks 2019).
· Secondary research data will be collected through a literature review
Primary qualitative data will be collected from semi-structured interviews.
· The semi-structured interviews will use open-ended questions that focus on how employers and employees feel about flexible working hours and what they see as the benefits and/or challenges. Also, how they think it may or may not improve business performance and productivity.
· Intended participants will be 5-6 local business owners and staff. The researcher will choose them by asking relevant local businesses.
· Once the proposed participants have been selected, they will receive an information sheet outlining the purposes of the research and what their involvement will entail. They will also receive a consent form to be signed before any interviews take place. They will be reminded of their right to withdraw at any time and not answer some questions if they choose.
Before any research begins, ethical approval will be obtained from BERA and university guidelines.
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Diagram 5, Mentimeter: How to ask open-ended questions (Cullen 2022).
Open-ended questions give individuals the opportunity to expand on their answers. Using open-ended questions gives the ability to receive more detailed information as it generates a discussion Rafer than a one-word answer. Whether you are part of the sales or marketing team, you would need to be asking the right questions within your interviews to be able to collect as much feedback and data as possible, and this would then create a better understanding and experience when having conversations about sales. (Dossetto 2022).
Research Questions
Once collected, the research data will be analysed using thematic analysis to identify recurring themes from the answers. According to (Braun and Clarke 2006), thematic analysis is a method to find recurring patterns or themes in collected qualitative data. It is, therefore, an excellent method to analyse responses from semi-structured interviews. Semi-structured interviews (SSI) are open-ended questions and answer anonymous surveys.
To gain a better insight into the field we are covering (flexible working), I thought it was best moving forward to conduct semi-structured interviews (SSI) with five anonymous individuals in the hope of having a better understanding of any experiences they may have faced in relation to flexibility issues within the workplace. The SSI conducted was a mixture of employers and employees to gain a more detailed understanding of the bigger picture. I believe the SSI approach was deemed most appropriate for data collection needs. The individuals taking part will not be named as this is an anonymous survey. The individuals taking part will be referred to as participants A-E for the interest of the assignment. The questions to be asked to the participants are as follows: -
1. In your current establishment, do you believe they have adopted a fair approach to flexibility?
2. Why do you believe this?
3. What changes to your current establishment do you believe would benefit them in a positive way?
4. Do you believe adopting a new flexible situation would benefit your establishment in a positive or negative way?
5. What do you believe are great ways for your establishment to make changes if any?
6. Do you personally have any experiences as to which a lack of flexibility at work has caused an issue?
7. Do you believe the lack of flexibility has an impact on your mental health or of a colleague's ment





Chapter 4 Findings
               This chapter is a collective of the participants results and a brief discussion of the findings of the SSI. Following will be a list of the participants answers to each individual question asked and their honest opinion on the topic. The discussion and results will later be analyzed in more depth in chapter 5.
                    Questionnaire results
During this part of the process there where 5 separate anonymous semi-structured interviews (SSI)preformed, three of which were owners of an organization and two of which are employees. All candidates are pulled from different organizations to allow a more analytical report.  All answers will revert to the list of questions above in chapter 3.
                     
                      Participant A – Owner – Small Childminding business
1. I believe being flexible is one of the biggest parts of my business. Looking after children at all ages for families with different circumstances needs me to be as flexible as possible. I insure it doesn’t disrupt my personal life as much as possible but thankfully I am able to be as flexible and the family’s needs. Also, it is flexible for my needs. Being the owner, I decided what work pattern would work best for my personal needs before opening.
2. I work from home. I have managed to set up a small business in a spare room I had to cater for the business’s needs. There are no time limits or deadlines I need to meet. In the past I have stayed open later than I would have liked as one of the guardians to the child I looked after temporarily changed her work pattern. It is also flexible for me personally as I am at home, and I can get personal things done with the children there if needed.
3. Due to the business being solely run by myself I don’t believe there are any changes I could really make without compromising at least one party. If I become any more flexible, then I would sacrifice my personal life and if I become more structured then the families would struggle to fit their work schedules around the change.
4. Adopting anymore of a change I believe would affect my business in a negative way. Even though my profits may be higher I would have a lot less personal time in my own home.
5. Not necessarily a change as I do occasionally do it anyway but, I believe being flexible when needed on both parts temporarily if needed is a brilliant way to keep things running smoothly. Fortunately, I have great clients and if ever I am unwell for example there are a lot more flexible with me as I am with them if their work pattern temporarily changes.
6. Yes, being a full-time childminder is difficult at times if flexibility is needed. For example, I had an important meeting to attend to outside of work at 5pm and the client was due to collect their child at four. Their employer insisted they complete the task in hand before leaving which made me miss my appointment. When working looking after children it is not a position you can just leave in an emergency say, so flexible in that sense is very difficult when it comes to unforeseen circumstances.
7. Personally no, however, I do believe in this job roll it could on other individuals because there is not really much of a structured routine as every client has a different personal situation.

Participant B – Owner – Mechanical garage
1. I think it is as far as it can be at the moment.
2. Its difficult offering flexible hours in a garage. Customer’s cars must sometimes be done by a certain time. Not only that, I have to be the one to open up and close as I struggle to find reliable staff.
3. Having a less flexible work pattern is a plus for my business. It gives structure, everyone knows where they stand, and the customers know when we are open or closed.
4. I think if any changes where to be made it would have a negative effect on my business. Like I said it runs much smoother when we have set opening and closing times. If I was to let a member of staff leaves early or turn up late, then the work that has been booked in on cars wouldn’t be completed in time and it would cause a back log of work.
5. I think it would help the staff if changes were made as I have had employees in the past leave as they couldn’t find childcare and things, but it wouldn’t help the business.
6. I have experienced a shortage of staff as the hours are early starts and late finishes but there
are limited jobs available these days and the position gets filled fairly quickly.
7. No, I don’t. Normally the most affected issue with lack of flexibility is childcare. Employing mostly males I do not come across many issues relating to urgent needs of flexible hours.

Participant C – Owner – Shop
1. Well, I believe we have adopted a fair flexible approach. As fair as possible.
2. The shop opens and shuts the same times every day. I have recently changed the shift patterns to be more flexible but also to be as fair as possible to all parties.
3. The recent changes I have already made has had a huge positive impact of the business already and everyone seems a lot happier with the results. In fairness it is impossible to please everyone, but I believe we have tried our best to satisfy most.
4. No, I think the level of flexibility that has recently been put in place will be beneficial enough for both the business and its staff.
5. I believe that there is always option to change different shift patterns. We have recently made a position and we have named it school time position. It is a 9.30am – 2.30pm shift for individuals that need work but are unable to get any help with childcare. The other members of staff are happy to work around those hours, so it seems to suit all. The change was made six weeks ago, therefore we have not had a huge time scale to see its true value but as of now it is working brilliantly for both the business and the employees.
6. Yes, I myself am a single mother of three children and I struggled when working due to the high expense of childcare. Not only that I was unreliable as one of my children had disabilities causing lots of last-minute appointments that I had no choice but to attend. I found myself in and out of many jobs because of that exact reason. That’s why the school time position became a roll to start with as I have been in this position and am very understanding. All our staff are very close connected, and we are all willing to pick up any short fall that position holds.
7. I believe it did in the past until these changes were made. I myself reached an unbearable state of depression and mental health issues when I was in this position. Whereas the lady in the current position that I have created can’t thank me enough and told me how much pressure I have taken from her having a better understanding that her previous employer.

Participant D – Employee – Hairdresser
1. Yes, I think there is a fair amount.
2. Your work hours depend on your bookings in a business like this. Some of my colleagues don’t allow walk ins, meaning clients with no appointments so when their bookings are complete, they sometimes leave. On the other han
d other colleagues of mine stay religiously and will allow walk ins to be seen in between or are asked to return later when appointments have been done. So, it is a little mixed and matched here but it works.
3. I think if they had less flexibility in the workplace, it would benefit the business because more clients will be seen, and more money would be made but I don’t think the employees will like that privilege taken away.
4. I think if they take on more flexibility it would have a negative impact on the business.
5. I think it is ok as it in personally

6. No, I don’t have a reason to need flexibility. The more I can work the better.
7. No, I think all my colleagues are happy here with the way things are

Participant E – Employee – Career
1. No, not really
2. The shifts here are very long with early starts and late finishes.
3. I think they should introduce more shifts. Maybe shorter shifts and have more of them.
4. I think it would benefit it in a positive way. If there are more but shorter shifts, then there is more staff so, it would be easier for everyone to help and cover each other if there was a problem and also, it would give the staff a break.
5. I think they should split the shifts that are there now. We currently so 6am – 11pm with a break from 1pm-4pm. The money is alright, but the days are long and if you’re out in the community like I am and are on a shift alone it takes its toll.
6. Yes, In the past I haven’t always seen eye to eye with my manager. I have requested time off and been let down last minute because they have been so understaffed and unless a staff member has their whole day clear, they can’t cover any shifts. Whereas if the shifts were shorter, I think it would be easier.
7. Yes, very much. The job itself is a tough job but when there is no flexibility to be had when it comes to hours and days it is testing. I’ve been in the care industry for many years and over the years I have seen many young people leave because the hours are too long, the work is too hard and they end up aching, and it being too demanding when working full time. One
thing I have noticed in this company itself it you don’t have time for a social life. I work 5/6 days a week and my mental health would benefit a lot from a little flexibility.
Discussion
As expected, the results from the participants varied. It shows that in most cases there is a need for a more flexible approach in the work environment. Although in some cases businesses are unable to adopt a more flexible approach as we have seen in the results, some are able to make small changes to benefit the business and its employees. The most common problem seems to be childcare issues. Although there is a wide range of help and support for childcare and single parents returning to work it still doesn’t always fit with the job due to a lack of flexibility. Childcare providers tend to open no earlier than 6 am and close no later than 6pm causing issues when an individual is working a shift pattern. This is one of the main reasons individuals need flexibility in the workplace, not only that this issue is causing more single parents to remain unemployed. As one participant mentioned they had adopted a school time roll for single parents and with all the staff having the same understanding it has benefited the business. If more business that are able would adopt a similar approach, it would benefit a great deal of individuals. Although in some organization’s flexibility is more difficult to apply.























Chapter 5. Discussion and Analysis


Reverting to the questions asked in the recent (SSI) semi-structured interviews which have been provided in chapter 3, and the answers to the five individuals who took part explained in chapter 4. This part of the assignment is designed to analyse and discuss the findings of the SSI’s performed. The reason for this stage is to find any similarities I the answers between business owners and employees.  This will also determine if flexible working is being carried out across organisations and if it is found to be beneficial in any way. The list of five individuals were selected at random in order to have a wider understanding of very different organisations.  The individuals taking part will remain anonymous and as stated before will be referred to as participants A-E. firstly we will be looking into all the answers of the participants in each question. Followed by an overall discussion of the answers combined.
Question1. (Collective response) 
From the first question alone, it is clear to see that flexibility in the workplace is seen differently by owners and employees. The three businesses owners have made it clear that they have adopted some form of flexibility on the condition it does not negatively affect customers. Employees however seem to understand this way of thinking but see flexibility as more of a personal gain. In some situations, these questions are difficult as it seems almost impossible to adopt flexibility as the job role itself could not function with any form of flexibility. 
Question 2 (collective response)
As can be seen in the answers given for question two, there is a high mixture of responses. It seems to solely depend on the organisations with fixed times such as shops and carers struggle who struggle a significant amount more to adopt a more flexible routine whereas organisations such as a hair salon will find out a lot easier to rearrange appointments to suit a more flexible working environment. Question two seems to separate the organisations and help with the understanding of the different needs of flexibility in different environments.
Question 3 (collective response)
As seen in question two the answers given were very different. Some of the organisations have already made some positive changes like making a single parent friendly shift. This has been proven to make the staff feel less judged by their personal situation knowing that their relevance is just as important as someone with different circumstances. Most organisations are open to change when taking flexibility into account. One thing all five candidates have in common is they will / have implemented change so long as it does not affect the business.
Question 4 (collective response)
Surprisingly the results of question four are showing that most organisations share the same view. They believe that too much change regarding flexibility would cause a negative effect. When an organisation runs by specific rules, times or legislations it is proven difficult to make and maintain positive changes. This may cause profit loss, staff loss or legislation not being met.in some cases light change may be positive as seen by the answers of participant E. if the shifts were made shorter and more flexible it would benefit all parties.
Question 5 (collective response)
This questions only seems to have a few similarities. Two businesses out of five have agreed that a change in shift pattern or hours would benefit them, whereas the other three have very different opinions. It shows that all organisations see things from different points of view and what seems to have a negative impact on one business could in fact be very beneficial to another. As seen in the answers in chapter four, even temporary flexibility may sometimes be beneficial.
Question 6 (collective response)
Due to this question being based on personal experiences it is hard to dictate all the benefits from the organisations point of view all the time. Even though with participant A it seems straight forward, and the issue caused from flexibility seems a one off. On the other hand, when participant D answers, it is clear to see how flexibility can cause a big issue for both employers and employees. Every individual and every business have unique issues and I believe its important to take all aspects of the issue into account to ensure that all parties will benefit as much as possible to come up with the best possible outcome.
Question 7 (collective response)
Again, from the answers given from this it shows that there is relation in some answers from different organisations. It seems that mental health seems to be more affected when the job role is high pressured, or the hours are long. Flexible working hours being offered in these situations could reduce some of the affect mental health causes. Another major issue due to lack of flexibility is employees struggling with childcare. This issue causes individuals to be forced into jobs that suit rather than jobs people are good at due to lack of flexibility. From an employer’s point of view these candidates may also come across as unreliable as they can have periods of absence due to a child being home unwell.
 Collectively the results show many similarities throughout the five selected organisations, alongside few other different opinions. Overall employers and employees agree that some form of flexible change would benefit most organisations but too much of a change would have a more negative effect. Personally, after performing the SSI’s on the five participants I believe with the current constant changing environment it is Important for all organisations to try their very best to be adaptable to unexpectable changes. It is important for organisations to have the ability to become flexible on short notice and to make changes to adapt to internal and external changes but, to do it in a way that benefits all parties to the best of their abilities.
  







Chapter 6. Conclusion
The limitations of this research are that there were only a small number of participants. It is hoped that the results will suggest it is worth much larger scale research being carried out in the future. My assumption is that flexibility in the workplace is an ongoing issue that has affected many workplaces over the years and still is today. I understand that not all workplaces as discovered in my semi structured interviews can adopt as much flexibility as they would like due to rules, regulations and sometimes fairness. Regardless of the facts already stated in this assignment I believe that it is important that organisations strive to be more sensitive to their work force regarding flexible working. Overall, it is proven that maintaining a more flexible work setting reduces stress for employees, helps them maintain a more stable work life balance, saves money and even reduces the stress related to childcare issues. Its no secret that the lack of flexible working has played a huge negative part in employment for many years but with the hope of organisations following new ways of evolving, the issue may decrease. It is unfortunate this paper was unable to expand in more detail however the future will hold in me expanding of this knowledge and advising organisations of the possible benefits of changing the working environment.
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Appendix
While conducting research into my dissertation I have come across many different forms of flexibility within the workplace and how some companies are able to adapt to this easily and others cannot and need to stick to timed schedules. These are some things like
1. Telly work - this is where employees work Sorley from the comfort of their home. They do however contact the workplace through telly communications if needed.
2. Job share – adding another employee to share the workload of one full time position resulting in both parties working on a part time basis.
3. Transition phase – employees returning to work through a phased method due to a considerable amount of time off. Transition phase is where the employee has the opportunity to phase back into work on a part time bases for a set period before returning full time.
4. Reduced/part time hours – normally known as a role with less than 35 hours a week. They would normally work a 20 – 16 hour shift.
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