


Flexible Working
The Marshall’s Group is a small chain of boutique hotels. The have locations throughout the United Kingdom. In the single location in Cardiff they have a small management system with a manager for the following four areas – finance, food and beverage, housekeeping, front desk, and a higher up general manager. In each of those four areas there is also an assistant manager and supervisor. Within each of those four areas there is a range of 5 to 30 support or hourly staff which completes the total amount of 100 core employees for this establishment. A current issue that is challenging for this location is employee engagement. “Although the British work the longest hours in Europe, British levels of productivity are lower than in many other countries, and the loss of working time through stress costs British business over 12 billion pounds per year.” (Stredwick & Ellis, 2005)A possible answer to this could be to introduce more flexible working and develop a culture that supports flexible working. 

A traditional or non-flexible work is when employees for 52 weeks out of the year and anywhere from 35-40 hours a week except for bank holidays as well as annual leave. This also includes remaining on the employer’s location for the allotted working hours as well. (Smith & McWilliams, 1998) Using this definition, flexible working would be other methods that do not fit perfectly into these standards. The possible methods for flexible working are as follows: (CIPD, 2019)
· Part-time working is anything employee that works less than full time. This can change depending on each organization. 
· Term time working is when an employee does not have to work the full 52 weeks. This also does not have to be full time but there is structure in the number of weeks worked and when the working weeks are scheduled. (Stephenson, 2014)
· Seasonal employment is similar to term time employment where the weeks worked are scheduled during a certain time of the year without working the full-time. (Anon., 2019)
· Job-sharing is when the amount of full-time work is split between two part time employees. (Heathfield, 2019)
· Flexitime has a couple variations. Employees can start and end at different times instead of the typical nine to five hours as well as possible having some time spent at home working. (Rolfe, 2019)
· Compressed work hours are when an employee works less than the normal five days a week but the days that are worked have more hours than the regular eight hours. (Rolfe, 2019)
· Annual hours are the total number of hours for a yearly contracted is taken into account and the employee can change their work hours flexibly to meet their needs. (Rolfe, 2019)
· Staggered hours when employees have different start times and finish times as well as break times. (Rolfe, 2019)
· Working from home on a regular basis is just as it says spending at least part of their scheduled hours from their home.
· Mobile working/teleworking is similar to working at home where employees do not have to go to the specific location but there is a different meeting location where they can work and not have to commute so far. (Pinola, 2019)
· Career breaks is simply taking a break from work with the understanding that there will be employment after the break. (ACAS, 2019)
· Zero-hour contracts is when the employee is not actually put on the schedule. The have the option to work if there is a need and they are willing to work that shift or time. (GOV.UK, 2019)


As with any process that is implemented into an organization, there are always advantages and disadvantages. Flexibility is no different and along with the pros and the cons it would be beneficial to look at it from both the employer and employee perspective. One of the most valuable reasons for flexible working is employee retention. Recruiting and training new employees can become quite a hefty cost depending on how often it needs to be done. This would allow for companies reduce that cost as well as build hopefully loyalty and long-term commitment to that company. (Beattie, 2019) Additionally, the CIPD has stated that with flexible working options employee motivation and employee engagement increases. (O'Mahony, 2017) Another positive outcome of these flexible schedules could be that it can create a better quality of life with a better work-life balance for employees. This in turn could reduce absenteeism which would also benefits the employer. (O'Mahony, 2017) Employees no longer focus on the clock and focus on completing the task which adds the efficiency of the workforce. It also tends to increase the overall employee moral when employees are allowed to arrive when necessary instead of demanded to a specific time. (Wade, 1973) 

From an employer perspective there could be a few challenges to implementing flexible working. These could include staff may be unavailable during possible times of a crises, there could be some communication problems, or a possible of new employees not being loyal to the business. (Simmons, 1996) Another possible negative aspect is the difficulty to meet the demands of all staff requesting some sort of flexible working schedule. This could also result in conflict between employees who are disgruntled when they find out that their request was denied yet someone else at the same level and similar needs had their request approved. (Enver, 2019)


One very important aspect that would have hopefully already been established before implementing a more flexible work week is trust. (Downes, 2018) Employers need to know that employees are going to get their tasks done in the hours of their choosing. For example, if someone from finance is allowed to work remotely, there needs to trust that the employee is doing work as well as trust that the employer will give them the tools they need to succeed. One of the best ways for organizations to begin a flexibility program is to do their research within each department and with each staff member to see how they might be able to reach a more agreeable work life balance. The co-chef at Lime Wood Hotel restaurant changed the entire way he wrote his schedules allowing for his staff to pick the days they want off and only working most of them three and half days a week. In order for him to combat burn out amongst his staff, he also supports them taking a vacation every three months. (Mullen, 2018) 

An interesting statistic to reinforce the importance of an effective flexible working program is this: “one in 10 employees in the UK are already on some form of flexible working contract, and with this number only set to rise, employers need to be able to accommodate the increasingly flexible workforce.” (Greenhalgh, 2019) At Marshall’s Cardiff location there is already a few methods for flexible working already put into place. The part-time workers are ones that have other obligations, and either cannot or do not need to be employed full time. This is beneficial for men and women who have children or other dependents they need to spend more time with. Another method that is useful is the term-time employment which is helpful for students who can only work during their breaks from school. That being said, there is some room for improvement in the flexibility department. Adding career breaks for not only the full-time employees but also the part time could lead to a lesser amount of “burn out” which in turn could lead to better employee retention. The availability for some positions to utilize flexible working depends on what the job title and description are. For example, line cooks wouldn’t be able to work from home since their skills are needed on location however, they could take career breaks or annualized hours. Working in the kitchen can be exhausting work but if the line cooks here would be willing to put in an hour or two more a shift, they could then have the option to work as compressed hours giving them more days off. There are individuals who work in the office, such as in the finance department which could utilize the working from home some time as long as Marshall’s would be willing to add more internet security for people working with sensitive documents off location. These are just a few ideas that could be implemented; however, it would be necessary to communicate with each employee and see what their needs and wants are. After the company can begin to build an effective flexible working program that will meet the needs of as many employees as possible. 


Research Methods
A drawback to questionnaires is that people may not be willing to give accurate answers depending on what topics the questions are geared to. Another possibility is that the individuals answering the questions may not understand what the question is really asking, again leading to inaccurate answers. An advantage to using them, however, is the ability to reach a greater amount of people in a shorter amount of time, especially with online questionnaires. (Kane & O'Reilly-De Brun, 2001) Observations can be beneficial, however, subjects tend to change the way they act with they know they are being watched. A way for observations to be effective would be to not let the individuals being observed know they are being watch. Interviews also have some advantages and drawbacks. It’s possible to get a great deal of information however there could be a line of questioning that leads to a bias by the interviewer. These leading questions leads to the interviewer getting the answers that they want instead of accurate answers for the study. (Kane & O'Reilly-De Brun, 2001) Every method has its benefits and drawbacks, however, combining methods could produce a more accurate representation to the questions proposed for research.

Additionally, there are some other forms of information gathering. These are identified as quantitative and qualitative research methods. For example, quantitative is more structured with very little room for deviation. Its analysis answers the questions of “how much” or “how many” for the research inquiry. The data provided will be collected into numbers and used to make charts and graphs. On the opposite side of the spectrum is the qualitative method which answers the question of “why”. It is less structured, and the data used would use words to describe its findings such as traits or attributes. (Pickell, 2019) In order to use one or both of these methods it must be decided what type of informational outcome is needed or wanted. This could possibly give an idea as to which direction to go or if both methods are necessary. 
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