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ABSTRACT
This study examines how flexible working arrangements affect work-life balance among IT workers. A systematic literature review was done to find relevant studies and articles. The findings show that flexible working arrangements in IT have benefits and drawbacks. The study findings revealed that flexible work arrangements improve work-life balance for IT personnel. Participants found that flexitime and working from home improved work-life balance and job satisfaction. However, negative outcomes, including increased domestic chores and disproportionately felt effects by women, were possible.  
Therefore, organisations must overcome challenges and give resources to adopt these options. Organisations are advised to establish flexible work practises, provide supervision and assistance and control workloads. Future studies should examine gender, work-life balance, productivity and cultural differences. To further understand the effects of flexible working arrangements, future studies should focus on the information technology and other industries and use a variety of methods. In summary, this study contributes to the discussion about how flexible work schedules might enhance the work-life balance of IT workers.
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CHAPTER 1: INTRODUCTION
1.1. [bookmark: _Toc149931997]Background & Problem Statement
Flexible working arrangements have become more popular in different industries due to their benefits for both employers and employees (Aziz-Ur-Rehman and Siddiqui, 2019). Employee happiness, work-life balance, stress and burnout can improve with flexible work arrangements. Thus, staff can finish work at their convenience, improving time management. This improves their overall health and makes them more productive and focused at work. Flexible working arrangements allow employers to hire individuals from different regions and backgrounds, expanding their talent pool (Austin-Egole et al., 2020). Additionally, it allows them to meet the workers’ needs and preferences, creating a more inviting and varied workplace.
1.1.1. [bookmark: _Toc149931998]Flexible Work Arrangements  
Flexible work arrangements are alternatives to regular timetables. Flexible work schedules allow employees to choose when, where and how to work (Rehman and Siddiqui, 2019). This includes telecommuting, reduced work weeks, job sharing and flexible hours. One of the biggest benefits of flexible work arrangements is greater work-life balance. This helps them manage their personal duties, which boosts job satisfaction and reduces stress (Jackson and Fransman, 2018). It also lets workers schedule their days around their most creative and productive hours, which improves work quality. Employee retention and top talent recruitment are higher in welcoming workplaces (Weideman and Hofmeyr, 2020). Many workers, especially millennials, enjoy job flexibility and are more loyal to employers who offer it. Because these arrangements are adaptable, many talented workers, such as carers and disabled people, can start or continue their jobs.
Employers who offer flexible work arrangements may save money. When employees can work from home or on flexible schedules, firms can save office space and overhead expenditures (Conradie and De Klerk, 2019). Flexible working arrangements have many benefits, but they can also cause problems for businesses and employees. Remote workers may feel isolated if team communication and collaboration become harder (Kłopotek, 2017). Employers must also protect employee productivity and performance.  
1.1.2. [bookmark: _Toc149931999]Flexible Work Arrangement Policies 
In 2003, UK employees were granted flexible working arrangements "under the banner of enhancing parenting choice" (Lewis et al., 2008). This was an attempt to enhance work-life balance for parents when there were no alternative options. The right was once solely granted to parents of children under six or disabled children under 18. This was first available to parents of children under 17 in 2009 and then to all workers in the summer of 2014 (Chung, 2020). However, the right is only available to persons who have worked for their current company without interruption for 26 weeks and can apply once every 12 months. Only employees can submit the request, and employers can deny it for genuine business reasons. 
UK caregiving and unpaid labour are still seen as conventional due to a lack of progressive laws supporting women's labour participation. This is due to a lack of progressive labour market policy for women. Many people still think the mother is the primary caregiver for her children, even though women are working at record levels. The 2012 British Social Attitude Survey found that one-third of respondents thought a mother with a child yet to join school should stay at home, while five percent thought she should work full-time (Chung, 2020). The UK's ideal worker culture may help explain this customary division of labour. UK culture is known for long work hours. Women in the UK are supposed to care for children and conduct housework, while men work very long hours. This will affect how flexible work provisions are regarded and who can be affected by the stigma associated with flexibility.
Figure 1 below shows how flexible working arrangements were used across Europe in 2015, according to the latest European Working Conditions Survey (Chung and van der Lippe, 2020). The term "schedule control" refers to both "flexitime" workers and those with "working time autonomy," who can set their own hours. This definition includes people who worked from home regularly in the past year. One-quarter of workers in 30 European countries had flexible schedules, and 12% worked from home a couple of times a month in the preceding year. Working from home and schedule control are more common in Northern Europe than in Southern and Eastern Europe. Both aspects differ greatly.
[image: A graph of the number of countries/regions
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[bookmark: _Toc149932366]Figure 1: Flexible Work schedules in different EU countries (Chung and van der Lippe, 2020)
1.1.3. [bookmark: _Toc149932000]Work-life Balance
Work-life balance means juggling personal and professional obligations (Uddin, 2021). Managing career, family, friends and personal goals require time and energy organisation. People must balance work and life in today's fast-paced, competitive environment. Work-life balance enhances physical and mental health, and job satisfaction and stress reduction (Attar et al., 2020). Spending time on personal things may boost happiness. It can improve their work performance. However, when people focus on their profession, they are more productive and driven, which benefits their personal lives. Work-life balance is about creating a fulfilling existence in all areas, including work and personal (Uddin, 2021). It takes conscious effort and ongoing changes to find a balance that suits one's needs. If they prioritise work-life balance, people can live more purposeful and enjoyable lives. 
However, with today's workplace pressures and demands, balancing work and life can be tough. Allowing for some flexibility in work schedules, exercising good time management and separating personal and professional life can help people achieve a healthy work-life balance (Ghali-Zinoubi et al., 2021). Provide employees with flexible working arrangements, a pleasant business culture and assistance for their specific needs to promote a healthy work-life balance.
1.1.4. [bookmark: _Toc149932001]COVID-19 effect on Flexible Work Options
Despite being within the labour market for long, the COVID-19 pandemic has popularised remote and flexible employment arrangements. It has changed people's lives and work, with flexible working arrangements being one of the biggest impacts (Attar et al., 2020). If employees have more control over their work hours, location, and schedule, they have "flexible working arrangements." Many companies say this sudden switch to remote work has improved employee satisfaction and productivity (Forbes et al., 2020). The epidemic has highlighted the need for workplace agility and shown that remote workers may be productive and efficient.
Many firms have had to adopt flexible work arrangements to survive the pandemic (Rahman et al., 2020). This is because governments worldwide have imposed lockdowns and social distancing to stop the infection. Due to this, firms have had to make swift adjustments and implement flexible working arrangements to continue operations and prevent disruptions. The pandemic has fostered flexible working arrangements since they allow people to work remotely, reducing the risk of viral exposure. This is a major justification for flexible work arrangements (Zinoubi et al., 2021). This is crucial for high-risk or vulnerable people. Limiting the virus's spread and keeping co-workers apart are further benefits of this technique.
Flexible working options have also helped firms survive the pandemic (Rahman et al., 2020). After the unexpected shift toward flexible and remote work, organisations continued operations without major disruptions. This has been crucial to business and economic stability, especially given the recent volatility. New technologies are also helping flexible work arrangements gain popularity. If the organisation provides video conferencing, collaboration software and cloud-based platforms, employees can work from anywhere. This makes it easier for enterprises to offer remote work and flexible working hours (Kłopotek, 2017).
The pandemic also showed that adaptive workplace arrangements boost job happiness and productivity. According to (Zinoubi et al. 2021), working from home gives employees more scheduling flexibility, which helps them manage their time and create a healthier work-life balance. This has reduced long journeys, reduced stress and increased time for personal and family activities. Flexible working arrangements may become more common in many companies after the pandemic (Rahman et al., 2020). It benefits businesses and employees because it is a win-win situation.   
People worldwide have reported significant work-life balance disturbances due to the COVID-19 pandemic (Uddin, 2021). Lockdowns and other social isolationist measures have pushed many people to change their daily activities to fit a new lifestyle. In today's fast-changing environment, balancing personal and professional obligations has become more important. Many companies have used remote and flexible labour owing to the pandemic (Bocean et al., 2023). This helps people balance work and life by giving them more scheduling freedom. Instead of extensive trips, people can spend more time with family, hobbies and personal goals at home.
Mental and physical health are also important for overall health, as the epidemic has shown. People value self-care and work-life balance more due to pandemic stress and uncertainty (Pai et al., 2021). This awareness changed behaviour. Organisations have also understood the importance of staff health and well-being, thus they have implemented online wellness programs and mental health services. Finally, it shows that with the right resources and assistance, people can balance their personal and professional lives even amid a crisis. For overall health and productivity, individuals and organisations must continue to prioritise work-life balance.
1.1.5. [bookmark: _Toc149932002]Flexible Work Arrangements in the IT sector
One of the most common flexible job options in the IT business is hybrid working, which combines home and office time. Employees can work from home for a set number of days per week, but they must attend team meetings and other collaborative activities in the office (Forbes et al., 2020). This arrangement is popular since it lets workers operate from home and in an office. These perks include reduced commuting time, flexibility and direct co-worker communication. Working remotely, or telecommuting, is prevalent in the IT business. Thanks to technology, professionals can now work from home (Aziz-Ur-Rehman and Siddiqui, 2019). This approach saves employees time and money on commuting and creates a more relaxed work environment. Home-based workers can better manage their schedules and personal obligations. Another typical flexible work option in IT is compressed hours. This arrangement reduces workdays but increases total time. This structure will help employees finish their work faster, giving them more days off (Austin-Egole et al., 2020). Employees with personal duties or who want to work on personal initiatives may benefit. Compressed hours can also reduce traffic and a company's carbon impact by reducing the number of days employees drive to and from work.
Part-time work has grown in popularity since information technology workers can work fewer hours per week or part-time. This flexibility helps employees manage work and life, which is especially helpful for working parents and others with several responsibilities (Beham et al., 2019). Working part-time allows people to enter or re-enter the workforce, making it more diverse and inclusive. Part-time job is growing in the US.
Recent attention has been focused on work-life balance. This is the ability to balance personal and professional commitments in daily life (Beham et al., 2019). This equilibrium is essential for worker health, happiness, job satisfaction and output. The fast adoption of flexible working arrangements may affect work-life balance, raising concerns. This raises the research question: does flexible working have a positive or negative impact on the work-life balance of employees in the IT sector?
1.2. [bookmark: _Toc149932003]Research Aim
Impact of flexible working on work life balance of employees in the IT Sector. This study examines how flexible working arrangements affect work-life balance among IT workers. This study aims to (1) assess how flexible working is implemented in the IT sector, (2) examine its effects on work-life balance and (3) examine its potential to increase work or home burden.
1.3. [bookmark: _Toc149932004]Research Questions
Q1: How does flexible working manifest in the IT Sector? (Are there any effects of flexible working. Advantages / disadvantages
Q2: What is the effect of flexible working on the work life balance of employees in the IT Sector?
Q3: Does flexible working lead to an expansion of work? Or an increase in domestic burden?
1.4. [bookmark: _Toc149932005]Significance / Relevance of Study 
This study will help us understand how flexible scheduling in IT affects work-life balance. Additionally, it will advise on how to create and manage flexible work arrangements. This study will fill a gap in past studies on this topic. As technology is used more and people want a better work-life balance, flexible working arrangements have become a hot topic in the IT business (Ágota-Aliz, 2021). This study will assess how flexible working affects work-life balance in the IT industry to provide relevant and helpful information to individuals, companies, and managers. This will help them grasp the pros and cons of flexible working in a fast-changing world. As work structures change and personal and professional lives blend, understanding how flexible working hours affect work-life balance is crucial. This research aims to contribute to the ongoing discussion regarding how flexible working arrangements might improve work-life balance, particularly in information technology. 
1.5. [bookmark: _Toc149932006]Brief Research Methodology 
This study will use a comprehensive literature review. This technique will involve systematically searching electronic databases and journals for relevant papers and studies. Articles will be included if they are relevant to the study subjects and focus on flexible working in the IT sector. A critical appraisal tool will assess the selected articles, and a theme analysis technique will synthesise the findings. A systematic literature review begins with a search strategy and research questions. Online search engines like Google Scholar will be used. Carefully select search terms and keywords to identify all relevant articles. After the preliminary research, each article's title and abstract will be examined for relevance to the study themes. After a thorough study, the selected publications will be assessed. The articles' methodology, data gathering and analysis will be assessed. After assessing quality, the selected articles' data will be extracted and organised by topic. This includes identifying significant themes and concepts related to flexible working in the IT sector, such as the varieties of flexible work arrangements, their pros and cons, and their effects on productivity and employee happiness. After data synthesis, it will be analysed, and the most important findings will be highlighted in relation to the study topics. This study will identify research gaps and shed light on flexible working in the IT sector.
1.6. [bookmark: _Toc149932007]Structure of Rest of Project
The remaining project components will be organised as follows: 
2. Literature Review: This chapter will analyse information technology studies on work-life balance and flexible working options. Different subtopics related to the overall topic, such as the benefits and challenges associated with flexible work programs and how they impact work and life, are explored. 
3. "Research Methodology." Chapter 3 describes the systematic literature review method, research approach and philosophy, and how data is analysed.
4. In Chapter 4, "Findings/Data Analysis and Discussion," will discuss the study's main findings and data analysis. The findings' impact on the IT industry will be examined in this chapter. 
5. Chapter 5, "Conclusion," this chapter concludes and summarises the study's key findings. It will also provide recommendations and suggest research directions. 
[bookmark: _Toc149932008]CHAPTER 2: LITERATURE REVIEW
[bookmark: _Toc149932009]2.1. Introduction 
The impact of flexible working on work-life balance of employees has been explored, particularly in recent years when COVID-19 impacted the labour market. The pandemic ensured that many work from home to avoid congestion in the office, which has been determined as the antecedent of virus transmissions. These topics have become central to how they affect employee productivity. Nonetheless, they are not new in the industry and have been practiced for almost a decade. This section covers what other researchers have found regarding this topic.  
[bookmark: _Toc149932010]2.2. Flexible Working Arrangement 
Flexible working allows employees to choose when and where they work. To clarify, flexitime is the ability to change work hours (Chung and van der Lippe, 2020). This can include the worker being able to change their work times or the duration worked each week. Flexible working lets employees select when and where to work. Changing start and end timings or hours worked daily or weekly can allow an individual to take days or weeks off (Chung, 2020). Annualised and compressed hours are also called "flexitime"; workers work full-time but on fewer days, such as four instead of five.  
Working time autonomy gives workers more control over their schedules and hours. Flexitime still requires workers to adhere to core hours like 8 hours/day or weekly hours, such as 37 h per week (Chung and van der Lippe, 2020a). Flexi place, often known as telework or homework, permits employees to work from home. This typically relates to temporarily reducing working hours to meet family obligations. This includes decreased hours per week, job sharing, and temporary reductions. At times, it can be compressed hours, where employees work a few but lengthy days a week (Wheatley, 2017). 
[bookmark: _Toc149932011]2.3. Positive Impact on the Workplace 
Flexible work practices give workers more control regarding time and place of work. (Ferdous, Ali and French, 2021) propose and test a mediation model to examine how work-life balance mediates between flexible work practices and worker outcomes (wellness and turnover intention). Work-life balance is positively linked with well-being. At the same time, it is negatively associated with turnover intention. Work-life balance mediates between flexible work practice and worker outcomes (Ferdous, Ali and French, 2021). The results support the idea that age moderates the relationship between Work Life Balance and intentions to leave the company. Moreover, (Chung and van der Lippe,2020) add that work-family balance and worker well-being are crucial in healthy organisations because they improve work effectiveness. 
Work-life balance policies with Flexible Working Arrangements may produce 'win-win' outcomes and employee satisfaction (Wheatley, 2017). Covering roles or reorganising work tasks can lead to a happier workforce, decreased absenteeism, decreased healthcare benefits use and increased knowledge sharing and skill development. Employees gain from work-time flexibility, reduced work-life conflict and stress and avoided peak journey times (Wheatley, 2012). People with diverse arrangements report increased enhanced work-life balance and job satisfaction. Since women are likely to be 'overloaded' by domestic duties, work-life conflicts are likely to lower their job satisfaction than men (Ergeneli and Ilsev, 2010). Thus, Flexible working arrangements may provide women-specific benefits. 
The number of jobs and productivity in flexible employment agreements are causing concern, citing the need to examine how flexible work arrangements affect workplace efficiency. The Workplace Employee Relations Survey (WERS) was used in Britain between 2004 and 2011 to study home-based, teleworking, flexible time and compressed hours employment patterns (Giovanis, 2018). Financial and labour productivity measure an organisation's workplace performance. First, the causes of these flexible employment types are examined. This step assesses how flexible employment affects corporate performance. (Giovanis, 2018) shows a positive correlation between flexible employment arrangements and workplace performance. Education level, age, wage, manager-employee relations, years of experience, market area and competition all positively affect the likelihood of flexible employment arrangements. The study's effects can include balancing work and family, improving business performance, reducing stress and traffic and more.
Working remotely can benefit a firm with higher productivity. As expected by social exchange theory, workers' increased effort at work also contributes to these savings, which are not only the result of employers offering less workspace. According to (Wheatley, 2017), remote/homeworking workers work harder than on-site personnel because they have more time to work and more elasticity based on work timing. Significantly more of the former group than the latter strongly agree that based on their job demands, they have to work extremely hard and put in more effort and that they work past normal working hours. For instance, 39% of remote workers indicated they had to work extra hard and spend more time on their jobs to get work done or seek support compared to 24% of fixed-office workers (Felstead and Henseke, 2017). Regression results are more robust than other methods since they account for how the two groups are made up. They also imply that remote workers waste substantially more effort in the three key work areas than equivalent workers stationed at a permanent site. 
Additionally, remote workers had more positive views of their employers. Remote workers agreed that they may not leave the workplace for increased pay. About 62.5% of customarily sited workers agreed or strongly agreed (Felstead and Henseke, 2017). All other factors equal, distant workers are more committed to the company. Home-based workers also find their work more enjoyable and stimulating. This is why millennials would consider working at home (Chung and van der Lippe, 2020). The descriptive data show that home-based workers are happier at work. Home-based workers also report higher job satisfaction (Felstead and Henseke, 2017). The seven-percentage point difference in job satisfaction between those who are highly satisfied or better shows this. Regression analyses show that working remotely increases job satisfaction and enthusiasm. 
[bookmark: _Toc149932012]2.4. Negative Impact on the Workplace
"Flexibility stigma" is discrimination against workers who employ flexible working arrangements to balance family and caring. Goffman (1990) defines "stigma" as traits that make a person with a given ailment seem "less desirable kind... reduced in our minds from a whole and usual person to a tainted, discounted one." Stigma can be caused by a body abomination like a disability, a character flaw like a mental disorder, which is directed toward a group of people who share a lineage or family, such as nations, races and religions, or a group of people (Chung, 2020). Flexibility is stigmatised since it deviates from the ideal worker's image, which may be seen as character fault. To conclude, workers who work fewer hours or deviate from traditional working hours, especially to care for family members, are stereotyped as uncommitted and less productive. This can lead to prejudice and career setbacks for flexible workers. The attitudes of co-workers and colleagues toward persons who work flexibly may affect whether flexible working arrangements are embraced and their effects. Flexibility stigma is the belief that those who seek flexible work options for family reasons are less productive, committed and valuable to the company. These career consequences may include lower pay, promotions, or increase the gender wage gap (Chung and van der Horst, 2020). 
Due to their role as primary caregivers for children and the elderly and domestic labour, women are more likely to work flexibly for family purposes but face stigma as less productive (Chung and van der Horst, 2020). If women think flexible-schedule professionals are less productive, they will doubt their productivity. A masculine performance for men involves following the ideal worker culture and working long hours. Men demonstrate masculinity by working long hours and following the ideal workplace culture, earning more than women (Chung and van der Horst, 2020). Many argue that even though men are likely to work flexibly, they are less likely to experience stigma because they may work more flexibly to improve performance (Chung, 2020). Family-friendly arrangements help workers disrupt the stereotype of a manly worker as one who provides rather than cares for others. Thus, men may likely think that workers seeking flexible working arrangements are less dedicated and that they make others work harder. (Chung and van der Horst, 2020)
Remote working (part of the flexible working arrangement) has drawbacks since it can be difficult to separate work from other aspects of life when they overlap (Kooli, 2022). At the end of a workday, many people struggle to "switch off" and relax. Nearly a third of traditional site workers (36.0%) worried about job challenges before being asked, but eight percentage points more remote workers did (Felstead and Henseke, 2017). For regression analysis, switching off and unwinding challenges were combined into one metric. These findings support the broader idea that working remotely has negative effects, as remote workers have a substantially higher negative spillover even when all other parameters are consistent. This implies that working remotely may harm work-life balance, despite its benefits to employee attachment to their companies, love for their work and job satisfaction.
[bookmark: _Toc149932013]2.5. Flexible Work Arrangement Impact on Work-Life Balance
Quality of work life as a happy work environment with good pay, benefits, flexible hours, development opportunities and good co-workers. Quality of work life includes physical, mental, social and economic elements of work. A sufficient quality of work life should benefit both the individual and the firm. (Mendoza-Ocasal et al, 2022) found that work-life quality affects employee happiness and job performance. Additionally, this factor remains significant and important across all economies and organisations. (Bhende et al, 2020) examined work-life quality beyond revenue, defining it as a three-dimensional construct that incorporates freedom and recognition, rewards and a grievance redress process. They found that a healthy work-life balance reduces stress and improves employee well-being. Ideally, work-life balance helps reduce stress as employees improve work adaptability (Chiang et al., 2010). Therefore, balancing one's professional and personal lives is essential to productivity and a happy, healthy family life. Productivity, skill deployment and efficiency are part of work-life balance. 
The general consensus is that work-life balance and job satisfaction improve when employees have a better work life. Happy workers are more self-motivated and contribute more to the company's progress. Businesses can occasionally encourage their employees without spending more. When employees are happier and more fulfilled, they are less likely to leave a company (Bhende et al., 2020). Organisational value will increase when personnel turnover decreases. Employers can save money by not employing new workers and instead investing in employee development or work-life quality. On the contrary, poor work conditions cause stress, which lowers employees' quality of life at home. The workers would become mentally exhausted, unmotivated, and dissatisfied with their jobs (Mendoza-Ocasal et al., 2022). This would affect employee output. Unless the company acts quickly, the employee will have to search elsewhere for a job. Due to this, more workers would quit. 
Work-life balance is achieved when flexible work arrangements are implemented (Ferdous, Ali, and French, 2021). More balanced involvement of workers in their families and workplaces will also reduce conflict. Balanced workers perform well in both tasks and do not let "situational emergencies" impair one of them. Workers would also build routines to meet both professions' long-term needs. Employees' balanced engagement in work and family roles, arising from remote working, is expected to improve well-being by reducing work-family conflict and stress (Felstead and Henseke, 2017). According to (Bhende et al, 2020), people who have positive involvement balance devote equal psychological involvement to family and work roles and distribute their involvement equally. Psychological activity restriction indicates an inadequate involvement balance. A substantial engagement balance improves life quality, while a negative balance has no effect. A substantial gap between work and family time can result from an imbalance in involvement. This can raise work-family friction and stress, lowering quality of life. However, employees with an uneven involvement favouring family were happier and had less work-family conflict. However, employees' uneven involvement, which favoured work, showed the most work-family conflict and stress.
Flexibility is mostly used to improve work-life balance, but companies try to boost employee performance, too. Flexible work can improve work-life balance (Ferdous, Ali, and French, 2021). High-performance systems use flexible working to improve workers' control over their jobs and performance (Chung, 2020). Teleworking and flex time provide workers with more control. The dual nature of flexible work explains why and for whom specific forms of flexible employment are more likely to result in flexibility stigma and unfavourable career outcomes, as I shall demonstrate in the next part.
Flexible work options provide employees with more control over how and when they work. This is crucial for working parents to juggle between jobs and families. Flexible working hours allow employees to choose their most productive times, which may not be nine to five. Due to this, they can spend more time on personal matters like caring for their children or elderly relatives (Chung and van der Horst, 2020). They can better balance their personal and professional life, reducing stress and anxiety generated by maintaining this balance. Additionally, allowing employees to work elsewhere, from home or another office, eliminates long, exhausting commutes, which might affect work-life balance. Instead, they may spend time with family or pursue hobbies. It reduces commuting stress and tiredness, improving work-life balance for employees (Jackson and Fransman, 2018). This is the ideal work-life balance since employees can comfortably manage their work and family matters. 
Flexible work schedules may also improve employee health and satisfaction (Forbes et al., 2020). Employees are happier when they can choose their work hours and location. Thus, this may improve mental and emotional wellness. When tired, they can opt to take a break and reflect, unlike the duration in a traditional work setup where everyone should be in the office. Work-life balance reduces burnout, stress and other mental health issues (Attar et al., 2020). This may boost work productivity and positivity. 
Flexible working hours permit workers to pursue personal hobbies and welfare outside of work, improving work-life balance. Work flexibility allows workers to schedule their work around their personal obligations. Gym breaks and hobby duties are such examples, and they help achieve work-life balance (Bhui et al., 2016). This can greatly affect their health and job satisfaction. Moreover, flexibility allows workers to spend more time with family and friends outside of work. Since they can change their work schedules, employees do not require their employer's agreement to attend important family functions. This enables them to balance between work and life, distributing their roles equally (Bhende et al., 2020). Due to this, employees' personal relationships and quality of life can improve, improving work-life balance.
However, flexible employment arrangements may create distinct problems. One fear is that workers may have trouble unplugging as employees may take more time at work and forget about personal life (Kooli, 2022). Technology may raise pressure on workers to work 24/7. This might cause an undesirable work-life balance by blurring personal and professional boundaries. This has been identified as a challenge since remote workers have admitted to working more than their counterparts in the office (Felstead and Henseke, 2017). 
[bookmark: _Toc149932014]2.6. Flexible Working Leading to Work Expansion (or increased domestic burden)
Flexible working arrangements may increase employee workload, which is a major concern (Čiarnienė et al., 2018). Because they can work from anywhere, employees may feel the need to be connected to work even when they should be relaxing or with their families. This can lead to longer work hours and an inability to turn off, affecting work-life balance. Additionally, work-from-home employees may find that their flexible schedules increase housework. Flexible work schedules provide individuals more time for personal duties, but they may have to balance work and family (Chung and Van der Lippe, 2020). As they try to manage work and life, employees may feel stressed and overwhelmed.
Employees may also have trouble detaching from work since they often bring it home, which may blur the distinctions between their personal and professional lives (Sirgy and Lee, 2018). Because of this, employees may feel like they are always on call, making it hard to relax and enjoy their time off. It is also critical to consider how flexible working hours affect team dynamics. When team members work from home or elsewhere, they may not see each other. Due to this, communication and collaboration may be difficult, which may raise employee workload and stress as they try to make up for the lack of face-to-face engagement (Sirgy and Lee, 2018).
Flexible working arrangements may also impact professional advancement. As flexible work schedules and working from home become more prevalent, employees' efforts and contributions may be less recognised (Čiarnienė et al., 2018). Thus, they may not be as focused or committed to their work, which could hinder their chances of promotion or career advancement. Another question is how flexible working hours may affect workplace gender equality. Studies show that women use flexible work arrangements more than men. This may perpetuate workplace gender norms (Chung and Van der Lippe, 2020). While working from home, women may shoulder more domestic and childcare duties, resulting in unequal allocation. This may affect women's career advancement and earning potential, affecting their capacity to balance work and life.

[bookmark: _Toc152456050]2.7. Flexible Work and Impact on Gender 
This move towards flexible employment has affected how men and women view and experience work-life balance (Subramaniam et al., 2015). Working from home has several benefits, but its downsides differ by gender and society's expectations. Flexible work arrangements allow men to upgrade and focus on job advancement. When individuals can work from home, they may better manage their time and attend workshops or classes to develop their skills and increase their promotion prospects (Ray and Pana-Cryan, 2021). Men may feel empowered and happy because they believe they have more control over their careers. They can also balance personal and social obligations. For instance, they can spend more time on social activities like sports and hobbies, improving their health and lifestyle (Ray and Pana-Cryan, 2021). This may lead to a more balanced and pleasant personal life, boosting job productivity and satisfaction. 
Flexible work arrangements can also help men's mental health. If men can work from home, they can avoid long trips and improve their mental health. Finally, such arrangements can improve men’s work-life balance. Men may struggle to unplug from work due to flexible working options' ongoing availability and accessibility (Shagvaliyeva and Yazdanifard, 2014). This can blur their personal and business life. Because of this, people may feel pressure to always be available for work, which can harm their health and relationships. This indicates that flexible working arrangements may favour men much.
On their side, women may face employment challenges because of their responsibilities to their families besides work. Flexible work helps women balance personal and professional obligations (Chung and Van der Lippe, 2020). It can allow women to pick up their kids from school or attend important events without sacrificing employment. This allows women to work and care for others, improving their work-life balance. However, female workers may struggle to overcome the notion that their remote work is less significant. Flexible working arrangements are often associated with women and their family responsibilities, which might perpetuate gender stereotypes and devalue women's successes (Chung, 2019). Due to this, women may not be considered for promotions or leadership roles, which can hurt their careers. This is because women are thought to be less career-focused than men.
Since men do not take many family roles, they may have more time for other activities through a flexible approach compared to women who suffer burnout. Ideally, flexible work arrangements can lead to burnout and overwork in women (Subramaniam et al., 2015). Due to women working, raising kids and doing housework. The border between personal and professional life may blur even further. This might cause tension and fatigue, affecting their work-life balance. Women may also experience discrimination in flexible work arrangements (Chung, 2019). Women may be pressured to choose flexible working options, which could affect their pay, career prospects or even eligibility for important projects or promotions. This may hinder their career advancement.
[bookmark: _Toc149932019]2.8. Conclusion of Chapter
Providing employees with more flexible work arrangements helps them balance their personal and professional lives. It gives workers control over their schedules, which can boost job happiness, well-being and productivity. Flexible working alternatives have consequences, such as blurring household and professional boundaries. Individual differences, corporate culture and job details moderate and mediate the relationship between work-life balance and flexible working hours. These procedures include setting work hours and encouraging breaks. Businesses can also help employees balance work and life by providing assistance and resources. Employers can profit from flexible working arrangements while ensuring a healthy work-life balance by addressing potential difficulties. In order to create a positive work environment, employers should recognise the essence of work-life balance and consider offering flexible work arrangements.

[bookmark: _Toc149932020]CHAPTER 3: RESEARCH METHODOLOGY
[bookmark: _Toc149932021]3.1. Introduction 
This section outlines the research method used to examine how a flexible working schedule affects work-life balance in the information technology sector. This section will describe the research philosophy, assumptions, study design, research procedure and data collection methods used to answer the research questions. Additionally, will discuss ethical issues.
[bookmark: _Toc149932022]3.2. Research Philosophies and Assumptions
The study of how flexible working conditions affect IT workers' work-life balance uses interpretivist research. Interpretivism in study involves understanding human conduct as well as interpreting individual experiences and their meanings (Alharahsheh and Pius, 2020). It recognises that everyone has different perspectives and experiences and that they must be considered while studying a phenomenon. This school of thinking emphasises the importance of exploring the person's reality as much as possible to better understand society.
This research strategy is suitable for studying how flexible working hours affect work-life balance in the IT sector. An interpretivist approach is appropriate since the study seeks to comprehend employees' viewpoints and experiences. Flexible working is intricate and multifaceted; thus, it is important to understand how employees perceive it. Interpretivism also highlights that people have different viewpoints and experiences, which may influence their views on flexible working arrangements. It considers different cultures, situations and circumstances to understand realities (Alharahsheh and Pius, 2020). Investigating these personal experiences can help one understand how flexible work hours affect work-life balance. Interpretivism also allows for flexibility in research design and data collection, which is crucial when studying flexible working. It also allows personal perceptions and biases, which complicates and deepens the research. 
This philosophy considers a situation at hand, paying attention to the fact that situations differ (Al-Ababneh, 2020). In this study, the focus is on the IT sector. In conclusion, the interpretivist research philosophy is suitable for the study of how flexible working hours affect work-life balance in the IT industry. It takes a flexible and holistic approach to studying this complex topic and aims to comprehend employees' subjective experiences and viewpoints.
[bookmark: _Toc149932023]3.3. Research Design
A qualitative research design was utilised to analyse and understand employees' views on flexible working arrangements in the IT industry. Additionally, a flexible research technique combining exploratory and descriptive research was used. The exploratory study helped understand flexible working and its forms, while the descriptive research helped understand how it affects work-life balance. (Johnson, Adkins and Chauvin, 2020) specify four items that qualitative design should entail as best practices. First, the researcher should enhance credibility as proof for the reader that the results are correct. Second is transferability, where the researcher provides contextually relevant information so that readers can decide if the findings apply to them. Again, dependability, the researcher describes the research processes in detail so that the work can be repeated. Finally, the researcher should provide confirmability to reassure the reader that the results' accuracy and reliability are based on and reflect collected data.  
Qualitative research allowed for a deeper knowledge of how flexible work hours affect work-life balance. From the literature review extracted, the experiences and perspectives of information technology workers were examined to better understand the subject matter's complexity and subtleties. The aim was to understand the experiences, behaviours and concepts related to the topic in question (Johnson, Adkins, and Chauvin, 2020). Using an adaptive research design allowed for flexibility throughout the investigation. Since flexible working is continually evolving, a rigorous research technique could have limited the study's scope. Since it integrated exploratory and descriptive research, this study was able to examine flexible working and its effects on work-life balance from multiple perspectives.
The exploratory study included a thorough literature review. This review helped establish a study's understanding and conceptual framework. After the literature study, the descriptive research evaluated and interpreted the data to better understand flexible working through content analysis (Colorafi and Evans, 2016). The versatility of the research approach allowed for extra inquiry and analysis if the data revealed new views or repeating themes. This improved the validity of the findings by deepening understanding of the research topic and its consequences.
[bookmark: _Toc149932024]3.4. Research Approaches
Deductive and inductive research approaches dominate social science research (Al-Ababneh, 2020). The inductive technique was used in this study because it was better for studying information technology workers' views on flexible working and work-life balance. (Majeed, 2019) indicates that the inductive method aims to generate knowledge from qualitative data by identifying themes and expanding experiences. This strategy is often used in exploratory research, where little is known about the issue. Flexible work arrangements in IT are an example. Inductive research is iterative and cyclical, involving data collection, analysis and theory formulation. To find recurring themes and patterns in the replies from interviews and surveys, this study did a thematic analysis. After identifying these themes and trends, a theory was constructed to explain how flexible working hours affected IT professionals' work-life balance.
This study effort used the inductive technique due to its versatility. It focuses on generating general knowledge from a specific situation or observation (Majeed, 2019). This strategy helped in understanding flexible working and its impact on work-life balance in the IT sector. The nature of the inductive technique allowed research design and data collection to be refined throughout the study. Therefore, the research was current and relevant to the latest information technology developments.
Inductive methods are suitable for studying subjective experiences and perceptions because they allow the collection and analysis of extensive and nuanced data. This approach is paired with interpretivist philosophy, highlighted above (Al-Ababneh, 2020). The inductive method was used to explore employees' views and experiences of flexible working arrangements in a deep and meaningful way. The methodology's versatility and ability to study subjective and complex phenomena made it suitable for this research issue.
[bookmark: _Toc149932025]3.5. Data Collection Methods   
A systematic literature review was chosen as the main data collection method for this study since it provides a deep understanding of the topic. This study on the effects of flexible working hours on work-life balance in the information technology industry involves methodical and ordered literature evaluation. One of the biggest benefits of systematic literature reviews is their capacity to find and synthesise relevant studies (Bhimani, Mention, and Barlatier, 2017). The examination covers books, articles and journals using many databases and search terms to ensure a complete assessment of relevant published content. Discovering IT workers' different views on work-life balance and flexible working.     
Systematically selecting research is also thorough and open-minded. This reduces study biases and increases transparency, making findings more reliable (Bhimani, Mention, and Barlatier, 2017). It lets you compare and synthesise research facts, improving comprehension. Thorough literature reviews reveal knowledge gaps that can inform future research. It can provide historical context and research trends. The review provides more practical and generalisable insights by integrating publications from different geographies and researchers.
This research relied on a thorough review of relevant previous work. This requires researching IT flexible working and work-life balance books, articles, and journals. JSTOR, ProQuest, Sage Journals and Google Scholar were used to find relevant material. The literature review included IT sector papers over the past decade. Data collection required an extensive literature search. Step two was finding study keywords like "work-life balance," "flexible working," "IT sector,". A combination of these keywords was then used to search the selected databases for relevant literature. The articles were further evaluated for relevancy and significance to the investigation after the preliminary investigation (Templier and Pare, 2018). The author's trustworthiness, the journal's repute and the research methodologies used were considered to evaluate whether the sources were reputable and relevant.
After selecting the articles, critical analysis and synthesis were undertaken to identify the most essential study themes. The consistent and contradictory findings in the research were carefully considered to assure data validity and reliability (Goffin et al., 2019). A comprehensive literature study ensured a complete and reliable examination of the literature on flexible working and work-life balance for information technology workers (Rashmi and Kataria, 2022). This article's study focused on this. It also allowed comparisons with other studies, which helped clarify the topic.

[bookmark: _Toc149932026]3.6. Ethical Considerations
Ethics were considered throughout the research. Before starting the study, the university's research ethics form was completed. This verified the investigation was ethical. Every source included in the literature review was properly credited to avoid plagiarism (Goffin et al., 2019). In addition, using secondary data from published sources eliminated the need for informed permission and protected individuals from damage or upset. Ethics, including secrecy, anonymity and voluntary participation, were maintained throughout the research project.
[bookmark: _Toc149932027]3.7. Conclusion 
This study answered its research questions using an appropriate and effective research method. A qualitative research design, deductive technique, and systematic literature analysis revealed how flexible working arrangements affect work-life balance in the IT industry. Ethics were considered to protect participants' rights and anonymity during the study. Finally, data was analysed using thematic analysis to identify the specific themes that arose from the selected articles. 
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CHAPTER 4: FINDINGS / RESULTS, ANALYSIS AND DISCUSSION
[bookmark: _Toc149932029]4.1. Summary / Presentation of Findings / Results
The study focused on the IT sector. The Impact of flexible working on work life balance of employees in the IT Sector. Below is the summary of studies considered in this study that met the criteria. 

	Author(s)
	Key Findings 

	James, A. (2014).
	The IT workers experience workload issues and flexible work arrangement helps them manage work-life conflicts and receive family support, promoting work-life balance. 

	Gampala, P., and Kota, R. (2019).
	77.5% of IT workers deemed their work-life balanced because of working at home (flexible work arrangement). 

	Garg, P., and Yajurvedi, N. (2016). Impact
	Flexi time, job sharing and breaks help workers achieve work-life balance. 

	Gupta, C., and Rao, R. (2019).
	Work-life challenges women in IT experience include workload, gender discrimination, inadequate support system, health issues and compromises

	Prasad, L., Mishra, P. (2021).
	Work-life flexibility improves employee performance and lowers employee turnover and absenteeism.

	Ridic, O., Avdibegovic, A., and Busatlic, S. (2016).
	Flexible work hours and location improve work-life balance. Work and time flexibility improved efficiency and reduced stress. 

	Sharma, N., and Nayak, P. (2016).
	Flexible work arrangements harmed women more through stress, raising children, and working. They also face discrimination that they should focus on childcare.


	Tewathia, N. (2014).
	Over 73% of men and 52% of women think work prevents them from spending time with their families. 
Work is too much and 54% of men and 47% of women said they have no spare time. 
55% of males and 50% of women believe employment pressures have harmed family life.


[bookmark: _Toc149932370]
Table 1: Summary of findings
[bookmark: _Toc149932030]4.2. Analysis of Results
[bookmark: _Toc149932031]4.2.1. Positive Impact of Flexible Work Arrangement
Before understanding the importance of flexible work arrangements, (James, 2014) shed light on the challenges that IT workers experience. They challenge the stereotype of the IT professional as a young man who lives alone and prioritises work over family and other obligations. Instead, it illuminates workers' diverse work-life balance experiences and gendered problems. The research found that project deadlines, client emergencies and the need to stay current in an ever-changing industry are the main causes of workplace conflict for IT workers. It also highlights the challenges working women with young children face. Working mothers continue to be crucial to childrearing and family maintenance, demonstrating additional burden. Worker preferences for work-life balance differ depending on their employment, houses and life phases; thus, there is no one-size-fits-all answer. The research raises issues about how work-life balance restrictions affect worker mobility and information sharing between IT organisations. These challenges prompt the need for flexible working where employees can take their time off and engage to work on their own time. 
The study by (Garg and Yajurvedi, 2016) emphasised the need to use work-life balance alternatives like flexitime, job sharing and breaks to give employees the idea of balancing their professional and personal lives. The study revealed that when possible, leave, facilities and childcare are important inside the organisation. Besides career breaks, job sharing is needed more. Specialised therapy sessions on work-life balance are also needed. Companies should include counselling departments to help employees manage work and life. Again, frequent exercise, meditation and other soft skill practises help promote staff emotional equilibrium. This study offered new insights and recommendations for future research on flexible work arrangements and work-life balance and their effects on organisational performance and employee productivity.
Another study examined whether work-life balance and job performance are related and whether gender matters. (Prasad and Mishra, 2021) performed simple linear regression and one-way MANOVA for data analysis. As revealed by the regression result, work-life flexibility substantially impacts employee performance (ANOVA, 2020). The R2 score is 0.375, indicating that scheduling flexibility affects work performance by 37.5%. The study confirms previous findings that flexible working practises boost work-life balance. Furthermore, work-life flexibility increases productivity, decreases employee turnover and reduces absenteeism. This study found that work-life flexibility affects job performance, but gender does not.  
When the flexible arrangement policy was enacted, the IT sector warmly welcomed it. (Gampala and Kota, 2019) realised that 77.5% of workers deemed their personal and professional lives balanced. Female responses dominate at 58%. According to the study, women are better at balancing work and life than men. Again, 61 percent of respondents are under age 25, and 71% thought they had a good work-life balance. Similarly, 62.5% of respondents have fewer than two years of experience and 76% of respondents said they can manage work and life. The demographics of IT workers do not affect their work-life balance, meaning that they could tap the potential irrespective of the region they live. 
Compared to flexible work schedules, about 69.7% of workers say travelling for work makes it harder to spend time with their families (Gampala and Kota, 2019). at the same time, 80 percent of workers said family support boosts productivity. Therefore, working at home was more productive for them due to the support they got from family members. 
Finally, (Tewathia, N, 2014) compared how participants felt when working in the office to understand the benefits of a flexible work schedule. Over 73% of men and 52% of women think work prevents them from spending enough time with their families. Since work interrupts their time, 54% of men and 47% of women said they have no spare time. Even after leaving their job, 38% of men and 50% of women think about work. Interestingly, 55% of males believe employment pressures have harmed family life, while 50% of women do. However, working flexibly can help them spend more time with their families. 
[bookmark: _Toc149932032]4.2.2. Negative Impact of Flexible Work Arrangement
(Tewathia, 2014) found that stress could affect a number of areas of work performance, and respondents were asked to identify whether it increased, decreased or remained unchanged. These findings solely consider respondents who said stress hurt a location. Accuracy, productivity, alertness, creativity, job satisfaction and decision-making are vital. The study found that increased stress and anxiety lower organisational efficiency and production.
Apart from stress, working from home has other medical challenges. (Gampala and Kota, 2019) found that 48.5% of employees were having headaches and 24.2% had hypertension due to work-life conflict. Additionally, 65 percent of workers said their job takes too much time to handle family duties. This brings the issue of overlapping, where it becomes hard to balance work and personal issues. 
The impact of flexible work arrangements harmed women more. (Sharma and Nayak, 2016) revealed that female employees were more stressed than male employees. Since they are more sensitive to family issues and child raising, female employees may find it difficult to focus on their work if they have a personal issue. Because it is hard to leave their kids with others, female workers who travel for business experience job stress. (Gupta and Rao, 2019) support this, indicating that women are disproportionately expected to do childcare and housework, which can lead to role overload, the study found. They also face gender discrimination in their personal and professional lives, which affects opportunities, promotions, decision-making, and competence.
Supporting what (Sharma and Nayak, 2016) indicated regarding women in the IT sector, (Gupta and Rao, 2019) studied other challenges women experience as they seek flexible work arrangements to address professional and family lives. For instance, a lack of family and spouse support, an unsupportive work environment and a lack of healthcare facilities also add to the problem. Finally, women must make sacrifices in their personal and professional lives, which might delay marriage, motherhood and career advancement. The study emphasised gender mainstreaming, gender prejudice awareness, women-friendly policies and infrastructure and better healthcare to help women IT professionals balance work and life. 
[bookmark: _Toc149932033]4.2.3. Flexible Working Impact on Work-life balance 
(Tewathia, 2014) learned that about 83% of men and 95% of women think working part-time would enhance their work-life balance. Moreover, 87% of men and 84% of women supported working from home. More women (89%) than men (75%) strongly believed there should be a home emergency alternative. However, 76% of men and 92% of women stated that accessible childcare services would enhance work-life balance. Ideally, women are more likely than men to think part-time work, childcare, and the flexibility to handle home concerns will improve their work-life balance.
Elsewhere, (Ridic, Avdibegovic, and Busatlic, 2016) established that flexible work options improve work-life balance and efficiency. Their study used a non-random convenience sample of IT workers to examine how flexible work arrangements affect work-life balance and efficiency. The study explored if flexible work arrangements, work-life balance and employee efficiency are associated with gender, age, commuting time and child status. All surveyed employees agreed that flexible work hours and location improve work-life balance. Although 64.80% of participants said their work-life balance is good, there is always room for improvement. Flexibility in work time and location improved efficiency and reduced stress, according to participants.
Flexible work arrangements help employees balance their personal and professional lives. According to (Garg and Yajurvedi, 2016), a healthy work-life balance benefits both the employee and the firm. Since both benefits are interdependent, work-life balance is crucial and possible. When supported by companies and employees, practises can reduce work-life conflict and improve organisational ratings. These effects are often linked to employee attitudes, such as job satisfaction, performance, absenteeism, productivity, recruitment and training costs, retention of valuable employees and organisational commitment and loyalty. All of these elements save expenses, improve customer satisfaction and implicitly boost organisational performance. Major companies must take time to create a work-life balance culture.
Despite flexibility improving work-life balance, (Sharma and Nayak, 2016) found that not all IT organisations offered work-from-home policies and supervisor support is inadequate, despite it being the most preferred work-life balance criterion. Most work-life balance criteria involve working from home. This study found a significant relationship was found in working hours. The evidence disproves the null hypothesis since IT workers' weekly hours are strongly correlated with gender. Male and female employees were delighted with the working hours regulation because they had to work eight hours from 7:30 in the morning to 8:00 in the evening, but anyone could volunteer to work shifts. Male employees responded more positively than female employees in this case. Flexibility is crucial in emergencies and supervisor aid is crucial for family occasions for both men and women.
[bookmark: _Toc149932034]4.3. Discussion of Results 
[bookmark: _Toc149932035]4.3.1. Positive Impact of Flexible Work Arrangement
The studies discussed in section 4.2.1 (positive impact of flexible work arrangement) showed the benefits of flexible work arrangements in IT. These agreements help IT workers overcome challenges like work-life balance, gendered issues and family responsibilities. Studies reveal that flexible work practises benefit people and the workplace. These practises boost productivity, job satisfaction and dedication. One of the most significant findings of the studies is that IT workers struggle to combine work and life. (James, 2014). Flexible work approaches are needed to address work-life balance issues caused by project deadlines, client crises and the fast-changing IT industry, according to the study. Work-life balance options, including flexible work schedules and paid time off, help workers balance their personal and professional lives, according to (Garg and Yajurvedi, 2016). This may reduce work-related stress and improve health.  
Additionally, (Prasad and Mishra, 2021) found that flexible work arrangements improved job performance. This supports the premise that these practises benefit individuals and organisations. (Gampala and Kota, 2019) found that flexible work arrangements improved work-life balance and productivity, especially for women. This affected men and women workers. This shows that flexible work arrangements are needed to balance work and life and promote workplace gender equality.
Working remotely, or telecommuting, can also improve staff performance, according to the studies. (Wheatley, 2017) found that remote workers are happier and more productive. (Felstead and Henseke, 2017) found that remote workers worked harder and spent more time. This increased job satisfaction, devotion and happiness. These findings support the social exchange hypothesis, which states that employees who their employers give more flexibility and autonomy perform more and are more loyal (Wheatley, 2017). The social exchange hypothesis predicts these results.
The research shows that flexible work arrangements boost productivity and performance. (Giovanis, 2018) found that flexible work arrangements improve workplace effectiveness. This means these practises benefit employees and the company as a whole. Working remotely can reduce stress, traffic and cost while increasing job satisfaction and retention (Wheatley, 2017). Flexibility like working from home, can boost these benefits. Additionally, (Felstead and Henseke, 2017) found that remote workers were more loyal to their companies. This implies that flexible work arrangements boost employee loyalty.
Previous study has shown that flexible work arrangements help both individuals and companies. These studies confirm earlier research and support it. The current study shows that flexible work practises, especially in IT, are beneficial. This research shows firms that certain practises are necessary; thus, they should adopt them. The evidence in section 4.2.1 suggests that flexible employment arrangements may benefit men and women differently. Female employees reported greater work-life balance than male employees, according to (Gampala and Kota, 2019). This contradicts (Prasad and Mishra, 2021), who found no gender effect on work-life flexibility and job performance. This supports previous studies on gendered flexible work arrangements, particularly for working parents. Working mothers’ benefit from flexible employment options, according to the study. This shows how crucial it is for companies to consider their employees' needs and tailor their flexible work arrangements accordingly.
Section 2.3 of the literature review discusses how flexible work arrangements improve employee performance. Current research demonstrates that flexible work arrangements boost workplace productivity and effectiveness. This shows that flexible work practises can increase employee well-being, work-life balance, and the organisation's success. (Ferdous, Ali, and French, 2021) and (Chung and van der Lippe, 2020) provide a theoretical justification for these benefits by highlighting the mediating and moderating roles of work-life balance and worker age in the relationship between flexible work practises and results, citing that Millennials love flexible work arrangements. Flexible work arrangements must take into account each employee's needs and the organisation's overall environment.
In conclusion, the study mentioned in section 4.2.1 shows that flexible work arrangements can benefit the information technology industry. These methods improve workplace productivity, employee satisfaction and job performance. They also address work-life balance issues. The data also proposes a gender discrepancy in the benefits of flexible work arrangements, emphasising the need for firms to consider worker needs and adjust their policies. These findings demonstrate the importance of flexible work arrangements in today's workforce for corporate performance and employee well-being.
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4.3.2. Negative Impact of Flexible Work Arrangement
Flexible work arrangements harm workers and employers, according to section 4.2.2. One of the biggest unanticipated effects was increased stress, according to (Tewathia, 2014). (Gampala and Kota, 2019) observed that 48.5% of employees felt headaches, and 24.2% reported hypertension due to work-life conflict. The study also found that 65% of workers thought their professions consumed too much time, making it hard to combine work and life. Women, who are more prone to stress and anxiety, find it challenging to balance personal and work life. Society's pressure on women to balance work and family may explain these phenomena. The study also found that women were more likely to suffer family and marital support issues, unsupportive work environments, and a lack of medical care. (Gupta and Rao, 2019) found that women in information technology face gender discrimination and role overload due to home responsibilities. 
The fact that flexible work arrangements harm women raise the issue of "flexibility stigma" and its workplace effects. Studies show that employees who use flexible working arrangements, especially for family or caregiving, are seen as uncommitted and less productive (Goffman, 1990). This applies especially to family and caregiving workers who use flexible work arrangements. This can lead to discrimination, lower pay, promotions and gender wage gaps for flexible workers. This issue is especially important for women, who are more likely to employ flexible work arrangements to care for their families. The "flexibility stigma." may lower job satisfaction and motivation for men and women. They may doubt their productivity and dedication when using flexible working choices. This stigma is also linked to "masculine performance," in which men are expected to follow the ideal worker's lifestyle of long hours and career dedication (Chung, 2020). Due to this, males may view workers who employ flexible working engagements for family reasons as less useful and dedicated, which may raise workplace animosity and bias against flexible workers.
The studies found that flexible employment arrangements make it harder to integrate work and life. Working remotely as flexible work arrangements might make it hard to unwind, which can lead to an uneven work-life balance, according to (Kooli, 2022). According to (Felstead and Henseke, 2017), distant workers are more likely to worry about workplace concerns before being questioned, which can harm their mental health. Remote workers worry more about job issues before being asked, according to (Felstead and Henseke, 2017). This work-life mismatch can also lower employee productivity and burnout, which hurts the company's performance.
According to studies, flexible work arrangements can have various negative implications, many of which are significant for workers and businesses. This may cause stress, problems balancing work and family life, prejudice and career losses for employees. This can lower production, job happiness and company motivation. This shows that companies must address these issues and create a more friendly and inclusive workplace to fix the problem. Policy and infrastructure may be implemented to help women and other employees balance their personal and working lives. Eliminating the "flexibility stigma" and creating an environment that supports and educates about flexible work arrangements is also crucial. This would boost company productivity and benefit personnel.
[bookmark: _Toc149932037]4.3.3. Impact on Work-life Balance 
Research regarding the effects of flexible working engagements on work-life balance shows recurring patterns and trends. Both men and women in various fields believe that greater flexibility in their working arrangements, such as the ability to work remotely or part-time and easier access to childcare facilities, would improve their work-life balance (James, 2014). The research also implies that remote working and flexitime improve work-life balance. Flexible work choices provide employees more control over their personal and professional schedules, improving work-life balance (Chung and van der Lippe, 2020). Despite the benefits of flexible work arrangements, supervisor support is sometimes lacking and many businesses limit work-life balance policies like work-from-home options. This is despite the benefits of flexible work arrangements.
These findings support ongoing discussions about work-life balance, which emphasise the importance of managing one's personal and professional lives for the well-being and performance of individuals and organisations. Work-life balance is crucial (Bhende et al., 2020); (Ferdous, Ali, and French, 2021). This element significantly affects employee satisfaction, productivity, stress and quality of life. This highlights the need to give flexible work arrangements to achieve a positive work-life balance for employees. Flexible work arrangements like part-time and remote work let employees balance work and life. Working parents find it simpler to balance work and family. (Chung and van der Horst, 2020) found that flexible work hours allow employees to choose when they are most productive and better manage their calendars around personal obligations. Working from home also minimises long, tiring travels, making it easier for people to manage work and life.
Studies show that flexible work arrangements improve employee health and satisfaction. Flexible work arrangements allow employees to pursue personal interests and hobbies by controlling their professional and personal calendars. It improves their quality of life and reduces stress caused by a mismatch between their personal and work lives. Additionally, it allows workers to spend more time with their families and friends, which may improve their relationships and well-being. However, the research shows that flexible work arrangements can sometimes cause major issues. Many home workers worry that they will not be able to detach from their employment and will have to work more hours (Kooli, 2022). The blurring of personal and professional boundaries might lead to an unsatisfactory work-life balance. According to ((Felstead and Henseke, 2017), technology might make employees expect to work full day the entire week, leading to longer hours and less personal time.
Since literary research provides valuable insights, employers and organisations can profit immensely. The findings show that flexible working arrangements can improve work-life balance for employees.( Bhui et al, 2016) found that people with a good work-life balance are more motivated, productive and loyal to their employers. This improves company performance and reduces staff turnover, saving businesses money.
Finally, flexible work arrangements greatly affect work-life balance. When companies provide flexible working options, workers who can manage their personal and professional lives report a better quality of life. Moreover, they indicate higher job satisfaction due to work-life balance. However, businesses must give appropriate support and work-life balance policies to make flexible work arrangements successful. This will foster a work-life balance culture that benefits people and businesses.
[bookmark: _Toc149932038]4.4. Conclusion
The reviewed studies show that flexible work arrangements can benefit and harm people and the company. A better work-life balance, more productivity, and higher job satisfaction are the benefits. On the other hand, stress, a "flexibility stigma," and work-life balance issues may result. Women had a worse problem balancing personal and professional commitments than men, according to the findings. Despite the risks, flexible working arrangements are essential in the modern workplace. As the IT business grows, workplace adaptability will be needed. The research reviewed for this article shows how crucial it is to offer flexible job options, especially to IT workers. It helps people manage work and life, perform better and promote workplace gender equality. Organisations' hiring practises are affected by this article's findings. Businesses must recognise that flexible work arrangements are no longer a bonus but a need in today's competitive labour market. Flexible work options like working from home, part-time scheduling and convenient childcare can enhance employee satisfaction, productivity and retention. Flexible employment arrangements can provide challenges that must be addressed. The risks include stress and  "flexibility stigma." Employers can mitigate these issues with help and communication.

[bookmark: _Toc149932039]CHAPTER 5: CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc149932040]5.1. Summary of Main Findings 
Flexible working arrangements let IT workers combine work and life. Flexible time, job sharing and breaks help employees balance work and family. Flexible working engagements can improve work-life balance, stress, productivity and job satisfaction. Flexible work arrangements can increase stress and health issues and make it hard for women to balance work and home.
Flexible work options generally improve work-life balance, according to the study. These arrangements allow workers the flexibility they need to manage their time and responsibilities. It has been shown that working from home helps employees get help from their families and manage their personal and professional lives. Research shows that a strong work-life balance increases employee attitudes and company performance, making it a helpful strategy for firms.
Despite the benefits, IT companies must overcome barriers to implement flexible work arrangements. Poor policies and supervisors' lack of collaboration are these hurdles. Moreover, workers experience work stress related to loneliness or overlapping schedules due to the blurring of work-life boundaries. Businesses must foster a work-life balance culture and provide enough assistance and resources for people to balance their personal and professional lives. 
IT workers report that being more flexible at work has improved their work-life balance the most. Implementing flexible work programs can lead to the associated benefits, such as productivity, improved health and work satisfaction. Nonetheless, additional research is needed to understand how these agreements affect organisational performance and employee happiness over time.
[bookmark: _Toc149932041]5.2. Conclusion based on the Research Questions
The multiple studies presented above suggest the following findings on how flexible working arrangements affect work-life balance among IT workers. The first research question discusses the IT sector's flexible working arrangements, its benefits and challenges. The first study question examines IT workers' use of flexible working arrangements. Some of the literature examined, such as (Garg and Yajurvedi, 2016), (James, 2014) and (Tewathia, 2014) provide perspectives. These studies show that IT workers need flexitime and breaks, to retain a work-life balance. Most employees say these practises help them balance work and life. Combining work and life is not affected by age or location and studies show that women are better at it.
The second study question examined how flexible work hours affected work-life balance. In this context, (Prasad and Mishra, 2021), (Ridic, Avdibegovic and Busatlic, 2016) and (Gampala and Kota, 2019) provide useful insights. These studies indicate that flexible work arrangements improve work-life balance for IT personnel. Flexible working schedules, like remote working, lowering hours and receiving supervisor aid, improved work-life balance, productivity and satisfaction. Flexible working options affect male and female employees equally, with a considerable impact on employee performance.
Flexible working lead to an expansion of work? Or an increase in domestic burden?, the last research question to be examined. (Sharma and Nayak, 2016), (Gupta and Rao, 2019) and (Gampala and Kota, 2019) studies are helpful in this regard. According to these studies, flexible working arrangements might improve work-life balance but potentially cause problems. Due to personal and professional conflicts, information technology workers report more stress, headaches and hypertension. It was also shown that women struggle more with work-family balance. Gender discrimination, lack of family and husband support and lack of healthcare are challenges for these women. They also found that women are disproportionately affected by work-family balance.
[bookmark: _Toc149932042]The research discussed previously sheds light on flexible working arrangements and their effects on IT workers' work-life balance. Flexible working options have issues and potential, notably in supporting women and managing work-life balance. Flexible work options enhance work-life balance and productivity, but they also present challenges and opportunities. 

5.3. Recommendation 
[bookmark: _Toc149932043]5.3.1. Recommendations
In recent years, flexible working options have helped IT workers combine work and life. However, research shows that flexible work arrangements might have unexpected implications that must be addressed before the project is successful. According to the report, these recommendations can be implemented:
1. Implementing flexible work policies - Information technology companies must have defined flexible work rules. These policies must be offered to all employees and outline how to request and receive flexible working options. The provisions can be implemented to ensure that workers can have flexible options like flexitime and flexible location depending on their work. 
2. Supervision - The success of flexible work arrangements depends on supervision. Businesses must train managers about helping workers realise a work-life balance. Managers must also be available to their staff and offer guidance on balancing work and life. Working at home can be stressful due to work-life conflicts and childcare, particularly for women, requires that they receive support. 
3. Regular communication - Work-life balance depends on regular communication. Employers must communicate with remote workers often. Checking in regularly will guarantee the activity is finished and uncover any issues before they become serious issues. As indicated, the IT sector benefits from tools that promote collaboration and communication, a mediating factor in the flexible work and work-life balance. 
4. Resources required - Employers must provide remote workers with the resources they need to do their jobs. This includes providing technology, software and support for remote work. All these can help them deliver their work without much stress to boost job satisfaction. 
5. Manage your workload - Flexible work arrangements often blur the distinction between work and life. Workers can experience overlapping work schedules when they work too much and probably forget about their other lives. Employers should monitor workloads to prevent burnout. Regular check-ins and appropriate timelines can achieve this.
6. Childcare options - Caring for children is still a responsibility for working parents. Women spend much time in childcare, as it is regarded as their responsibility. Businesses can reduce employee stress by providing on-site childcare or partnering with outside childcare providers to give discounts. This will ensure that workers can focus on their work without needing to think about their children. 
7. Mental health considerations - Flexible work arrangements might increase stress, anxiety and physical problems. Our ignorance of how this job causes mental stress can be examined. Future research should examine how the above working conditions may affect employee mental health and find measures to mitigate the risks. 
8. How technology helps work-life balance - Technology allows for more flexible work arrangements and home-based work. There is little data on how technology may affect work-life balance. Nonetheless, specific tools are required to ensure that workers remain engaged and can seek help any time they require. 
[bookmark: _Toc149932046]5.4. Recommendation for Future Work	
Since flexible work options boost work-life balance, future work can  aid in understanding more on how organisations can access the associated benefits. 
1. Long-term studies - These studies showed the effects of flexible working arrangements at a certain time. To track the effects of flexible work arrangements on work-life balance over time, future studies may employ a longitudinal methodology. This may help determine the long-term effects of these arrangements on employee well-being and corporate performance.
2. Mixed methods research - Using quantitative and qualitative methods in the same study may help researchers better understand IT workers' views on flexible working and work-life balance. Qualitative methods like interviews and focus groups can help explain the quantitative data and uncover unintended effects of flexible working arrangements.
3. More diversity in the sample - Most of the research included in this study focused on IT workers. More diverse IT workers from different organisations, nations and cultures must be recruited for future study. This may illuminate how gender, race and culture affect work-life balance and flexible working options.
4. Look after workers' health and happiness - The majority of study has focused on work-life balance, but future studies may focus on worker health and happiness. One way to do this is to study how more flexible work options affect mental health, job happiness and well-being. It may also consider how technology affects worker health and happiness in alternative work arrangements.
5. Success factors for flexible work arrangement - Future research should also investigate the factors that make flexible working arrangements successful. Workplace culture, managerial support and communication are variables. This may reveal how companies might promote work-life balance and flexible work options.
The above recommendations aim to address this research and build on the findings to better understand how flexible working arrangements affect work-life balance for IT workers. Organisations should engage in flexible working arrangement research to fully implement and support them. This benefits employees and the company. 

5.5. Conclusion
In conclusion, flexible work arrangements improve work-life balance for IT workers. Employers must recognise the importance of work-life balance policies and provide help to realise the benefits of flexible working arrangements. Future research and company work-life balance initiatives must include the implications of flexible work arrangements.
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Information for participants: YES NO N/A
24 Will participants be paid? a x a
25 Is specialist electrical or other equipment to be used with participants? a x a
2% Are there any financial or other interests to the investigator or o = o
University arising from this study?
27 Will the research activity involve deliberately misleading participants in o = o

any way, or the partial or full concealment of the specific study aims?
28 If YES to any question, please provide full details

SECTION H: Anticipated Risks

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 extemal
research collaborator) you may append that to this form.

Yes a

1 Full risk assessment completed and appended? No o

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

Risk to participants: How you will mitigate the risk to participants:

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
3 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
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Risks to the investigator

4 | For example: personal health & safety, physical harm, emotional distress, risk of accusation of
ham/impropriety, conflict of interest
Risk to the investigator: How you will mitigate the risk to the investigator:
N/A
5 UniversilyﬁnshtMlbnal risks
For example: adverse publicity, financial loss, data protection
Risk to the University: How you will mitigate the risk to the University:
N/A
6 Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems
Risk to the environment: How you will miigate the risk to environment
N/A
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 YES NO N/A
contact with such participants.
7 | Does your research require you to hold a current DBS Certificate? a X a
If YES, please give the certificate number. If the certificate number is not
8 | 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?

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.

éonﬁdenfia ity I Aﬁonyﬁiw
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.
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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 YES NO
“DPA")?

“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

1 | such as a name, an identification number, location data, an online identifier or m} ox
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.

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

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

“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,

3 | (d) membership of a trade union (within the meaning of the Trade Union and Labour a ) (m)
Relations (Consolidation) Act 1992),

(e) physical or mental health or condition,

(f) sexual life,

(g) genetics,

(h) biometric data (as used for ID purposes),
If YES, provide a description of the special category data and explain why this data needs to be
collected:

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

Manual files (i.. in paper form)?
University computers?
Private company computers?

Home or other personal computers?

© ® N o o

Laptop computers/ CDs/ Portable disk-drives/ memory sticks?

Oooo oo
XK KKK

=)

“Cloud” storage or websites?
1 Other — specify: o =
For all stored data, explain the measures in place to ensure the security of the data collected, data

12  confidentiality, including details of backup procedures, password protection, encryption,
anonymisation and pseudonymisation:
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Data Protection

Will the research activity involve any of the following activities: YES NO
Electronic transfer of data in any form? x a
tset;a":igg of data with others at the University outside of the immediate research o =
Sharing of data with other organisations? a x
Export of data outside the UK or importing of data from outside the UK? a x
Use of personal addresses, postcodes, faxes, emails or telephone numbers? m} X
Publication of data that might allow identification of individuals? a x
Use of data management system? a x
Data archiving? a x

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 intemational equivalents,
where appropriate):

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

ave control 6f, énd act as custodian(s) for, data generated by the research activity:

this box should expand as you type)
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.

i xpand as you type;
Please indicate if your data will be stored in the UWTSD Research Data Repository (see
https:/lresearchdata.uwtsd.ac.uk/ ). [f so please explain. (Most relevant to academic staff)

this box should expand as you type)
Confirm that you have read the UWTSD guidance on data management (see
https:/iwww.uwtsd.ac.uk/library/research-data-management/)

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 =

YES =




image12.png
SECTION K: Declaration

The information which | have provided is correct and complete to the best of my knowledge. | 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 | hereby confirm that | 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/

Date:11-10-23
Signature of applicant: Touheed Ali

For STUDENT Submissions:

2 Director of Studies/Supervisor: | Nazia Saeed Date:11-10-23
8 S Nazia Saeed
For STAFF Submissions:
4 Academic Director/ Assistant Date:
Dean:
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:

=
=
a
a

a

| have read the guidance notes supplied before completing the form.

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

| confim that the research activity has received approval in principle

| 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

| 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.

| 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 titie ‘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:/iwww.uwtsd.ac.uk/academic-office/appendices-and-forms/
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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: Touheed Ali
2 Tick all boxes that apply: Member of staff: gﬁxr.ary [eecarh
Taught Postgraduate <~ | Postgraduate
paccropaduatelSiudent - Student ™| Research Student
3 Institute/Academic UWTSD Birmingham Campus

Discipline/Centre:

4 Campus: Birmingham Quay Place

5 E-mail address: Touheedali786@googlemail.com

6 Contact Telephone Number: 07849334636
For students:
7 Student Number: 1913303
8 Programme of Study: MBA (Human Resource Management)

9 Director of Studies/Supervisor: | Vasilios Tavlaridis / Nazia Saeed
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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 a NO a

Date

If Yes, please indicate source of Re h D c it o
approval (and date where known): (D DI iseD (GRS

Approval in principle must be Institute Research Committee a
obtained from the relevant source Oth el
prior to seeking ethical approval er (write in) a

SECTION C: Internal and Extemal 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.

UWTSD Research Ethics & Integrity Code of Practice x
UWTSD Research Data Management Policy a
[List any other relevant documents here] a

SECTION D: External Collaborative Research Activity

If there are extemal collaborators then you should gain consent from the contact persons to share their
personal data with the university. If there are no extemal collaborators then leave this section blank and
continue to section E.

1
2

©® N oo

Institution
Contact person name

Contact person e-mail address

Is your research externally funded? YES a NO a
Are you in receipt of a KESS scholarship? YES a NO a
Are you specifically employed to Voluntary YES o NO o
undertake this research in either a Employed

paid or voluntary capacity? mploye YES (m} NO o
Is the research being undertaken If YES then the

within an existing UWTSD Athrofa permission question YES
Professional Learning Partnership below does not need

(APLP)? to be answered.

Has pemmission to undertake the (If YES attach copy)

research has been provided by the If NO the application YES a NO a
partner organisation? cannot continue

Where research activity is carried out in collaboration with an external organisation

10

Does this organisation have its own ethics approval system? YES a NO a




