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Topic: To investigate the relationship between flexible working arrangements and their impact on employee productivity and retention rates in the UK retail sector: A case study on Tesco
Abstract

This paper will analyze the effects of flexible working arrangements (FWAs) on the productivity of workers and their retention in the UK retail industry using Tesco as a study. The study is based on the increasing realization that the traditional inflexible working styles are a cause of stress burnout and turnover of employees especially in retail settings that can be characterized as being shift based and front-line jobs. Through an interpretivist approach, the research will be based on secondary data namely academic journals industry reports and organization publications to study how various types of flexibility (flexitime hybrid working non-customer-facing remote work job sharing and compressed hours) influence employee outcomes and organization performance. Thematic analysis was made to find the essential trends connected to work-life balance employee engagement job satisfaction and retention. Results have shown that flexible working methods greatly improve employee morale minimizing stress and increasing productivity overall since it gives the individuals more control over their schedules and working conditions. Besides the application of FWAs by organizations saves costs on recruitment and training as well as minimizes absenteeism and turnover and enhances long-term stability of the workforce. Nevertheless the study also makes the limitations of applying flexibility regarding frontline retail workers evident stating that specific and comprehensive policies should be developed that will assist employees in meeting the operational demands without jeopardizing their welfare. The study concludes that flexible working arrangements are not only the benefits of employees but it is the strategic tool that helps in organizational sustainability competitiveness and human resource efficacy in the changing retail environment.
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Chapter 1: Introduction

1.1 Background of the study

In a highly competitive market organisations must achieve their strategic goals such as expanding market share and sustaining a strong competitive position and retaining skilled employees. The ability to meet these goals is directly related to organisational efficacy and long-term sustainability. Nevertheless employee wellbeing has a significant impact on performance outcomes and it is crucial that organisations need to ensure the establishment of working environments that will promote not only productivity but also personal balance (Giovanis, 2018).

One of the strategic human resource practices that have come up to limit these challenges is flexible working arrangements (FWAs). This type of arrangement will provide employees with more freedom regarding their working arrangements such as flexibility in the hours that they begin and end their workweek the flexibility in the number of hours they work in a week or where possible they may choose to work elsewhere. The ability to provide this autonomy will allow organisations to contribute to the reduction of work-related stress motivation and general job satisfaction (Austin-Egole, et.al 2020).

Flexible working has become a common practice in the United Kingdom. Flexible working has become a provision of approximately 91% of organisations and 50% of workers take advantage of the opportunity of remote working. Regardless of such a high adoption rate the retail industry is structurally constrained by its reliance on the customer-facing and in-store functions which demand physical presence (Kostadinova and Vladkova, 2022). Due to this the flexibility needs to be imposed by other means that include flexitime systems shortened work weeks part-time job organized shift pattern and delayed and early start and finish times. After the adoption of the Employment Relations (Flexible Working) Act 2023 and continuous labour shortages a great number of retailers have modified their scheduling models once again and developed hybrid solutions to appropriate office-based jobs (Chung, et.al. 2020).

This paper will focus on the case of Tesco one of the largest retail groups in the UK. The company was founded in 1919 by Jack Cohen in London and has expanded to be one of the largest supermarket chains in the country. It operates groceries clothing home products and general merchandise that is augmented by a large and diverse workforce (Seidu, et.al. 2021). Tesco is the right place to research the impact of flexible working arrangements on organizational productivity and retention in the UK retail sector due to its size and the complexity of its operations (Utami, 2018).
1.2 Statement of the problem

UK retail industry is one of the primary sectors of the country economy though it also experiences numerous problems such as high turnover and variable productivity. Although flexible working arrangement has received interest as a method of enhancing satisfaction at work and work-life balance there are special challenges when it comes to its application in the retail. The retail business is highly reliant on face-to-face customer service and fixed shift patterns and it is difficult to implement a flexible working system without interrupting the service (Seidu, et.al. 2021). This poses a strategic dilemma: retailers need to design the methods of providing employees with a greater control over their working schedules and conditions to increase engagement and loyalty rates at the same time assuring that the operations remain efficient. Tesco and other organisations need to think hard to balance between workforce flexibility and the needs of the daily retail business to remain competitive (Froud, et.al. 2017).
1.3 Research Rationale

This research aims to investigate the effects of various flexible working arrangements on the performance of employees employee motivation and retention. The study has actual implications to companies that want to learn the implications of strict working schedules and the possible advantages of implementing alternative systems like remote employment or hybrid systems (Sokolic, 2022). Through the analysis of these dynamics the paper identifies opportunities and challenges that are related to flexible working within a retail setting. Through academic work it provides an in-depth insight of the impacts of workplace policies on the behaviour productivity and loyalty of employees. Moreover it outlines challenges posed by more conventional systems of shifts and shows the larger organisational consequences of introducing flexibility such as how it affects the engagement of employees and the retention of the staff in the longer term (Davidescu, et.al. 2020).
1.4 Research Aim and Objectives

Aim: The study explores the effects of flexible working arrangements on employee productivity and retention in the UK retail sector focusing on Tesco as a case study. It looks at how changing workplace practices especially after the pandemic affect organizational performance support employee well-being and promote long-term staff engagement and loyalty.
Objectives:

· To examine the notion of flexible working arrangements and evaluate its application in the UK retail industry with Tesco acting as the main case study.

· To investigate the problems that Tesco faces as a result of the lack of efficient flexible working policies and how they affect the productivity and retention of workers.

· To determine the diversity of flexible working practices that exists at present in Tesco and to analyze their success in enhancing the performance and commitment of employees.

· To examine the relationship between flexible employment conditions and employee performance, in terms of productivity and retention, in the Tesco workforce.

· To recommend practical measures to improve work related policies of Tesco concerning flexible working to facilitate employee performance and retention.
1.5 Research Questions

· To define and analyze the various forms of flexible working arrangements and analyze their application in the UK retail industry with special reference to the application in Tesco.
· What are the operational and workforce issues encountered by Tesco when the flexible working policy is not appropriate and how do they affect the productivity and employee retention?

· Which types of flexible working have been implemented at Tesco and how well do they help employees perform and retain?

· What is the relationship between the flexibility in the working arrangements and the productive performance of employees and their retention in the Tesco workforce?

· How can Tesco make better use of its flexible working policies and reinforce the results of employees?
1.6 Dissertation structure
Chapter 1 will introduce the study which will include a background of the flexible working arrangements and their effect on the productivity and retention of employees in the UK retail market. It also shows the problem statement rationale of the research aim objectives and main research questions. Chapter 2 summarizes the literature and establishes gaps in current literature and presents conceptual and theoretical frameworks of relevance. Chapter 3 outlines the research approach including the methods used choice and reasons why the methods have been selected. The data analysis and findings in chapter 4 are organized on the basis of central themes and research questions. Lastly Chapter 5 concludes the study and discussing its key findings and implications as well as research limitations.
Chapter 2: Literature Review
2.1 Introduction

The chapter will discuss the critical scenario of flexible working and the effect it has on the productivity and retention of employees in the UK retail industry. Rather than merely summarising studies this review critically evaluates the literature and also highlighting areas of agreement contradictions and contextual limitations. It combines the knowledge of various academics and practitioners to provide the overall picture in the way of how the policy of flexible working is conceptualised and implemented. The review also looks into the operational problems that arise where organisations fail to implement effective flexible working practices and how this may influence efficiency of workforce as well as employee loyalty (Ajayi-Balogun, 2023). Specifically the chapter takes into account frontline and office based jobs which is to say that in some situations the operational limitations can prevent the applicability of such flexible work practices. In addition to uncovering these problems the review will also seek to offer practical recommendations to help other companies in the retail industry to connect the performance of employees with the strategic implementation of flexible work practices. In addition this chapter assesses the applicability and the limitations of the earlier studies and this research will seek to fill the gaps. In addition the literature review presents a platform of the empirical and scholarly aspects of the study issue as it investigates a range of flexible work practices and the theoretical frameworks associated with them (Wheatley, 2017).
2.2 Overview of Flexible Working Arrangements
Flexible working arrangements are a paradigm shift whereby the inflexible work structures that have existed over the years have been replaced by more flexible work structures whereby employees will have control on when where and how they work. These are set ups to ensure that in addition to enhancing efficiency and output they cater to the employee wellbeing by ensuring that personal needs are struck off alongside professional duties. Flexible working provides employees in the retail industry to balance their schedules and work conditions which leads to greater engagement productivity and job satisfaction (Choudhary and Brookes, 2025).

However although these advantages are a popular topic of discussion depending on the type of role and an organisational setting their success may differ greatly (Weideman & Hofmeyr, 2020). Employees will become more loyal to organisations and the turnover rates can be reduced but frontliners who work in retail can have little flexibility because of fixed working hours in stores and this fact can limit the achievements observed in office-based working. FWAs are therefore a strategic tool that should be tailored to the practicality of operations in various functions balancing organisational goals and employee requirements to realise substantive productivity and retention results.
2.3 Theoretical Framework
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Figure 1: (Theoretical Framework, Constructed for This Study)

Social Exchange Theory: A Framework for Workplace Relationships
According to Social Exchange Theory social interactions may be analyzed in terms of ratio of benefits and costs and it can be stated that it promotes the cost benefit analysis before committing to an interaction or exchange. In the frameworks of the present research the theory assists in offering an important perspective to discuss the effect of flexible work practices on staff performance and retention (Guoqiang & Bhaumik, 2024). In the workplaces workers balance the positive benefits of organisational support which include autonomy and flexibility with the possible disadvantages including workload or role limitations. Learning about these interactions organisations can develop flexible work policies that facilitate mutual relationships commitment and overall wellbeing and performance of employees (Chernyak-Hai and Rabenu, 2018). However it is worth mentioning that the advantages implied by the theory might not be extensive in frontline retail jobs where the operational limitations mitigate the independence of employees which means that the practical implementation of the theory can be different in various settings.
Social Exchange Theory: A Framework for Workplace Relationships 
Self-Determination Theory is a motivational theory which may indicate that there are three basic psychological needs in people namely autonomy competence and relatedness. In this scenario employees are intrinsically motivated as their needs are fulfilled thus encouraging more engagement wellbeing and optimal functioning (Gilal, et.al. 2019). The flexible working practices directly help to meet these needs by giving employees the control over their working schedules the possibilities of using their professional judgment and the possibilities to have meaningful contact with the colleagues and the organisation. Consequently the employees demonstrate high rates of satisfaction enhanced engagement and enhanced performance which is why self-determination is one of the key theoretical bases of the realization of the benefits of flexible working practices (Gagne, et.al. 2022). Nevertheless this theory assumes the presence of equal access to flexibility which might not be a possible case in retail context where frontline employees possess limited control over their working hours which implies that the real results can be different in comparison with the hypothetical ones.
2.4 Challenges of Inflexible Working Policies in the UK Retail Sector.

Lack of flexibility in working systems is also well known as one of the major constraints to the worker productivity and retention in the retail industry. The studies have shown that the work-life conflict may increase due to maintaining a strict work schedule that leads to the level of stress low job satisfaction and turnover. Although these adverse effects have been raised in the past studies they tend to ignore the organisational variation in the retail sector including the difference between direct customer interaction and those based in back-office operations. However other studies target mostly the office based workers and might extrapolate these results to frontline retail jobs which have varying operation limitations (Choudhary and Brookes, 2025).

Absence of working time independence has also been identified to lower the effectiveness of the employees since people cannot work during their peak productivity periods. It may result in a fall in the quality of work and the cognitive process (Ghani, et.al. 2022). Nonetheless this view tends to believe that every worker is able to adjust to the flexibility of the work hours using the same rate and occasionally this is not possible in the large retail organisations as the stores activities and hours are predetermined. In turn the implications of these results to large retailers are not very practical. Nonetheless as Huang, et al. (2022) claim large retailers have predetermined store hours and it is not always possible to be equally flexible in all functions which restricts the practical implications of such research.

Inflexible work arrangements may also have adverse effects on the morale and rise in absenteeism of the employees thereby affecting the performance in terms of customer service and the general performance of the organisations. Under these circumstances the guidance of the managers to some extent may alleviate the adverse impacts on the motivation of the workers which is why leadership in the non-flexible employment setting becomes crucial (Orishede and Igbigbisie, 2022).

Moreover inflexible work designs may weaken creativity and innovation decreasing the interest and eagerness of employees to work. Although they do not just have the effects on the immediate productivity issues in large-scale retail organisations the possibility of fully flexible schedules is often hampered by the operational considerations and constraints. Altogether rigid work traditions are negatively impactful to efficiency staff retention and staff welfare. Simultaneously a very evident gap in the knowledge exists on how large retail organisations may strike the balance between operational control and flexibility of employees in pragmatic and scalable forms. Kossek, et al. (2023) emphasize that although such negative effects are recorded these effects depend on the operational restrictions and the type of roles and the main problem with the large retail organisations is balancing the control of operations with the flexibility of employees.
2.5 Flexible Work Practices in Retail and Their Influence on Staff Performance and Retention.

Flexible working has been identified as a strategy that companies can use to boost their productivity and retention of employees in the retail industry. Their effectiveness though is closely determined by the organisational background the work positions and the working restrictions (Estanio, et.al. 2023). Flexible schedules and flexitime can be implemented in the office-based and corporate functions so that employees can control their working hours which enhance the work-life balance and the overall performance. Although a temporal autonomy can have great advantages it is less likely to be applicable to frontline retail work as fixed opening hours of stores demand cycles and staffing needs restrict the operational flexibility (Mamphaga, 2017). However in frontline retail services there are constraints in hourly work scheduled customer demand patterns and personnel needs which can lessen the utilitarian advantages of such an arrangement (Mamphaga, 2017).

Flexible working may also facilitate employee engagement and burnout reduction through giving employees a feeling of organisational support and autonomy. Nevertheless the distribution of this flexibility evenly among all positions is rare. An example of this is where retail staff have limited freedom as opposed to their corporate counterparts digital teams and supply chain planners. Such unequal distribution of flexibility may give the impressions of injustice and have a negative impact on the morale of the frontline workers (Jean, 2024).

Flexibility also contributes towards attracting and retaining talent especially when considering the knowledge-based or skilled jobs in the operations of a company. However these practices might not be easy to implement in large geographically distributed organisations as it can be the case with Tesco. Any conflict in schedules and communication problems within hybrid or cross-functional teams can be a slack in the decision-making process lower the level of efficiency and introduce operational bottlenecks unless addressed properly (Meng, 2024).

Further not every flexible practice can be equally appropriate throughout the retail sector. Frontline positions that are in-person cannot be structured in the way to enjoy the benefits of flexible work policies. Inequity of access can also result in frustration stress and burnout of store employees as they may consider flexibility as a privilege and not as a right. Implementation may also be complicated by operational barriers such as the lack of resources communication differences and the inability to coordinate hybrid teams especially in cases when collaboration between store and head-office operations is needed (Cannon, 2017).

Comprehensively flexible working can enhance the productivity and retention of employees. Nevertheless in such a large retailing organisation as Tesco such practices should be applied with consideration to the realities of operation consideration of roles and practical constraints. It is necessary to bring flexibility to the organisational requirements to make its adoption effective as the flexibility should be carefully adjusted to allow all employees to gain without negatively affecting the quality of services and efficiency of operations (Meng, 2024). Overall though flexible working may positively affect productivity and retention its implementation should be thoroughly aligned with the organisational needs the role-specific demands and the practical limits so that flexibility would not affect the service quality or operational efficiency (Meng, 2024).
2.6 Flexible Working and Its Effect on Employee Productivity and Retention.

Although Berber and Slavic (2019) base their argument on the fact that flexible working enhances employee satisfaction and productivity Ghani, et al. (2022) emphasize that operational limitations in retail may reduce the advantages. Flexible working practices are proved to increase employee satisfaction which can subsequently result in increased productivity less stress and efficient execution of organisational duties. When workers are able to have control of their work schedules they tend to react by working harder being more dedicated and accommodating to the business requirements at peak times. The mutual dependency is beneficial to the employees and the organisation alike and it leads to an efficient operation and profitability. The success of such setups however is limited to equal involvement and voluntary participation which is not always easy in big retail outlets. In Tesco-type organisations flexibility of the store-based employees can be limited by operational demands which minimises the gain of the practices (Berber and Slavic, 2019). Through the comparison of these sources one can conclude that flexibility in work is not always a positive aspect and that not all employees and managers are effective in implementing it.

Simultaneously the flexibility of working is not always beneficial. In other instances it can be applied mainly to fulfil organisational requirements and not the wellbeing of the employees. Managers can set schedules that are longer than scheduled working time or have oftentimes shifting schedules which damage work-life balance creating stress and dissatisfaction especially in frontline employees who are not able to work remotely (Ghani, et.al. 2022). This contrast shows that unless the inequity is tackled flexible work practices can and will decrease the engagement instead of increasing it.

Talent attraction and retention may also be achieved with the help of flexible work practices particularly those employees who have specific schedules like parents or caregivers. However the flexibilities of corporate and store-level jobs may cause a sense of injustices which may in turn cause frustration lack of morale and decreased employee involvement in the company where employees have limited control over their working hours (Meng, 2024).

In general though flexible working settings can potentially impact positively on productivity and retention it should be noted that efficiency of such practices in the retailing industry will depend on the presence of equity and considerations in the working setting (Coker, 2022). The efficacy of such practices to employees and the organization is based on the balance between the operational needs and the autonomy of the employees and the flexibility applied by the managers in a consistent manner (Estanio, et.al. 2023). This compilation of resources demonstrates that not all the flexible working can be presumed to lead to higher productivity and retention and the policy development should take into account such constraints.
2.7 Conceptual framework
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Figure 2: (Conceptual framework, Constructed for This Study)
The independent variable in this research is flexible working arrangements and the dependent variables are the staff productivity and employee retention. The literature illustrates that there is definite relationship between these variables as the presence of a flexible work practice can have positive effects within the retail organisations. In particular flexible arrangements have been associated with high sales performance better utilization of technological tools and employee satisfaction. Also these measures help to increase the loyalty of employees and a more dedicated workforce which explains the mutual advantages of flexible working policies adoption in retail companies (Tirrel, et.al. 2021).
2.8 Literature gap

Though more and more research is being carried out on the issue of flexible working there are still gaps in the research. The literature is also fragmented and inconsistent with its findings. Most studies lack a detailed research on the employee engagement in a flexible arrangement which reduces the knowledge on how engagement affects productivity and retention. There is no consensus as some researchers believe that flexibility increases engagement by default and some researchers emphasize adverse outcomes in case of poor implementation.

Moreover the impact of flexible working on HR practices within retail organisations is uninvestigated in detail as the majority of the studies consider the corporate sectors. The relationship between flexible working work-life balance and performance are also poorly studied and mostly assumed to be as such instead of being critically analyzed. Thus additional studies are needed to learn about the practical and organisational consequences of flexible work policies especially in a large-scale retailing environment (Davidescu, et al. 2020).
2.9 Summary 

Overall this chapter has examined the notion of flexible working arrangement in the retail industry and how it can be used to increase staff productivity and retention. The review has pointed out the difficulties encountered by the retail organisations in the absence of successful flexible work policy such as increased stress reduced job satisfaction and turnover. It was also revealed that when applied in a carefully considered way flexible work can decrease employee burnout enhance engagement and promote retention in the long term (Kossek et.al. 2023). To sum up the literature validates the affirmative outcomes of flexible working practices on organisational performance and employee welfare and it also states the areas that require more research to overcome the operational and contextual constraints of the retail industry.
Chapter 3: Methodology 
3.1 Introduction

The chapter presents the research methodology that will be used to analyse the effect of flexible work arrangement on the productivity and retention of employees at Tesco in the UK retail industry. It is organized in a way that it is logically structured based on the logic of the Research Onion by Saunders and is presented in a systematic explanation of the philosophical position or position of his research the approach he takes the strategy his choice of methodology time frame the information gathering information examination and moral considerations (Melnikovas, 2018).

The research will essentially follow a qualitative secondary research as it will rely on academic sources industry publications and corporate reports on flexible working practices. This method is the most effective to thoroughly investigate the changes in the workplace especially in the post-pandemic situation and keep the approach to methodological consistency and the scholarly standard (Wickham, 2019).
3.2 Research Philosophy

The study is based on the interpretivist philosophical stance. Interpretivism acknowledges the fact that organisational realities are social constructs and shaped by the perceptions of individuals and the forces of context. The challenges of productivity employee engagement and retention cannot be measured objectively but need some interpretation of the meaning in organisational contexts (Alharahsheh and Pius, 2020).

In adopting this approach this study has taken into consideration that the success of the flexible working practices is determined by the perceptions of the employees managerial practices and the organisational culture. The interpretivist position thus underpins a contextualised image of the operation of the flexible work arrangements among the giant retail organisations (Mkansi and Acheampong, 2012).
3.3 Research Approach

The focus of this study is an inductive approach. Instead of starting with some hypotheses inductive reasoning permits the recognition of patterns and themes to arise through the systematic analysis of available data sources. This method is especially suitable when it comes to investigating changing workplace practices in which the relationship between variables is yet to be defined (Diller and Passmore, 2023).

By examining secondary sources of information on flexible working practices wider information is formulated about the implications of same on productivity and retention within the UK retail industry. The inductive approach is flexible which allows the development of new patterns and trends specific to the industry (Azungah, 2018).
3.4 Research Strategy

It is a case study based research thus offering greater insight into flexible working in one organisational context. Case study research is applicable in the exploration of modern organisational phenomena in natural environments especially when a contextual element is of essence (Austin-Egole, et.al. 2020).

A focused analysis of Tesco can be made which will examine the way in which a large UK-based retailer has applied the practice regarding flexible working and its impacts of these measures on employees and the organisation. The plan allows inspecting the policy design implementation concerns and workforce consequences together in clearly set organisational terms (Kumar & Ujire, 2024).
3.5 Choice of Methods

The qualitative design applied is a mono-method design which depends on the qualitative secondary data. This option fits the philosophy and method of interpretivism and inductive view because it gives priority to the meaning experiences and contextual effects instead of statistical generalisation (Vivek and Nanthagopan, 2021).

Qualitative analysis of corporate reports academic articles and publications in the industry can be conducted to provide a comprehensive review of the issue of flexible working arrangements and their associated effect on employee productivity and retention. The mono method design offers the consistency of data interpretation and provides the depth of analysis throughout the research process (Chatfield, 2020).
3.6 Time Horizon

The study considers a cross-sectional time horizon and analyzes the practice of flexible working at a particular time after the COVID-19 outbreak. Cross-sectional designs are suitable in those cases when a research is aimed at comprehending the current organisational practices instead of the changes over the long run.

This strategy can be used to evaluate the workforce policy of the retail industry in a timely manner post-pandemic and is still possible within the boundaries of academic time (Rindfleisch, et.al. 2008).
3.7 Data Collection

The research will be based solely on secondary sources of data. These are peer-reviewed journals industry reports government reports and publicly available corporation reports. Some of the benefits of secondary research are that it is cheap provides historical information and the synthesis of the research across several studies (Ajayi, 2023).

The gathered materials are specifically targeted at flexibility working policies productivity indicators retention trends as well as developments in the retail sector in the UK. The utilization of various sources helps to increase the validity of findings by means of data triangulation.
3.8 Data Analysis

The thematic evaluation is employed as the primary method of analysis. This is done by systematic identification and interpretation of recurring patterns in qualitative data. After repeated steps of analysis such as familiarising data coding developing a theme narrowing down a theme and making the final interpretation the study will categorise findings into thematic units (Islam, et.al. 2020).

In the process major themes connected to the nature of flexibility application issues productivity and retention implications are determined and examined in the retail industry (Saunders and Lewis, 2017).
3.9 Ethical Considerations

Even though secondary research does not imply the interaction with the participants still ethical principles are necessary. The paper follows the rules of academic integrity such as proper referencing preventing plagiarism and presenting the results clearly (Nii Laryeafio and Ogbewe, 2023).

The sources are thoroughly analyzed on the basis of credibility and possible bias. The information that is publicly available is utilized in a responsible manner and commercially sensitive data is handled with care (Pietila, et.al. 2019). The research is credible and meets the professional standards of academic research by being objective and observing the intellectual property rights.
Chapter 4: Results and Discussion  
4.1 Overview of the chapter 

This chapter gives an analysis of the secondary data which is the effect of flexible working arrangements (FWAs) on employee productivity and retention in the UK retail sector with a focused case study on Tesco. A range of sources are used in the analysis such as peer-reviewed journals industry reports as well as organisational documents dealing with the adoption and the results of FWAs in the retail context.

The thematic analysis was used to determine the main trends and findings through the data which led to the recognition of the positive effect of FWAs on the welfare of employees their contentment with their work and the overall functioning of the organisation. The paper also addresses the problems that retailers experience without the use of FWAs including elevated stress and burnout levels turnover especially among the frontline employees who have to be physically present (Clarke and Braun, 2017).

Moreover the chapter explores the connection between flexible employment rules and the performance of employees evaluating the impact of the practice on the increase in productivity and retention. The way the discussion is located in the context of the various organisational theory including work life balance and employee engagement theories gives a better insight into the way FWAs influence employee behaviour. Lastly the chapter gives some thoughts on how these findings apply to Tesco and the retail sector in general pointing out that strategic implementation of flexible work practice is essential in maintaining organisational talent and competitiveness (Weideman and Hofmeyr, 2020).
4.2 Thematic analysis 

4.2.1 Thematic analysis table 
	Theme
	Key Points
	Supporting Points
	Description

	Challenges in the retail sector without effective flexible working policies
	Employee stress
	Poor work-life balance
	Strict retailing working hours create stress, particularly among the frontline employees that influence their capacity to balance between personal and work life. Such disproportion decreases job satisfaction absenteeism, and the overall level of morale (Evans, 2017).

	
	Job satisfaction
	Low morale & turnover
	Inflexible work schedules make employees feel undervalued and unmotivated, which in turn may make employees seek jobs with a better work-life balance thus escalating turnover and recruitment expenses to the organisation (Hasyim and Bakri, 2025).

	
	Creativity & innovation
	Reduced problem-solving
	The operational controls are rigid working models that curtail creativity and ability to suggest improvements or innovations, leading to a decline in business development (Corbett-Etchevers, et.al., 2019).

	Flexible working arrangements implemented in retail
	Types of FWAs
	Hybrid work, flexitime, remote work
	The retailers such as Tesco apply hybrid schedules, flexible hours and remote working to the roles that qualify. Such give workers the ability to work at optimum productivity periods enhancing work-life and satisfaction (Wheatley, 2017).

	
	Effectiveness
	Increased productivity & retention
	FWAs have resulted in less stress, increased autonomy, job satisfaction, and retention of employees. Flexible policies make employees want to remain within the company and minimize the costs of turnover (Gratton, 2021).

	Relationship between FWAs and employee performance
	Worker productivity
	Reduced burnout & increased engagement
	Flexible working conditions reduce burnout, promote wellbeing and employee engagement. With control over the time and location of work employees are able to perform to the best (Berber, et.al., 2022).

	
	Employee retention
	Lower turnover & longer tenure
	There is increased retention due to the increased flexibility because of the employees who feel in control and appreciated. A longer term saves recruitment/training expenses and in this case, it shows direct advantage to organisational performance (Austin-Egole, et.al., 2022).


4.2.2 Theme 1: Challenges in the Retail Sector Without Efficient Flexible Work Policies and Their Influence on Employee Productivity and Retention
This theme provides insights into the challenges facing the retail organisations when flexible working policies are not properly established or even not established at all and how these impact on performance and retention of employees. Inflexible work practices in retail tend to produce various adverse effects on employees whether it is their wellness and (engagement) or the overall organisational performance (Weideman & Hofmeyr, 2020). Frontline employees are also subjected to a lot of stress and burnout because of strict schedules extended hours of work and irregular shifts (May, et al. 2021). Such circumstances affect the work-life balance morale and productivity which further leads to increased turnover amongst employees (Choudhary and Brookes, 2025). The compounded effects are manifested in reduced job satisfaction retention and high-level absenteeism and this can eventually decrease the overall profitability as depicted in the graph below.
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Figure 3: Impact of before and after flexible working

(Slideteam.net, 2023)

These findings are supported by the literature as it is noted that strict and hard work structures may result in the severe disengagement of employees (Shifrin and Michel, 2022). Workers usually find it hard to handle both personal issues like taking care of the children their education or health needs and their work schedules and end up being fatigued and frustrated as well as demotivated. In the event that employees are not connected with their lives and the organisational objectives their motivation and dedication towards their jobs decrease (Roslon, 2020). In addition the inability to control the working hours may also hinder creativity and innovation since workers might feel that their input is not appreciated and feel less motivated to engage in the problem-solving process or offer suggestions.

The failure to introduce flexible work arrangements in the long term may lead to the improvement of staff turnover and an increase in the cost of recruitment and training. Retailers such as Tesco who do not provide enough flexibility also risk to lose their employees to other competitors who provide flexible policies (Tesco Plc, 2023). Through the current competitive labour market in which employees are increasingly demanding jobs that offer some level of flexibility organisations that are not flexible might gain a negative reputation (Woods, et al. 2024). This poses a cyclic issue of high turnover engaged workers and failure to attract talent all of which negatively affect the competitiveness of organisations within the retail sector.

The other issue is that there are operational challenges that arise when flexibility is not present. The turnover of staff and unstable workforce may decrease the overall productivity and absence caused by stress and irregular shifts may damage customer service (Ivanov, et.al. 2018). Such degradation of the quality of the services harm the reputation of the company sales customer loyalty and profitability (Al-Suraihi, et al. 2021). In the case of frontline positions especially when employees are not satisfied customer experience will be directly impacted and business performance endangered further. Overall the lack of flexible working policies is not only a source of pressure to the employees but it also prevents the further development and prosperity of retail organisations.
4.2.3 Theme 2: Flexible Work Arrangement in Retail Industry and its impact on the employee productivity and retention.
The theme explores the scope of flexible working arrangements (FWAs) taken by retail organisations and their effects on the performance and retention of employees. The FWA has emerged as one of the strategic measures to tackle the workforce dilemmas of engagement productivity and turnover within the retail industry. As workforce becomes more diverse and demands more of work life balance the retail companies are adopting flexibilities in policies to satisfy the employee needs and also to support organisational performance (Bello, et al. 2024).

Thematic analysis outlines some of the types of FWAs currently applied in the industry are flexible hours hybrid work models remote work compressed schedules and job-sharing (Yildizhan, et al. 2023). These plans provide workers with increased freedom on how when or where to work allowing workers to balance between personal and professional life in a better way. The most common of these is flexible hours where employees are given the opportunity to choose the hours they want to work within stipulated limits. It is particularly beneficial in retail where employees tend to work unusual shifts. Flexitime will increase job satisfaction and promote high quality work output by accommodating personal needs i.e. childcare or education among others responsibilities. The employees that can work in the best productive hours will find it easier to produce effective and quality work (Petitta & Ghezzi, 2025).

Also flexibility will lower stress and chances of burnout because employees are able to work independently without coming under depression. The literature suggests that there is a close connection between autonomy control during working hours and such positive results as less stress and high job satisfaction (Ade Ananda, 2024). The recent trends in the industry reveal that flexible working arrangements are on the rise with 70 percent of the workers having the flexibility of working remotely 65 percent having the flexibility of working at their own times and 49 percent workers having the option of working part-time arrangements which show the rising trend of using FWAs within retail organisations.
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Figure 4: Flexible working arrangement

(Expensein, 2024)

Hybrid work models are other flexible work practices that are becoming popular in the retail sector especially when it comes to jobs that do not involve direct interaction with customers. In this arrangement workers divide their working hours or days between working at home and in the office. At Tesco hybrid working has been especially useful in the case of office workers where employees are free to work at home with the option to come to the office to collaborate on work where it is necessary. This model does not only enhance productivity as employees no longer have to endure the long commutes but also a better working-life balance is evident among the employees since they can have more control over their work schedules. Retail organisations will be able to retain their employees better and decrease the stress of commuting by providing a opportunity to work in various places.

One other major flexible arrangement has been to work remotely especially in administrative IT or back-office positions. Remote work has first been fueled by the pandemic but has proven that workers can be as efficient or even more efficient than they were in the office while working from home. Such arrangement gives personnel more freedom to organize their workplace and working hours which leads to job satisfaction (Lee 2023). In the case of Tesco a retailer remote work options have helped the company to increase employee retention and reduce absenteeism rates because employees appreciate the opportunity to balance between work and personal life (Alam and Raut-Roy, 2019).

Nonetheless incorporating FWAs in the frontline retail positions is still difficult because the latter jobs demand physical attendance. Retail organisations have to strike the best balance between giving employees flexibility in terms of work and ensuring that operations within these organisations are not compromised. As it is emphasized in literature it is quite a challenge to maintain high standards of customer service and provide them with flexible schedules (Renugadevi, 2025). Flexible shifts staggered hours or part-time can serve as examples of solutions that allow employees to get convenient but do not interfere with the business operations. The net positive impacts of FWAs on productivity and retention are evident and adequately documented in spite of the mentioned logistical challenges.
4.2.4 Theme 3: Impact of Flexible Work Arrangements and their impact on employee productivity and retention in UK Retail.
In this section the effect of flexible working practices on employee output and retention is examined in the context of the UK retail industry. Sometimes retailers must respond to changing employee demands and FWAs are becoming more vital elements of the competitive labour market. These policies can help increase participation job satisfaction and employee retention by giving workers greater control over their work-time and work-conditions (Civilidag & Durmaz, 2024). When staff are empowered to manage their work schedules according to personal needs it enhances their engagement and drives better organizational performance.

The enhancement of employee productivity is one of the major advantages that were observed during the thematic analysis. Employees who are able to the work schedules in the light of their optimal working schedules are more likely to perform their tasks more efficiently. An example is that home-based work allows the employees to design their own environment which allows them to have fewer distractions which are common at the office. Such freedom facilitates high-quality production and increased productivity because the employees have the ability to perform at their best level (Orishede, et al. 2021). The studies also prove that more productive organisations tend to have more flexible options as when personal and professional needs of employees are addressed they are more motivated (Davidescu et al. 2020).

Flexible working schedule is also very important in retention of workers. Employees who have flexible schedules can better reconcile work and family life which decreases the rate of turnover (Weideman and Hofmeyr, 2020). To illustrate Tesco can offer its office-based workers flexible policies which imply remote or hybrid working leading to increased retention (CIPD, 2024). Flexibility is also a good strategy in keeping high performing employees in areas where they experience stress and burnout because it conveys a message that the organisation understands their needs and is willing to help them.

Nonetheless there are still difficulties in trying to implement such arrangements to the frontline employees who have to physically be in the stores. These workers do not have a lot of choices to perform work remotely or in hybrid setting as compared to the office-based employees thus limiting the applicability of the FWA to the entire workforce (Chan, et al. 2022). In response to it retailers like Tesco are considering such solutions to the problem as staggered shifts or part-time schedules so that employees will have some flexibility without compromising the quality of service (Onyekwelu Monyei & Muogbo, 2022). According to the available literature even frontline positions can be made more flexible which can increase the level of engagement decrease burnout and increase general job satisfaction. Statistics also indicate that the adoption of flexible working among the different categories of employees is gradually rising which can be attributed to the rising relevance of FWAs in improving employee retention and productivity. 
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Figure 5: Flexible working trend

(Cipd.org, 2025)

To conclude the effect of flexible working arrangement on employee productivity and retention is significantly positive in the UK retail sector. Employees should be allowed to schedule their tasks on their own as it promotes engagement and motivation levels consequently leading to increased performance (Ade Ananda 2024). FWAs enhance retention as employees are tend to remain longer with organisations that are flexible. However the adoption of such policies on frontline employees is still a major challenge and retailers have to achieve a balance between flexibility and operative efficiency. The literature and thematic results both emphasize the fact that FWAs are instrumental in enhancing the performance of staff as well as the overall organizational performance in a retail setting.
4.3 Discussion 

4.3.1 Limited Flexibility and Operational Strains/Workforce Impacts at Tesco?
Lack of good flexible working policies within Tesco leads to various operational and staffing issues especially to frontline employees who have no option but to follow strict schedules. The review of the analysis shows that the employees who have to work on fixed shifts report higher stress levels and a bad work-life balance which consequently reduces general job satisfaction. This observation is confirmed by academic literature that burnout and psychological strain are the most common outcomes of rigid scheduling (Shifrin and Michel, 2022). Employees who have family life or educational requirements usually find it hard to cope with these inflexible work requirements and become disengaged have high rates of absenteeism and reduced productivity.

Besides the lack of flexibility also leads to increased employee turnover. The employees of today are growing more concerned about flexible work schedules and workers who cannot afford to alter their timetables often find jobs in other organisations where they can be more flexible (Jahan et al. 2022). The results indicate that the failure to balance both personal and professional requirements at Tesco does not only lower the degree of employee satisfaction but also escalates the cost of recruiting and training employees. In the long run such issues lead to a chain of occurrences where employee welfare and functioning performance as well as retention are negatively influenced impairing the efficiency and competitiveness of the retail operation.

Moreover the operational pressures caused by a lack of flexibility may also influence the interaction among the team and the entire organisational performance. Employees who work in the frontline and are tired and stressed out by strict schedules are less likely to cooperate effectively which may lead to a breakdown in communication and a decline in the quality of the provided services. This does not only affect customer satisfaction but may also lead to poor working environment where morale is low and there will be increased chances of conflict. This can eventually play against the efficiency of the organisation in responding to market demands and diminish its competitive advantage in the retail sector thus leading to a dire need to balance the operational requirements with that of employee wellbeing through adoption of policies.
4.3.2 Flexible Work Practices in Tesco and How It Has Affected Employee Engagement and Retention?
To improve productivity and to retain employees Tesco has implemented some flexible work options such as flexible hours hybrid office work and remote work in back-office or support roles. It has been found out that this type of flexibility positively affects job satisfaction burnout and overall performance (Stewart, 2020). Thematic analysis reveals that employers should provide employees with control over their schedules as it gives them an opportunity to work during the most productive time that makes them more engaged and motivated.

Flexitime in particular has proven to be effective as members can better their time starting and finishing at different times and this has enhanced focus and productivity. The hybrid work with the mix of remote and on-site working hours helps to alleviate stress associated with commuting promotes the balance of work and life and enhances retention (Chan, et al. 2022). Research establishes that organisations that have flexible arrangements have reduced turnover and increased employee commitment (Renugadevi, 2025).

Nevertheless remote or hybrid work cannot be fully utilized by frontline retail workers because work in the store requires their physical presence (May, et al. 2021). Tesco manages this by offering flexible working schedules and part time which promotes reducing stress and increasing retention in lowly flexible positions. In general flexibility in scheduling proves to be the very key in ensuring the productivity and stability of the employees throughout the organisation.
4.3.3 Impact of Flexible Working Arrangements on Productivity and Retention at Tesco?

Both thematic analysis and the studies show that flexible work practices (FWAs) at Tesco have a definite positive impact on the employee productivity and retention. Employees have increased involvement in their tasks through increased flexibility of where and when to work and this increases job satisfaction and overall performance. Employees that are able to work around their time schedule feel more appreciated and inspired hence increased output. This is in line with studies where autonomy in work setups let employees achieve a better balance between personal and work life and increases motivation and performance (Davidescu, et al. 2020).

FWAs also are very important in employee retention. The flexible schedule reduces the turnover rate of the staff especially those who were usually limited by the strict hours like the retail associates (Shifrin and Michel, 2022). The thematic analysis supports that office based and hybrid employees at Tesco are likely to have a longer tenure at Tesco and this lowers the turnover and recruitment expenditure. Flexible shifts continue to enhance frontline workforce work-life balance and retention even where remote or hybrid working is not an option.

Although it is evident that FWAs can help in the non-customer-facing positions it is still a challenge to apply the same flexibility to frontline positions. However Tesco has continued to embrace flexibility in the workplace which proves effective in boosting employee satisfaction interest as well as retention in the organisation in the long term.
4.4 Summary

Flexible work practices improve employee productivity since they decrease stress and burnout which enhances engagement. By giving the staff the chance to choose their working hours and work location the motivation and morale is boosted and thus the staff can work at their best. FWAs also enhance retention because when employees have the ability to control their schedules there is a higher likelihood of retaining them and thus preventing turnover and saving recruitment and training expenses. Greater retention and tenure is an indication of higher satisfaction and dedication by the workforce.

In addition flexible working practices also lead to the creation of positive organisational culture where employees feel trusted and appreciated. Employees get motivated to have control over their work schedules and work locations a feeling of control and responsibility is created and with work commitment and engagement increases. This flexibility also promotes different employee needs which can include family matters education or personal wellbeing which can also decrease absentees and boost morale. With the right implementation of FWAs in an organisation there is a high probability of the organisation not only experiencing improved productivity and retention but also employee loyalty improved teamwork as well as being known as an employer of choice in the competitive retail sector in the long term.
Chapter 5: Conclusion and Recommendation

The conclusion chapter is a summary of the major findings made, which focus on the effects of flexible working arrangements (FWAs) on employee productivity and retention in the UK retail industry. It discusses the problems that arise due to lack of flexibility in policies the kind of arrangements that have been put in place their efficacy and gives feasible suggestions to retailers.

Challenges of Inflexible Working

The research shows that the lack of flexible working policies is a major issue particularly in frontline employees in the retail sector. Fixed working hours create stress, work-life imbalance job dissatisfaction, and decrease engagement and productivity. Employees on the front line will find it difficult to balance between individual duties and rigid shift schedules, which will cause absenteeism, reduced engagement, and increased turnover. Also lack of flexibility impacts talent attraction especially in millennials and Gen Z employees who consider flexible working environment a priority.

Flexible Working Arrangements in Retail

Some of the FWAs that have been implemented by UK retailers are flexitime hybrid work non customer facing jobs being offered remotely compressed hours and job sharing. Flexitime enables the employees to have flexibility of start and end time and enhances productivity and burnout decreases. Work-life balance and engagement of back-office employees can be improved with hybrid work that integrates both office and remote working. Job sharing and staggered shifts also help in reducing absenteeism as well as enhancing retention. However frontline workers have limited access to FWAs which implies that they require special solutions that will address their requirements without compromising the quality of the services.
Impact on Productivity and Retention

The flexible working plans positively affect the performance and retention of the employees. Workers whose schedules they can control feel appreciated and motivated which increases their productivity and output. The positive organizational culture eases the tension and promotes teamwork through flexible policies as well. Firms that provide FWAs have reduced absenteeism and turnover and this reduces recruitment and training expenses. On the other hand rigid hours result in burnouts lack of engagement and inefficiencies in the operations.
Recommendations for Retailers
1. Establish Flexible Policies: Implement wide-ranging flexible working arrangements such as adjustable work hours shared job roles and remote working not just office employees but frontline employees where feasible.

2. Increase Frontline Flexibility: Introduce staggered shifts part time-options and swap shifts to enable flexibility without interfering with customer service.

3. Foster a Culture of Trust: Support flexibilities and work-life balance throughout the ranks and the leadership leads by example.

4. Treatment of Employee Well-being: Support the workforce with stress management programs resiliency and mental health services to ensure motivation and satisfaction.

5. Frequent Policy Review: Assess FWAs regularly and continuously to maintain relevance and effectiveness by way of employee feedback surveys and benchmarking to industry standards.
Future Implications
Flexible working is going to keep changing particularly after the COVID-19 and it will become more prevalent in the form of hybrid and remote working. Future studies need to focus on the lasting effects of FWAs on career staff satisfaction and organisational performance and also the efficiency of hybrid models in the retail operations. The future studies ought not just look at the long-term impact of flexible working on employee career development satisfaction and retention but also the outcome of the approach on organisational performance team collaboration and productivity in various retail settings. Also the efficiency of hybrid and remote models to balance operational efficiency quality of customer service and employee wellbeing will be of importance. The impact of flexible work on the various groups of employees such as frontline part-time and full-time employees could also be studied to develop more inclusive policies to meet the needs of all employees without compromising the service standards and organisational competitiveness.
Conclusion
Flexible working practices are a strategic resource and a well being of employees productivity and retention tool. Through inclusive and holistic policies retail firms will be able to hire the best talents and retain them enhance the employee interaction and work more effectively in a competitive market. Effective and designed policies will enable employees to manage their personal and work life minimize stress and burnout enhance motivation and job satisfaction. Within the competitive retail sector organisations that effectively adopt flexible working into the organisational culture stand a better chance of retaining a committed and high performing workforce enhancing employee relatedness and sustaining overall business growth in the long run. In general FWAs represent not only the comfort of the staff but also an essential aspect of organisational performance and the ability to withstand the constantly changing and people-oriented business environment.
References
Ade Ananda (2024). The Influence of Flexible Work on Work-Life Balance and Employee Performance in Human Resource Management. Devotion, 5(2), pp.335–340. doi:https://doi.org/10.59188/devotion.v5i2.689.

Ajayi, V. O. (2023). A review on primary sources of data and secondary sources of data. Available at SSRN 5378785.

Ajayi-Balogun, M. A. (2023). The Impact of Flexible Working Arrangements on Employee Job Satisfaction in the Irish Retail Sector (Doctoral dissertation, Dublin, National College of Ireland).

Alam, S. and Raut-Roy, U. (2019). Evaluating the Effectiveness of Reward Strategy at Tesco: Evidence from Selected Stores in UK. Indian Journal of Industrial Relations, [online] 55(1), pp.105–120. Available at: https://www.jstor.org/stable/27124702.

Alharahsheh, H. H., & Pius, A. (2020). A review of key paradigms: Positivism VS interpretivism. Global academic journal of humanities and social sciences, 2(3), 39-43.

Al-Suraihi, W.A., Samikon, S.A., Al-Suraihi, A.-H.A. and Ibrahim, I. (2021). Employee turnover: Causes, Importance and Retention Strategies. European Journal of Business and Management Research, [online] 6(3), pp.1–10. Available at: https://www.researchgate.net/publication/352390912_Employee_Turnover_Causes_Importance_and_Retention_Strategies.

Austin-Egole, I. S., Iheriohanma, E. B. J., & Iheanacho, J. I. (2022). Flexible working arrangements (FWAs) and organizational performance: An empirical comparative analysis of production companies. International Journal of Applied Research in Social Sciences, 4(4), 131-146.

Austin-Egole, I. S., Iheriohanma, E. B., & Nwokorie, C. (2020). Flexible working arrangements and organizational performance: An overview. IOSR Journal of Humanities and Social Science (IOSR-JHSS), 25(5), 50-59.

Azungah, T. (2018). Qualitative research: deductive and inductive approaches to data analysis. Qualitative research journal, 18(4), 383-400.

Bello, B.G., Tula, S.T., Omotoye, G.B., Kess-Momoh, A.J. and Daraojimba, A.I. (2024). Work-life Balance and Its Impact in Modern Organizations: An HR Review. World Journal of Advanced Research and Reviews, 21(1), pp.1162–1173.

Berber, N., & Slavić, A. J. K. E. S. (2019). Flexible working arrangements and employee turnover in the central and Eastern Europe. In 11th International Scientific Conference of the Faculty of management of the Cracow University of Economics” Knowledge-Economy-Society”–CFM (pp. 35-46).

Berber, N., Gašić, D., Katić, I., & Borocki, J. (2022). The mediating role of job satisfaction in the relationship between FWAs and turnover intentions. Sustainability, 14(8), 4502.
Cannon, F. (2017). From Flexibility to Agility. In The Agility Mindset: How reframing flexible working delivers competitive advantage (pp. 1-14). Cham: Springer International Publishing.

Chan, X.W., Shang, S., Brough, P., Wilkinson, A. and Lu, C. (2022). Work, life and COVID-19: a rapid review and practical recommendations for the post-pandemic workplace. Asia Pacific Journal of Human Resources, 61(2). doi:https://doi.org/10.1111/1744-7941.12355.

Chatfield, S. L. (2020). Recommendations for secondary analysis of qualitative data. The Qualitative Report, 25(3), 833-842.

Chernyak-Hai, L., & Rabenu, E. (2018). The new era workplace relationships: is social exchange theory still relevant?. Industrial and organizational psychology, 11(3), 456-481.

Choudhary, N., & Brookes, G. (2025). A systematic review of flexible working arrangements for frontline workforce: challenges, benefits and implications. Journal of Work-Applied Management, 1-14.

Chung, H., & Van der Horst, M. (2020). Flexible working and unpaid overtime in the UK: The role of gender, parental and occupational status. Social Indicators Research, 151(2), 495-520.

CIPD (2024). CIPD | Transforming the HR operating model: Tesco. [online] CIPD. Available at: https://www.cipd.org/en/knowledge/case-studies/operating-model-tesco/.

CIPD (2024). Flexible working: Guidance for People Professionals on Planning and Managing. [online] CIPD. Available at: https://www.cipd.org/uk/knowledge/guides/flexible-working/.

CIPD (2025). CIPD | Flexible and hybrid working practices in 2023. [online] CIPD. Available at: https://www.cipd.org/uk/knowledge/reports/flexible-hybrid-working/.

Cipd.org. (2025). Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-images/flexw-1-flexi-time-844x475_tcm18-108189.jpg [Accessed 17 Oct. 2025].
Çivilidağ, A. and Durmaz, Ş. (2024). Examining the relationship between flexible working arrangements and employee performance: A mini review. Frontiers in Psychology, 15(15). doi:https://doi.org/10.3389/fpsyg.2024.1398309.

Clarke, V., & Braun, V. (2017). Thematic analysis. The journal of positive psychology, 12(3), 297-298.

Coker, D. C. (2022). A Thematic Analysis of the Structure of Delimitations in the Dissertation. Online Submission, 17, 141-159.

Corbett-Etchevers, I., Perea, C., Richard, D., Colle, R., & Defélix, C. (2019). Freedom-form organisations, innovation and quality of work life: towards a new model of interaction. International Journal of Technology Management, 79(3-4), 345-365.

Davidescu, A. A., Apostu, S. A., Paul, A., & Casuneanu, I. (2020). Work flexibility, job satisfaction, and job performance among Romanian employees—Implications for sustainable human resource management. Sustainability, 12(15), 6086.

Diller, S. J., & Passmore, J. (2023). Defining digital coaching: a qualitative inductive approach. Frontiers in Psychology, 14, 1148243.

Estanio, M., Losbanes, M. G., Vigonte, F. G., & Abante, M. V. (2023). Flexible Work Arrangement: Its Significance to Employees' Performance and Productivity. Available at SSRN 4602059.

Evans, S. (2017). HRM and front line managers: the influence of role stress. The International Journal of Human Resource Management, 28(22), 3128-3148.
Expensein. (2024). The Power of Employee Benefits | Blog | ExpenseIn. [online] Available at: https://www.expensein.com/blog/business-advice/the-power-of-employee-benefits-boosting-morale-productivity? [Accessed 17 Oct. 2025].

Froud, J., Tischer, D., & Williams, K. (2017). It is the business model… Reframing the problems of UK retail banking. Critical Perspectives on Accounting, 42, 1-19.

Gagné, M., Parker, S. K., Griffin, M. A., Dunlop, P. D., Knight, C., Klonek, F. E., & Parent-Rocheleau, X. (2022). Understanding and shaping the future of work with self-determination theory. Nature reviews psychology, 1(7), 378-392.

Ghani, B., Zada, M., Memon, K. R., Ullah, R., Khattak, A., Han, H., ... & Araya-Castillo, L. (2022). Challenges and strategies for employee retention in the hospitality industry: A review. Sustainability, 14(5), 2885.

Gilal, F. G., Zhang, J., Paul, J., & Gilal, N. G. (2019). The role of self-determination theory in marketing science: An integrative review and agenda for research. European Management Journal, 37(1), 29-44.

Giovanis, E. (2018). The relationship between flexible employment arrangements and workplace performance in Great Britain. International Journal of Manpower, 39(1), 51-70.

Gratton, L. (2021). How to do hybrid right. Harvard Business Review, 99(3), 65-74.
Guoqiang, Z., & Bhaumik, A. (2024). Work-life harmony and retention of employees: a review of the impact of flexible work arrangements. International Journal of Advances in Business and Management Research (IJABMR), 2(2), 31-38.

Hasyim, H., & Bakri, M. (2025). Work-life imbalance: Its impact on employee motivation and well-being. Economics and Digital Business Review, 6(1).
Huang, S. Y., Huang, C. H., & Chang, T. W. (2022). A new concept of work engagement theory in cognitive engagement, emotional engagement, and physical engagement. Frontiers in Psychology, 12, 663440.

Islam, M. N., & Islam, M. S. (2020). Data collection and analysis. In Islam and Democracy in South Asia: The Case of Bangladesh (pp. 49-65). Cham: Springer International Publishing.

Ivanov, D., Das, A., & Choi, T. M. (2018). New flexibility drivers for manufacturing, supply chain and service operations. International Journal of Production Research, 56(10), 3359-3368.

Jahan, N. and Kim, S.W. (2020). Understanding Online Community Participation Behavior and Perceived benefits: a Social Exchange Theory Perspective. PSU Research Review, [online] 5(2). doi:https://doi.org/10.1108/prr-12-2019-0036.

Jean, G. (2024). Impact of Remote Work on E-supply Chain Coordination Dynamics.

Kossek, E. E., Perrigino, M. B., & Lautsch, B. A. (2023). Work-life flexibility policies from a boundary control and implementation perspective: A review and research framework. Journal of Management, 49(6), 2062-2108.

Kostadinova, N., & Vladkova, B. (2022). The role of flexible working time as a factor for work conditions. Annual of the University of Mining and Geology “St. Ivan Rilski, 65, 159-165.

Kumar, S., & Ujire, D. K. (2024). Inductive and deductive approaches to qualitative research. International Journal of Multidisciplinary Educational Research, 13(1), 58-63.

Lee, K. (2023). Working from Home as an Economic and Social change: a Review. Labour Economics, [online] 85, p.102462. doi:https://doi.org/10.1016/j.labeco.2023.102462.

Mamphaga, I. (2017). To investigate whether employee compensation, job flexibility and working conditions predict job satisfaction in the retail industry (Doctoral dissertation, Dublin, National College of Ireland).

May, T., Aughterson, H., Fancourt, D. and Burton, A. (2021). ‘Stressed, uncomfortable, vulnerable, neglected’: a qualitative study of the psychological and social impact of the COVID-19 pandemic on UK frontline keyworkers. BMJ Open, 11(11), p.e050945. doi:https://doi.org/10.1136/bmjopen-2021-050945.

Melnikovas, A. (2018). Towards an Explicit Research Methodology: Adapting Research Onion Model for Futures Studies. Journal of futures Studies, 23(2).

Meng, S. (2024). Operation Management of Grocery Retailer in the UK: A Case of Tesco. Pacific International Journal, 7(2), 136-142.

Mkansi, M., & Acheampong, E. A. (2012). Research philosophy debates and classifications: students’ dilemma. Electronic journal of business research methods, 10(2), pp132-140.

Nii Laryeafio, M., & Ogbewe, O. C. (2023). Ethical consideration dilemma: systematic review of ethics in qualitative data collection through interviews. Journal of Ethics in Entrepreneurship and Technology, 3(2), 94-110.

Onyekwelu, N.P., Monyei, E.F. and Muogbo, U.S. (2022). Flexible Work Arrangements and Workplace Productivity: Examining The Nexus. International Journal of Financial, Accounting, and Management, 4(3), pp.303–314.

Orishede, F., & Igbigbisie, E. O. (2022). Flexible work culture and employees’ adaptability. Advance Journal of Management and Social Sciences, 6(6), 119-127.

Orishede, F., & Ndudi, E. F. (2020). Flexible work arrangement and employee performance: A review. Journal of Resources & Economic Development, 3(1), 86-103.

Orishede, F., Felix, Ejimofor Ndudi and Ndudi, F. (2021). FLEXIBLE WORK ARRANGEMENT AND EMPLOYEE PERFORMANCE: A REVIEW. ResearchGate, [online] pp.86–103. Available at: https://www.researchgate.net/publication/354682319_FLEXIBLE_WORK_ARRANGEMENT_AND_EMPLOYEE_PERFORMANCE_A_REVIEW.

Petitta, L. and Ghezzi, V. (2025). Disentangling the Pros and Cons of Flexible Work Arrangements: Curvilinear Effects on Individual and Organizational Outcomes. Economies, 13(1), pp.1–30. doi:https://doi.org/10.3390/economies13010020.

Pietilä, A. M., Nurmi, S. M., Halkoaho, A., & Kyngäs, H. (2019). Qualitative research: Ethical considerations. In The application of content analysis in nursing science research (pp. 49-69). Cham: Springer International Publishing.

Renugadevi, B. (2025). A Study on Evaluating Workplace Flexibility and its Impact on Employee Well-Being and Organisational Success in Indian Retail Sector. Journal of Information Systems Engineering and Management, 10(31s), pp.730–738. doi:https://doi.org/10.52783/jisem.v10i31s.5128.

Rindfleisch, A., Malter, A. J., Ganesan, S., & Moorman, C. (2008). Cross-sectional versus longitudinal survey research: Concepts, findings, and guidelines. Journal of marketing research, 45(3), 261-279.

Rosłon, J. (2020). Motivators and Demotivators for Employees. Olsztyn Economic Journal, 15(4), pp.327–338. doi:https://doi.org/10.31648/oej.6856.

Saunders, M., & Lewis, P. (2017). Doing research in business and management. Pearson.

Seidu, R. D., Young, B. E., Madanayake, U. H., & Clark, H. (2021). The UK retail industry and its effect on construction sectors. Journal of Emerging Trends in Economics and Management Sciences, 12(1), 27-33.

Shifrin, N.V. and Michel, J.S. (2022). Flexible work arrangements and employee health: A meta-analytic review. Work & Stress, 36(1), pp.1–26. doi:https://doi.org/10.1080/02678373.2021.1936287.

Slideteam.net. (2023). Flexible Working Goals Impact Of Flexible Working On Employees Performance. [online] Available at: https://www.slideteam.net/flexible-working-goals-impact-of-flexible-working-on-employees-performance.html [Accessed 17 Oct. 2025].

Sokolić, D. (2022). Remote work and hybrid work organizations. Economic and social development, 202-213.

Stewart, E. (2020). Why the retail sector is ripe for flexible re-working. [online] Timewise. Available at: https://timewise.co.uk/article/retail-sector-ripe-flexible-re-working/.

Tesco Plc (2023). Flexible Working at Tesco. [online] Tesco PLC. Available at: https://www.tescoplc.com/sustainability/documents/policies/flexible-working-at-tesco/.

Tirrel, H., Kaufmann, H. R., & Winnen, L. (2021). Why not to work in flexible workplaces? A systematic literature review and development of a conceptual framework for SMEs. International Review of Entrepreneurship, 19(4), 555-584.

Utami, M. W. (2018). THE ROLE OF NATIONAL CULTURE IN THE EMERGENCE OF FINANCIAL STATEMENT FRAUD: COMPARISON OF JAPANESE AND BRITISH CULTURE IN THE CASES OF OLYMPUS AND TESCO.

Vivek, R., & Nanthagopan, Y. (2021). Multi Method Qualitative Research Study in Management.

Weideman, M. and Hofmeyr, K.B. (2020). The Influence of Flexible Work Arrangements on Employee engagement: an Exploratory Study. SA Journal of Human Resource Management, 18(1), pp.1–18. doi:https://doi.org/10.4102/sajhrm.v18i0.1209.

Wheatley, D. (2017). Employee satisfaction and use of flexible working arrangements. Work, employment and society, 31(4), 567-585.

Wickham, R. J. (2019). Secondary analysis research. Journal of the advanced practitioner in oncology, 10(4), 395.

Woods, T., Nguyen, D., Schneider, D. and Harknett, K. (2024). Labor market pathways to job quality mobility in the service sector: Evidence from the ‘Great Resignation’. Research in Social Stratification and Mobility, 92, pp.100962–100962. doi:https://doi.org/10.1016/j.rssm.2024.100962.

Yildizhan, H., Hosouli, S., Yılmaz, S.E., Gomes, J., Pandey, C. and Alkharusi, T. (2023). Alternative work arrangements: Individual, organizational and environmental outcomes. Heliyon, [online] 9(11), p.e21899. doi:https://doi.org/10.1016/j.heliyon.2023.e21899.

Research Process Reflection

This project research process involved conducting a study to determine the effect of flexible working arrangements (FWAs) on employee productivity and retention in the UK retail industry using Tesco as a case study. The project was an interpretivist one, as this methodology was based mainly on the secondary data sources provided by scholarly journals, industry reports, and organizational literature. This approach enabled a careful insight into the current policies, employee experiences and performance in the retail sector without making direct intrusions among the participants.

The thematic analysis was done to determine common patterns and knowledge about FWAs. The choice of this approach was explained by the possibility to arrange the data into distinct themes including the issue of the rigidity of working, the forms of flexible working and their impact on employee engagement and retention. Through careful analysis of the data, I was in a position to retrieve the valuable relationships between the implementation of flexible policies and the delivery of the results such as job satisfaction, stress reduction and low turnover. In this way, the practical uses of FWAs in office and frontline positions were emphasized, revealing the discrepancies in their efficacies based on the job category.

There were various challenges during the research. To begin with, the publicly known information about Tesco internal workforce policy, in particular, the data on frontline workers, was very limited and had to be synthesized with many sources to become reliable. Second, as it happens, flexible working models vary among the retail industry, which explains the need to distinguish between the types of FWAs, i.e., hybrid work, flexitime, and compressed workweeks, and the differing effects of these arrangements. Lastly, critical judgment to balance the results of literature with thematic analysis was necessary to prevent generalization and still be consistent with the purpose of the research.

These challenges notwithstanding, the research process was a learning opportunity in a great deal. It helped me to become more critical in assessing the secondary data, discovering the patterns that are important and connecting the theoretical concepts with the relevant evidence. Another thing I learned is that organizational policies do influence employee behavior and that flexibility is not only beneficial to employees but also a strategic instrument to enhance retention and productivity. Also, the analysis of data collected using various sources revealed the significance of triangulation in the validity and credibility of research results.

Comprehensively, the research process has increased my knowledge on the academic and practical aspects of flexibility working arrangements. It placed emphasis on the need to be methodologically rigorous, analytical of data, and reflective of findings. This has not just led to a successful completion of the dissertation but also provided me with the skills that can be utilized in further research projects or practice in the area of human resource management and development of organizational policies.

Lastly, this study has indicated the need to understand employee needs and organizational situations in the context of designing FWAs. It has also strengthened the ability for critical reflection and lifelong learning more stronger in carrying out meaningful and effective research.
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Key Findings
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hallenges Without Flexible Working Policies:

Rigid work hours lead fo stress and bumout,
particularly fo frontine workers.

Low morale is caused by poor workdife balance
and degraded job safisfaction.

Higher levels of absenteeism and tumover pose o
challenge of recruitment and fraining.

Rigid work schedules do not appedl to millennials
and Gen Z workers as fhey prefer flexibiity.

Flexible Working Arrangements Implemented:

Flexifime; It allows flexible working hours of starting
and finishing work in order to match personal
productivity.

Hybrid work: Combination of in-office and remote
working for office-based employees.

Remote work: This is applicable to non-customer
facing jobs such as IT and administration.

Job sharing and flexiole shiffs: Reduce siress and
improve employee safistaction.

Impact on Employees and Organization:

FWAs enhance the level of engagement, mofivation, and
job safistaction resulling in improved productivily.
Retenfion of empioyess is oo erhanced through the
foct that the employees are able fo maintain a balance
befween fheir work and persona ives.

Lower amounts of obsenfesism promofe  oreater
operational efficiency and quality of senice.
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Recommendations

+ Exensive Policies: Implement FWAs in every position and not
only in back-office employees.

« Improved Flexibilty of Fronfine Workers: Implement  Shift
Flexioility, Part-Time, and Inferchangeable Shiffs.

+ Culture of Trust and Autonomy: Encourage culture of trust,
allow employees fo have schedule confrol o faciiitate work-
lite balance.

+ Employee Welkbeing Programs: Mental health and stress
management and resilience frainings.

+ Periodic Assessment: Survey, feedback and benchmarking
should be conducted fo make sure that FWAs are effective
and relevant.

Conclusion & Future Implications

The UK retail sector demands flexible working arrangements.

They boost staff welfare, mofivation, and retenfion in addition fo,

increasing productivity and efficiency in operations. Retailers

that ufilze expansive, inclusive, and adaptable policies are able

10 hire the best talent, minimize tumover and stay compefitive.

- Fulwre research_would be required fo invesfigate the
possibiliies of a hybrid model of work among frontline workers,
the impacts of the FWAs on employee career growth in the
longterm, and their overall effects on  organizational
performance, affer the COVID-19.

- Takeaway: Flexible working is not an employee benefit, but
an_organizational strategy in the compefitive  retaiing
business environment.
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