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1.0 Introduction
[bookmark: _Toc235471139]1.1 Background of the study
There is growing importance of flexible working arrangements in modern working practice in RMG sector of Bangladesh which is driven by the desire to give employees more choice, predictability and flexibility in how they manage their working lives (Allen et al., 2013; CIPD, 2024). Operational service environments typically require employees to complete their work on site, so flexible working does not always mean flexible work locations, as is sometimes assumed (Soga et al., 2022; CIPD, 2025). However, in the ready-made garment (RMG) manufacturing sector, this flexibility is more commonly reflected through shift scheduling, predictable working hours, overtime planning, and employees' ability to request or exchange shifts when operationally feasible (Natural Group, 2026). They are more pertinent in hourly work, where unpredictable schedules and low levels of employee control can lead to uncertainty and increased employee planning problems (Lambert et al., 2019; Kesavan et al., 2022). In contrast, higher levels of scheduling control and ease of shift accommodations can support employees' personal responsibilities and their sense of organisational support (de Menezes and Kelliher, 2017; Kossek, Perrigino and Lautsch, 2023). 
[bookmark: _Toc235471140]1.2 Rationale of the Research
Though the flexible work arrangements are gaining recognition, little studies have been conducted on the effects of employees' perception on flexible work arrangements on employee engagement in the Ready-Made Garment (RMG) industry of Bangladesh. The current study aims to fill this gap by providing evidence from Natural Group Bangladesh in implementing effective workforce management and employee engagement practices (Soga et al., 2022; ILO, 2023). 
[bookmark: _Toc235471141]1.3 Research Aim
The aim of this study is to examine the relationship between employees' perceptions of flexible work arrangements and employee engagement among employees of Natural Group Bangladesh, with particular attention to perceived schedule control, perceived schedule predictability, and perceived shift accommodation.
[bookmark: _Toc235471142]1.4 Research objectives
RO1: To examine the relationship between perceived schedule control and employee engagement among employees of Natural Group Bangladesh.
RO2: To examine the relationship between perceived schedule predictability and employee engagement among employees of Natural Group Bangladesh.
RO3: To examine the relationship between perceived shift accommodation and employee engagement among employees of Natural Group Bangladesh.
[bookmark: _Toc235471143]1.5 Research questions:
RQ1: What relationship exists between perceived schedule control and employee engagement among employees of Natural Group Bangladesh?
RQ2: What relationship exists between perceived schedule predictability and employee engagement among employees of Natural Group Bangladesh?
RQ3: What relationship exists between perceived shift accommodation and employee engagement among employees of Natural Group Bangladesh?
[bookmark: _Toc235471144]2.0 Literature Review
[bookmark: _Toc235471145]2.1 Employee Engagement in the Bangladesh Ready-Made Garment Industry 
According to Schaufeli et al. (2019), employee engagement is a positive psychological state at work characterised by vigour, dedication and absorption, which in turn facilitates the investment of physical, mental and emotional resources in work. Engaged staff consistently are found to be associated with better organisational performance, reduced turnover intentions and increased productivity (Bailey et al., 2017; Gašić & Berber, 2023; Ghlichlee and Bayat, 2021). Despite the extensive studies on employee engagement in service and knowledge-based industries, comparatively few studies have focused on labour-intensive manufacturing industries, especially the Ready-Made Garment (RMG) sector in Bangladesh.
Employees' commitment is key to the RMG industry as production efficiency, product quality and prompt deliveries are hugely dependent on the performance of the frontline production workers and not on automation (Chen and Peng, 2021; BGMEA, 2025). Despite the considerable number of studies on the wages, occupational safety, compliance and labour rights of the RMG sector in Bangladesh, psychological factors that affect employee engagement has received less attention (ILO, 2023). This leaves a significant research gap as it is possible that organisational performance may also be influenced by employees' perceptions of workplace practices. Engaging employees is crucial for Natural Group Bangladesh to meet production targets and remain competitive in the international market. As such, measures of employee engagement are a suitable dependent variable to investigate whether employee perceptions of flexible work arrangements relate to motivation and involvement in work, as per the study's purpose and hypotheses.
[bookmark: _Toc235471146]2.2 Flexible Work Arrangements in Bangladesh's Ready-Made Garment Industry 
Flexible work arrangements (FWAs) are organisational practices that give workers more flexibility in how, when and where they do their work (Allen et al., 2013). The idea has received a lot of attention since the advent of hybrid and remote working, but the literature that has emerged so far describes workplace environments that are mainly office-based, which makes it less suitable for industrial environments with labour-intensive work that requires workers to be on site during production (Soga et al., 2022). This implies that flexibility would have a different meaning in the context of the Ready-Made Garment (RMG) industry in Bangladesh.
[image: ]
[bookmark: _Toc235472270]Figure 1: Flexible work arrangements (FWAs) framework; Source: (Weideman & Hofmeyr, 2020)
The level of flexibility workers in the garment industry experience is more likely to be in terms of scheduling flexibility than in terms of work location. For this reason, the present study considers FWAs in three dimensions: perceived schedule control, perceived schedule predictability and perceived shift accommodation (Edeh et al., 2025. Past literature suggests that increased schedule control meets the employees' need for autonomy and motivation, predictable schedules reduce uncertainty, and fair handling of schedule requests increases employees' perceptions of organizational support (Bal and De Lange, 2015; Lambert et al., 2019; de Menezes and Kelliher, 2017; Kossek, Perrigino and Lautsch, 2023). There is little empirical evidence, however, that has explored these aspects of scheduling in the RMG sector in Bangladesh, where production deadlines, overtime requests and supervisory discretion can shape workers' working hours (ILO, 2023). As such, assessment of workers' perceptions of these three dimensions at Natural Group Bangladesh is suitable to fulfil the aim and test the positive relationships with employee engagement.


[bookmark: _Toc235471148]2.3 Theoretical Frameworks
The Job Demands–Resources (JD–R) Theory and Social Exchange Theory (SET) are known to give a proper theoretical basis for comprehending the association between the perception of a flexible workplace and employee engagement of the employees in the Ready-Made Garment (RMG) industry of Bangladesh. These theories are commonly used in HRM studies as they provide an understanding of the relationship between organizational practices and employee motivation, attitudes and work behaviors (Bakker & Demerouti, 2017; Saks, 2019).
According to JD–R Theory, employee engagement is a result of employees' possession of an adequate amount of job resources to meet the challenges of work and to attain the organisations’ objectives (Bakker & Demerouti, 2017). While workers in the RMG sector are required to work under tight production schedules, overtime requirement, strict delivery timelines etc., perceived schedule control, schedule predictability and shift accommodation can be seen as important job resources that enhances the level of autonomy experienced by RMG workers, decreases the uncertainty and promotes work–life balance (Bakker, Demerouti and Sanz-Vergel, 2023). Therefore, workers who feel more schedule flexibility should be found to be more engaged, even in manufacturing settings where the operating environment is not conducive to engagement.
[image: Have you ever heard about the JD-R (Job Demands–Resources) Model? It's a  powerful framework used to understand what drives employee burnout and  motivation in the workplace. -> Job Demands – Think of… |]
[bookmark: _Toc235472271]Figure 2: The Job Demands-Resources Model (adapted from Bakker and Demerouti, 2017).
In addition, the focus of Social Exchange Theory on the reciprocal relationship between positive organisational attitudes and behaviours encourages workers to respond positively to positive treatment in the organisation, complementing the JD–R approach. If managers are seen to be performing reasonably well in scheduling staff, accommodating reasonable request for shifts and communicating work schedules in a consistent manner, employees are more likely to interpret this as evidence of organisational support. This exchange results in greater employee motivation and commitment to the job (Cropanzano et al., 2017).
[image: Social Exchange Theory PowerPoint and Google Slides Template]
[bookmark: _Toc235472272]Figure 3: Social Exchange Theory applied to the employment relationship (adapted from Saks, 2019).
The combined use of JD–R Theory and Social Exchange Theory is especially suitable as the focus of this study is on employees' perceptions instead of formal flexible working policies. The theories when combined, are able to identify the positive relationships between perceived schedule control, perceived schedule predictability and perceived shift accommodation with employee engagement among employees of Natural Group Bangladesh, which forms the foundation of the proposed hypotheses.
[bookmark: _Toc235471149]2.4 Research Gap
While flexible work arrangements and employee engagement have been the focus of much study this research has tended to focus on knowledge-intensive, service and hybrid working contexts where flexible working is often linked to remote working or flexible workplace location (Allen et al., 2013; Soga et al., 2022). In such labour-intensive manufacturing sectors where employees are expected to be on-site at a specific time, the flexibility in work arrangements is studied to a lesser extent.Therefore, much less evidence is available to account for the flexibility of work arrangements in such labour-intensive manufacturing industries.
In the Ready-Made Garment (RMG) industry of Bangladesh, most of the previous studies have been conducted on occupational safety, wages, labour rights, compliance and employee turnover, and limited research has been carried out on employees’ perceptions of workplace scheduling practices as determinants of employee engagement (ILO, 2023; Islam et al., 2022). Furthermore, current research does not consider the three aspects of schedule control, schedule predictability and shift accommodation at the same time, though these are the most practical and feasible types of flexibility that can be applied to garment production. This reduces the knowledge of the relationship between perceived scheduling flexibility and engagement among employees in export manufacturing companies.
Hence the gaps identified in this study are addressed by investigating the relationship between perceived schedule control, perceived schedule predictability, perceived shift accommodation and employee engagement among the employees of Natural Group Bangladesh. This study further contributes to the research of flexible working arrangements by exploring the relationship between flexible working arrangements and employee engagement in the context of the RMG sector in Bangladesh and provides evidence-based practical insights for employee engagement strategies in labour-intensive manufacturing organisations.
[bookmark: _Toc235471150]2.5 Conceptual Framework and Hypotheses
The conceptual model shown in Figure 4 includes three independent variables: flexible work arrangements perceptions of employees, and one dependent: employee engagement. The model is purposely simple and free of mediators, moderators or second outcome.
Conceptual Framework
[image: ]Examining the Relationship Between Employees’ Perceptions of Flexible Work Arrangements and Employee Engagement in the Bangladesh Ready-Made Garments: Evidence from Natural Group[bookmark: _Toc235472273]Figure 4: Conceptual framework of the study (Source: Author’s own construction). adapted from Bakker and Demerouti (2017); Saks (2019); Weideman and Hofmeyr (2020).

Drawing on the two frameworks and the empirical evidence reviewed above, three hypotheses are proposed. 
Three hypotheses are proposed.
H1: Perceived schedule control is positively and significantly associated with employee engagement.
H2: Perceived schedule predictability is positively and significantly associated with employee engagement.
H3: Perceived shift accommodation is positively and significantly associated with employee engagement.
[bookmark: _Toc235471151]3.0 Methodology
The methodology is organized based on the research onion (Saunders, Lewis and Thornhill, 2019), Figure 5, which spans from the philosophy of the study to the data collection.
[image: The Research Onion Explained: Layers, Methodology, and Application -  getitdone experience | Academic Writing Solutions]
[bookmark: _Toc235472274]Figure 5: The research onion (Saunders, Lewis and Thornhill, 2019).



[bookmark: _Toc235471152]3.1 Research Philosophy 
A positivist philosophy is suitable because the study specifies measurable constructs, and relates constructs within the study using a form of statistical hypothesis testing, treating social phenomena as observable and quantifiable (Collis and Hussey, 2014). A deductive approach is adopted because the hypotheses are formulated based on Job Demands-Resources Theory and Social Exchange Theory and flexible work literature prior to collecting the data and then tested with the collected data (Bryman and Bell, 2015). 
This philosophical is suitable because the study aims to analyse quantitatively the relationship among the employees' perception of schedule control, schedule predictability, shift accommodation and employee engagement among employees at Natural Group Bangladesh.
[bookmark: _Toc235471153]3.2 Methodological Choice, Strategy and Time Horizon
Method: The study uses a Primary quantitative mono-method design with an explanatory and correlational purpose. 
Strategy/Approach: To provide the context of the organisation and facilitate the statistical analysis of the proposed relationships, the research takes a single-organisation case study approach where one of the top-level Ready-Made Garment (RMG) factories in Bangladesh is chosen as the case study organisation, the Natural Group Bangladesh (NGB) (Yin, 2018). 
Time Horizon: A cross-sectional time horizon is used due to the data being gathered at one single time point via an online self-administered questionnaire to eligible staff.
[bookmark: _Toc235471154]3.3 Target Population and Sampling
The Population: The population consists of production staff and operational staff of Natural Group Bangladesh such as Sewing Operator, Cutting Operator, Finishing Operator, Quality Inspector, Line Supervisor and Production Supervisor. Administrative, merchandising and corporate office employees are not included because their working arrangements are very different from those of factory-based production employees. Applicants should be at least 18 years old, must have a minimum of three months of uninterrupted employment with Natural Group Bangladesh, must have any job scheduled shift or fixed production schedule and should be able to give informed consent. Three months is deemed a reasonable period of time to allow respondents to have some experience of workplace scheduling practices and the managerial support that they receive; this is why the minimum time period has been set at three months.
Sampling: The purposive convenience sampling will be applied as it is often used and accepted in organisational studies in which sampling frames are unavailable (Pajo, 2018). The participants will be recruited from the relevant production departments of Natural Group Bangladesh to get the workers who are working under similar production planning systems. Multiple production units in the organisation help to minimise departmental bias and are consistent with the design of the case study.
Same Size: The study's target (50-100) survey responses are sufficient for correlation and multiple regression analysis with three predictors on the assumption of conventional power (Faul et al., 2009). 
[bookmark: _Toc235471155]3.4 Primary Data Collection Instrument
The data will be collected through structured self-administered online questionnaire to obtain the data from the respondents. This instrument can be filled out online which is suitable for workers in various production units and shift times across the company, and it only takes 6-8 minutes to complete anonymously. Employee engagement is measured using the validated ultra-short Utrecht Work Engagement Scale (UWES-3) which is based on the three dimensions of vigour, dedication and absorption (Schaufeli et al., 2019). The three constructs of flexibility (perceived schedule control, perceived schedule predictability and perceived shift accommodation) are rated on four adapted items on a five-point Likert scale, based on previous scheduling and flexibility research. The questionnaire was created to obtain employees' perspectives on the scheduling practices in the Bangladesh Ready-Made Garment (RMG) industry, while ensuring consistency with previously validated questionnaires. These measures are adapted and will not be fully validated, and will be content validated via a small pilot test with Natural Group employees and an expert review before being fully distributed. 
[bookmark: _Toc235471156]3.5 Data Analysis
According to Saunders, Lewis and Thornhill (2019), SPSS will be used to analyse data. Responses will be initially reviewed for missing responses, duplicate responses, ineligibility, outliers and problematic response patterns. Demographic variables will be summarised in frequencies and percentages, and study variables will be described in means and standard deviations. Cronbach’s alpha and corrected item-total correlations will assess internal consistency. Bivariate relationships will be explored using Pearson correlation and the three hypotheses will be tested and each predictor's unique contribution will be estimated using multiple linear regression. Before interpretation of the regression coefficients, assumptions such as Linear, Normality of residuals, Homoscedasticity, Independence of observations, and Multicollinearity and influential cases will be assessed. In quantitative research of business, these statistical procedures are suitable to investigate the relationship between variables and to test the hypothesis (Bryman and Bell 2015).
This approach is also suitable as it allows the analysis to identify if the perceived schedule control, perceived schedule predictability and perceived shift accommodation significantly predict employee engagement of the employees of Natural Group Bangladesh.
[bookmark: _Toc235471157]3.6 Ethical Considerations
Prior to any data collecting, ethical approval will be gained from the University of Wales Trinity Saint David, and no primary data will be collected without approval (Polonsky and Waller, 2015). Participation will be voluntary and anonymous, informed consent will be obtained in a consent section and no information will be requested on identifying details like names, employee numbers or workplace addresses. None of the participation will impact the employment role, working conditions or employment relationships of employees, and study respondents will be informed that they may withdraw at any time without giving a reason. The data will be kept in a secure way in the University's OneDrive account, and only will be accessible for moderation to the supervisor, the programme manager and authorised staff.

[bookmark: _Toc235471158]4.0 Expected Findings
The research is based on the Job Demands-Resources Model and Social Exchange Theory and hypothesize that there will be positive and significant relationships among the three dimensions of perceived flexible work arrangement and employee engagement of Natural Group Bangladesh. The perceived schedule control is expected to have a moderate positive correlation with the level of employees' engagement since increased autonomy over work schedule may also lead to heightened employee motivation and psychological ownership despite the operational limitations of the Ready-Made Garment (RMG) sector, as stated by Bal and De Lange (2015). The perceived schedule predictability is hypothesized to be positively correlated with engagement because employees' experience of regular, advanced information regarding work schedules can minimize uncertainty in the workplace and facilitate better work-life balance (Lambert et al., 2019). Likewise, shift accommodation perceived by employees is expected to show the highest positive association with employee engagement as it is the actions of the supervisor that involve employees in accommodating their needs that are expected to be reciprocated by increasing employees' engagement and commitment to the organisation (Saks, 2019). The three predictors are hypothesized to account for a sizeable amount of variance in employee engagement; however, the shared variance among the three independent variables may be controlled and then perceived shift accommodation may be the strongest predictor. The results indicated that if the relationships proposed are not strong or statistically significant, it might not indicate that formal scheduling practices alone contribute to improving employee engagement in the Bangladesh RMG industry, suggesting the need for employees' perceptions of scheduling support to be considered along with policy. 
[bookmark: _Toc235471159]5.0 Limitations
There are some limitations identified in this research which are as follows: 
Firstly, the cross-sectional design makes causal inferences impossible since the relationships are only observed at one time in the measurement process. 
Secondly, a limitation of this study is that it is based on self-reported questionnaire data, which can cause common method bias and socially desirable responding. The findings of this study might not be generalizable to other Ready-Made Garment (RMG) manufacturers in Bangladesh or other manufacturing industries due to the use of purposive convenience sampling in one organisation (Natural Group Bangladesh). 
Thirdly, the findings might apply to one garment manufacturer but not another, because there can be variations in organisational policies, management practices and production systems between the garment manufacturers in each case. 
Fourthly, the sample size of one hundred responses is too small to support the responsible application of more sophisticated analyses of the data, such as modelling, and the study can only be analysed by correlation and multiple regression. 
Lastly, the study only considers three perceived flexible working arrangement dimensions such as schedule control, predictability of the schedule and shift accommodation and does not refer to other organisational or personal factors which can affect levels of employee engagement.
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	11
	Formatting & Turnitin
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	Final submission
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[bookmark: _Toc233717713]Figure 5: Gantt Chart of the Dissertation Timeframe (Source: Author’s own construction)
This Gantt chart shows the schedule of research for a 16-week period from 8 June to 25 September 2026. The project starts with the literature review and refinement of the research proposal (8 June – 12 July 2026), and then continues with the development of the research methodology and questionnaire (22 June – 19 July 2026). The ethics application will be submitted from 13-19 July 2026 and the ethics approval process will take place from 20-26 July 2026. After approval of the questionnaire, the questionnaire will be piloted and revised from 27 July to 2 August, 2026 prior to primary data collection from eligible employees of Natural Group Bangladesh from 3 to 30 August, 2026. Data cleaning and coding will be completed on 31 August – 6 September 2026, with statistical analysis and interpretation of the findings completed on 7 – 13 September 2026. Dissertation writing will be continued from 7 to 20 September 2026, however, the revision of the dissertation, referencing, appendices, proofreading, formatting and Turnitin similarity check will be completed between 14 and 24 September 2026. A short contingency period has been built in to the programme to allow for any unforeseen delays and to ensure all academic and administrative matters are finalised prior to the final submission of the dissertation on Friday 25th September 2026.

[bookmark: _Toc235471161]7.0 Conclusion
This proposal is an in-depth study of the association between perception of flexible working arrangements and employee engagement of the Ready-Made Garment (RMG) Industry in Natural Group Bangladesh. The study follows quantitative, correlational design approach and will discuss how perceived schedule control, schedule predictability and shift accommodation affect employee engagement according to Job Demands–Resources Theory and Social Exchange Theory. The study is anticipated to add to the little evidence available on flexible working arrangements in the RMG sector in Bangladesh as well as offering practical suggestions for enhancing employee engagement and working practices at Natural Group Bangladesh. The research can also suggest research for other manufacturing companies in the future.
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