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[bookmark: _Toc153838892]Chapter Two: Literature Review 
[bookmark: _heading=h.30j0zll][bookmark: _Toc153838893]2.1 Introduction 
The following chapter of the research will provide some literature regarding the research problem. The research focuses on the evaluation of the way flexibility in the workplace impacts the organisational performance of an organisation. Some journals, books, articles and websites related to the research problem. An overview of the variables such as organisational performance and workplace flexibility will be provided. Some models and theories will also be discussed here. The topics obtained from the objectives of the research will be elaborated with some general information. The gap in the literature and its conceptual framework will also be provided in this chapter. 
[bookmark: _heading=h.1fob9te]
[bookmark: _Toc153838894]2.1.1 Workplace flexibility and organisational performance 
Workplace flexibility 
According to Putnam et al. (2014) workplace flexibility is referred to as the opportunity for people to adjust how, where and when they work. This consists of the features, location and time of the work which can be adjusted to the needs of life in different aspects. The opportunities that can be obtained in some temporary features of work by changing it, are included in workplace flexibility. Bal and Izak (2021) asserted that workplace flexibility can be of different kinds such as employee flexibility, organisational flexibility, flexible work and flexible work arrangements. Bal and Izak (2021) state flexibility in the workplace can be developed by providing employee flexibility through which organisations can get a competitive advantage. Through workplace flexibility, employees can become more attentive to their work as they can get some opportunities provided by their employers. In this way, they can be more productive which can help in personal and organisational development. 

Organisational performance
Ipsen et al. (2020) define organisational performance as a set of factors which state the functions and the outputs of the organisation that are known from its productivity to get a competitive advantage. It is seen how much competitiveness the organisation can be from the functions and how the output of the organisation functions. Odongo et al. (2019) asserts that organisational performance has a number of dimensions such as leadership approach, organisational environment, organisational adaptation, organisational culture, resources and expertise, and organisational systems and structures. For example, in the leadership approach the aspects which are reconsidered in organisational performance are assessment of employees, having long-term objectives, rewarding good performance and horizontal structure. In contrast, the factor organisational culture has a clear flow of information, safety, acknowledging performance, risk-taking etc. Odongo et al. (2019) state that in this way, the organisational performance of the companies can be enhanced by the management. By providing an adequate amount of resources and opportunities, organisational performance can be improved by enhancing the performance of the employees. 
[bookmark: _heading=h.3znysh7]
[bookmark: _Toc153838895]2.1.2 Theories on the variables 
The Burke-Litwin Change Model
This model was introduced by W. Warner Burke and George H. Litwin in the year 1960s. The levels of changes in an organisation are evaluated in this model where 12 aspects are considered. The aspects which are used for both organisational and individual performance presentations are external environment, leadership, mission and strategy, structure, management practice, organisational culture, systems, tasks and skills, motivational level, individual values and needs, working climate, and lastly organisational and individual performance. This model can be used by organisations to explain why changes happen. Along with that, strategies can also be made by evaluating the factors. The cause-and-effect relationship can also be understood by the organisation (Boone, 2012). There are three types of changes according to this theory which are transactional, transformational and changes in performance. Therefore, with the help of the 12 factors the performance of the organisations can be maintained and evaluated later (Boone, 2012). Some have criticised the model more on the drivers of the change and not on the implementation of change. Therefore, managing performance can be problematic with this model (Abbas, 2023). 

Scientific management theory 
Frederick Winslow Taylor introduced this theory with the aim of improving workforce efficiency. There are scientific processes used in doing this where the assessment of work and implementation are done with these methods. The principles of scientific theory that organisations should follow are assigning workers to the tasks considering their skills, monitoring work and employee performance, choosing the best method based on science and delegating work between managers and employees. By providing the work which is specific to the skillset of the employees, the management can make the quality of the work better. Monitoring the performance is also very important where employee strengths and weaknesses can be known by the managers (Waring, 2016). Thus, with the help of these processes, organisational performance can be improved as employees would be more competent. Some have stated that the theory is very specialised among the workers’ skills and expertise. There is also a huge rush when following the theory to achieve the goals as finding the work on time is an important aspect based on the theory (Waring, 2016). 

[bookmark: _heading=h.2et92p0][bookmark: _Toc153838896]2.1.3 Different ways that workplace flexibility help in improving organisational performance 
There are many ways that workplace flexibility helps in improving organisational performance. It is necessary for the management to implement different approaches to employee flexibility through which organisational performance can be improved. Some of the strategies have been discussed below.
Influence to work more
When the management of an organisation provides enough facilities and opportunities to the employees it becomes easier for them to work within the organisation. For example, if the management is providing leave in the time of an emergency to an employee, the employee tries to work more proficiently. They think of it as their responsibility to do high-quality work. Flexible work arrangements can make people more enthusiastic about their jobs efficiently (Castrillon, 2023). 
Enhances employee satisfaction 
Workplace flexibility is directly associated with employee satisfaction. Positive work-life balance can be maintained by the employees through workplace flexibility. If the management of an organisation provides flexible work time the employees can make sure that they can do any temporary work or do any course at that time. It can be stated that the employees can work effectively with flexible work arrangements and be satisfied with the management of the organisation (Hering, 2020). 
Improves the company’s image 
When a company has flexible work arrangements, the company can set a good image in the market. The brand image gets better when the company shows that they are providing facilities to their employees. External business communication improves in this way and the company can state that they are understanding the issues of their employees regarding work time, leaves, work pressure etc. and providing flexibility. This makes them considerate employers which makes organisational performance better and helps in the market (Hering, 2020).  
[bookmark: _heading=h.tyjcwt][bookmark: _Toc153838897]2.1.4 Challenges faced in providing workplace flexibility 
Many challenges can be faced by organisations when the management is trying to provide workplace flexibility in order to improve organisational performance. As this is a complex process there can be many challenges which have been discussed below. 
Problems in communication 
Communication is one of the most necessary things in an organisation where the employees and the management need to interact with each other to achieve the organisational goals. The management of an organisation should communicate with the employees about the organisational goals and operations (SpringhouseLaw, 2023). However, if workplace flexibility is provided in terms of a hybrid work culture, there can be some gaps in communication between the management and the employees. 26% of UK employees in a hybrid culture thought they had a communication gap with the members of the companies they were working in (Machell, 2023). The management might not know how to give their messages to the employees all the time or the employees might not be able to reach out to the management. For this reason, some problems in communication can be seen which can affect workplace performance (SpringhouseLaw, 2023). 
Employee resistance 
When the management of an organisation is trying to make changes when make the workplace more flexible for the employees, it becomes problematic for the employees to be compatible with it. For example, when a hybrid work culture is started by an organisation, there might be some employees who are resistant to the change as they cannot deal with the change so fast (SpringhouseLaw, 2023). For this reason, in implementing a flexible workplace, one of the most challenging factors is employee resistance. This can also affect the organisational performance as without the positive influence of the change, employees might not work as effectively as they should (SpringhouseLaw, 2023). 

[bookmark: _heading=h.3dy6vkm][bookmark: _Toc153838898]2.1.5 Strategies to overcome the challenges in providing workplace flexibility 
Collaboration for overcoming communication lacking a flexible workforce
According to Braslauskas (2020) Often within the workplace communication problems happen if each employee does their separate work and does not interact with each other about reaching a common goal from an organisational perspective. Flexibility in carrying out effective communication is of utmost importance when an organisation is working on a large project. The WFH work system can create some obstacles in the way of face-to-face communication benefits at the workplace. Organisations should focus on collaborative work for effective intercultural business communication. Communication flow will be smooth within the workforce if the management body supports a collaborative culture within it. 
Work-life balance for reducing the stress of employee
Innovative and multidisciplinary researchers have proved that a good work-life balance can serve positivism in reducing the stress of the employee by generating positive outcomes in flexible working (Kossek et al. 2015). Individuals get better health as well as well-being when their working place allows them to maintain a better work-life balance. Multiple regression analysis is done on the maintenance of employees' work-life balance. Arranging different kinds of employee engagement events to create a sense of community in belonging to their position in the organisation is needed. The mental and physical health of the employee is interconnected with their work-life balance (Chung, H. and Van der Lippe 2020). 
Focus on compliance and security to overcome workplace security issues
One of the challenges that can be seen in the workplace is the difficulties employees have in maintaining relevant laws as well as policies. When employees do work outside of their organisation they can face labour-related regulations risks. To overcome this problem, the workplace management body should give training to its employees about the compliance and security requirements in their workplace (Linkedin, 2023). By monitoring and auditing employee compliance and security practices, the workplace needs to provide necessary tools as well as equipment for employees. There are increasing threats to risk management within organisations because employees are not following effective conduct of organisational compliance policy. So for risk mitigation, organisations need to improve compliance (Donalds and Barclay, 2022). 
Stick to the change management process as situational demands 
Flexibility in the workplace can be developed by providing employee flexibility through which organisations can get a competitive advantage. Innovation is needed for successful workforce management at any organisation. Customers will be attracted to the organisation when it can be seen that it is extremely triggered by the demand for change. The perspective of situational demand can raise the change management revolution within the workplace which will serve as a positive outcome to their flexibility. Making change a sticking mentality is compulsory for the organisation which can heavily influence their workforce by pushing them towards innovation (Cameron and Green, 2019). 
[bookmark: _heading=h.1t3h5sf][bookmark: _Toc153838899]2.2 Literature Gap
This literature has pointed out the difficulties in searching theory on workplace flexibility. Different theories about organisational performance which Litwin change model scientific management theory etc are discussed. However, model or theory-related workplace flexibility cannot be found by researchers from the resources.  It will be better for the researcher to describe the literature review part well if theory and model-related workplace flexibility can be understood easily. 
[bookmark: _heading=h.4d34og8][bookmark: _Toc153838900]2.3 Summary
This part of the research has described the literature based on the research problem. The discussion has been on the ways workplace flexibility can effect on the organisational performance. The positive influence of workplace flexibility has been focused on here. The concept of workplace flexibility and organisational performance have been provided here. The theories regarding organisational performance such as The Burke-Litwin Change Model and Scientific management theory have been discussed along with their criticisms. The challenges faced in doing this process have been described here with the overcoming strategies. The gap of the literature and a conceptual framework have been demonstrated here. 

[bookmark: _Toc153838901]Chapter 3 - Research Methodology 
[bookmark: _Toc153838902]3.1 Research Philosophy 
This research was conducted on a positivist philosophical ideological stance. This ideological stance has been proven to enhance the observation of real-time data. The researcher has gained in-depth factual learning by using the research philosophy. The selection of the research philosophy has assisted the researcher in observing, recording and measuring the real-life understanding of the facts. Using relevant queries and hypotheses, the researcher has effectively analysed and evaluated the data and then developed an extensive understanding and learning of the issue. The research philosophy has led the researcher to understand the topic more deeply through real observation from society and the persons associated with the research subject. The researcher has used here the opinions and views collected from various outsiders and workers without taking his or her preconceived notions or perceptions. It becomes helpful for the researcher to understand the concept and practical knowledge of workplace flexibility and its impact on the individual performance of the employees as well as the organisation. Following the positivist philosophy, the researcher has been able to unveil various social facts connected to the research (Dudovskiy, 2023).              
[bookmark: _Toc153838903]3.2 Research paradigm 
Among three types of research paradigms, the researcher has selected the paradigm of methodology for progressing through the research. It is the way through which the researcher has understood the practical environment connected to the research topic. By choosing this paradigm the researcher has developed his or her sense of the surrounding atmosphere associated with the flexible working environment. The researcher has been able to reach the true scenario of the research project by analysing and evaluating the valuable and necessary views of the workers. Besides developing their conception the researcher has collected the views of the workers by observing the real nature of the flexible working environment and its impact on the individual and organisational performance. By collecting real-time data and analysing these properly the researcher has extracted valid findings to accomplish the research project. Direct interaction, investigation and examination have allowed the researcher to validate the gained knowledge and findings collected by the researcher. Various perspectives of workers about workplace flexibility and its importance on their performance and organisational development are known to the researcher (Proofed, 2023).                     
[bookmark: _Toc153838904]3.3 Research Approach
The researcher has chosen the deductive research approach to start the research by collecting and observing quantitative data from established sources from where the researcher has developed an understanding of the research topic. Using various scholarly and authentic sources the researcher has seen and observed various viewpoints of reputed researchers who have valuable views on the topic observing practical situations in the workplace and the influence of flexible working environments on the workers and the business organisations. Utilising time and a wide variety of resources the  researcher has been interested in selecting the deductive approach to achieve a good understanding of the research topic as well as gain an in-depth analysis of how to conduct the research appropriately by finding realistic data. Numerous published sources of data have helped the researcher to shun the risk factors (Dudovskiy, 2023a).          
[bookmark: _Toc153838905]3.4 Research Methodology
Quantitative data is used by the researcher to execute the research. The data has helped the researcher to gain an understanding of the research by analysing and observing the data very closely. The data has shown the views and experiences of the employees regarding the research question. There are realistic views of the employees that have been reflected here which has given the researcher a valid scope to realise and understand the impact of the flexible working environment on the workers and organisations very practically. Thus the researcher has achieved a realistic understanding of the topic as well as the employees’ individual views to reflect on the issue and inform their opinions (Unlv, 2023). Real and effective evaluation and interpretation of the topic have been developed here through the proper analysis of the numerical data. The insightful analysis of the data processed by the researcher has made him or her able to draw a data-driven and realistic decision to conclude the research. Throwing the effective research questions to the employees the researcher has been successful in extracting the practical situations surrounding a flexible work environment (Fox et al. 2022).                     
[bookmark: _Toc153838906]3.5 Research Strategy 
Among various types of data collection processes the researcher has chosen the strategy of survey for the proper execution of the research. The strategy has been effective for the researcher to know the influence of workplace flexibility on the employees and organisation through accurate analysis. The strategic approach has given the researcher several benefits to conduct the entire research within a timeframe as it facilitates the researcher to analyse the data easily by getting the answers from the participants within a very short period. Besides, the approach is not expensive to conduct the entire research process. It gathers valuable quantitative data from a large scale of people. The researcher has utilised this scope of the research by making an effective decision for the research very easily using every bit of time. It is one of the fastest and most effective ways in which the researcher has proceeded through the research operation (Gaille, 2020).                 
[bookmark: _Toc153838907]3.6 Sampling and Data Collection Method
The research scholar has selected the simple random sampling method to host the survey. I have worked with 30 UK-based employees from different workplaces. It has been highly effective for the researcher to select the sampling method as it does not allow biased notions and accepts the facts of influencing workplace flexibility on employees and organisational developments. Through online communication, the researcher surveyed to collect the primary data from the employees (Thesismind, 2019).   
[bookmark: _Toc153838908]3.7 Interpretation of data 
Graphs and tables have been used by the researcher for the proper interpretation of the data. The numerical data disclosed the percentage of the answers delivered by the participants (Thesismind, 2019).           
[bookmark: _Toc153838909]3.8 Ethical consideration of the research
The researcher has followed appropriate ethical considerations during conducting the survey. He or she has taken the prior consent of the participants to participate in the survey. It has been also assured by the researcher that the participants about protecting their delivered information (Horton and Lucassen, 2023).  


Chapter 4 - Research Finding 
1. How long have you been working in the organisation?
Out of 30 respondents, the first question shows the highest number of respondents with more than 10 years of working experience in their organisations. There are 48.4% of the workers who are working in their organisation for more than 10 years. There are 35.5% of the respondents who have informed that they are working for their organisations for 5-10 years. They belong to the second position after the workers who have been working for more than 10 years. The lowest percentage is 16.1% which covers the employees working less than 5 years for their organisations.       
  [image: Forms response chart. Question title: 1. How long have you been working in the organisation?


. Number of responses: 31 responses.] 
2. Has your organisation provided workplace flexibility? 
Out of 30 respondents, 70% of the employees have informed that their organisations have provided them workplace flexibility which has motivated them to perform better for their organisation. The concept of workplace flexibility has proved a strong base considering the respondents’ opinions. There are 20% of the respondents who have stated that they are confused about their organisations’ approach towards implementing flexibility. 10% of the respondents have informed that their organisations do not provide workplace flexibility. There are just three people who do not conform with the others. It proves that most of the organisations proceed for the workplace flexibility.     
[image: Forms response chart. Question title: 2. Have your organisation provided workplace flexibility? 


. Number of responses: 30 responses.]
          
3. Do you think workplace flexibility is a significant factor in developing organisational performance? 
Out of 30 respondents, 26 people strongly believe that workplace flexibility is a vital factor in developing individual as well as organisational performance. These people have made 76.7% which is the highest percentage to answer the question. Besides, there are 20% of people can not answer clearly about the question and their clear views regarding workplace flexibility as a significant factor in developing organisational performance. There is just one person who has replied against the highest percentage of the replies supporting workplace flexibility.        
[image: Forms response chart. Question title: 3. Do you think workplace flexibility is a significant factor in developing organisational performance?
. Number of responses: 30 responses.]    
4. Has your management faced challenges while providing flexibility? 
Among 30 respondents 18 people have stated that their management has faced challenges when giving workplace flexibility to their workers. The number of people shows the figure of 60% which is the highest percentage among the respondents. 30% of the respondents have replied that they do not know clearly whether their management has faced challenges or not while providing workplace flexibility. 10% of the respondents have informed that their management body does not face challenges at the time providing workplace flexibility.   
[image: Forms response chart. Question title: 4. Has your management faced challenges while providing flexibility? 


. Number of responses: 30 responses.]
5. What are the strategies taken by the management?  
At the final stage of the survey, the respondents have informed their individual views on accepting the most suitable strategy to overcome the challenges of workplace flexibility. Among all the respondents 66.7% of the respondents believe that there should be an arrangement of training programmes through which their organisations can overcome the challenges of workplace flexibility. 20% of the respondents have supported that employee wellbeing is the effective way to overcome challenges and there are 13.3% who think the strategy should be the implementation of intranet.     
[image: Forms response chart. Question title: 5. What are the strategies taken by the management?  


. Number of responses: 30 responses.]

[bookmark: _Toc153838911]Chapter 5 - Analysis of Findings 
The findings of the survey prove that most of the respondents have confessed that their organisations' proceed for workplace flexibility and their management team has faced challenges towards bringing workplace flexibility. Though the respondents have stated that they believe workplace flexibility is a significant factor for individual and organisational improvement, in practical situations, it has been harder for them to accept the changes which have brought their management team for the organisational development. As the management team has changed their system of business operation, the employees are not resilient enough to cope with the new systems. As a result, the management team faces challenges to their employee management and take necessary strategy to manage their communication as well as industrial performance. The findings also prove that the employees are eager to be accustomed to the changing business environment as 76.7% of the workers believe that workplace flexibility is one of the most significant factors for individual as well as individual growth. The findings also support the arrangement of the training programme from the side of management as the most effective way to overcome the challenges. The findings have proved a proper balance between the secondary and primary data collection.           


[bookmark: _Toc153838912]Chapter 6 - Conclusion and Recommendations
The third chapter of the research explores an in-depth and broad analysis regarding a significant topic which is the influence of workplace flexibility on the betterment of individual and organisational performance. The researcher has clearly stated the aims and objectives of the research by stating the significance of the topic. Here is a fine inclusion of the research methodology through which the entire research process is processed and accomplished. From research philosophy and data collection to the interpretation of data, everything is conducted by the researcher in a clear timeline following a Gantt chart. Ethical considerations are also followed by the researcher properly at the time of conducting the research.
Recommendations
The research is the most relevant and significant one in the present globalised business world where a gradual change in consumer perceptions is happening regularly. The research will give the industry leaders and market researchers a resourceful and insightful demonstration through which they can bring positive changes in their organisations by following the necessary strategies. Market researchers should value the opinions of the employees through which they can achieve the utmost profitability for creating a flexible work environment for the employees. They should arrange the necessary training programmes through which they can teach and sharpen the skills of their employees. Through the programmes, the employees should be updated to use modern technologies as well as collaborate with their team members effectively to gain organisational profits. Following the process, the management team will be capable of allowing their employees to be resilient in the changing business environment. By maintaining effective communication with them the management body can also gain insights into how to deal with their employees considering their strengths and weaknesses. Thus the entire business will be profited in the highly productive working environment (Ang, 2021).
Reflection 
I have conducted this research based on workplace flexibility and culture. The research is conducted through primary data collection which I have done through a survey. I have realised that workplace flexibility plays a vital role in developing organisational performance. I have got a positive response about it from the respondents who have experience working more than 10 years for their organisation. However, a problem is faced by me to collect the data regarding the flexibility techniques of different organisations. Some employee thinks an organisation which look after their well-being is flexible and some think providing training is better. In future, I will do more broader research on workplace flexibility to get more variable options of it.
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1. How long have you been working in the organisation?
a. Less than 5 years 
b. 5-10
c. More than 10 years  

2. Has your organisation provided workplace flexibility? 
a. yes 
b. no  
c. maybe 

3. Do you think workplace flexibility is a significant factor in developing organisational performance? 
a. yes 
b. no
c. maybe 

4. Has your management faced challenges while providing flexibility? 
a. yes 
b. no 
c. maybe 

5. What are the strategies taken by the management?  
a. Introducing intranet 
b. Arranging training programmes 
c. Developing employee wellbeing
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     Research Ethic Form

APPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Loredana Aurora Padure

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	✓
	Taught Postgraduate Student
	☐
	Postgraduate Research Student
	☐



	3
	Institute/Academic Discipline/Centre:
	
University of Wales Trinity Saint David


	4
	Campus:
	
London Campus


	5
	E-mail address:
	
LondonReception@uwtsd.ac.uk


	6
	Contact Telephone Number:
	


	
	For students:

	7
	Student Number:
	2019942

	8
	Programme of Study:
	BA(Hons) Business Management Level 6

	9
	Director of Studies/Supervisor:
	Dr Taye Timothy Osadiya




SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☐
	NO
	  ✓

	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☐
	

	
	
	Institute Research Committee
	✓
	

	
	
	Other (write in)

	☐
	



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	✓

	2
	UWTSD Research Data Management Policy
	✓

	3
	[List any other relevant documents here]
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	✓

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	✓

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	✓

	7
	
	Employed
	YES
	☐
	NO
	✓

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	✓

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☐




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	✓

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	To what extent does the concept of workplace flexibility impact employees and organisational performance?


	2
	Proposed start date:
	08.08.2023
	Proposed end date:
	05.11.2023

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity

The purpose of this research is to understand the way flexibility in a workplace helps businesses by making the employees more efficient and improving the entire organisational performance. For understanding this, the researcher will find out the problems when providing flexibility to the employees and the challenges they face after providing a flexible work culture. There are many issues like lack of collaboration, not having reliable employees and many more. Thus, some strategies will also be known from this research which can further help the management of the UK organisations to have a flexible work environment that can ultimately improve the employee performance.


	4
	Research Question

1. What are the ways workplace flexibility is implemented to make employee and workplace performance better?
2. What are the challenges the management of companies face when providing flexibility at the workplace?
3. What are some of the strategies by which the management can reduce the challenges in the process of providing workplace flexibility?

	5
	Aims of Research Activity

To explore the significance of flexibility in a workplace for the employees and organisational performance.

	6
	Objectives of Research Activity

1. To find out the ways workplace flexibility is implemented to make employee and workplace performance better.
2. To analyse the challenges the management of the companies faces when providing flexibility at the workplace.
3. To provide some strategies by which the management can reduce the challenges in the process of providing workplace flexibility.


	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	Research Philosophy
The researcher will follow the positivism philosophy among the four philosophies such as realism, pragmatism, positivism and interpretivism. By following the positivism research philosophy, the researcher can understand the general idea about the role of workplace flexibility on employees and overall organisational performance. Any kind of metaphysical concept about the research topic is ruled out and only the views that are generally accepted will be discovered here. The researcher can benefit by following this philosophy as they can have a well-defined, factual and well-structured discussion about the research topic that can help in analysing the information. As the positivism philosophy provides only the general idea about the research problem the analysis of the data provides a better understanding of the outcome. Researcher’s own beliefs and views are set aside so that unbiased and the right outcome can be gained. Therefore, this philosophy will be used by the researcher. 

Research Approach
The researcher will choose the deductive research approach to collect the necessary information regarding the impact of workplace flexibility on employees and overall organisational performance. The deductive approach will be the most appropriate for the researcher among inductive, deductive and inductive as the researcher can get information based on some published data. The strategy of data collection will be made based on the objectives that are made from an existing theory or viewpoint. 

Research Methodology
The researcher will collect quantitative data about the impact of workplace flexibility on employees and overall organisational performance. From this, numerical data will be gathered by which the  interpretation and analysis of the information can be improved. 

Research Strategy
There are several primary data collection processes such as interviews, surveys, observations etc among which the researcher will use the survey method. The survey will be done to know the impact of flexibility in the workplace on employees and workplace performance. The researcher will get several benefits like analysis of the data can be easier, the participants will take less time to answer and the researcher can get all the needed data by setting up a questionnaire. 

Sampling method
Simple random sampling will be used by the researcher to get 30 employees from the UK, who have enough knowledge about the role of flexibility in the workplace on employees and workplace performance. This method will ensure that the results of the survey are not biased as the employees will be chosen randomly.

Data collection methods/tools
The researcher will collect primary data through surveys from which real-time information about the role of workplace flexibility can be known in increasing employee and organisational performance. The survey will be online and the researcher will use Google Docs for providing the questionnaire to the selected people.

Ethical consideration of the research
The researcher will get consent from the employees who will be chosen from the survey. The information obtained from them will be safeguarded using the Data Protection Act of 2018. Along with that, the researcher will make sure that no one other than the researcher would get access to the information collected. 



	
	Location of research activity
Identify all locations where research activity will take place.

	8
	
United Kingdom


	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	


(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	✓

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	✓

	13
	A resilient Wales
	☐
	✓

	14
	A healthier Wales
	☐
	✓

	15
	A more equal Wales
	☐
	✓

	16
	A Wales of cohesive communities
	☐
	✓

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	✓

	18
	A globally responsible Wales
	☐
	✓

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	✓
	☐

	2
	Use of interviews?
	☐
	✓

	3
	Use of focus groups?
	☐
	✓

	4
	Use of participant diaries? 
	☐
	✓

	5
	Use of video or audio recording?
	☐
	✓

	6
	Use of computer-generated log files?
	✓
	☐

	7
	Participant observation with their knowledge?
	☐
	✓

	8
	Participant observation without their knowledge?
	☐
	✓

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	✓

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	✓

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	✓

	12
	Investigation of participants involved in illegal activities?
	☐
	✓

	13
	Use of procedures that involve deception?
	☐
	✓

	14
	Administration of any substance, agent or placebo?
	☐
	✓

	15
	Working with live vertebrate animals?
	☐
	✓

	16
	Procedures that may have a negative impact on the environment?
	☐
	✓

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	✓

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	✓

	2
	Adults (over the age of 18 and competent to give consent)?
	✓
	☐

	3
	Vulnerable adults?
	☐
	✓

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	✓

	5
	Prisoners?
	☐
	✓

	6
	Young offenders?
	☐
	✓

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	✓

	8
	People engaged in illegal activities?
	☐
	✓

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	✓

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	
30


	11
	Who will the participants be?

	
Employees of UK who are above 18 years of age 


	12
	How will you identify the participants?
	
Using partners and third-party channels





	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	✓
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	✓
	☐
	☐

	15
	Will you obtain written consent for participation?
	✓
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	✓
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	✓

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	✓
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	✓
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	✓
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	✓
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	✓
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	✓
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	✓
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	✓
	☐

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	✓

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

	
	Risk to participants:

N/A
	How you will mitigate the risk to participants:

N/A

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	
N/A


	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:

N/A

(this box should expand as you type)
	How you will mitigate the risk to the investigator:

N/A

(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:
N/A


(this box should expand as you type)
	How you will mitigate the risk to the University:

N/A

(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

N/A

(this box should expand as you type)
	How you will mitigate the risk to environment:

N/A

(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	✓
	☐

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	
An overview of the questionnaire will be provided to the individuals selected for the survey via email before they are asked to participate in the survey. 


	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	
A proper description of the questionnaire will be provided to the participants. 


	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
The names and other personal information of the participants will be protected which will provide anonymity. 



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	✓
	☐

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

	2
	


(this box should expand as you type)

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

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	✓

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

	4
	


(this box should expand as you type)



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

	5
	Manual files (i.e. in paper form)?
	✓
	☐

	6
	University computers?
	✓
	☐

	7
	Private company computers?
	☐
	✓

	8
	Home or other personal computers?
	✓
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	✓
	☐

	10
	“Cloud” storage or websites?
	☐
	✓

	11
	Other – specify:

	☐
	✓

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	

(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☐

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	✓

	15
	Sharing of data with other organisations?
	☐
	✓

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	✓

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	✓

	18
	Publication of data that might allow identification of individuals?
	☐
	✓

	19
	Use of a data management system?
	✓
	☐

	20
	Data archiving?
	☐
	✓

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	
Data Protection Act of 2018 will be followed 

(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	
Researcher, lecturer and supervisor


(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	
Researcher, lecturer and supervisor

(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	
Personal laptop 

(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	
No

(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	✓

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	✓





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	
Loredana Aurora Padure

	Date:
5.11.2023



For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	
	Date:

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	✓
	I have read the guidance notes supplied before completing the form.

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

	✓
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	✓
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	✓
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/
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