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The dissertation investigated the relationship between perception of flexible work arrangements and employee engagement of production and operational employees in a factory setting of Natural Group Bangladesh. The study focused on three scheduling dimensions: perceived schedule control, perceived schedule predictability and perceived shift accommodation. A positivist, deductive and quantitative cross sectional survey design was employed. 105 responses were used after eligibility screening. Scheduling perceptions were measured with three four-item researcher-adapted scales, while employee engagement was measured using the three-item Utrecht Work Engagement Scale. Descriptive statistics, reliability analysis, Pearson correlation and multiple linear regression were used to test the proposed relationships. The overall regression model was statistically significant, F(3, 101) = 4.109, p = .009, accounting for 10.9 per cent of the variance in engagement observed. Perceived Schedule Control does not have a significant relationship with engagement. Perceived schedule predictability and perceived shift accommodation were positive and statistically significant in the primary model, but were not statistically significant after removal of three influential cases. The internal consistency of the adapted scales was also very low for the scheduling scales, but acceptable for the engagement scale. The study therefore offers preliminary evidence that predictability and fair accommodation may have more influence on engagement in this factory context than does schedule control. Nevertheless, some precautions need to be taken when interpreting the results of the present study due to measurement constraints, the one organisation sample and the cross-sectional design, which calls for additional research and validation.
Keywords: Flexible Work Arrangements, Employee Engagement, Schedule Control, Schedule Predictability, Shift Accommodation
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	Term
	Definition

	Flexible Work Arrangements (FWA)
	Work practices that provide employees with some flexibility regarding when, where, or how work is performed. In this study, flexibility is examined mainly through scheduling practices suitable for factory-based employees.

	Employee Engagement (EE)
	A positive work-related psychological state characterised by vigour, dedication, and absorption in work.

	Perceived Schedule Control (PSC)
	The extent to which employees believe they can influence their working hours, shifts, or adjustments to their work schedules.

	Perceived Schedule Predictability (PSP)
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	Utrecht Work Engagement Scale-3 (UWES-3)
	A three-item measurement scale used to assess employee engagement through vigour, dedication, and absorption.

	Cross-Sectional Research
	A research design in which data are collected from participants at a single point in time to examine relationships between variables.

	Pearson Correlation
	A statistical technique used to measure the strength and direction of the linear relationship between two continuous variables.

	Multiple Linear Regression
	A statistical method used to estimate the relationship between one dependent variable and two or more independent variables simultaneously.

	Cronbach's Alpha
	A statistical measure used to assess the internal consistency or reliability of items within a measurement scale.

	Ordinary Least Squares (OLS)
	A regression estimation method that calculates coefficients by minimising the squared differences between observed and predicted values.

	Variance Inflation Factor (VIF)
	A diagnostic statistic used to assess the extent of multicollinearity among independent variables in a regression model.

	HC3 Robust Standard Errors
	Heteroskedasticity-consistent standard errors used to provide more reliable statistical inference when the assumption of constant error variance may not hold.
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[bookmark: _Toc236591101][bookmark: h002][bookmark: _Toc241093448][bookmark: _Toc241113268]1.1 Background and Academic Context
Bangladesh’s ready-made garment industry is a major source of export earnings and industrial employment (Islam, 2021). Anner (2020) examines how global purchasing practices put pressure on garment workers, while the International Labour Organization (2020) and Syed (2025) discuss labour conditions and welfare in the sector.
In this production context, it is crucial to separate the scheduling of factory jobs from the flexible work arrangements found in other jobs that have been studied. Allen et al. (2013) focusses on work-family conflict and flex arrangements, while Kossek et al. (2023) focus on work-life flexibility, and Bloom et al. (2024) examine hybrid working. The findings can hardly be applied to garment production, because in coordinated production lines and the utilization of machines in Bangladesh, it is difficult to do either of the two, as discussed in the literature on the Bangladesh garment sector (Anner, 2020; Islam, 2021). In this context, the narrower employee-perceived measures of scheduling flexibility examined in this study are schedule control, schedule predictability and schedule adjustment requests treated fairly.
In a study of hourly service-sector employees in the United States, Schneider and Harknett (2019) associate unstable schedules with poorer sleep and well-being. Harknett et al. (2020) examine sleep quality, while Schneider and Harknett (2021) link unpredictable schedules with material hardship in that occupational context. Using evidence from Seattle, Harknett et al. (2021) report benefits following reduced scheduling uncertainty; Kesavan et al. (2022) identify productivity gains from a bundled responsible-scheduling intervention in US retail stores. These studies support examining scheduling but do not establish the same effects in Bangladesh garment factories. Moreover, de Menezes and Kelliher (2017) and Kossek et al. (2023) distinguish formal flexibility from employees’ actual experience of it. Perceptions are therefore central to the present study.
Employee engagement is also relevant because it reflects energetic, dedicated and absorbed involvement in work, rather than simple satisfaction or organisational loyalty (Schaufeli et al., 2019). Engagement has been associated with performance, lower absenteeism and constructive work behaviour, although its meaning and measurement remain contested across studies (Bailey et al., 2017; Borst et al., 2020; Neuber et al., 2022). Meta-analytic evidence supports job resources as important antecedents of engagement, but effect sizes vary by resource type and context (Lesener et al., 2020; Mazzetti et al., 2023). In labour-intensive manufacturing, where employees face constrained autonomy, scheduling resources may be especially salient.
Bangladesh garment research has examined labour standards, welfare deficiencies, work satisfaction, workplace violence and quality of working life (Naved et al., 2021; Syed and Mahmud, 2022; Syed et al., 2024; Gazi et al., 2024). There was recent evidence that correlates engagement with innovative work behaviour in the sector (Nishat and Haque, 2025). This doesn't, however, account for the possibility that these perceptions of control, predictability, and accommodation in scheduling may be interrelated and therefore independently associated with engagement. Therefore, this chapter posits that perceived scheduling quality is a consequential job resource whose relationship with engagement needs to be studied in a focused manner with Natural Group Bangladesh.
[bookmark: _Toc236591102][bookmark: h003][bookmark: _Toc241093449][bookmark: _Toc241113269]1.2 Research Problem
The study problem stems from the gap between the prevailing flexible-work discourse and the working conditions in the garment industry. Most of the current research focuses on professional, highly educated, service sector, remote/at-home workers (Bal and De Lange, 2015; Weideman and Hofmeyr, 2020; Gašić and Berber, 2023; Lee et al., 2024). They are offered forms of temporal and spatial discretion that the production workers often lack. The results of the study could not be directly applied to the RMG sector in the risk of distorting the concept of flexibility as it could be different in different professions.
A second problem concerns measurement. Although there is evidence that the different dimensions of flexible arrangements are distinct from each other (Allen et al., 2013; de Menezes and Kelliher, 2017; Kossek et al., 2023), they are often considered as broad categories of flexible arrangements in policy. These experiences can be combined so as to mask the relationship between engagement and other elements of the experience, such as influence over schedules, advance notification, or equitable responses to requests for changes. To tackle this weakness, the study investigates three dimensions of perceived schedule control (predictability, shift accommodation, and perceived control) and subsequently quantifies their distinct contributions to engagement.
The third issue is the lack of integration of scheduling and engagement research in the garment industry in Bangladesh. There are relevant studies that have already been done on purchasing pressure, labour compliance, welfare, and the vulnerability of gender and their health and job satisfaction (Anner, 2020; Menzel and Woodruff, 2021; Nabi et al., 2023; Syed, 2024). This evidence, however, cannot tell us if the scheduling experiences that occur in everyday life are motivational resources. In Bangladesh, however, the engagement study often focuses on the overall HR practices or the downstream effects, instead of a specific dimension of scheduling (Alam et al., 2024; Nishat and Haque, 2025).
[bookmark: _Toc236591103][bookmark: h004][bookmark: _Toc241093450][bookmark: _Toc241113270]1.3 Research Aim, Objectives, Questions and Hypotheses
[bookmark: _Toc236591104][bookmark: h005][bookmark: _Toc241093451][bookmark: _Toc241113271]1.3.1 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: _Toc236591105][bookmark: h006][bookmark: _Toc241093452][bookmark: _Toc241113272]1.3.2 Research Objectives
The research objectives are:
1. To examine the relationship between perceived schedule control and employee engagement among employees of Natural Group Bangladesh.
2. To examine the relationship between perceived schedule predictability and employee engagement among employees of Natural Group Bangladesh.
3. To examine the relationship between perceived shift accommodation and employee engagement among employees of Natural Group Bangladesh.
[bookmark: _Toc236591106][bookmark: h007][bookmark: _Toc241093453][bookmark: _Toc241113273]1.3.3 Research Questions
The research questions are:
1. What relationship exists between perceived schedule control and employee engagement among employees of Natural Group Bangladesh?
2. What relationship exists between perceived schedule predictability and employee engagement among employees of Natural Group Bangladesh?
3. What relationship exists between perceived shift accommodation and employee engagement among employees of Natural Group Bangladesh?
[bookmark: h008][bookmark: _Toc241093454][bookmark: _Toc241113274]1.3.4 Research Hypotheses
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: _Toc236591108][bookmark: h009][bookmark: _Toc241093455][bookmark: _Toc241113275]1.4 Theoretical Framework
According to Job Demands-Resources Theory, the combination of job resources such as work motivation and engagement occurs in conjunction with high job demands (Bakker and Demerouti, 2017; Bakker et al., 2023). Autonomy and predictability may help to manage uncertainty, while accommodation may help to manage personal demands.  This explanation is supplemented by the Social Exchange Theory which emphasizes reciprocity. When the organisation instills good scheduling, communication and reasonable accommodation, it is indicating that the company is a good employer and will invest more in the employee (Cropanzano et al., 2017; Ahmad et al., 2023). Experimental studies on perceived organisational support also suggest that cultural differences do not diminish the link between experienced care and positive employee attitudes, nor can they weaken the link between experienced fairness and positive employee attitudes (Eisenberger et al., 2020; Rockstuhl et al., 2020). But reciprocity requires that employees are able to understand practices as supportive. This qualification builds on the focus of the study on perceptions, not formal policy statements. Therefore, Job Demands-Resources Theory views the quality of scheduling as a motivational resource, while Social Exchange Theory views fair scheduling as supportive treatment that can elicit reciprocation. 
[bookmark: _Toc236591109][bookmark: h010][bookmark: _Toc241093456][bookmark: _Toc241113276]1.5 Significance and Contribution of the Study
The study contributes by identifying the three employee perceptions of flexible scheduling and the three separate relationships between these perceptions and engagement. This approach aligns with the need for more focus on implementation, boundary control and varied impacts of flexibility (Kossek et al., 2023; Boccoli et al., 2024). It brings engagement studies into factory-based RMG work, where there is less evidence than in professional and hybrid contexts.
Practically, the findings may identify scheduling practices that management can address without redesigning the production model. Evidence from responsible scheduling research suggests that greater stability and employee consideration can support both worker outcomes and operational performance (Lambert et al., 2019; Kesavan et al., 2022). However, the design with only one organisation and with non-probability sampling restricts statistical generalisation. The contribution thus deals with analytically founded evidence of a particular organisation context and not with a broader causal claim.
[bookmark: _Toc236591110][bookmark: h011][bookmark: _Toc241093457][bookmark: _Toc241113277]1.6 Scope and Delimitations
The study focuses on adult production and operational employees of Natural Group Bangladesh with at least three months of continuous employment under scheduled hours. Administrative, merchandising and corporate employees are excluded because their arrangements differ. The cross-sectional study tests associations through multiple linear regression and does not assess policy compliance, establish causality or represent all Bangladesh RMG organisations.
[bookmark: _Toc236591111][bookmark: h012][bookmark: _Toc241093458][bookmark: _Toc241113278]1.7 Structure of the Dissertation
Chapter Two reviews relevant literature and theory. Chapter Three explains the methodology. Chapter Four presents the findings, Chapter Five discusses them against theory and prior evidence, and Chapter Six concludes with implications, limitations and future research.
[bookmark: _Toc236589189][bookmark: _Toc236591112][bookmark: h013]
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[bookmark: _Toc236589190][bookmark: _Toc236591113][bookmark: h014][bookmark: _Toc241093460][bookmark: _Toc241113280]2.1 Introduction
This chapter reviews literature on flexible work arrangements, scheduling and employee engagement to inform the proposed relationships between schedule control, predictability, accommodation and engagement. It evaluates these dimensions in labour-intensive manufacturing, considers the Bangladesh RMG context, develops the Job Demands-Resources and Social Exchange theoretical framework, identifies the research gap, and presents the conceptual framework and hypotheses.
[bookmark: _Toc236589191][bookmark: _Toc236591114][bookmark: h015][bookmark: _Toc241093461][bookmark: _Toc241113281]2.2 Flexible Work Arrangements in Labour-Intensive Manufacturing
Flexible working arrangements typically involve changing the timing, place, and the way in which work is completed. These are typically flexitime, compressed working weeks, remote work, or hybrid work (Allen et al., 2013; Chartered Institute of Personnel and Development, 2024; Kossek et al., 2023). The garment industry requires coordinated workers, machines, line balancing, and delivery time. Spatial flexibility is thus limited, and temporal flexibility is limited by collective workflow. Due to the significant differences between the underlying job design of the remote and on-site environments, a direct transfer of remote-work evidence would result in a context error (Soga et al., 2022; Bloom et al., 2024; Çivilidağ and Durmaz, 2024). Factory workers do not have to work everywhere, what is important is that there is a degree of influence to be had, a reasonable notice, and fair accommodation in working limits.
Access might be subject to supervisory approval, occupational status, production pressure, and yet, there may be formal policies in place. Employee attitudes to formal and informal arrangements have been explored in research, and the literature indicates that implementation of arrangements influences employees' attitudes, not necessarily the label given to them (de Menezes and Kelliher, 2017). In addition, boundary-control research also suggests that flexibility is a positive feature only when employees have actual control and they can apply that control without any hidden costs (Kossek et al., 2023; Boccoli et al., 2024). Employer driven variability is when there is flexibility in exchange for the uncertainty being passed on to workers, especially in the case of hours being changed at short notice. They show if a practice is a resource or another demand.
There is a need to differentiate between employee and employer flexibility. Arrangements that are oriented to the employee give the employee options that enhance control or compatibility between work and non-work responsibilities. Employer flexibility will enable the management to adjust labour inputs according to the demand. Labour intensive industries also tend to have this tension as production can be volatile and can be brought to them through overtime or short notice changes (Soga et al., 2022; Anner, 2020). The asymmetry can be obscured in studies reporting an overall flexibility benefit if the availability of policies is coded rather than their control. The present review therefore considers perceived control, predictability and accommodation as measures of the quality of employee-oriented scheduling instead of the employer's classification of a practice.
[image: ]
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The figure 2.1 presents the framework through which flexible work arrangements may relate to engagement. Its strength lies in recognising that effects may pass through work-life conflict, well-being, trust, commitment and organisational support rather than through a single direct pathway. However, the model is too expansive for the present study. It combines flexible-work types, mediating attitudes and organisational outcomes without establishing temporal order, and several constructs overlap conceptually. For example, job satisfaction, commitment and engagement are related but not interchangeable. The figure also centres flexitime, flexplace and compressed weeks, which are not equally feasible for garment production. Its analytical value is therefore diagnostic rather than prescriptive. 
[bookmark: _Toc236589192][bookmark: _Toc236591115][bookmark: h016][bookmark: _Toc241093462][bookmark: _Toc241113282]2.3 Employee Engagement: Concept, Measurement and Consequences
In the literature, employee engagement is typically defined as a positive state of work-related experience defined by vigour, dedication and absorption (Schaufeli et al., 2019). This definition is different from job satisfaction, which is about the evaluation of the job, and organisational commitment, that is, attachment to the organisation. However, Bailey et al. (2017) demonstrates that there are competing definitions in the engagement literature, such as psychological presence, discretionary effort and managerial prescriptions. The definition of work-engagement that the studies provide is suitable for the theoretical framework of Job Demands-Resources Theory and can be measured using the UWES-3 (Schaufeli et al., 2019). This selection makes for clearer constructs, but a very short scale will necessarily convey less nuance than longer scales will.
Engagement matters because it is associated with performance, lower absenteeism and constructive behaviour, but causality should not be overstated. Meta-analyses report generally favourable relationships, yet many primary studies are cross-sectional and depend on self-reported engagement and outcomes (Borst et al., 2020; Neuber et al., 2022; Mazzetti et al., 2023). Longitudinal evidence supports job resources as antecedents, although reciprocal effects remain plausible because engaged employees may also obtain or create more resources (Lesener et al., 2019; Lesener et al., 2020). In manufacturing, engagement may support quality, persistence and improvement behaviour, but excessive intensity can resemble compelled effort rather than sustainable engagement. The construct must therefore be interpreted as energetic and meaningful involvement, not unquestioned compliance with production demands (Bailey et al., 2017; Saks, 2022).
The UWES-3 offers efficiency and has demonstrated cross-national validity, which is valuable when questionnaire length must remain manageable for production employees (Schaufeli et al., 2019). But, three items provide very little diagnostic information and may be response style and/or translation sensitive. A high mean score may be a sign of good effort and commitment, social desirability or lack of desire to criticise the employer. These risks can be minimized, but not eliminated, by the use of anonymous administration and careful language adaptation. The analysis of engagement should therefore be considered a reliable, short perceptual evaluation rather than an overall judgement of students' motivation or performance.
[bookmark: _Toc236589193][bookmark: _Toc236591116][bookmark: h017][bookmark: _Toc241093463][bookmark: _Toc241113283]2.4 Scheduling Resources and Employee Engagement
Existing empirical studies tend to support the positive perceptions of the employees toward flexible work arrangements, yet the findings are not without controversy. Research has indicated increased levels of engagement with flexibility, but samples have tended to include highly educated, service sector or hybrid employees (Bal and De Lange, 2015; Weideman and Hofmeyr, 2020; Gašić and Berber, 2023; Lee et al., 2024). While these designs provide helpful evidence of the importance of autonomy and support, they do not focus on the autonomy and predictability and accommodation of hourly production workers. Each dimension is assessed individually in the following themes as their nature and management impact vary.
[bookmark: _Toc236589194][bookmark: _Toc236591117][bookmark: h018][bookmark: _Toc241093464][bookmark: _Toc241113284]2.4.1 Perceived Schedule Control
Perceived schedule control relates to the degree to which employees have the opportunity to affect the start or end time, the shifts, or the change in their schedule. Theoretically, controlling is simple, as it can minimize work-family conflict and increase autonomy, which are linked to better work attitudes (Allen et al., 2013; Bal and De Lange, 2015).
The research findings on psychological flexibility also suggest that control over the boundaries of work matters more than having nominal flexibility about flexible practices (Kossek et al., 2023; Boccoli et al., 2024). But there is a predominance of jobs that already have a level of discretion in the job. Control will be more limited in garment production, and will be agreed on within the constraint of the lines. In that case, the potential benefit might be more subtle, like stating preferences for the types of shifts, rather than having complete autonomy in self-scheduling.
However, there is a serious problem with this; the level of schedule control may be confused with seniority, occupational grade and supervisory support. Flexibility may be more impactful than it actually is because higher status employees have more control, and may also have more interesting work. These effects cannot be completely distinguished in cross-sectional self-report designs (Weideman and Hofmeyr, 2020; Lee et al., 2024). Also, flexibility could be more demanding to work when workers trade regular working times for more availability or working load (Soga et al., 2022; Yeves et al., 2022). These are not schedule control weaknesses, but rather a tempered hypothesis. The most defensible expectation is not that there will be a universal causal effect, but a positive association, after accounting for the other scheduling dimensions.
2.4.2 Perceived Schedule Predictability
Schedule predictability issues are related to advance notice, consistency and the ability to know in advance what days and hours will be needed. This dimension is analytically separate from control because employees might not have any control over a schedule but they add value from having it beforehand. Poor sleep, psychological stress and material hardships, are seen to be linked to unstable schedules among hourly service workers (Schneider and Harknett, 2019; Harknett et al., 2020; Schneider and Harknett, 2021). These findings support the methodological approach of the flexibility research over other studies, in that they look at specific circumstances of scheduling rather than at the general availability of flexibility in policy. However, their focus on the retail and service industry poses a problem in directly generalizing results to the manufacturing subsector in Bangladesh, where overtime, transportation, household work, and labour regulation are different.
The evidence of intervention highlights the value of predictability more than it is just an employee preference. Lambert et al. (2019) showed that an intervention led to greater advance posting of retail schedules, but did not result in an increase in the employees' ability to anticipate their working time, while Kesavan et al. (2022) found that a more comprehensive responsible-scheduling intervention led to improvements in performance at Gap stores. Harknett et al. (2021) found that a scheduling-law intervention in Seattle resulted in health and economic benefits. However, such research focuses on a set of scheduling changes, limiting the ability to separate the effects of advance notice from increased hours, stability of the shifts or managerial attention. Not all times engagement was the primary goal. Predictability is thus a resource identified in the literature, but not as being unique to work engagement in factory production.
2.4.3 Perceived Shift Accommodation
Perceived shift accommodation is whether there is a reasonable request for exchanges, leave adjustments or changes to schedules heard and dealt with fairly. This concept has been less directly measured as compared to control and predictability. Focusing on existing flexibility studies, there are several ways in which the concept of ‘accommodation' is integrated into flexible access, supervisor support or organisational care (de Menezes and Kelliher, 2017; Kossek et al., 2023). This may cause conceptual confusion since accommodation is different from general support. It relates to a particular managerial response in the context of operational constraints. A refusal may be justified in production terms and be seen as a valid consideration. The construct is thus more about process of treatment and not about guaranteed approval.
Focusing on fair consideration conveys that employee needs are a legitimate part of organizational decisions, which can foster a greater sense of support and motivate employees to engage in return (Eisenberger et al., 2020; Saks, 2022). The results from cross-national research indicate that the perceived organisational support has generally positive effects, but the strength of these effects depends on institutional and cultural context (Rockstuhl et al., 2020). In Bangladesh HRM research, the supervisory behaviour is crucial as it can determine the engagement effects of formal practices (Alam et al., 2024). But sometimes accommodation can be a form of favouritism when there is the inability to make consistent decisions or in situations where personal relationships influence decisions. This is because being expected to be associated with engagement relies on the perception of it being fair and respectful, not just managerial discretion.
2.5 Bangladesh Ready-Made Garment Context
The context of the Bangladesh RMG sector is a challenging one to assess scheduling resources. Imported products are significant in economic terms and have a high labour requirement; the global purchasing practices, delivery pressure and compliance requirements impact the employment conditions at the factory level (Islam, 2021; Anner, 2020; Bangladesh Garment Manufacturers and Exporters Association, n.d.). There is on-going research interest in labour standard concerns, welfare implementation, and labour voice in spite of regulatory and compliance developments (International Labour Organization, 2020; Syed, 2024; Syed, 2025). These conditions accentuate the importance of scheduling since production differences are frequently smoothed out by overtime or additional coordination or shift change. But it is not appropriate to turn criticism on a sector basis into a belief about each individual factory or each individual worker's experience. The case study proposed in this document thus explores perceptions within Natural Group, not industry as a whole.
Few studies have been conducted in Bangladesh on work satisfaction, labour welfare, quality of work life, gendered employment and worker vulnerability (Menzel and Woodruff, 2021; Syed and Mahmud, 2022; Syed et al., 2024; Gazi et al., 2024). There are other studies on workplace violence, climate risks and long-term impacts of industrial disaster events (Naved et al., 2021; Nabi et al., 2023; Kabir et al., 2019). However, scheduling is not usually broken down in terms of perceived control, predictability and accommodation. In recent years, RMG evidence has indicated a relationship between engagement and innovative work behaviour; however, engagement has been conceptualised as a pre-condition and not as a consequence of scheduling practice (Nishat and Haque, 2025). The contextual literature thus focuses on serious employment quality issues but does not address the particular relationships examined in this study.
The social distribution of scheduling consequences also needs to be considered. Women are also an integral component of the labor force in the garment sector and the burden of labour performed at home might make sudden shifts more problematic for them, while seniority in the job might mean that certain arguments are more likely to be accepted (Menzel and Woodruff, 2021; Naved et al., 2021). Relationships with supervisors and informal adjustments may also be influenced by education and job position and tenure. None of these factors warrants assuming that different perceptions are the case for specific groups, but they suggest that perceptions of scheduling are part of the power dynamics of the workplace. Relevant background characteristics should therefore be included in the descriptive and control analyses without necessarily over-specifying a small sample.
[bookmark: _Toc236589198][bookmark: _Toc236591121][bookmark: h022][bookmark: _Toc241093465][bookmark: _Toc241113285]2.6 Theoretical Frameworks
[bookmark: _Toc236589199][bookmark: _Toc236591122][bookmark: h023][bookmark: _Toc241093466][bookmark: _Toc241113286]2.6.1 Job Demands-Resources Theory
According to Job Demands-Resources Theory, the work environment can be divided into demands and resources. Demands are required to be sustained and can lead to strain, while resources can be used to achieve goals, to lower demands or to stimulate development and motivation (Bakker and Demerouti, 2017; Bakker et al., 2023). The model contains two broad processes. A health-impairment process links excessive demands with exhaustion, whereas a motivational process links resources with engagement and favourable outcomes. Longitudinal and meta-analytic reviews provide substantial support for these pathways, although effects vary across occupations and resources (Lesener et al., 2019; Lesener et al., 2020; Mazzetti et al., 2023). 
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[bookmark: fig2_2]Figure 2.2. The Job Demands-Resources model
Source: Adapted from Bakker and Demerouti (2017) and Bakker, Demerouti and Sanz-Vergel (2023).
As seen in Figure 2.2, demands can decrease health and energy, and resources can increase motivation and organisational outcomes. The relevant demand environment for the present study is tight targets, overtime, and changing production requirements, which are not directly measured. Autonomy can be achieved through the use of schedule control, uncertainty can be minimised with predictability, and practical and social support can be achieved through accommodation. Theoretically, treating these perceptions as resources is logical, since each could be useful for employees' work needs and personal responsibilities. The design only examines the motivational aspect of the model, however. It is unable to determine if scheduling resources buffers specific demands or prevents exhaustion or causes engagement. JD-R Theory thus provides a disciplined explanation for the anticipated associations but the cross-sectional model is only a partial test of the theory.
[bookmark: _Toc236589200][bookmark: _Toc236591123][bookmark: h024][bookmark: _Toc241093467][bookmark: _Toc241113287]2.6.2 Social Exchange Theory
Social Exchange Theory is a theory about employment relationships that relies on the idea of reciprocal exchanges that occur over time. The employee who feels it was treated well and willingly may feel obligated to return positive attitudes and/or actions (Cropanzano et al., 2017; Ahmad et al., 2023). Communication, consideration and respect in scheduling can indicate that the organisation values its employees, rather than using them as a variable resource. A similar mechanism is perceived organisation support, as organisational care is linked to commitment, performance and engagement (Eisenberger et al., 2020; Rockstuhl et al., 2020; Inam et al., 2021). The theory is especially applicable to the case of shift accommodation, as the managerial treatment might be important even if it is impossible to comply with all demands.
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[bookmark: fig2_3]Figure 2.3. Illustrative social exchange pathways through trust and relationship satisfaction
Source: Adapted from Cropanzano et al. (2017), Ahmad et al. (2023) and Eisenberger et al. (2020).
Trust and relationship satisfaction are presented as mechanisms linking the exchange conditions and relationship outcomes in Figure 2.3. From general logic it has merits, but the following variables of this dissertation are not listed as displayed antecedents: financial dependence, opportunistic behaviour. The figure therefore should not be considered as being part of the study model, but as an illustration of reciprocity. Consistent and fair communication and accommodation can foster trust in scheduling; inconsistent and selective communication and accommodation can erode trust in scheduling. However, SET has its limitations. The principle of reciprocity does not apply when power is imbalanced, there are fewer options or the favorability is seen as a right of being, rather than a privilege of being (Cropanzano et al., 2017). In the factory environment, engagement can be seen as the reciprocation as well as economic dependence. The theory is to be complementary to the resource-based explanation, rather than supplanting it.
[bookmark: _Toc236589201][bookmark: _Toc236591124][bookmark: h025][bookmark: _Toc241093468][bookmark: _Toc241113288]2.6.3 Integration of the Theoretical Frameworks
JD-R Theory and Social Exchange Theory explain different aspects of the same proposed relationships. The purpose of JD-R Theory is to examine the importance of scheduling behaviors. When control, predictability and accommodation are maintained, energy is conserved, uncertainty is minimized and goal achievement is facilitated. SET deals with their relational meaning. The same practices can send a message of fairness, care and respect, and the employees' response to such messages may be to be more involved (Bakker et al., 2023; Saks, 2019; Eisenberger et al., 2020). Theoretical substitution may not be as good as integration because it can be predictive and thus get workers to engage even if they feel no sense of organisational benevolence, whereas accommodation can affect engagement through perceived support. The overarching framework also avoids an overly mechanical interpretation of job resources, as it takes consideration of social meaning of implementation. 
[bookmark: _Toc236589202][bookmark: _Toc236591125][bookmark: h026][bookmark: _Toc241093469][bookmark: _Toc241113289]2.7 Research Gap
Four inter-related Gaps have been identified from the literatures discussed above. Firstly, the research on flexible work focuses on the remote, hybrid, professional and service settings, limiting the focus on factory production where the employees may need to work together at the same time (Bloom et al., 2024). Secondly, broad measures combine policy availability, temporal control and spatial flexibility, obscuring which scheduling experience is associated with engagement (Allen et al., 2013; de Menezes and Kelliher, 2017; Kossek et al., 2023). Thirdly, schedule-instability studies provide strong evidence concerning health and hardship, but rarely test employee engagement or separate predictability from control and accommodation (Lambert et al., 2019; Schneider and Harknett, 2019; Harknett et al., 2021). Fourthly, Bangladesh RMG research has prioritised labour standards, welfare, satisfaction and vulnerability, while the scheduling antecedents of engagement remain underexamined (Syed and Mahmud, 2022; Syed et al., 2024; Nishat and Haque, 2025). The study addresses this gap by measuring schedule control, predictability and accommodation separately and estimating their unique associations with UWES-3 engagement within Natural Group Bangladesh. The design does not enable the determination of causation or industry-wide generalisability, but it can yield a more context-valid test than broader measures of flexible work from different occupations.
[bookmark: _Toc236589203][bookmark: _Toc236591126][bookmark: h027][bookmark: _Toc241093470][bookmark: _Toc241113290]2.8 Conceptual Framework and Hypothesis Development
The conceptual framework illustrates the proposed relationships between employees' perceptions of flexible work arrangements with employee engagement among staff at Natural Group Bangladesh. It uses the perceived schedule control, perceived schedule predictability, and perceived shift accommodation as independent variables and employee engagement as the dependent variable (Allen et al., 2013; Kossek, Perrigino and Lautsch, 2023; Soga et al., 2022). 
Perceived schedule control refers to the extent to which employees believe that they can influence the timing, duration, or adjustment of their working hours. Such control can take the form of job autonomy and allow workers to better manage work and non-work demands, but its effects are contingent upon whether flexibility is truly employee-oriented, or mostly aimed at meeting organisational needs (Allen et al., 2013; Boccoli et al., 2024). Perceived schedule predictability concerns the extent to which employees receive sufficient advance notice and experience consistency in their scheduled working days and hours. Predictable scheduling may reduce uncertainty, support personal planning, and protect employee well-being, whereas unstable schedules have been associated with sleep disruption, material hardship, and poorer health outcomes in hourly work settings (Lambert et al., 2019; Schneider and Harknett, 2019; Harknett, Schneider and Wolfe, 2020; Harknett, Schneider and Irwin, 2021). Perceived shift accommodation refers to employees’ perceptions that supervisors and the organisation fairly consider reasonable requests for shift changes, leave adjustments, or schedule modifications. Such accommodation can indicate managerial care, fairness, and support, but it can also be interpreted inconsistently, and may result in differential access to flexibility, thus diminishing this impact (de Menezes and Kelliher, 2017; Eisenberger, Rhoades Shanock and Wen, 2020; Kossek, Perrigino and Lautsch, 2023).
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[bookmark: fig2_4]Figure 2.4. Conceptual framework for perceived scheduling practices and employee engagement
Source: Author's conceptual framework based on Bakker and Demerouti (2017), Cropanzano et al. (2017), Schaufeli et al. (2019) and the reviewed scheduling literature.
The framework is theoretically grounded in Job Demands–Resources Theory and Social Exchange Theory. From a Job Demands–Resources perspective, schedule control, predictability, and accommodation can be treated as job resources because they may reduce scheduling uncertainty, strengthen autonomy, support work-life management, and sustain motivational energy (Bakker and Demerouti, 2017; Bakker, Demerouti and Sanz-Vergel, 2023; Mazzetti et al., 2023). Social Exchange Theory complements this explanation by proposing that employees who perceive fair, supportive, and considerate treatment are more likely to reciprocate through stronger commitment, involvement, and engagement (Cropanzano et al., 2017; Ahmad et al., 2023; Saks, 2019). However, this reciprocal response depends on employees interpreting scheduling practices as genuine organisational support rather than as symbolic or inconsistently implemented policies (Eisenberger, Rhoades Shanock and Wen, 2020; Rockstuhl et al., 2020).
In Figure 2.4, the three predictors have been separated and each is directly connected to engagement. This adds flexibility to the broad model in Fig. 2.1 without the introduction of mediators that are not measured or flexible forms that are not related to the study problem. The model still has an associational quality. Positive coefficients do not prove that scheduling perceptions led to engagement, but would be consistent with JD-R and SET. Nevertheless, reverse interpretation and common-method effects could still occur as all constructs are self-reported at a single time point.
[bookmark: _Toc236589204][bookmark: _Toc236591127][bookmark: h028][bookmark: _Toc241093471][bookmark: _Toc241113291]2.8.1 Perceived Schedule Control and Employee Engagement
Engagement should be reinforced through schedule control as it gives some influence over working time, which can enhance autonomy and make demands more manageable. There is general evidence that supports this expectation of flexibility, boundary control and engagement, though these aspects are fraught with occupational and methodological limitations (Allen et al., 2013; Bal and De Lange, 2015; Weideman and Hofmeyr, 2020; Boccoli et al., 2024). Even bounded influence can become a valuable resource in factory production.
H1: Perceived schedule control is positively and significantly associated with employee engagement.
[bookmark: _Toc236589205][bookmark: _Toc236591128][bookmark: h029][bookmark: _Toc241093472][bookmark: _Toc241113292]2.8.2 Perceived Schedule Predictability and Employee Engagement
Predictability should enhance engagement by removing uncertainty and help to allow employees to plan other aspects of their lives. There is evidence that stable advance notice is associated with better employee experiences but not always with increased engagement (Lambert et al., 2019; Harknett et al., 2020; Harknett et al., 2021; Kesavan et al., 2022). The relationship should be positive as less uncertainty will mean more energy for work involvement. The relationship between H2: Perceived schedule predictability and employee engagement is positive and significant.
H2: Perceived schedule predictability is positively and significantly associated with employee engagement.
[bookmark: _Toc236589206][bookmark: _Toc236591129][bookmark: h030][bookmark: _Toc241093473][bookmark: _Toc241113293]2.8.3 Perceived Shift Accommodation and Employee Engagement
Engagement should be a positive response to shift-accommodation when staff feel requests are taken into account, evaluated fairly and treated with dignity. Such treatment can provide practical support, and also communicate organisational care, yielding both a job-resource and exchange-based explanation (Eisenberger et al., 2020; Rockstuhl et al., 2020; Saks, 2022; Alam et al., 2024). 
H3: Perceived shift accommodation is positively and significantly associated with employee engagement.
[bookmark: _Toc236590719][bookmark: _Toc236591131][bookmark: h032]

[bookmark: _Toc241093474][bookmark: _Toc241113294]3. Research Methodology
[bookmark: _Toc236590720][bookmark: _Toc236591132][bookmark: _Toc241093475][bookmark: _Toc241113295][bookmark: h033]3.1 Introduction 
This chapter explains and justifies the methodology used to examine relationships between employees' perceptions of flexible work arrangements and employee engagement at Natural Group Bangladesh.
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[bookmark: fig3_1]Figure 3.1. Research onion and the methodological positioning of the study
Source: adapted from Saunders, Lewis and Thornhill (2019).
[bookmark: _Toc236590721][bookmark: _Toc236591133][bookmark: h034][bookmark: _Toc241093476][bookmark: _Toc241113296]3.2 Research Philosophy and Approach
[bookmark: _Toc236590722][bookmark: _Toc236591134][bookmark: h035][bookmark: _Toc241093477][bookmark: _Toc241113297]3.2.1 Research Philosophy
The study used positivism which assumes specified constructs can be operationalized consistently and relationships can be measured using observable data and statistics (Collis and Hussey, 2014; Saunders et al., 2019). The designed variables and hypotheses were appropriate for this position as it involved the use of standardised item responses for perceptions of schedule and engagement. Positivism does not assume that perceptions are necessarily accurate descriptions of an organization's behaviours. It views them as measurable employee assessments that can be analyzed statistically over the sample.
[bookmark: h036][bookmark: _Toc241093478][bookmark: _Toc241113298]3.2.2 Research Approach
The deductive approach was used because Job Demands-Resources Theory and Social Exchange Theory guided the hypotheses prior to data collection. Clear operational definitions, predetermined measures and tests that can invalidate unsupported expectations are required for deduction (Bryman and Bell, 2015).
[bookmark: _Toc236590724][bookmark: _Toc236591136][bookmark: h037][bookmark: _Toc241093479][bookmark: _Toc241113299]3.3 Methodological Choice, Research Strategy and Time Horizon
[bookmark: _Toc236590725][bookmark: _Toc236591137][bookmark: h038][bookmark: _Toc241093480][bookmark: _Toc241113300]3.3.1 Methodological Choice
The study employed a mono-method quantitative design because the study aimed at measuring the relationship between the clearly defined variables and testing three hypotheses that were derived from the theory. Where constructs can be measured in a structured way and analysed statistically to identify patterns, associations and predictability, quantitative methods are suitable (Bryman and Bell, 2015; Saunders, Lewis and Thornhill, 2019). Given the purpose, a qualitative design was not chosen because the purpose was not to elicit detailed personal narratives or theory building from participants. Therefore, the mono-method option provided methodological, analytical, and practical viability.
[bookmark: _Toc236590726][bookmark: _Toc236591138][bookmark: h039][bookmark: _Toc241093481][bookmark: _Toc241113301]3.3.2 Research Strategy
A single organisation case study with a survey strategy was employed for the study of Bangladesh's Natural Group. The survey allowed the standardisation of data collected from the production and operational staff using a structured questionnaire, which allowed data collected to be compared across respondents and statistically tested for hypothesis testing (Saunders, Lewis and Thornhill, 2019). The case study boundary was chosen to offer an organizational and industrial setting, and to focus on employees facing similar production systems and scheduling practices. When studying a phenomenon in its current context, case studies are suitable, as suggested by Yin (2018). The one organisation approach however resulted in a lack of broad generalisation beyond the Natural Group. Its value was, on the other hand, in providing contextually relevant evidence which can help to make careful analysis comparisons with other similar RMG organisations in Bangladesh.
[bookmark: _Toc236590727][bookmark: _Toc236591139][bookmark: h040][bookmark: _Toc241093482][bookmark: _Toc241113302]3.3.3 Time Horizon
A cross-sectional time horizon was used in the study as data was gathered from the respondents at a single time point. This design was found to be adequate for investigating the perceptions of schedule control, schedule predictability, shift accommodation and employee engagement during the dissertation period (Collis and Hussey, 2014). The longitudinal design would have been a better way of gaining evidence of change over time and temporal ordering, but repeated access to employees and a much longer research period would have been required.
[bookmark: _Toc236590728][bookmark: _Toc236591140][bookmark: h041][bookmark: _Toc241093483][bookmark: _Toc241113303]3.4 Target Population, Sampling and Sample Size
The target population comprised factory-based production and operational employees of Natural Group Bangladesh, including sewing, cutting and finishing operators, quality inspectors, line supervisors and production supervisors. Subjects selected were 18 years old or older, with three months of continuous work, working on a fixed, rotating or production work schedule, and who gave informed consent. Employees of the administrative, merchandising and corporate functions are not included as their jobs differed significantly on location, discretion and scheduling. The three-month period was a compromise between establishing a familiar timeframe for figuring out how to schedule employees at the workplace and excluding too many new hires.
Purposive convenience sampling was used since a complete employee sampling frame was unlikely to be available and access would be linked to permission from the organisation. To ensure the respondents had first-hand experience of the phenomenon, they were subjected to purposive screening, and the participation was extended through the available production units and shifts (Pajo, 2018). This was a practical method, but did not allow calculation of selection probabilities. Employees who were more opinionated, or who had access to technology or were more confident, may have been overrepresented. To minimize, but not eliminate, selection bias, recruitment was conducted across accessible units, and neutral invitations and separation from line-managers' evaluations were used.
The statistical power was used to determine sample adequacy, not a general statement that 50 responses were adequate. The f² effect size for a medium effect (0.15) is estimated to require about 77 usable cases for a multiple regression with three predictors when α is set at 0.05 and power is set at 80 per cent (Faul et al., 2009). To ensure that there were enough complete questionnaires to exclude some and complete the results, the recruitment focused on about 90 to 100 completed eligible questionnaires. The approximate sample size of 77 cases was determined by the power calculation and the achieved sample size of 105 was over that level. In the initial model, no demographic controls were used due to the limited size of the sample which could have been overfitted by adding too many covariates.
[bookmark: _Toc241093484][bookmark: _Toc241113304]3.5 Data Collection Instrument and Procedure
A structured, self-administered online questionnaire was administered to gather data, and was expected to take about 8-10 minutes. The questionnaire included consent and eligibility screening, background items (demographic and work schedule), 12 items on flexible scheduling and the three-item Utrecht Work Engagement Scale. Online administration allowed for anonymous participation across shifts, and eliminated manual data-entry error, as described in Appendix C, the complete instrument. It was limited by unequal access to devices and the potential for digital literacy and completion while working with colleagues or supervisors. 
The perceived schedule control, predictability and shift accommodation were assessed separately by four researcher adapted items on a five-point agreement scale. Items were developed based on flexibility and boundary-control and scheduling research, but are not validated scales (Allen et al., 2013; Lambert et al., 2019; Kossek et al., 2023). UWES-3 was used to assess employee engagement, with the responses ranging from 0 (never) to 6 (always or every day). UWES-3 is a brief aggregation of vigour, dedication and absorption and has been shown to have cross-national validity, but cross-national validation does not negate the need for validation of performance in the specific workforce (Schaufeli et al., 2019). The operational definitions and the rules and evidence sources are provided in Appendix E.
The questionnaire was designed for academic expert review and an initial small pilot with eligible workers that were not part of the final analysis. The planned review was guided by content coverage, wording, response options and construct alignment, and the pilot procedure was guided by comprehension, completion time, technical routing and culturally ambiguous language. A small convenience group is not enough to yield full construct validity, although pilot testing can improve content validity and usability (Saunders et al., 2019). The survey link/QR code was distributed via neutral channels, as per the ethical and organisational guidelines outlined in the study. No individual responses or participation lists were given to supervisors through the procedure.
[bookmark: _Toc241093485][bookmark: _Toc241113305]3.6 Operationalisation, Reliability and Data Quality
Scores for each composite were computed as the mean of the corresponding items, using the same point scale as the original items. Scores were higher in perceived control, predictability, accommodation/engagement. A score was computed for each of the four item scheduling scales when three or more of the items were answered. UWES-3 had a need for all three as each is an engagement dimension and the scale is already ultra-short. Reporting of missingness, no simple mean was substituted across respondents.
Cronbach's alpha and corrected item-total correlation were conducted to determine the internal consistency. Alpha values were not understood mechanistically, but in light of the number of items and conceptual breadth. This is especially important for UWES-3 as both scales may result in lower alpha values even though they have coherent content. No measures of validity (such as Cronbach's alpha) were used to label adapted scheduling measures. The procedures outlined above in developing the instrument and the internal-consistency analysis were the only evidence used for the quality of measurement. To minimize common-method risk, anonymity and neutral wording were used, as well as separate instructions on each section and a different set of response options, although the same-source measurement at one point in time was a limitation.
[bookmark: _Toc241093486][bookmark: _Toc241113306]3.7 Data Analysis
Responses to the survey were coded for consistency, composites scored, and tabulated and charted in Microsoft Excel. The quantitative techniques included descriptive statistics, reliability tests, Pearson correlation and multiple regression which conformed to the analytical methods recommended by Saunders et al. (2019). Screening verified eligibility, duplicate response patterns, missing data and invariant response patterns. Survey start times were not included in the response and implausible completion times would be difficult to determine directly. Rather than automatically removing the outliers, the potential outliers and influential observations were explored. Demographic data was summarized as frequencies and percentages and scale data was reported as means, standard deviations, ranges and confidence intervals. Pearson correlations provided preliminary estimates of bivariate association. The hypotheses were then tested simultaneously through multiple linear regression. The model was: 
EEᵢ = β₀ + β₁PSCᵢ + β₂PSPᵢ + β₃PSAᵢ + εᵢ,
where EE is engagement and PSC, PSP and PSA are the three perceived scheduling scores. The primary model contained only these predictors, matching the conceptual framework. Results were reported using unstandardised and standardised coefficients, 95 per cent confidence intervals, p-values, R-squared, adjusted R-squared and the overall F-test. Two-tailed tests at α = 0.05 were used because they offered a conservative assessment even though the hypotheses were directional.
Regression interpretation followed diagnostic assessment of linearity, residual normality, homoscedasticity, independence, multicollinearity and influential observations. Scatterplots and residual plots were used to assess functional form and variance, while tolerance and variance inflation factors were used to assess overlap among predictors. Standardised residuals, leverage and Cook's distance were used to identify influential cases. Where assumptions required further examination, HC3 robust inference and a clearly reported sensitivity analysis were used. Statistical significance was not treated as substantive importance, and cross-sectional coefficients were not presented as proof of causation.
[bookmark: _Toc236590732][bookmark: _Toc236591144][bookmark: h045][bookmark: _Toc241093487][bookmark: _Toc241113307]3.8 Ethical Considerations
The study was conducted within the ethical procedures specified for research at the University of Wales Trinity Saint David, consistent with responsible business research practice (Polonsky and Waller, 2015). Participation was voluntary and based on an information and consent page. No names, employee numbers, personal contact details or precise workplace locations were requested. Respondents were informed that participation or refusal would not affect employment, pay, shifts or relationships with management. Gatekeepers could distribute the invitation but were not given access to individual-level data.
The named organisational setting and small occupational groups create residual identification risk even without direct identifiers. Reporting avoided unnecessarily specific combinations of characteristics that could increase identification risk. Participants were permitted to withdraw prior to submission. Withdrawal of a specific record was not possible after anonymous submission, since there were no identifiers that could be used to identify a respondent to a response. The study protocol outlined in this document stated that the data will be stored securely at the University, and that these will be accessible only to the researcher and authorized University personnel and will be retained for periods as defined by university policy and will be deleted as per university policy.
[bookmark: _Toc241093488][bookmark: _Toc241113308]3.9 Methodological Limitation and Mitigation
There are several methodological limitations related to this study. First, the cross-sectional design is used to measure employee perceptions at a single time point and so cannot establish the direction of causality between flexible work arrangements and employee engagement. Second, purposive convenience sampling may introduce selection bias as there could be differences between those who participate and do not. To reduce this risk, the study targeted participants from various production/operational units and used standardized eligibility criteria. The results are however limited to Natural Group Bangladesh and cannot be statistically extrapolated to the entire Bangladesh RMG industry. Third, all of the constructs were assessed using a self-administered questionnaire, which introduces potential common method bias, socially desirable responding, and self-reports bias. These risks were minimized by using anonymity, neutral wording, voluntary participation and separating the predictor and outcome sections.  Lastly, the adopted scheduling measures in the context of the RMG sector in Bangladesh are yet to be fully validated.
.
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[bookmark: _Toc241093489][bookmark: _Toc241113309]4. Data Analysis
[bookmark: h049][bookmark: _Toc241093490][bookmark: _Toc241113310]4.1 Introduction
The chapter provides quantitative results of factory-based production and operational workers of Natural Group Bangladesh. It reports data screening, respondent characteristics, descriptive statistics, reliability, correlations, regression, diagnostics and hypothesis tests for perceived schedule control, predictability, shift accommodation and employee engagement.
[bookmark: h050][bookmark: _Toc241093491][bookmark: _Toc241113311]4.2 Data Screening and Final Analytical Sample
The survey export contained 108 submitted responses. Eligibility was checked against the criteria specified in Chapter Three. Three submissions did not satisfy the required employment and minimum-service conditions and were excluded. This produced a final analytical sample of 105 respondents. All retained respondents were aged at least 18 years, worked in a factory-based production or operational role, had at least three months of continuous service, and worked according to a scheduled arrangement. The final sample exceeded the approximate 77 usable cases identified in the earlier power calculation for a three-predictor regression model (Faul et al., 2009).
No missing values were found across the 15 scale items used in the main analysis. Screening also examined repeated response patterns and invariant answers. No eligible respondent gave the same score across all 15 items. One pair of eligible records had an identical response pattern, but the dataset contained no respondent identifier that could confirm a duplicate submission. Both records were therefore retained. The export recorded submission timestamps but not survey start times, so unusually rapid completion could not be assessed directly.
[bookmark: tbl4_1]Table 4.1: Data Screening and Final Analytical Sample
	Screening stage
	Number

	Survey responses received
	108

	Ineligible responses excluded
	3

	Eligible responses retained
	105

	Final regression sample
	105

	Missing scale-item responses in retained sample
	0


Source: Author's analysis of survey data (2026).
[bookmark: h051][bookmark: _Toc241093492][bookmark: _Toc241113312]4.3 Demographic and Work-Arrangement Profile
The demographics of those who were eligible for the study (n = 105) are summarised in Table 4.2. The sample was fairly young. The largest group of employees was in the 25-34 age bracket, closely followed by a group of 18-24 employees, at 41.9%. The remaining 13.3% were aged 35-44. Of all the respondents, 60.0% were male and 40.0% were female. The respondents who have Higher Secondary Certificate or equivalent education 64.8% of the sample size. The largest occupational group was sewing 51.4%, followed by cutting operators, 17.1%, and finishing operators, 11.4%. Eighty percent of quality inspectors, seven percent of line supervisors, two percent of production supervisors and one respondent reported holding another supervisory production role. Work-arrangement responses revealed a very production dependent environment. All but 2.7% of the 105 eligible respondents indicated that their schedule changed based on production needs. There was also a large number of people who worked overtime, 81.0% worked overtime 3 or more times per week. But 81.9 reported that they typically were given at least one week ahead of time to have their work schedules. 105 (76%) of the eligible respondents reported they had requested some type of shift, leave or schedule adjustment in the last three months. 
[bookmark: tbl4_2]Table 4.2: Demographic and Work-Arrangement Characteristics
	Variable
	Category
	n
	%

	Age group
	18-24 years
	44
	41.9

	
	25-34 years
	47
	44.8

	
	35-44 years
	14
	13.3

	Gender
	Male
	63
	60.0

	
	Female
	42
	40.0

	Education
	SSC or equivalent
	17
	16.2

	
	HSC or equivalent
	68
	64.8

	
	Diploma / vocational
	5
	4.8

	
	Bachelor's degree or above
	15
	14.3

	Job position
	Sewing Operator
	54
	51.4

	
	Cutting Operator
	18
	17.1

	
	Finishing Operator
	12
	11.4

	
	Quality Inspector
	9
	8.6

	
	Line Supervisor
	8
	7.6

	
	Production Supervisor
	3
	2.9

	
	Other supervisory production role
	1
	1.0

	Length of service
	3-11 months
	33
	31.4

	
	1-2 years
	43
	41.0

	
	3-5 years
	23
	21.9

	
	6-10 years
	6
	5.7

	Usual work schedule
	Varies according to production needs
	102
	97.1

	
	Rotating shifts
	2
	1.9

	
	Fixed day shift
	1
	1.0

	Overtime frequency
	1-3 times a month
	4
	3.8

	
	1-2 times a week
	16
	15.2

	
	3 or more times a week
	85
	81.0

	Schedule notice
	1-2 days
	1
	1.0

	
	3-6 days
	7
	6.7

	
	1 week
	11
	10.5

	
	More than 1 week
	86
	81.9

	Adjustment request in past 3 months
	Yes
	105
	100.0


Source: Author's analysis of survey data (2026).
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[bookmark: fig4_1]Figure 4.1. Age distribution of respondents
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[bookmark: fig4_2]Figure 4.2. Job position distribution of respondents
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[bookmark: fig4_3]Figure 4.3. Overtime frequency of respondents
4.3.1 Question-by-Question Survey Response Analysis
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[bookmark: fig4_4]Figure 4.4. Responses to Q3: Have you worked continuously at Natural Group Bangladesh for at least three months?
In Q3, respondents were asked if they had worked at Natural Group Bangladesh for at least three months. 105 participants (97.2%) responded with Yes and 3 participants (2.8%) responded with No out of the 108 responses submitted. The majority who responded to the question (Yes) are those who have had sufficient organisational experience to comment on their scheduling arrangements and engagement. The three respondents who did not meet the minimum service requirement were not included in the final analytical sample.
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[bookmark: fig4_5]Figure 4.5. Responses to Q4: Do you work according to a fixed, rotating, or production-based work schedule?
The responses to Q4 of the survey address the three types of schedules used: fixed, rotating, and production. 100.0% (108/108) of respondents answered Yes and none answered No. The result confirms that all the respondents had been subjected to a structured work schedule similar to the one related to the study. Thus, the following set of scheduling questions applied to the entire set of submitted survey responses.
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[bookmark: fig4_6]Figure 4.6. Responses to Q5: What is your age group?
The answers to Q5 give an overview of the age composition of the participants. The 18-24 age group had the same number of participants as the 25-34 age group (43.5% each). Another 14 (13.0%) were aged 35-44 and none were aged 55 years and above or 45-54. So, 87.0% of the sample sent in was under the age of 35, indicating a very high focus on younger employees. The age distribution should be taken into account in the interpretation of the broader applicability of the findings.
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[bookmark: fig4_7]Figure 4.7. Responses to Q6: What is your gender?
Q6 explored gender profile of the respondents in the survey. Among the 108 respondents, 63 respondents or 58.3% identified as being male, and 45 respondents or 41.7% identified as female. None of the participants chose any other gender description or prefer not to say. For this reason, the results indicate a relatively higher proportion of male employees, but there was still a significant proportion of female employees. This gives context for the following analysis of perceptions of scheduling and employee engagement.
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[bookmark: fig4_8]Figure 4.8. Responses to Q7: What is your highest educational level completed?
The answers to Q7 indicate the highest level of education completed by respondents. Higher Secondary Certificate or equivalent was the largest group with 68 respondents (or 63.0%). Twenty participants (18.5%) reported having a Secondary School Certificate or equivalent, and 15 (13.9%) reported having a bachelor's degree or higher. There were also 5 participants (4.6%) who said they have a diploma or a vocational qualification. None of the respondents chose not to have any formal qualification or first level of education. Overall, the sample was skewed towards secondary and higher secondary education levels, typical of the operational workforce profile.
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[bookmark: fig4_9]Figure 4.9. Responses to Q8: What is your current job position?
In the survey, Q8 defined the current job roles in the industry. The largest number of operators (57) or 52.8% of the respondents were sewing operators. 18 people (16.7%) were cutting operators and 12 people (11.1%) were completing operators. The other participants were 9 quality inspectors (8.3%), 8-line supervisors (7.4%), 3 production supervisors (2.8%) and 1 supervisor (0.9%). As seen in the distribution, the survey was skewed towards the frontline production roles, especially sewing operators, but also contained a few positions pertaining to supervision and quality.
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[bookmark: fig4_10]Figure 4.10. Responses to Q9: What is your length of service at Natural Group Bangladesh?
The answers to Q9 indicate the duration of employment with Natural Group Bangladesh. The greatest percentage (39.8%) was employees 1-2 years of service with 43 employees. Thirty-six more (33.3%) worked for three to eleven months, and 23 (21.3%) had served for three to five years. Six participants (5.6%) indicated that they had served between six and ten years and none of the participants reported more than ten years of service. The results suggest that the majority of respondents had either a short or medium time of service in their organisation, but most had enough experience to assess how work is scheduled in the workplace.
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[bookmark: fig4_11]Figure 4.11. Responses to Q10: What is your usual work schedule?
Q10 analysed the type of work schedule typically experienced by participants. The majority of the respondents (94.4%, or a very large majority of 102) indicated that their schedule changed depending on the production requirements. Fewer than 15% (4 participants) indicated having a fixed day shift and 2 participants (1.9%) indicated having rotating shifts. None of the respondents opted for a fixed evening/night shift. It shows that production requirements were the most important basis for scheduling among the respondents, which makes the role of accommodation, predictability and control of the schedule very important issues in this work environment.
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[bookmark: fig4_12]Figure 4.12. Responses to Q11: How often do you normally work overtime?
The answers to Q11 give a good indication of the frequency of overtime worked by the respondents. Of those who responded (85), 78.7% worked overtime 3 or more times per week. An additional 16 (14.8%) worked overtime 1–2 times per week and 4 (3.7%) worked overtime 1–3 times per month. 3 (2.8%) respondents never worked overtime and none selected less than once monthly. The overall results showed that 93.5% of the participants worked overtime at least once or twice a week, meaning that for most respondents, overtime was a regular part of their work.
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[bookmark: fig4_13]Figure 4.13. Responses to Q12: How far in advance do you usually receive your work schedule?
Participants were asked by Q12 if their work schedule is typically given to them ahead of time. 86 (79.6%) indicated that they were supplied with their schedule more than a week before. It was distributed one week prior for another 11 participants (10.2%) and 7 (6.5%) had three to six days’ notice. Only 1 participant, or 0.9% chose between 1 and 2 days and 3 participants, or 2.8% chose less than 24 hours. Advance scheduling, therefore, was found to be common for most participants as 89.8% were scheduled for at least one week prior to the date of the survey.
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[bookmark: fig4_14]Figure 4.14. Responses to Q13: During the past three months, have you requested a shift change, shift exchange, leave adjustment or schedule adjustment?
The responses to Q13 show whether participants had requested a shift change, shift exchange, leave adjustment, or schedule adjustment during the previous three months. 105 respondents (97.2%) answered Yes and 3 respondents (2.8%) answered No. None of the participants responded with a preference for 'Prefer not to say'. This is a very high percentage reflecting that the employees surveyed had a frequent experience of requests for schedule related adjustments. The discovery also highlights the significance of looking at the practical implications of supervisors' and organisation's responses to requests for changes or accommodation.
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[bookmark: fig4_15]Figure 4.15. Responses to Q14: I have some control over when my scheduled work begins and ends.
Q14 evaluated the level of perceived control over the start and end of planned work. Of these 108 responses, 77 (71.3%) respondents chose Agree and 31 (28.7%) respondents chose Strongly agree. No respondent responded to Neither agree nor disagree, Disagree or Strongly disagree. As a result, all participants made positive comments about this facet of schedule control. Analysis indicates that, overall, respondents felt that they had some control over the timing of the start and end of their scheduled work, but the descriptive pattern does not allow for inferring a link between schedule control and engagement.
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[bookmark: fig4_16]Figure 4.16. Responses to Q15: When operationally possible, I can express a preference about my shift or working time.
Answers to Q15 show whether staff felt they could express a preference regarding their shift or working time when it was operationally possible. Of the 71 that answered Strongly agree, 65.7% did and 37 answered Agree (34.3%). All participants chose positive or neutral answers. All 108 responses were either positive or negative, with a majority of them in the positive category, suggesting a high level of awareness regarding how employers can communicate employees' preference for scheduling needs. This applies to perceived schedule control, as a degree of influence in the scheduling process can be interpreted as a degree of practical influence even when the employees cannot have full influence over scheduling.
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[bookmark: fig4_17]Figure 4.17. Responses to Q16: I have reasonable influence over changes to my work schedule.
Q16 asked if participants felt they had an acceptable influence on change in their work schedule. The majority with 60 respondents (55.6%) chose Agree and 47 respondents (43.5%) chose Strongly agree. 0.9% of the participants chose Strongly disagree; 0% chose Disagree or Neither agree nor disagree. As a result, 99.1% (107 of the 108) had a positive opinion. The responses reflect an overall positive attitude regarding the influence on schedule changes, with one strong negative response reflecting some lack of uniformity in this experience.
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[bookmark: fig4_18]Figure 4.18. Responses to Q17: I can make choices about my work schedule when personal needs arise.
Q17 inquired about freedom of choice in setting work schedule when personal needs arose. Sixty-two percent (67 respondents) responded Strongly agree and 38 percent (41 respondents) responded Agree. None of the participants chose neutral or negative options. All 108 respondents indicated some degree of perceived choice in scheduling when they had personal needs. The finding implies that, in general, those surveyed felt that the scheduling system offered them flexibility, a key element in their perceived schedule control in this study.
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[bookmark: fig4_19]Figure 4.19. Responses to Q18: I usually receive my work schedule far enough in advance to plan my personal responsibilities.
Answers to Q18 indicate how many participants usually had their work schedule far enough ahead to plan their personal responsibilities. 54.6% (59 respondents) agreed and 45.4% (49 respondents) strongly agreed. None of the respondents chose a neutral option or a negative option. The score indicates then full agreement with this statement for the submitted sample. This pattern indicates that majority of respondents viewed schedule notice as sufficient for personal planning, and gave direct descriptive evidence for high level of perceived schedule predictability.
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[bookmark: fig4_20]Figure 4.20. Responses to Q19: My scheduled working hours are generally consistent from week to week.
Q19 explored if working hours were generally the same each week. Of the 108 respondents, 70 respondents (64.8%) indicated that they Strongly agree, and 38 respondents (35.2%) indicated that they Agree. None of the participants had a neutral or negative response. This consistency of positive responses suggests a general consistency over weeks in the number of hours spent working. This consistency is important as it helps to minimise uncertainty and helps to better manage workers' personal and family lives in relation to their working hours.
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[bookmark: fig4_21]Figure 4.21. Responses to Q20: Unexpected changes to my work schedule are kept to a minimum.
In the responses to Q20, participants are asked about their perceptions of unexpected changes in their work schedule. Overall, 51.8% (57 of 110) agreed and 47.2% (51 of 110) strongly agreed that unexpected schedule changes were kept to a minimum. None of the participants chose neutral or negative answers. The results are thus revealing that all the respondents viewed unplanned changes as relatively limited. This helps maintain the overall trend of positive schedule predictability, as working time can be easier to anticipate and manage without unexpected changes.
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[bookmark: fig4_22]Figure 4.22. Responses to Q21: I can normally predict the days and hours that I will be required to work.
Q21 determined whether the participant was able to reasonably foresee the days and hours they would have to work. 73 (67.6%) respondents selected Strongly agree and 34 (31.5%) respondents selected Agree. None of the respondents chose Disagree or Strongly disagree; one participant (0.9%) selected Neither agree nor disagree. Overall, 107 participants, or 99.1%, gave a positive response. This result suggests that for nearly all its responses, the work timing was predictable, with one respondent stating that the work timing was a neutral experience instead of an agreeable experience.
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[bookmark: fig4_23]Figure 4.23. Responses to Q22: My supervisor listens when I request a reasonable change to my shift or schedule.
The survey responses to Q22 show whether supervisors listened when employees requested a reasonable change to their shift or schedule. 51.9% (56) of the individuals indicated Agree, and 48.1% (52) indicated Strongly agree. Neutral/negative answers were not selected by a respondent. As a result, all 108 participants saw their supervisor as being open to reasonable scheduling requests. This outcome is significant for perceived shift accommodation as it is important to listen to employee requests in order to offer fair and supportive shift adjustments.
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[bookmark: fig4_24]Figure 4.24. Responses to Q23: Reasonable requests to exchange shifts or adjust working time are considered fairly.
Q23 was focused on whether reasonable requests to swap shifts and/or adjust working time were fairly made. 72 (66.7%) respondents chose Strongly agree and 36 (33.3%) chose Agree. None of the participants chose neutral or negative option. Responses focused entirely on the positive suggest good perceptions of how well schedule adjustment requests are dealt with. This indicates that generally requests were not rejected without consideration, but rather were considered on a reasonable basis.
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[bookmark: fig4_25]Figure 4.25. Responses to Q24: When I have an important personal need, the organisation tries to accommodate my schedule where operationally possible.
The answers to Q24 indicate whether the organisation tried to make a workplace suitable for employees in the event of key personal needs and operational circumstances. 63 (58.3%) respondents agreed and 45 (41.7%) strongly agreed. None of the participants chose a neutral or negative answer. The pattern of the responses was positive and unanimous, which suggests that overall, the organisation was seen as being open to taking into account individual needs if practical within its operational constraints. This is a response that is directly relevant to the perceived shift accommodation because it is an indication of the practical support employees feel when work demands and personal demands clash.
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[bookmark: fig4_26]Figure 4.26. Responses to Q25: Schedule-related decisions are handled consistently and respectfully.
Q25 evaluated the consistency and respect of making decisions related to the schedule. Of the 108 respondents, 69 (63.9%) chose Strongly agree and 39 (36.1%) chose Agree. None of the participants chose neutral or negative answers. The overall impression from the result is, therefore, a very positive one regarding the management of scheduling decisions. This is important because employees will consider the accommodation decision based on both the outcome of the request and the process of making the decision, and may judge this based on consistency and treatment given.
[image: ]
[bookmark: fig4_27]Figure 4.27. Responses to Q26: At my work, I feel full of energy.
Q26 measured one aspect of employee engagement by asking how often participants felt full of energy at work. The top choice, with 51 respondents (47.2%), was Very often, and a high 29 respondents (26.9%) selected Always/every day. Twenty-two additional respondents (or 20.4%) marked their responses as Often and five (or 4.6%) marked their response as Sometimes, while one (or 0.9%) marked their response as Rarely. None of the respondents chose Never or Almost never. In general, 102 of the 106 (94.4%) felt full of energy at least often, and the range of responses was greater than for the scheduling items.
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[bookmark: fig4_28]Figure 4.28. Responses to Q27: I am enthusiastic about my job.
The responses to Q27 provide evidence about enthusiasm for the job, another element of employee engagement. 43.5% of the 47 respondents chose Very often and 24.1% of the 26 respondents opted for Always/every day. 22.2% (24) of the participants checked “Often”, 8.3% (9) checked “Sometimes”, and 1.9% (2) checked “Rarely”. None of the respondents chose the answers Never or Almost never. A higher proportion of respondents were positive, reporting being enthusiastic at least often: 97 (89.8%) exhibited the positive pattern of engagement, with more variation than was seen for the scheduling perceptions.
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[bookmark: fig4_29]Figure 4.29. Responses to Q28: I feel happy when I am working intensely.
Q28 asked participants about how often they felt happy when they worked very hard. 47 people (43.5%) answered Very often, the largest group. Then, 24.1% (a further 26) of participants marked Always/every day and 22.2% (24) of respondents marked Often, and 10.2% (11) marked Sometimes. None of the participants chose Rarely, almost never or never. Overall, 97 participants (89.8%) reported this feeling at least often. The distribution shows a generally high level of absorption and positive experience with challenging work, with the group of respondents who experience challenging work Sometimes being 10.2%, indicating that for some this experience was weaker.
[bookmark: h052][bookmark: _Toc241093493][bookmark: _Toc241113313]4.4 Analytical Approach
Data analysis was carried out according to the procedure stated in Chapter Three. Frequencies and percentages were used to summarize categorical variables and means, standard deviations, ranges and confidence intervals were used to summarise the study scales. Cronbach alpha and corrected item-total correlations were used to determine internal consistency. Bivariate associations were obtained using Pearson correlation for the four composite variables. Then, the three hypotheses were tested simultaneously through ordinary least squares multiple regression analysis, with the dependent variable being employee engagement. The two-tailed tests were performed at the .05 level of significance. The procedures follow the quantitative analysis approach detailed by Saunders et al. (2019).
[bookmark: h053][bookmark: _Toc241093494][bookmark: _Toc241113314]4.5 Descriptive Statistics
The descriptive statistics of the four composite variables are displayed in Table 4.3. The mean score for the perceived schedule control was 4.507 with a standard deviation of 0.249 on the five-point agreement scale. The mean scores for perceived schedule predictability and perceived shift accommodation were almost the same, at 4.576 and 4.567, respectively. The standard deviations of these were 0.260 and 0.246 respectively. There is a very slight variation between the responses of these three variables which indicates that the responses were grouped around the top end of the scale. Employee engagement was measured using the three-item UWES-3 response format, which ranges from 0 to 6 (Schaufeli et al., 2019). Its mean was 4.819 with a standard deviation of 0.758. The scheduling variables, therefore, were less variable than was the engagement. The range of engagement scores observed was from 2.667 to 6.000. The 95% confidence intervals were quite small for all three measures of scheduling due to the very small number of scores. Schedule control was 4.459 to 4.555 with predictability ranging from 4.526 to 4.626 and accommodation from 4.519 to 4.614. The period of engagement was broader with a range of 4.672 to 4.966. The means for the three scheduling constructs are presented on a common 5-point scale for each in figure 4.28. 
[bookmark: tbl4_3]Table 4.3: Descriptive Statistics for Main Study Variables
	Variable
	N
	Mean
	SD
	Min
	Max
	95% CI

	Perceived Schedule Control (PSC)
	105
	4.507
	0.249
	3.500
	5.000
	4.459-4.555

	Perceived Schedule Predictability (PSP)
	105
	4.576
	0.260
	4.000
	5.000
	4.526-4.626

	Perceived Shift Accommodation (PSA)
	105
	4.567
	0.246
	4.000
	5.000
	4.519-4.614

	Employee Engagement (EE)
	105
	4.819
	0.758
	2.667
	6.000
	4.672-4.966


Source: Author's analysis of survey data (2026).
[image: ]
[bookmark: fig4_30]Figure 4.30. Mean scores for the three scheduling constructs

[bookmark: h054][bookmark: _Toc241093495][bookmark: _Toc241113315]4.6 Reliability Analysis
Reliability was checked prior to the correlation and regression results. As shown in Table 4.4, the UWES-3 engagement scale achieved a Cronbach's alpha of .783. This indicates substantially stronger internal consistency than the three researcher-adapted scheduling measures. The corrected item-total correlations for the engagement items ranged from .586 to .652, which also showed that the three items moved together reasonably well in this sample.
The results for the scheduling scales were much weaker. Schedule control produced an alpha of -.048, schedule predictability produced .142, and shift accommodation produced .030. The item-total correlations were low and some were negative. The use of item deletion checks did not help to improve the overall consistency of any of the scales included in the schedule. Items were thus not deleted after observation of the results, but were kept as required as in the pre analysis stage.
Chapter Three already noted that the scheduling items were researcher-adapted measures and were not established validated scales. The composite scores were retained so that the planned hypotheses could be tested consistently with the approved design. However, the low reliability values mean that results involving PSC, PSP and PSA should be treated cautiously. The engagement measure, by contrast, showed acceptable internal consistency for the present sample.
[bookmark: tbl4_4]Table 4.4: Internal Consistency Reliability Results
	Construct
	Items
	Cronbach's alpha
	Result

	PSC
	4
	-0.048
	Very low

	PSP
	4
	0.142
	Very low

	PSA
	4
	0.030
	Very low

	EE (UWES-3)
	3
	0.783
	Acceptable for this sample


Source: Author's analysis of survey data (2026).
[bookmark: h055][bookmark: _Toc241093496][bookmark: _Toc241113316]4.7 Pearson Correlation Analysis
Table 4.5 reports Pearson correlations among perceived schedule control, schedule predictability, shift accommodation and employee engagement. The three scheduling variables were positively related to one another. Schedule control correlated moderately with schedule predictability, r = .438, p < .001. Its correlation with shift accommodation was r = .356, p < .001. The association between predictability and accommodation was smaller but remained statistically significant, r = .268, p = .006. These coefficients indicate that the scheduling dimensions overlap to some extent, but they are not measuring exactly the same response pattern.
The correlation between schedule control and employee engagement was positive but not statistically significant, r = .156, p = .113. At the bivariate level, the data therefore did not provide evidence of a significant relationship between PSC and engagement. Schedule predictability had a positive and statistically significant correlation with engagement, r = .266, p = .006. Also, shift accommodation was positively correlated with engagement, r = .259, p = .008. Relationships were both quite small.
There was no significant bivariate support for RQ1, since the relationship between schedule control and engagement was not found consistently. The correlations at stage RQ2 and RQ3 were significant and positive. But bivariate correlations do not take into account the overlap between predictor variables. Multiple regression analysis was necessary to estimate the unique contribution of each of the scheduling dimensions while constraining the other two dimensions. Also important is the size of the coefficients in describing the pattern. The relationships between PSP and PSA were very similar and were both small. The highest correlation in the matrix was between PSC and PSP, not a scheduling variable and engagement. This pattern again validates the importance of including PSC, PSP and PSA in the regression model simultaneously rather than analyzing each of the bivariate results as a separate hypothesis test. There was also no correlation approaching very high values, which indicated that the predictors were not so closely correlated that they could not be estimated simultaneously.
[bookmark: tbl4_5]Table 4.5: Pearson Correlation Matrix
	Variable
	PSC
	PSP
	PSA
	EE

	PSC
	1.000
	
	
	

	PSP
	0.438***
	1.000
	
	

	PSA
	0.356***
	0.268**
	1.000
	

	EE
	0.156
	0.266**
	0.259**
	1.000


Note: ** p < .01; *** p < .001. Exact engagement p-values: PSC p = .113, PSP p = .006, PSA p = .008. N = 105.
Source: Author's analysis of survey data (2026).
[bookmark: h056][bookmark: _Toc241093497][bookmark: _Toc241113317]4.8 Regression Analysis
Multiple linear regression was used to test whether the three perceived scheduling variables jointly predicted employee engagement.
[bookmark: tbl4_6]Table 4.6: Variables Entered/Removed - Regression Model
	Model
	Variables Entered
	Variables Removed
	Method

	1
	PSC, PSP, PSA
	None
	Enter


a. Dependent Variable: Employee Engagement (EE). b. All requested predictor variables entered simultaneously.
Source: Author's analysis of survey data (2026).
[bookmark: h057][bookmark: _Toc241093498][bookmark: _Toc241113318]4.8.1 Model Summary and Overall Significance
Table 4.7 shows that the regression produced R = .330 and R² = .109. The adjusted R² was .082, while the standard error of the estimate was .726. The three scheduling predictors therefore accounted for 10.9% of the observed variance in employee engagement in the analysed sample. The adjusted value indicates that approximately 8.2% of engagement variance was explained after allowing for the number of predictors and sample size.
The ANOVA results in Table 4.8 show that the overall regression model was statistically significant, F(3, 101) = 4.109, p = .009. The regression sum of squares was 6.502 and the residual sum of squares was 53.282. The significant F-test indicates that the three predictors, considered together, improved prediction of engagement compared with an intercept-only model. This finding does not establish that scheduling perceptions caused the observed differences in engagement because the data are cross-sectional and self-reported. The difference between R² and adjusted R² was relatively small, which indicates that the model's explanatory value was not created simply by adding three predictors. Nevertheless, most variation in engagement remained outside the model. Approximately 89.1% of observed engagement variance was not accounted for by PSC, PSP and PSA in the primary regression. This percentage is descriptive and is not meant to be understood as implying that one factor omitted will account for the rest of the variance.
[bookmark: tbl4_7]Table 4.7: Regression Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	0.330
	0.109
	0.082
	0.726
	1.403


a. Predictors: (Constant), PSC, PSP, PSA. b. Dependent Variable: Employee Engagement (EE).
Source: Author's analysis of survey data (2026).
[bookmark: tbl4_8]Table 4.8: ANOVA - Regression Model
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Regression
	6.502
	3
	2.167
	4.109
	0.009

	Residual
	53.282
	101
	0.528
	
	

	Total
	59.784
	104
	
	
	


a. Dependent Variable: Employee Engagement (EE). b. Predictors: (Constant), PSC, PSP, PSA.
Source: Author's analysis of survey data (2026).
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The coefficient results are reported in Table 4.9. Perceived schedule control had an unstandardised coefficient of B = -0.037 and a standardised coefficient of beta = -.012. The effect was not statistically significant, t = -0.112, p = .911, with a 95% confidence interval from -0.694 to 0.620. Schedule control therefore made almost no unique contribution to the model after predictability and accommodation were included.
Perceived schedule predictability had a positive coefficient of B = 0.632, SE = 0.308, beta = .216, t = 2.052, p = .043. Its 95% confidence interval ranged from 0.021 to 1.242. Holding PSC and PSA constant, a one-point increase in the predictability score was associated with an estimated 0.632-point increase in engagement. Perceived shift accommodation produced a similar result, B = 0.633, SE = 0.313, beta = .205, t = 2.023, p = .046. Its confidence interval ranged from 0.012 to 1.254.
The standardised coefficients show that predictability was the strongest positive predictor in the primary model, although its beta was only slightly larger than the beta for accommodation. Figure 4.31 presents these coefficients using the chart generated in the completed Excel workbook. The confidence intervals for PSP and PSA were both only slightly above zero at their lower limits, which is consistent with their p-values being close to the .05 threshold. They were very similar, but different because the sample standard deviations of the predictors were different. Therefore, for purposes of comparison of the relative strength of the individual predictors in the same regression model, the predictor strengths are standardised in Figure 4.31.
[bookmark: tbl4_9]Table 4.9: Regression Coefficients Predicting Employee Engagement
	Model
	Predictor
	B
	Std. Error
	Beta
	t
	Sig.
	Tolerance
	VIF

	1
	(Constant)
	-0.794
	1.717
	
	-0.463
	0.645
	
	

	1
	Perceived Schedule Control (PSC)
	-0.037
	0.331
	-0.012
	-0.112
	0.911
	0.747
	1.339

	1
	Perceived Schedule Predictability (PSP)
	0.632
	0.308
	0.216
	2.052
	0.043
	0.794
	1.260

	1
	Perceived Shift Accommodation (PSA)
	0.633
	0.313
	0.205
	2.023
	0.046
	0.858
	1.166


a. Dependent Variable: Employee Engagement (EE). Two-tailed tests at alpha = .05.
Source: Author's analysis of survey data (2026).
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[bookmark: fig4_31]Figure 4.31. Standardised regression coefficients for Model 1

[bookmark: h059][bookmark: _Toc241093500][bookmark: _Toc241113320]4.8.3 Estimated Regression Model
Using the unstandardised coefficients, the fitted regression equation was EE = -0.794 - 0.037(PSC) + 0.632(PSP) + 0.633(PSA). The constant is the estimated engagement score when all three of the scheduling scores are zero. The intercept is not particularly meaningful as a scheduling score alone because it was limited to the range of about 3.5-5.0. The three slope coefficients are more easily interpretable as the estimated relationships in the observed data
The signs of the coefficients also indicate that, after controlling for the other scheduling variables, the relationship between PSP and engagement, as well as PSA and engagement, was positive. Although bivariate correlation of PSC and engagement was positive, PSC was a slightly negative predictor in the simultaneous model. This change is small and non-significant. It primarily reflects the fact that there was very little variation in the unique PSC contribution after accounting for shared variation with predictability and accommodation. When composite scores are observed in place of the individual scores, the observed equation is used to calculate the engagement value for each individual. Residual for a respondent is the difference between the observed mean of UWES-3 and this fitted value. The residuals in these tests have been used in the diagnostic tests reported in Section 4.9.
The fitted regression equation was:
	EE = -0.794 - 0.037(PSC) + 0.632(PSP) + 0.633(PSA)


Source: Author's analysis of survey data (2026).
[bookmark: h060][bookmark: _Toc241093501][bookmark: _Toc241113321]4.9 Regression Diagnostics and Robustness
The hypothesis decisions were finalized after performing diagnostic checks. The variance inflation factors were low and ranged from 1.166 (PSA) to 1.339 (PSC). The tolerance values were between .747 and .858. The outcomes indicate that there is no serious multicollinearity among the three predictors. The Breusch-Pagan test was also non-significant, LM = 2.097, p = .552, which did not indicate heteroscedastic residual variance. 
Residual normality was weaker. The Shapiro-Wilk test was significant, W = .908, p < .001, showing departure from a normal residual distribution. No standardised residual exceeded an absolute value of 3.0, although 11 cases exceeded the selected leverage screening threshold. Three observations had Cook's distance above 4/N and were therefore examined through sensitivity analysis. The diagnostic results are summarised in Table 4.10.
HC3 robust standard errors were calculated as an additional check. PSP remained significant, p = .014, and PSA remained significant, p = .014, while PSC remained non-significant, p = .896. A stricter sensitivity model excluding the three Cook's-distance cases remained significant overall, F(3, 98) = 2.812, p = .043, but PSP and PSA were no longer individually significant. This shows that the primary predictor findings are sensitive to a small number of influential observations.
[bookmark: tbl4_10]Table 4.10: Regression Diagnostics and Robustness Checks
	Diagnostic
	Statistic
	Result

	Shapiro-Wilk residual normality
	W = 0.908, p < .001
	Departure from normality

	Breusch-Pagan
	LM = 2.097, p = .552
	No evidence of heteroscedasticity

	Durbin-Watson
	1.403
	Reported for completeness

	Multicollinearity
	VIF = 1.166-1.339; tolerance = .747-.858
	No material multicollinearity

	Standardised residuals
	Maximum |z| = 2.855
	No case above |3|

	Leverage
	11 cases above 2p/N threshold
	Reviewed

	Cook's distance
	3 cases above 4/N = .038
	Sensitivity model undertaken

	HC3 robust p-values
	PSC .896; PSP .014; PSA .014
	PSP and PSA remain significant

	Sensitivity model excluding 3 cases
	F(3, 98) = 2.812, p = .043
	PSP p = .130; PSA p = .103


Source: Author's analysis of survey data (2026).
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Table 4.11 summarises the hypothesis decisions. H1 was not supported because perceived schedule control was not significantly associated with engagement in the primary regression, B = -0.037, beta = -.012, p = .911. H2 received primary support because schedule predictability had a positive and significant coefficient, B = 0.632, beta = .216, p = .043. H3 also received primary support because shift accommodation had a positive and significant coefficient, B = 0.633, beta = .205, p = .046.
The sensitivity results qualify H2 and H3. Both remained significant with HC3 robust standard errors but became non-significant after the three Cook's-distance cases were excluded. For this reason, the primary results are reported as tentative rather than conclusive support. This wording reflects the observed statistical evidence without changing the pre-specified hypothesis tests.
[bookmark: tbl4_11]Table 4.11: Summary of Hypothesis Testing
	Hypothesis
	Expected relationship
	Beta
	p-value
	Primary result
	Final reporting status

	H1
	PSC is positively and significantly associated with EE
	-0.012
	0.911
	Not supported
	Not supported

	H2
	PSP is positively and significantly associated with EE
	0.216
	0.043
	Supported
	Tentatively supported; sensitive to influential cases

	H3
	PSA is positively and significantly associated with EE
	0.205
	0.046
	Supported
	Tentatively supported; sensitive to influential cases


Source: Author's analysis of survey data (2026).
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There were some limitations in the analysis. First, the internal consistency of the scheduling scales was very low, meaning that scores from the scales are not likely to be reliable. Second, there were many responses to scheduling which occurred in the top-level categories, which restricted the variability of the scores. Third, the residual distribution was not normal and three cases had enough influence to impact the significance of individual regression cases. Lastly, as a cross-sectional design, it can only determine associations and not temporal or causal effects. The problems do not make it impossible to report the planned analysis, but it does call for careful interpretation of the regression parameters as outlined in the next chapter.
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[bookmark: h065][bookmark: _Toc241093505][bookmark: _Toc241113325]5.1 Introduction
In this chapter, the findings of Chapter Four are explained in relation to the research questions, the literature and the theoretical framework.
[bookmark: _Toc241093506][bookmark: _Toc241113326]5.2 Overview of the Main Findings
An analysis of 105 eligible responses was used in the final analysis. There were moderate means for the employee engagement and all three scheduling variables and low variance for the scheduling variables. The overal regression model was significant and accounted for 10.9 per cent of the variance in engagement. But not all of the predictors were equal. Predictability and accommodation were positive and significant in the primary model, while perceived schedule control was not significant. The two coefficients were supported by HC3 robust inference, although they both were made non-significant by removing three influential cases. Thus, H1 was given no support; H2 and H3 were given only tentative support.
The results of the reliability test should also be considered with the findings. The internal consistency of the UWES-3 engagement measure was acceptable, as it was already used as a short measure of vigour, dedication and absorption (Schaufeli et al., 2019). The Cronbach alpha values were low, however, for the researcher adapted PSC, PSP and PSA measures. This does not render the regression results unusable, but it does indicate that the scheduling scores may not have been consistently the same construct as they were meant to. The discussion then focuses on the pattern observed rather than validate the adopted measures.
[bookmark: _Toc241093507][bookmark: _Toc241113327]5.3 Perceived Schedule Control and Employee Engagement
The first research question was what is the relationship between perceived schedule control and employee engagement? There was no statistically significant bivariate correlation, and the regression coefficient became very small and slightly negative after predictability and accommodation were added. H1 was thus not validated. The finding contrasts with the general findings in flexible working studies that increased flexibility in working hours is likely to have positive impacts on employee attitudes. Earlier studies have correlated flexibility and boundary control with better work outcomes, specifically in relation to when work is done (Allen et al., 2013; Bal and De Lange, 2015; Kossek et al., 2023).
This difference may be due to the factory context. The production of garments relies on co-ordinated lines, machine availability, production objectives and synchronised attendance. They may consequently have only a small degree of personal scheduling freedom even if workers say they have some choice over their schedules. Chapter Four demonstrated that 97.1 per cent indicated that the production schedules fluctuated based on the production needs. This type of setting might make perceived control too limiting as a powerful independent job resource. This aligns with the notion that flexibility should be measured by the actual flexibility employees have, not by the presence of a formal agreement (de Menezes and Kelliher, 2017; Kossek et al., 2023).
[bookmark: _GoBack]Flexible working does not necessarily enhance engagement, particularly when driven by the employer and consisting of high demands (Soga et al., 2022; Yeves et al., 2022). The influence of scheduling was not as important as knowing when work would take place or believing that requests for adjustments would be treated fairly in this sample. The observed relationship may have been weakened, however, by the extremely low reliability of the PSC. The result is evidence that rejects H1 for this dataset, but does not prove that schedule control is not important in the whole Bangladesh RMG sector.
[bookmark: _Toc241093508][bookmark: _Toc241113328]5.4 Perceived Schedule Predictability and Employee Engagement
The second research question was about the correlation between perceived schedule predictability and engagement. There was a positive bivariate relationship between PSP and engagement, and it was a significant and positive predictor in the primary regression. This had the highest standardised coefficient among the three scheduling predictors. H2 is thus heavily supported, with the reservation that this support is based on a sensitivity analysis. The direction of the results aligns with previous studies demonstrating that predictable scheduling can decrease uncertainty and aid employees to organise their non-work lives (Lambert et al., 2019; Harknett et al., 2020; Harknett et al., 2021).
This is especially important in a manufacturing setting where overtime and variations in production levels are frequent. In this sample, 81.0 per cent of the respondents indicated that they work overtime three or more times a week. In such a situation, it can be useful to have some information on the work days and hours, even if the workers don't have much agency in determining the schedule. This separation is important in the process of separating the concepts of control and predictability in this dissertation. While an employee does not have control over the schedule, it is still beneficial for everyone to have some advance notice to eliminate some uncertainty and allow for personal planning.
This is generally similar to the evidence on responsible scheduling in hourly work, though outcomes vary across studies and specific operational contexts (Harknett et al., 2021; Kesavan et al., 2022). The results of this study, however, do not provide evidence for the positive relationship between predictability and engagement. The association was not significant once the three important observations were removed, and the PSP scale was not very internally consistent. These concerns diminish the level of confidence in the true coefficient. The most defendable conclusion is that this was a weak schedule, predictability was the best schedule (in primary model), and replication with a large multi-factory sample, and with a scale validated with the same participants, is necessary before a firm effect is established.
[bookmark: _Toc241093509][bookmark: _Toc241113329]5.5 Perceived Shift Accommodation and Employee Engagement
The third research question examined whether perceived shift accommodation was related to employee engagement. PSA was positively correlated with engagement and was a significant positive predictor in the primary regression. H3 was therefore the one that was supported primarily, also by passing the sensitivity test. The finding aligns with the literature reviewed above, suggesting that treating workers fairly is helpful and a sign of caring (Eisenberger et al., 2020; Rockstuhl et al., 2020; Saks, 2022).
The outcome also fits with the Social Exchange Theory. If employees feel their supervisors are listening to their reasonable requests and making consistent scheduling decisions, the employees may see it as a sign of respect. This is because these perceptions can foster engagement as the employment relationship is perceived to be more supportive and reciprocal (Cropanzano et al., 2017; Ahmad et al., 2023). This is important because during the past three months, all eligible respondents reported having made some type of a change, leave or schedule adjustment request. In contrast, accommodation was not a theoretical problem but was a more recent experience that had taken place at work.
The importance of supervisory implementation is also consistent with Bangladesh evidence showing that managerial behaviour can shape the link between human resource practices and employee engagement (Alam et al., 2024). Nevertheless, the finding should not be interpreted as evidence that every request should be approved. The construct concerned whether requests were heard, considered fairly and addressed respectfully where operations allowed. The observed positive coefficient therefore appears more consistent with perceived fairness and responsiveness than with unrestricted flexibility.
[bookmark: h070][bookmark: _Toc241093510][bookmark: _Toc241113330]5.6 Interpretation Through the Theoretical Framework
Taken together, the findings provide partial support for Job Demands-Resources Theory. JD-R Theory proposes that job resources help employees meet demands and support motivation and engagement (Bakker and Demerouti, 2017; Bakker et al., 2023). Predictability and accommodation showed the expected positive pattern, while schedule control did not. Scheduling resources may therefore have unequal value in labour-intensive production. Predictability may reduce uncertainty, while accommodation may provide practical and social support.
Social Exchange Theory is particularly useful for understanding the accommodation result. Fair treatment and considerate responses can communicate those employees are valued, which may encourage reciprocation through stronger work involvement (Cropanzano et al., 2017; Eisenberger et al., 2020). The present study lacked mediators such as perceived organisational support, trust and reciprocity, however. Thus, it can't demonstrate these mechanisms gave rise to the observed relationship. Theories are used to explain why this pattern is plausible, but should not be considered as statistically tested mechanisms.
Most of the variance in engagement was explained by the three predictors (10.9%). It is consistent with JD-R research as engagement is a wider construct of resources and demands as well as personal conditions, and not only one of the employment practices (Mazzetti et al., 2023). Other factors like leadership, workload, recognition, pay, safety, job security and team relationships also may be important within Natural Group, but were not examined in the current study.
[bookmark: _Toc241093511][bookmark: _Toc241113331]5.7 Contribution to the Research Gap and Practical Meaning
The study fills the study gap by applying three different perceptions of scheduling among factory based RMG workers instead of using the general perception of remote or hybrid work. Previous flexible-work research has tended to focus on professional, service, and highly educated samples, while studies on flexible work arrangements in the RMG sector in Bangladesh have had a stronger emphasis on labour standards, welfare, vulnerability and outcomes of engagement downstream (Bal and De Lange, 2015; Gašić and Berber, 2023; Syed et al., 2024; Nishat and Haque, 2025). The findings of the present study thus provide an additional source of contextual information suggesting that predictability and fair accommodation of the work schedule may be more important than schedule control in limited production tasks.
The results indicate for management that it is not always necessary to allow employees to freely change their plans. Within production constraints, more advance notice, consistent communications, reasonable handling of requests for reasonable adjustment can be more attainable priorities. A range of interventions in the United States in the labor market at the hourly level might be beneficial, though they do not explicitly confirm effects in this factory (Harknett et al., 2021; Kesavan et al., 2022). The low reliability and sensitivity of H2 and H3 should be interpreted as signals for management to consider further, but not as a definitive indicator of the likelihood of higher engagement scores when a specific intervention is used.
[bookmark: _Toc241093512][bookmark: _Toc241113332]5.8 Limitation of Interpretation
The cross-sectional design and single-organisation convenience sample and self-report data limits the interpretation of data. Most significantly, the scheduling measures were not entirely consistent internally and did not allow much variation; and sensitivity analysis revealed that the significance of PSP and PSA was not truly stable. The results should therefore be taken with a grain of salt, and further replicated using larger samples and more robust measures.
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[bookmark: _Toc241093514][bookmark: _Toc241113334]6.1 Introduction
This study investigated the relationship among perceived schedule control, schedule predictability, shift accommodation and employee engagement among factory workers of Natural Group Bangladesh. The conclusions, contributions, recommendations, limitations and opportunities for further research are summarized in this chapter.
[bookmark: _Toc241093515][bookmark: _Toc241113335]6.2 Summary of Key Findings and Answers to the Research Questions
105 valid survey responses were analyzed. The main multiple regression model was statistically significant and accounted for 10.9% of the variance in employee engagement. But the three predictors of scheduling did not make an equal contribution. The difference is significant because the study distinguished between the various scheduling experiences of flexibility and separated its concept from flexible work as a single organizational practice.
The first research question was "What was the relationship between perceived schedule control and employee engagement? There was a small positive bivariate relationship with engagement but this was not statistically significant, suggesting that schedule control did not predict engagement. The coefficient of this variable in the regression model became slightly negative and was not significant. H1 was thus disapproved. This did not suggest that perceived control of working times was a direct driver of increased engagement in this study.
The second research question involved perceived schedule predictability. Predictability was positively correlated with engagement and it was a significant positive predictor in the primary regression model. This led to support for H2 in the primary analysis. This confirms research indicating that stable and timely scheduling has shown to decrease uncertainty and facilitate employees in organizing non-work responsibilities (Lambert et al., 2019; Harknett et al., 2021; Kesavan et al., 2022). However, this determination is preliminary because three influential cases were removed from the coefficient, giving it no meaning individually.
The third research question took into account perceived shift accommodation. Accommodation was positively associated with engagement and also was a significant predictor after accounting for the other scheduling variables. The primary model was thus supported by H3. This mirrors the approach that taking employees' needs into account can "signal" organisational support and treatment with respect (Eisenberger et al., 2020; Saks, 2022). Like H2, the result should be interpreted with care, since the influential-case analysis of the sensitivity to case choice reduced statistical significance.
[bookmark: _Toc241093516][bookmark: _Toc241113336]6.3 Contribution to Knowledge and Theory
By investigating the flexible work in forms that are realistic in the factory production process, the study has contributed. Previous studies are mainly conducted in professional; service, remote and hybrid environments and Bangladesh RMG studies have been conducted more on labor standards and employment conditions in general. This dissertation differentiates control, predictability and accommodation to give context-specific evidence regarding scheduling resources among garment workers. This helps to fill the gap in Chapter Two and aligns with the idea that policy labels do not depict how flexibility is experienced (de Menezes and Kelliher, 2017; Kossek et al., 2023).
The results support Job Demands-Resources Theory partially. In the primary model, predictability and accommodation were potential resources that had unique positive associations, while schedule control did not. The motivational potential of a scheduling tool can thus vary by form and work context, which aligns with the general JD-R theory about the fact that resources can be different, based on the different types of jobs (Bakker and Demerouti, 2017; Bakker et al., 2023). The accommodation finding also corresponds to Social Exchange Theory, which is based on the principle that returning reciprocal treatment to an employee's request is considered to be "fair" and is therefore a supportive treatment that employees are likely to accept and respond to favorably (Cropanzano et al., 2017). 
[bookmark: h078][bookmark: _Toc241093517][bookmark: _Toc241113337]6.4 Practical Recommendations
The results for Natural Group Bangladesh indicate that enhancing the quality of scheduling should start with predictability and fair accommodation, rather than the expectation that increased individual control is always achievable and effective. Management should give schedules as early and regular as the production conditions allow, inform of unavoidable changes as soon as possible and do not make unnecessary changes at the last moment. These actions can improve the skills of employees in planning their own responsibilities, without the need for complete self-scheduling.
Managers should have a clearly established standard procedure for shift exchanges, leave adjustments and other reasonable adjustments for schedules. A supervisor should be clear with the person as to the reason(s) for their decision, treat everyone equally, and record if issues are repeated with a person. This can enhance procedural fairness even if the request cannot be approved for operational reasons. Management should also observe if the regular use of overtime or changes in the schedule associated with production negatively affect the use of advance notice. The recommendations are in line with research on responsible scheduling, but the interventions occurred in U.S. service and retail work (Harknett et al., 2021; Kesavan et al., 2022).
[bookmark: _Toc241093518][bookmark: _Toc241113338]6.5 Limitations of the Study
The cross-sectional design does not allow to draw conclusions of causality. Generalisation to the wider RMG industry in Bangladesh is constrained by purposive convenience sampling within one organisation, and common-measurement effects such as social-desirability, potentially exist due to self-reported responses with the same questionnaires.
The Cronbach's alpha scores were very low for all of the adapted scheduling scales, with the exception of the UWES-3 reliability. This low reliability decreases the level of confidence in the scheduling composites. Three observations also showed high Cook's distance, where the significance of predictability and accommodation decreased after the observations were removed.
[bookmark: _Toc241093519][bookmark: _Toc241113339]6.6 Recommendations for Future Research
Further studies should be conducted to improve scheduling measures using cognitive interviews, larger pilots and factor analysis prior to more rigorous hypothesis testing. Multiple factories would show, if they existed, if the current patterns are specific to Natural Group or sector-wide.
Predictability and accommodation changes could precede engagement changes and could be tested in longitudinal studies. They could tie surveys to objective information about advance notice, overtime, shift changes, adjustment requests, etc. Mixed methods might account for the effectiveness and ineffectiveness of scheduling control, and future models may investigate organisational support, work-family conflict, and/or job demands using sufficient samples.
[bookmark: _Toc241093520][bookmark: _Toc241113340]6.7 Final Conclusion
Overall, flexible employment in the clothing sector is not to be interpreted primarily as remote work or independence in scheduling choice. The present Natural Group sample did not show a significant relationship between control and engagement, but did show significant positive relationships between predictability and shift accommodation and engagement in the primary model. The evidence is provisional due to their sensitivity to influential cases and the unreliable scheduling-scale. The measures used should be validated and such relationships tested across organisations and time for future research.
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	Participant Identification Number:
	2503567

	PARTICIPATION CONSENT FORM
(for researcher to fill)

	Project Title: “Examining the Relationship Between Employees’ Perceptions of Flexible Work Arrangements and Employee Engagement in the Bangladesh Ready-Made Garment Industry: Evidence from Natural Group”

	Name of Researcher: Md Moinul Hasan Bappy
	Name of Supervisor: Amare Desta

	Email of Researcher: 2503567@student.uwtsd.ac.uk

	Aim of Research: The aim of the research is to Examining the Relationship Between Employees’ Perceptions of Flexible Work Arrangements and Employee


	(for participant to fill)
	YES
	NO

	1
	I confirm that I have read and understood the information sheet dated ____28/08/2026_____ for the above study. 
	
	

	2
	I understand there are no material benefits for participating.
	
	

	2
	I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.
	
	

	3
	I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.
	
	

	4
	I understand that any information given by me may be used in future reports, articles or presentations by the researcher.
	
	

	5
	I consent for my name and title to be used within this study.
	
	

	
	Where applicable, I understand that my details will not be anonymous.
	
	

	6
	I agree to be recorded (audio and/or audio-visual video).
	
	

	7
	I agree to take part in the above study.
	
	

	Researcher’s Name (Print)
	Md Moinul Hasan Bappy
	Signature
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	Date
	28/08/2026

	Participant’s Name (Print)

	MD Ratikul Hasan Tutul
	Signature
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	Date
	28/08/2026

	You may decline to participate in this study. You may end your participation in this study at any time. All data generated from this or any interview will remain confidential. For more information, please view the university’s Research and Data Management Policy.

When completed please email a copy to the below address to be kept on the file of the researcher and retain a copy for yourself.

Subject Title [MD Ratikul Hasan Tutul]– Participant Consent Form
Email : thassan004@gmail.com
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Examining the Relationship Between Employees' Perceptions of Flexible Work Arrangements and Employee Engagement in the Bangladesh Ready-Made Garment Industry: Evidence from Natural Group
Participant Information and Informed Consent
	Research Title: "Examining the Relationship Between Employees' Perceptions of Flexible Work Arrangements and Employee Engagement in the Bangladesh Ready-Made Garment Industry: Evidence from Natural Group"

Dear Participant,

My name is Md Moinul Hasan Bappy. I am a student of UWTSD. I am collecting data for a research dissertation on "Examining the Relationship Between Employees' Perceptions of Flexible Work Arrangements and Employee Engagement in the Bangladesh Ready-Made Garment Industry: Evidence from Natural Group". For this, I am conducting an online survey about the relationship between employees' perceptions of flexible work arrangements and employee engagement.
If you agree to take part, you will be asked to complete the following questionnaire. There aren't any right or wrong answers — we just want to hear about your opinions. It will take approximately 8-10 minutes. If you don't want to take part, you do not have to give a reason and no pressure will be put on you to try and change your mind. You can pull out at any time.

All the information you give us will be confidential and used for this study only, though with your agreement, anonymised, overall study findings may be disseminated through publication or at a conference. The information will be used in a way that will not allow you to be identified individually.
The data will be collected and stored in accordance with the Data Protection Act 1998 (DPA). All raw data will be stored in a password-protected location and disposed of in a secure manner. The University Data Protection Policy and Student Privacy Notice set out the rules for adherence to the requirements of data protection laws.
By completing this questionnaire, you are confirming that you understand the reason for this research and know who the contact person is and understand the conditions above. Thank you for your time.
Regards,
Md Moinul Hasan Bappy


Consent Confirmation
C1.   Do you voluntarily consent to participate in this study?
☐  Yes – Please continue to the Eligibility Screening questions.
☐  No – Please do not continue with the questionnaire.
Eligibility Screening
Please answer all four questions. Respondents who answer 'No' to any question do not meet the eligibility criteria for this study.
S1.   Are you aged 18 years or above?
☐  Yes – Please proceed to question S2.
☐  No – Thank you for your interest. You are not eligible to participate in this study.
S2.   Are you currently employed by Natural Group Bangladesh in a factory-based production or operational role?
☐  Yes – Please proceed to question S3.
☐  No – Thank you for your interest. This study is limited to eligible factory-based employees of Natural Group Bangladesh.
S3.   Have you worked continuously at Natural Group Bangladesh for at least three months?
☐  Yes – Please proceed to question S4.
☐  No – Thank you for your interest. At least three months of continuous employment is required for this study.
S4.   Do you work according to a fixed, rotating, or production-based work schedule?
☐  Yes – Thank you. Please continue to Section A.
☐  No – Thank you for your interest. This study concerns employees who work according to scheduled working hours.

Section A: Demographic Information
Please select the option that best describes you. This information will be used only to describe the sample and examine whether background characteristics should be controlled in the statistical analysis.
A1. Age group
	☐ 18–24 years
	☐ 25–34 years

	☐ 35–44 years
	☐ 45–54 years

	☐ 55 years or above
	



A2. Gender
	☐ Male
	☐ Female

	☐ Other / prefer to self-describe
	☐ Prefer not to say



A3. Highest educational level completed
	☐ No formal qualification
	☐ Primary education

	☐ Secondary School Certificate (SSC) or equivalent
	☐ Higher Secondary Certificate (HSC) or equivalent

	☐ Diploma / vocational qualification
	☐ Bachelor’s degree or above



A4. Current job position
	☐ Sewing Operator
	☐ Cutting Operator

	☐ Finishing Operator
	☐ Quality Inspector

	☐ Line Supervisor
	☐ Production Supervisor

	☐ Other production/operational role: ____________________
	



A5. Length of service at Natural Group Bangladesh
	☐ 3–11 months
	☐ 1–2 years

	☐ 3–5 years
	☐ 6–10 years

	☐ More than 10 years
	



Section B: Work Arrangement Background
The following questions provide background information about your current work schedule. They are not tests and will not be used to identify you.
B1. What is your usual work schedule?
	☐ Fixed day shift
	☐ Fixed evening/night shift

	☐ Rotating shifts
	☐ Schedule varies according to production needs

	☐ Other: ____________________
	



B2. How often do you normally work overtime?
	☐ Never
	☐ Less than once a month

	☐ 1–3 times a month
	☐ 1–2 times a week

	☐ 3 or more times a week
	



B3. How far in advance do you usually receive your work schedule?
	☐ Less than 24 hours
	☐ 1–2 days

	☐ 3–6 days
	☐ 1 week

	☐ More than 1 week
	



B4. During the past three months, have you requested a shift change, shift exchange, leave adjustment or schedule adjustment?
	☐ Yes
	☐ No
	☐ Prefer not to say



Section C: Perceived Schedule Control
Please indicate how strongly you agree or disagree with each statement about your ability to influence your work schedule.
	Code
	Statement
	1
Strongly
disagree
	2
Disagree
	3
Neither agree
nor disagree
	4
Agree
	5
Strongly
agree

	PSC1
	I have some control over when my scheduled work begins and ends.
	☐
	☐
	☐
	☐
	☐

	PSC2
	When operationally possible, I can express a preference about my shift or working time.
	☐
	☐
	☐
	☐
	☐

	PSC3
	I have reasonable influence over changes to my work schedule.
	☐
	☐
	☐
	☐
	☐

	PSC4
	I can make choices about my work schedule when personal needs arise.
	☐
	☐
	☐
	☐
	☐



Section D: Perceived Schedule Predictability
Please indicate how strongly you agree or disagree with each statement about the consistency and advance notice of your work schedule.
	Code
	Statement
	1
Strongly
disagree
	2
Disagree
	3
Neither agree
nor disagree
	4
Agree
	5
Strongly
agree

	PSP1
	I usually receive my work schedule far enough in advance to plan my personal responsibilities.
	☐
	☐
	☐
	☐
	☐

	PSP2
	My scheduled working hours are generally consistent from week to week.
	☐
	☐
	☐
	☐
	☐

	PSP3
	Unexpected changes to my work schedule are kept to a minimum.
	☐
	☐
	☐
	☐
	☐

	PSP4
	I can normally predict the days and hours that I will be required to work.
	☐
	☐
	☐
	☐
	☐



Section E: Perceived Shift Accommodation
Please indicate how strongly you agree or disagree with each statement about how fairly and reasonably schedule-related requests are handled.
	Code
	Statement
	1
Strongly
disagree
	2
Disagree
	3
Neither agree
nor disagree
	4
Agree
	5
Strongly
agree

	PSA1
	My supervisor listens when I request a reasonable change to my shift or schedule.
	☐
	☐
	☐
	☐
	☐

	PSA2
	Reasonable requests to exchange shifts or adjust working time are considered fairly.
	☐
	☐
	☐
	☐
	☐

	PSA3
	When I have an important personal need, the organisation tries to accommodate my schedule where operationally possible.
	☐
	☐
	☐
	☐
	☐

	PSA4
	Schedule-related decisions are handled consistently and respectfully.
	☐
	☐
	☐
	☐
	☐



Section F: Employee Engagement (UWES-3)
The following statements concern how you generally feel at work. Please select the response that best reflects how often you experience each feeling.
	Code
	Statement
	0
Never
	1
Almost
never
	2
Rarely
	3
Sometimes
	4
Often
	5
Very
often
	6
Always /
every day

	EE1
	At my work, I feel full of energy.
	☐
	☐
	☐
	☐
	☐
	☐
	☐

	EE2
	I am enthusiastic about my job.
	☐
	☐
	☐
	☐
	☐
	☐
	☐

	EE3
	I feel happy when I am working intensely.
	☐
	☐
	☐
	☐
	☐
	☐
	☐
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	Variable
	Role
	Conceptual definition
	Items and operationalisation
	Response scale
	Score and interpretation
	Evidence base

	Perceived schedule control (PSC)
	Independent variable
	The extent to which an employee believes that influence can be exercised over work starting and finishing times, shift preferences and schedule changes.
	PSC1-PSC4. Four researcher-adapted items. A score is calculated when at least three items are completed.
	1 = strongly disagree to 5 = strongly agree
	Mean of completed PSC items. Higher scores indicate greater perceived control.
	Items informed by Allen et al. (2013) and Kossek et al. (2023). Content review and pilot testing are required because the scale is adapted.

	Perceived schedule predictability (PSP)
	Independent variable
	The extent to which an employee receives adequate advance notice and experiences consistent, foreseeable working days and hours.
	PSP1-PSP4. Four researcher-adapted items. A score is calculated when at least three items are completed.
	1 = strongly disagree to 5 = strongly agree
	Mean of completed PSP items. Higher scores indicate greater predictability.
	Items informed by Lambert et al. (2019) and scheduling literature. The study does not claim prior construct validation for this four-item scale.

	Perceived shift accommodation (PSA)
	Independent variable
	The extent to which reasonable requests for shift changes or schedule adjustments are heard, considered fairly and addressed respectfully where operations permit.
	PSA1-PSA4. Four researcher-adapted items. A score is calculated when at least three items are completed.
	1 = strongly disagree to 5 = strongly agree
	Mean of completed PSA items. Higher scores indicate greater perceived accommodation.
	Items informed by flexibility implementation and boundary-control research, including Kossek et al. (2023). Expert review and pilot feedback provide content evidence only.

	Employee engagement (EE)
	Dependent variable
	A positive work-related state represented by vigour, dedication and absorption.
	EE1-EE3 using UWES-3. All three items are required for scoring.
	0 = never to 6 = always or every day
	Mean of EE1-EE3. Higher scores indicate greater engagement.
	Schaufeli et al. (2019). The published validation supports use of UWES-3, while reliability was reassessed in this sample.

	Age group
	Potential control or descriptive variable
	Respondent age represented in ordered categories.
	A1, five categories from 18-24 to 55 years or above.
	Ordinal categorical
	Frequencies and percentages. Any regression coding will be reported and used only if category sizes are adequate.
	Questionnaire background variable.

	Gender
	Potential control or descriptive variable
	Self-reported gender category.
	A2, including prefer not to say.
	Nominal categorical
	Frequencies and percentages. Sparse categories will not be combined in a way that compromises meaning or confidentiality.
	Questionnaire background variable.

	Education
	Potential control or descriptive variable
	Highest completed educational level.
	A3, six ordered categories.
	Ordinal categorical
	Frequencies and percentages. Use as a control requires theoretical justification and adequate distribution.
	Questionnaire background variable.

	Job position
	Potential control or descriptive variable
	Current factory-based production or operational role.
	A4, six named roles and an other category.
	Nominal categorical
	Frequencies and percentages. Similar roles may be grouped only where substantively defensible and confidentiality is protected.
	Questionnaire background variable.

	Length of service
	Potential control or descriptive variable
	Duration of continuous employment at Natural Group Bangladesh.
	A5, five ordered categories from 3-11 months to more than 10 years.
	Ordinal categorical
	Frequencies and percentages. May be used in a sensitivity model if sample size permits.
	Questionnaire background variable.

	Work schedule, overtime, notice and adjustment request
	Contextual variables
	Current scheduling pattern and exposure to overtime, notice periods and schedule-change requests.
	B1-B4.
	Nominal or ordinal categorical
	Used to describe the work context and interpret the sample. They are not primary hypothesis variables.
	Questionnaire background variables informed by the research context.
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‘The extent to which employees receive sufficient advance notice and
can anticipate their scheduled working days and hours.
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Employees’ perception that reasonable requests for shift changes,
schedule adjustments, or leave arrangements are considered fairly
and respectfully.
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‘The manufacturing sector involved in producing finished garments
for domestic and intemational markets. The study focuses on
employees within Bangladesh's RMG industry.
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A theoretical framework proposing that job demands consume
employees' physical or psychological resources, while job
resources support motivation, engagement, and goal achievement.
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A theory explaining workplace relationships through reciprocity,
where supportive and fair organisational treatment may encourage

employees to respond with positive attitudes and  stronger
involvement.
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Figure 2.1. Extended pathways linking flexible work arrangements, employee
engagement and organisational outcomes
Source: Adapted from Weideman and Hofmeyr (2020), with related constructs interpreted through
Allen et al. (2013) and Bailey et al. (2017).
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Perceived Schedule Control
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ETHICS FORM – UNDERGRADUATE AND TAUGHT POSTGRADUATE COURSES ONLY



APPLICATION FOR ETHICAL APPROVAL



In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. 



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”.



This form must be completed and approved prior to undertaking any research activity. 



SECTION A: About You (Principal Researcher)

		1

		Full Name:

		Md Moinul Hasan Bappy



		2

		Student Number:

		2503567



		3

		Email address:

		2503567@student.uwtsd.ac.uk



		4

		Programme of Study:

		Master of Business Administration (MBA)



		5

		Supervisor:

		Amare Desta







SECTION B:  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

		British Psychological Society (BPS) Code of Human Research Ethics (2021)

		☒



		4

		UK General Data Protection Regulation (UK GDPR) & Data Protection Act 2018

		☒







SECTION C: Details of Research Activity

		1

		Indicative title:

		Examining the Relationship Between Employees' Perceptions of Flexible Work Arrangements and Employee Engagement in the Bangladesh Ready-Made Garment Industry: Evidence from Natural Group



		2

		Proposed start date:

		8 June, 2026

		Proposed end date:

		25 September, 2026



		

		Introduction to the Research (maximum 300 words in each section)

Ensure that you write for a Non-Specialist Audience when outlining your response to the three 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 investigate the relationship between employees' perceptions of flexible work arrangements and employee engagement within the Ready-Made Garment (RMG) industry of Bangladesh using Natural Group as the case organisation. Although flexible working has received considerable attention internationally, existing research has focused primarily on office-based, service and hybrid working environments. Comparatively little empirical evidence exists regarding flexible work practices in labour-intensive manufacturing sectors where employees are required to work on-site under structured production schedules.

In the Bangladesh RMG industry, flexible work arrangements are generally reflected through scheduling practices rather than remote working opportunities. Consequently, this study examines three practical dimensions of perceived flexibility: schedule control, schedule predictability and shift accommodation. The research seeks to determine whether employees who perceive greater flexibility in these areas report higher levels of employee engagement.

The findings are expected to contribute to academic knowledge by extending current understanding of flexible work arrangements within a manufacturing context, particularly in developing economies where such evidence remains limited. The study also intends to provide practical recommendations for Natural Group and similar garment manufacturers regarding workforce scheduling practices that may improve employee engagement, organisational commitment and overall workforce effectiveness. Ultimately, the research aims to support evidence-based human resource management practices that balance operational requirements with employee wellbeing in Bangladesh's largest export industry.



(this box should expand as you type)



		4

		Research Question

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?

(this box should expand as you type)



		5

		Aims of Research Activity

Number your aims and link them to your objectives

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.

(this box should expand as you type)



		6

		Objectives of Research Activity

Objective 1

To examine the relationship between perceived schedule control and employee engagement among employees of Natural Group Bangladesh.

Objective 2

To examine the relationship between perceived schedule predictability and employee engagement among employees of Natural Group Bangladesh.

Objective 3

To examine the relationship between perceived shift accommodation and employee engagement among employees of Natural Group Bangladesh.

(this box should expand as you type)



		

		Proposed data collection methods (maximum 600 words)

Provide a brief summary of all the methods that may be used in the research activity to collect data, 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

		This should describe how you intend to collect data. It should not include a discussion of the theoretical basis for your data collection methods. Please note, that if you intend to collect any audio/video recordings of interviews with participants then these will be classified as Personal Data under GDPR/DPA2018. If you intend to use these then note this in section H.



Primary quantitative data will be collected using a structured, self-administered online questionnaire. The questionnaire will be distributed to eligible employees of Natural Group Bangladesh working in production-related roles, including sewing operators, cutting operators, finishing operators, quality inspectors, line supervisors and production supervisors.

Participants will be selected using purposive convenience sampling because the research requires respondents who have direct experience of production scheduling and flexible work arrangements within the organisation. Eligible participants must be at least 18 years of age, have completed a minimum of three months' continuous employment with Natural Group Bangladesh, work under scheduled production shifts, and be capable of providing informed consent.

The questionnaire is expected to require approximately six to eight minutes to complete. It will contain four sections covering participant eligibility, demographic information, perceptions of flexible work arrangements, and employee engagement. Flexible work arrangements will be measured using adapted five-point Likert-scale items covering perceived schedule control, perceived schedule predictability and perceived shift accommodation. Employee engagement will be measured using the validated Ultra-Short Utrecht Work Engagement Scale (UWES-3).

No interviews, focus groups, audio recordings, video recordings or observational methods will be used. Participation will be entirely voluntary, and respondents may withdraw from the study at any point before submitting their completed questionnaire. No personally identifiable information, such as names, employee identification numbers or personal contact details, will be collected.

Before the main survey, a small pilot study will be conducted with a limited number of eligible employees to assess the clarity and readability of the questionnaire. Minor amendments may be made where necessary before the full survey is administered.

Completed questionnaires will be exported for statistical analysis using SPSS. Data will first be screened for completeness, missing values, duplicate responses and response quality before descriptive statistics, reliability analysis, Pearson correlation and multiple linear regression are conducted to examine the proposed relationships. All collected data will be anonymised and stored securely in password-protected university-approved cloud storage in accordance with GDPR, the Data Protection Act 2018 and the University's Research Data Management Policy.



(this box should expand as you type)







SECTION D: 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:



Not applicable. The research will only use a structured online questionnaire administered through Google Forms or Microsoft Forms. No interviews, focus groups, observations, recordings or experimental methods will be used.



(this box should expand as you type)

		

		







If you have ticked NO to every question then the research activity is (ethically) low risk and you may skip section E and continue to section F.



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



SECTION E: Intended Participants

		

		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:

Complete this only if your participants cannot give consent. This includes animals

Not applicable. All participants will be competent adults (18 years or older) capable of providing informed consent.



(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?



		Ballpark figures are fine but make sure that you explain how you will identify and contact your participants.

Approximately 50–100 participants are expected to complete the online questionnaire. Participants will be recruited from production-related departments of Natural Group Bangladesh using purposive convenience sampling. Eligible employees will be invited to participate through organisational communication channels after obtaining the necessary organisational permission. Participation will be entirely voluntary, and no employee will be under any obligation to participate.



(this box should expand as you type)



		11

		Who will the participants be?



		Participants will be adult employees of Natural Group Bangladesh working in factory-based production and operational roles. These may include:

· Sewing Operators 

· Cutting Operators 

· Finishing Operators 

· Quality Inspectors 

· Line Supervisors 

· Production Supervisors 

To be eligible, participants must:

· be 18 years of age or older; 

· have completed at least three months of continuous employment with Natural Group Bangladesh; 

· work under scheduled production shifts or fixed working schedules; and 

· be able to provide informed consent voluntarily. 

Administrative staff, merchandising staff and corporate office employees will not be included because their work arrangements differ substantially from those of factory-based production employees.

(this box should expand as you type)



		12

		How will you identify the participants?

		Participants will be identified through Natural Group Bangladesh with the permission of the organisation. The researcher will work with the appropriate management representative or departmental gatekeeper to distribute an invitation containing the participant information sheet and an online questionnaire link to eligible production employees. The researcher will not have access to personnel records or confidential employee information. Participation will be voluntary, and employees will decide independently whether to take part. No manager or supervisor will know which employees choose to participate or how they respond.

(this box should expand as you type)









		

		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 



		

		You should be able to tick YES for all of these questions. If not, then explain why not in this box.



(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 



		

		You should be able to tick NO for most of these questions. For any cases that you have ticked YES then provide details in this box. If you are using cameras/voice recorders to record interviews, then please state that in this box.

Not applicable. Participants will not receive payment, no specialist equipment will be used, there are no financial interests associated with the study, and participants will not be deceived at any stage of the research.



(this box should expand as you type)







SECTION F: 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.  



		1

		Risks to participants

For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information. If you have identified in section D that there are no participants, then enter N/A and go skip to question 3.



		

		Risk to participants:

There are always risks. Do not write N/A unless you have no participants.



Although this study is considered low risk, participants may experience minor inconvenience due to the time required to complete the questionnaire (approximately 6–8 minutes). Some participants may feel slight discomfort when expressing opinions about workplace scheduling practices or employee engagement. There is also a minimal risk that participants may worry about whether their responses could affect their employment if confidentiality is not fully understood. As the research involves the collection of questionnaire responses, there is also a small risk relating to the confidentiality of research data.



(this box should expand as you type)

		How you will mitigate the risk to participants:



Participation will be entirely voluntary, and participants will receive a Participant Information Sheet explaining the purpose of the research, the voluntary nature of participation, and their rights before providing consent. No names, employee identification numbers, IP addresses, or other personally identifiable information will be collected. Responses will be anonymous, confidential, and reported only in aggregated form. Participants may skip any question they prefer not to answer and may withdraw from the study at any time before submitting the questionnaire without providing a reason. The questionnaire will avoid intrusive or sensitive questions, and all research data will be stored securely in password-protected university-approved storage accessible only to the researcher and supervisor.



(this box should expand as you type)



		2

		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



		

		The study does not investigate sensitive topics such as criminal behaviour, political beliefs, sexual behaviour, religion, illegal activities, or personal medical information. The questionnaire focuses solely on employees' perceptions of workplace scheduling practices and employee engagement. Therefore, no significant emotional or psychological distress is anticipated.

If a participant becomes uncomfortable while completing the questionnaire, they may discontinue participation immediately without penalty. Contact details for the researcher and academic supervisor will be provided should participants have any questions or concerns regarding the study.



(this box should expand as you type)



		3

		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:

There are always risks. Do not write NA.

The research presents minimal risk to the investigator. Possible risks include delays in obtaining organisational permission, difficulties recruiting sufficient participants, handling confidential research data appropriately, and maintaining professional conduct throughout the research process.



(this box should expand as you type)

		How you will mitigate the risk to the investigator:

Permission will be obtained from Natural Group Bangladesh before participant recruitment begins. Data collection will be conducted through an online questionnaire, reducing the need for face-to-face interaction and associated health and safety risks. All research activities will follow University ethical guidelines, GDPR requirements, and the supervisor's guidance. Research data will be stored securely using password-protected systems, and the investigator will complete all activities professionally while maintaining participant confidentiality.

(this box should expand as you type)



		4

		University/institutional risks

For example: adverse publicity, financial loss, data protection



		

		Risk to the University:

There are always risks. Do not write NA.

Potential risks include accidental disclosure of confidential information, non-compliance with ethical or data protection requirements, and reputational damage if research findings are misrepresented or participant confidentiality is compromised.



(this box should expand as you type)

		How you will mitigate the risk to the University:

The study will comply fully with the UWTSD Research Ethics and Integrity Code of Practice, the University Research Data Management Policy, GDPR (2016), and the UK Data Protection Act 2018. Ethical approval will be obtained before any data collection begins. Findings will be presented objectively using aggregated anonymous data, and no participant or organisation will be identifiable in the dissertation without explicit written permission. All research records will be securely stored and accessed only by authorised persons.



(this box should expand as you type)



		5

		Environmental risks

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



		

		Risk to the environment:



The proposed research presents no foreseeable environmental risks because it uses an online questionnaire and does not involve laboratory work, fieldwork, hazardous substances, or activities that may adversely affect the environment.



(this box should expand as you type)

		How you will mitigate the risk to environment:

Data collection will be conducted electronically to minimise paper consumption. No physical materials, chemicals, pollutants, or environmentally hazardous procedures will be used during the research.



(this box should expand as you type)







SECTION G: Feedback, Consent and Confidentiality



If you have identified in section D that there are no participants, then enter skip this section and continue to section H.



		1

		Feedback

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



		

		You don’t need to email your participants with your final report. A good alternative is to set up an email address that they will be able to contact for further details or results.



Participants will receive a Participant Information Sheet before taking part in the study, explaining the purpose of the research, what participation involves, and the voluntary nature of participation. At the end of the questionnaire, participants will receive a brief debriefing message thanking them for their participation and reminding them of how their data will be used. Participants will also be provided with the researcher's university email address should they wish to ask questions about the study or request a summary of the research findings after the dissertation has been completed.



(this box should expand as you type)



		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.



		

		If you are using a paper questionnaire then you should have the participants sign an appropriate consent form. These forms will count as personal data and should be noted as such in section J.

If you are using an online questionnaire, then you should have a screen before the questions start that acts as a consent form, informing participants that by clicking on the NEXT button they are providing consent.



Informed consent will be obtained electronically before participants begin the questionnaire. The first page of the online survey will contain the Participant Information Sheet and a consent statement explaining the purpose of the research, eligibility criteria, voluntary participation, expected completion time, confidentiality, anonymity, data storage arrangements, and participants' right to withdraw before submitting their responses. Participants will only proceed to the questionnaire after confirming that they have read the information provided and voluntarily agree to participate. No data will be collected unless consent has been provided.



(this box should expand as you type)



		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. 



		

		Do not collect names unless you really need them. Do not name participants or organisations in any research publications (including the thesis) without their explicit permission.

The research will maintain both anonymity and confidentiality throughout the study. No personally identifiable information, including names, employee identification numbers, email addresses, telephone numbers, or IP addresses, will be collected. Each questionnaire response will remain anonymous and will be analysed only in aggregate form. The name of the participating organisation (Natural Group Bangladesh) will be used only with organisational permission as identified in the approved research proposal. Individual participants will never be identifiable in the dissertation, presentations, publications, or any research outputs. Access to the research data will be restricted to the principal researcher and academic supervisor, and all information will be handled in accordance with GDPR and the UK Data Protection Act 2018.



(this box should expand as you type)







SECTION H: 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 includes audio/video data of participants but can also include IP addresses and usernames. Names, addresses and emails also count, as do consent forms.

The research involves limited personal data because participants will provide electronic informed consent before participating in the online questionnaire. Although no names or direct identifiers will be collected within the questionnaire itself, consent records constitute personal data under GDPR. Demographic information such as age category, gender, job role and length of employment will also be collected in a non-identifiable form for research purposes.

(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

		What counts as ‘sensitive’ will differ between cultures. Any information on behaviour that is not in accordance with cultural norms would count as sensitive personal data.



Personal data will consist only of electronic consent records and limited demographic information necessary for statistical analysis. No names, employee numbers, email addresses, telephone numbers, home addresses, IP addresses, or other direct identifiers will be collected. Personal data are required solely to demonstrate informed consent and to describe the characteristics of the study sample.



(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:



		

		If possible, save your data on computers that are secure and regularly backed up. Many cloud services only provide GDPR-compliant storage for business customers. An example of suitable text is given below.



All data will be kept in password protected cloud storage on the University Office 365 system which

will not be shared. Audio/visual data will be transcribed and would be shown to participants to

check accuracy of reporting. Any USB sticks used to store or transfer data will be password protected. All participants will be given a unique identifier to ensure confidentiality and this list will be kept securely in the password protected folder. 

All research data will be stored in password-protected University OneDrive with multi-factor authentication enabled where available. Working files stored temporarily on the researcher's password-protected personal computer or laptop will be encrypted and deleted after transfer to University storage. Each participant will be assigned a unique numerical identifier for analysis. Data will be backed up regularly, and access will be restricted to the researcher and academic supervisor. Anonymous datasets will be retained only for the period required by University regulations before being securely deleted.

(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

		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/or any international equivalent):



		

		This includes data such as drafts of your thesis as well as experimental or survey data. An example of suitable text is given below.



All data will be encrypted and kept in password protected cloud storage on the University Office 365 system which will not be shared. Any USB sticks used to store or transfer data will be password protected. All data transfers will be encrypted and password protected.  All participants will be given a unique identifier to ensure confidentiality and this list will be kept securely in the password protected folder. The data will be stored until the completion of the project and then deleted. In accordance with the DPA2018, participants will have the right to ask to see what data is held relating to them, and this data will be deleted immediately if the participant requests this, in which case the data will not be used in the project.



Research data will be transferred electronically only through secure University-approved systems. Anonymous survey responses and dissertation drafts may be shared with the academic supervisor and authorised University examiners for assessment purposes. No identifiable participant data will be shared externally. All data processing will comply with UK GDPR, the Data Protection Act 2018, and UWTSD policies. Participants may request deletion of their data before anonymous submission of the questionnaire.

(this box should expand as you type)



		20

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



		

		Normally the principal researcher, possibly also the supervisor and, if the project has an industrial partner, a representative of that partner. Possibly also external examiner or second marker?



· Principal Researcher (Md Moinul Hasan Bappy) 

· Academic Supervisor ( Amare Desta)

· Authorised University examiners (if required for assessment or moderation)

(this box should expand as you type)



		21

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



		

		Usually the principal researcher.

The Principal Researcher (Md Moinul Hasan Bappy) will act as the primary custodian of all research data throughout the project.

(this box should expand as you type)



		22

		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. 



		

		All data will be encrypted and kept in password protected cloud storage on the University Office 365 system which will not be shared. Any USB sticks used to store or transfer data will be password protected, and will be reformatted at the end of the project in order to destroy the data. The data will be stored until the completion of the project and then deleted. 

MD Moinul Hasan Bappy (Principal Researcher)

All electronic research data will be stored in password-protected University OneDrive storage and on password-protected devices owned by the researcher. Data will be anonymised before analysis in SPSS and retained securely until the dissertation has been examined and the University's required retention period has ended. Following the retention period, all research data containing identifiable information (such as consent records) will be securely deleted. Anonymous research data will be retained only where required under University policy for academic verification purposes.

(this box should expand as you type)



		22

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

		☒



		23

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

		☒









SECTION I: Use of AI tools

		Use of generative AI and other AI-based tools

There are a number of ethical issues relating to the use of generative AI and other AI-based tools, including data security, output bias, and output errors. In general you should assume that any generative AI or other AI-based tool that you pay to use is more secure and accurate than one which is free to use.



Will the research use AI tools to do any of the following:

		YES

		NO

		N/A



		1

		Capture data?

		☐

		☒

		☐



		2

		Generate and/or edit text?

		☒

		☐

		☐



		3

		Generate graphics?

		☒

		☐

		☐



		4

		Generate video?

		☐

		☒

		☐



		5

		Generate sound/music?

		☐

		☒

		☐



		6

		Generate code?

		☐

		☒

		☐



		7

		Generate synthetic data?

		☐

		☒

		☐



		8

		Analyse data?

		☐

		☒

		☐



		9

		Analyse personal or sensitive data?

		☐

		☒

		☐



		10

		Classify data?

		☐

		☒

		☐



		11

		Do you intend to use the free version of any AI tools?

		☒

		☐

		☐



		If you have answered YES to any of questions O1-O11, please provide justification detailing why this is necessary for the research.  



		12

		State which AI tool or tools you will be using, and where they are based (or store their data – you may need to check their webpages or user agreement for this). If you are planning to use Copilot then say if you’re using the UWTSD version of it or the public version. You should also show how you are complying with current UWTSD guidance/policy of the use of AI.

Generative AI tools such as ChatGPT may be used only to improve grammar, academic writing, structure and proofreading of research documents. AI will not be used to generate research findings, fabricate references, collect participant data, analyse survey responses, or produce statistical results. All outputs generated using AI will be critically reviewed, verified against academic sources, and revised by the researcher before inclusion in the dissertation. The use of AI will comply with UWTSD guidance on the ethical and responsible use of artificial intelligence in academic work.

(this box should expand as you type)









SECTION J: 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:

		Md Moinul Hasan Bappy

		Date: 26.07.2026





		2

		Supervisor:

		 Amare Desta

		Date:



		3

		Signature:
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Employees'  Perceptions of Flexible Work Arrangements and Employee Engagement — Natural Group Survey (Responses).xlsx


Employees' Perceptions of Flexible Work Arrangements and Employee Engagement — Natural Group Survey (Responses).xlsx
Form Responses 1

		Timestamp		Q1. Are you aged 18 years or above?		Q2. Are you currently employed by Natural Group Bangladesh in a factory-based production or operational role?		Q3. Have you worked continuously at Natural Group Bangladesh for at least three months?		Q4. Do you work according to a fixed, rotating, or production-based work schedule?		Q5. What is your age group?		Q6. What is your gender?		Q7. What is your highest educational level completed?		Q8. What is your current job position?		Q9. What is your length of service at Natural Group Bangladesh?		Q10. What is your usual work schedule?		Q11. How often do you normally work overtime?		Q12. How far in advance do you usually receive your work schedule?		Q13. During the past three months, have you requested a shift change, shift exchange, leave adjustment or schedule adjustment?		Q14. I have some control over when my scheduled work begins and ends.		Q15. When operationally possible, I can express a preference about my shift or working time.		Q16. I have reasonable influence over changes to my work schedule.		Q17. I can make choices about my work schedule when personal needs arise.		Q18. I usually receive my work schedule far enough in advance to plan my personal responsibilities.		Q19. My scheduled working hours are generally consistent from week to week.		Q20. Unexpected changes to my work schedule are kept to a minimum.		Q21. I can normally predict the days and hours that I will be required to work.		Q22. My supervisor listens when I request a reasonable change to my shift or schedule.		Q23. Reasonable requests to exchange shifts or adjust working time are considered fairly.		Q24. When I have an important personal need, the organisation tries to accommodate my schedule where operationally possible.		Q25. Schedule-related decisions are handled consistently and respectfully.		Q26. At my work, I feel full of energy.		Q27. I am enthusiastic about my job.		Q28. I feel happy when I am working intensely.

		8/24/2026 2:57:30		Yes		Yes		Yes		Yes		25-34 years		Male		Diploma / vocational qualification		Line Supervisor		3-5 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Very often		6 - Always / every day		6 - Always / every day

		8/29/2026 13:42:11		Yes		Yes		Yes		Yes		25-34 years		Male		Bachelor's degree or above		Line Supervisor		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		6 - Always / every day		5 - Very often		6 - Always / every day

		8/29/2026 13:54:31		Yes		Yes		Yes		Yes		35-44 years		Male		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Very often		5 - Very often		6 - Always / every day

		8/29/2026 13:56:47		Yes		Yes		Yes		Yes		25-34 years		Male		Secondary School Certificate (SSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		1-3 times a month		More than 1 week		Yes		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		6 - Always / every day		5 - Very often		6 - Always / every day

		8/29/2026 14:33:18		Yes		Yes		Yes		Yes		18-24 years		Female		Bachelor's degree or above		Line Supervisor		3-5 years		Schedule varies according to production needs		1-2 times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Very often		6 - Always / every day		5 - Very often

		8/29/2026 22:32:05		Yes		Yes		Yes		Yes		25-34 years		Female		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		3-5 years		Schedule varies according to production needs		1-2 times a week		3-6 days		Yes		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		6 - Always / every day		6 - Always / every day		6 - Always / every day

		8/29/2026 22:38:04		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		3-5 years		Schedule varies according to production needs		1-3 times a month		3-6 days		Yes		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		6 - Always / every day		6 - Always / every day		6 - Always / every day

		8/29/2026 22:56:22		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		3-5 years		Schedule varies according to production needs		1-2 times a week		3-6 days		Yes		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		6 - Always / every day		6 - Always / every day		6 - Always / every day

		8/29/2026 23:01:33		Yes		Yes		Yes		Yes		35-44 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-5 years		Schedule varies according to production needs		1-2 times a week		3-6 days		Yes		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		6 - Always / every day		6 - Always / every day		6 - Always / every day

		8/29/2026 23:07:23		Yes		Yes		Yes		Yes		25-34 years		Female		Bachelor's degree or above		Production Supervisor		3-5 years		Schedule varies according to production needs		1-2 times a week		3-6 days		Yes		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		6 - Always / every day		6 - Always / every day		6 - Always / every day

		8/30/2026 0:42:23		Yes		Yes		Yes		Yes		35-44 years		Male		Higher Secondary Certificate (HSC) or equivalent		Finishing Operator		3-5 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Very often		5 - Very often		5 - Very often

		8/30/2026 0:54:31		Yes		Yes		Yes		Yes		35-44 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-5 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Very often		4 - Often		6 - Always / every day

		8/30/2026 0:58:15		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Finishing Operator		3-5 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		6 - Always / every day		6 - Always / every day		5 - Very often

		8/30/2026 1:05:55		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Often		5 - Very often		6 - Always / every day

		8/30/2026 1:09:31		Yes		Yes		Yes		Yes		25-34 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		3-6 days		Yes		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Very often		4 - Often		5 - Very often

		8/30/2026 1:11:23		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-5 years		Schedule varies according to production needs		3 or more times a week		1-2 days		Yes		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Very often		5 - Very often		5 - Very often

		8/30/2026 1:18:59		Yes		Yes		Yes		Yes		35-44 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-5 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		6 - Always / every day		5 - Very often		4 - Often

		8/30/2026 1:28:16		Yes		Yes		Yes		Yes		25-34 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		6 - Always / every day		5 - Very often		4 - Often

		8/30/2026 1:33:47		Yes		Yes		Yes		Yes		25-34 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-5 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		6 - Always / every day		5 - Very often		5 - Very often

		8/30/2026 1:34:25		Yes		Yes		Yes		Yes		25-34 years		Male		Bachelor's degree or above		Supervisor		3-5 years		Rotating shifts		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Very often		6 - Always / every day		5 - Very often

		8/30/2026 1:50:40		Yes		Yes		Yes		Yes		25-34 years		Male		Bachelor's degree or above		Quality Inspector		3-5 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Very often		6 - Always / every day		5 - Very often

		8/30/2026 2:29:56		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		6 - Always / every day		5 - Very often		4 - Often

		8/30/2026 6:05:45		Yes		Yes		Yes		Yes		25-34 years		Male		Bachelor's degree or above		Quality Inspector		3-5 years		Schedule varies according to production needs		1-2 times a week		More than 1 week		Yes		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Very often		6 - Always / every day		5 - Very often

		8/30/2026 6:48:03		Yes		Yes		Yes		Yes		35-44 years		Male		Bachelor's degree or above		Line Supervisor		6-10 years		Schedule varies according to production needs		1-2 times a week		More than 1 week		Yes		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Often		5 - Very often		6 - Always / every day

		8/30/2026 7:12:26		Yes		Yes		Yes		Yes		35-44 years		Male		Higher Secondary Certificate (HSC) or equivalent		Finishing Operator		6-10 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Often		5 - Very often		6 - Always / every day

		8/30/2026 7:41:44		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Fixed day shift		3 or more times a week		1 week		Yes		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		6 - Always / every day		5 - Very often		4 - Often

		8/30/2026 18:08:12		Yes		Yes		Yes		Yes		35-44 years		Male		Secondary School Certificate (SSC) or equivalent		Cutting Operator		6-10 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		6 - Always / every day		5 - Very often		4 - Often

		8/30/2026 18:15:23		Yes		Yes		Yes		Yes		25-34 years		Male		Bachelor's degree or above		Quality Inspector		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		6 - Always / every day		4 - Often		5 - Very often

		8/30/2026 18:24:25		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Finishing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		6 - Always / every day		4 - Often		5 - Very often

		8/30/2026 18:30:27		Yes		Yes		Yes		Yes		35-44 years		Male		Bachelor's degree or above		Line Supervisor		3-5 years		Schedule varies according to production needs		1-2 times a week		More than 1 week		Yes		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Often		4 - Often		4 - Often

		8/30/2026 19:11:08		Yes		Yes		Yes		Yes		25-34 years		Male		Secondary School Certificate (SSC) or equivalent		Cutting Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Very often		4 - Often		6 - Always / every day

		8/30/2026 19:27:58		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Often		4 - Often		4 - Often

		8/30/2026 19:32:21		Yes		Yes		Yes		Yes		18-24 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Very often		5 - Very often		5 - Very often

		8/30/2026 19:39:41		Yes		Yes		Yes		Yes		18-24 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Often		4 - Often		4 - Often

		8/30/2026 19:48:52		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Very often		5 - Very often		5 - Very often

		8/30/2026 20:25:47		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Often		5 - Very often		4 - Often

		8/30/2026 20:35:09		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Often		5 - Very often		4 - Often

		8/30/2026 20:52:18		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Often		5 - Very often		4 - Often

		8/30/2026 20:54:48		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Often		5 - Very often		4 - Often

		8/30/2026 21:09:19		Yes		Yes		Yes		Yes		25-34 years		Male		Secondary School Certificate (SSC) or equivalent		Sewing Operator		3-5 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Very often		5 - Very often		5 - Very often

		8/30/2026 21:46:46		Yes		Yes		Yes		Yes		18-24 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Very often		5 - Very often		5 - Very often

		8/30/2026 22:14:31		Yes		No		No		Yes		18-24 years		Female		Secondary School Certificate (SSC) or equivalent		Sewing Operator		3-11 months		Fixed day shift		Never		Less than 24 hours		No		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		6 - Always / every day		6 - Always / every day		6 - Always / every day

		8/30/2026 22:22:49		Yes		Yes		Yes		Yes		25-34 years		Female		Secondary School Certificate (SSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Very often		5 - Very often		5 - Very often

		8/30/2026 22:24:10		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Rotating shifts		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Very often		4 - Often		6 - Always / every day

		8/30/2026 22:25:12		Yes		No		No		Yes		18-24 years		Female		Secondary School Certificate (SSC) or equivalent		Sewing Operator		3-11 months		Fixed day shift		Never		Less than 24 hours		No		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		6 - Always / every day		6 - Always / every day		6 - Always / every day

		8/30/2026 22:26:46		Yes		No		No		Yes		18-24 years		Female		Secondary School Certificate (SSC) or equivalent		Sewing Operator		3-11 months		Fixed day shift		Never		Less than 24 hours		No		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		6 - Always / every day		6 - Always / every day		6 - Always / every day

		8/31/2026 9:56:37		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Very often		4 - Often		6 - Always / every day

		8/31/2026 10:00:11		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Very often		5 - Very often		5 - Very often

		8/31/2026 10:01:11		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Very often		4 - Often		5 - Very often

		8/31/2026 10:04:32		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Very often		4 - Often		6 - Always / every day

		8/31/2026 10:11:20		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Very often		4 - Often		5 - Very often

		8/31/2026 10:16:44		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Very often		5 - Very often		4 - Often

		8/31/2026 10:18:33		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Very often		4 - Often		6 - Always / every day

		8/31/2026 10:20:46		Yes		Yes		Yes		Yes		18-24 years		Male		Secondary School Certificate (SSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Very often		5 - Very often		5 - Very often

		8/31/2026 10:32:26		Yes		Yes		Yes		Yes		18-24 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Very often		6 - Always / every day		5 - Very often

		8/31/2026 11:51:37		Yes		Yes		Yes		Yes		18-24 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		6 - Always / every day		6 - Always / every day		6 - Always / every day

		8/31/2026 12:51:46		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Very often		4 - Often		4 - Often

		8/31/2026 12:52:43		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Very often		4 - Often		5 - Very often

		8/31/2026 12:53:39		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Very often		5 - Very often		5 - Very often

		8/31/2026 12:54:41		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Very often		5 - Very often		5 - Very often

		8/31/2026 17:47:08		Yes		Yes		Yes		Yes		18-24 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Very often		5 - Very often		5 - Very often

		8/31/2026 17:52:39		Yes		Yes		Yes		Yes		18-24 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Often		4 - Often		4 - Often

		8/31/2026 20:37:12		Yes		Yes		Yes		Yes		35-44 years		Male		Bachelor's degree or above		Production Supervisor		6-10 years		Schedule varies according to production needs		1-3 times a month		More than 1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		6 - Always / every day		5 - Very often		4 - Often

		8/31/2026 21:24:22		Yes		Yes		Yes		Yes		35-44 years		Male		Bachelor's degree or above		Line Supervisor		3-5 years		Schedule varies according to production needs		1-2 times a week		More than 1 week		Yes		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Often		4 - Often		3 - Sometimes

		8/31/2026 22:17:24		Yes		Yes		Yes		Yes		25-34 years		Male		Diploma / vocational qualification		Quality Inspector		1-2 years		Schedule varies according to production needs		1-2 times a week		1 week		Yes		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Often		4 - Often		4 - Often

		8/31/2026 22:32:37		Yes		Yes		Yes		Yes		25-34 years		Male		Diploma / vocational qualification		Line Supervisor		1-2 years		Schedule varies according to production needs		1-3 times a month		3-6 days		Yes		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Often		5 - Very often		4 - Often

		9/1/2026 10:30:47		Yes		Yes		Yes		Yes		18-24 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Very often		5 - Very often		5 - Very often

		9/1/2026 10:56:50		Yes		Yes		Yes		Yes		18-24 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		3 - Neither agree nor disagree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Very often		4 - Often		4 - Often

		9/1/2026 11:03:38		Yes		Yes		Yes		Yes		18-24 years		Female		Secondary School Certificate (SSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Very often		6 - Always / every day		5 - Very often

		9/1/2026 13:03:38		Yes		Yes		Yes		Yes		35-44 years		Male		Bachelor's degree or above		Production Supervisor		6-10 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		6 - Always / every day		5 - Very often		5 - Very often

		9/1/2026 18:43:43		Yes		Yes		Yes		Yes		35-44 years		Female		Secondary School Certificate (SSC) or equivalent		Finishing Operator		3-5 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		6 - Always / every day		4 - Often		5 - Very often

		9/1/2026 18:50:12		Yes		Yes		Yes		Yes		18-24 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		6 - Always / every day		3 - Sometimes		5 - Very often

		9/1/2026 19:27:42		Yes		Yes		Yes		Yes		18-24 years		Female		Secondary School Certificate (SSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Often		3 - Sometimes		3 - Sometimes

		9/1/2026 19:53:16		Yes		Yes		Yes		Yes		25-34 years		Female		Diploma / vocational qualification		Quality Inspector		3-11 months		Schedule varies according to production needs		1-2 times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		1 - Strongly disagree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		6 - Always / every day		3 - Sometimes		3 - Sometimes

		9/1/2026 19:57:04		Yes		Yes		Yes		Yes		25-34 years		Female		Higher Secondary Certificate (HSC) or equivalent		Finishing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Often		3 - Sometimes		3 - Sometimes

		9/1/2026 20:02:31		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Finishing Operator		3-5 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Very often		5 - Very often		5 - Very often

		9/1/2026 20:07:06		Yes		Yes		Yes		Yes		25-34 years		Female		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Very often		6 - Always / every day		4 - Often

		9/1/2026 20:15:57		Yes		Yes		Yes		Yes		25-34 years		Female		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Very often		5 - Very often		5 - Very often

		9/1/2026 20:25:26		Yes		Yes		Yes		Yes		25-34 years		Male		Diploma / vocational qualification		Quality Inspector		1-2 years		Schedule varies according to production needs		1-2 times a week		More than 1 week		Yes		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Very often		5 - Very often		5 - Very often

		9/1/2026 20:31:19		Yes		Yes		Yes		Yes		25-34 years		Female		Higher Secondary Certificate (HSC) or equivalent		Finishing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Often		3 - Sometimes		3 - Sometimes

		9/1/2026 20:35:44		Yes		Yes		Yes		Yes		25-34 years		Female		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		3 - Sometimes		2 - Rarely		3 - Sometimes

		9/1/2026 20:44:14		Yes		Yes		Yes		Yes		25-34 years		Male		Bachelor's degree or above		Line Supervisor		1-2 years		Schedule varies according to production needs		1-2 times a week		More than 1 week		Yes		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		3 - Sometimes		2 - Rarely		3 - Sometimes

		9/1/2026 20:49:18		Yes		Yes		Yes		Yes		18-24 years		Female		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Sometimes		3 - Sometimes		3 - Sometimes

		9/1/2026 20:53:51		Yes		Yes		Yes		Yes		18-24 years		Female		Secondary School Certificate (SSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Very often		5 - Very often		5 - Very often

		9/1/2026 20:56:31		Yes		Yes		Yes		Yes		25-34 years		Male		Bachelor's degree or above		Quality Inspector		1-2 years		Schedule varies according to production needs		1-2 times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Often		4 - Often		4 - Often

		9/1/2026 21:00:51		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Finishing Operator		3-5 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Very often		5 - Very often		5 - Very often

		9/1/2026 21:04:18		Yes		Yes		Yes		Yes		25-34 years		Female		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		3 - Sometimes		3 - Sometimes		3 - Sometimes

		9/1/2026 21:09:37		Yes		Yes		Yes		Yes		18-24 years		Female		Secondary School Certificate (SSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		6 - Always / every day		6 - Always / every day		6 - Always / every day

		9/1/2026 21:13:13		Yes		Yes		Yes		Yes		18-24 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Very often		5 - Very often		5 - Very often

		9/1/2026 21:23:10		Yes		Yes		Yes		Yes		25-34 years		Male		Bachelor's degree or above		Quality Inspector		1-2 years		Schedule varies according to production needs		1-2 times a week		More than 1 week		Yes		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Very often		5 - Very often		5 - Very often

		9/1/2026 21:27:16		Yes		Yes		Yes		Yes		35-44 years		Male		Secondary School Certificate (SSC) or equivalent		Finishing Operator		6-10 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		2 - Rarely		3 - Sometimes		3 - Sometimes

		9/1/2026 21:56:18		Yes		Yes		Yes		Yes		25-34 years		Male		Higher Secondary Certificate (HSC) or equivalent		Finishing Operator		1-2 years		Schedule varies according to production needs		1-2 times a week		1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Very often		5 - Very often		5 - Very often

		9/1/2026 22:00:45		Yes		Yes		Yes		Yes		18-24 years		Female		Secondary School Certificate (SSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Often		4 - Often		4 - Often

		9/1/2026 22:05:05		Yes		Yes		Yes		Yes		25-34 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		3 - Sometimes		3 - Sometimes		3 - Sometimes

		9/1/2026 22:09:33		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Very often		6 - Always / every day		5 - Very often

		9/1/2026 22:11:36		Yes		Yes		Yes		Yes		18-24 years		Female		Secondary School Certificate (SSC) or equivalent		Finishing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Very often		5 - Very often		5 - Very often

		9/1/2026 22:12:30		Yes		Yes		Yes		Yes		25-34 years		Female		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Very often		6 - Always / every day		5 - Very often

		9/1/2026 22:14:17		Yes		Yes		Yes		Yes		18-24 years		Female		Secondary School Certificate (SSC) or equivalent		Quality Inspector		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Often		4 - Often		4 - Often

		9/1/2026 22:14:30		Yes		Yes		Yes		Yes		18-24 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		1 week		Yes		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Very often		6 - Always / every day		6 - Always / every day

		9/1/2026 22:16:31		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Cutting Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		6 - Always / every day		6 - Always / every day		5 - Very often

		9/1/2026 22:18:22		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		1-2 years		Schedule varies according to production needs		3 or more times a week		1 week		Yes		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Very often		5 - Very often		5 - Very often

		9/1/2026 22:21:17		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Very often		6 - Always / every day		6 - Always / every day

		9/1/2026 22:23:52		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		6 - Always / every day		6 - Always / every day		5 - Very often

		9/1/2026 22:26:45		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Often		5 - Very often		6 - Always / every day

		9/1/2026 22:28:16		Yes		Yes		Yes		Yes		18-24 years		Male		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		6 - Always / every day		5 - Very often		4 - Often

		9/2/2026 13:36:05		Yes		Yes		Yes		Yes		18-24 years		Female		Secondary School Certificate (SSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Often		5 - Very often		5 - Very often

		9/2/2026 13:42:13		Yes		Yes		Yes		Yes		18-24 years		Male		Secondary School Certificate (SSC) or equivalent		Sewing Operator		3-11 months		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Very often		5 - Very often		5 - Very often

		9/3/2026 5:38:08		Yes		Yes		Yes		Yes		25-34 years		Female		Higher Secondary Certificate (HSC) or equivalent		Sewing Operator		3-5 years		Schedule varies according to production needs		3 or more times a week		More than 1 week		Yes		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Very often		6 - Always / every day		5 - Very often
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