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Introduction
This research proposal will look at The Retreats Group within Wales and examine the issue of flexibility and how and why The Retreats Group should implement flexible working patterns.
In part one, the report will give an overview of The Retreats Group and look at how flexibility impacts the hospitality industry as a whole. Part two will examine flexible working practices and how flexible working has been implemented by other organisations within the UK. Part thee offers recommendations and rationale to The Retreats Group in order for them to apply good practice to their operations within the UK. Part four will then examine primary research and set out which methods are suitable to expand on the secondary research that this report has provided. 
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Part One - The Retreats Group
The Retreats Group consists of three historically important properties within Pembrokeshire, Wales. The group operates Twr Y Felin Hotel, Roch Castle and Penrhiw Hotel. The group currently employs 70 members of staff with the majority of the staff recruited locally and from within Wales. The group utilises person specifications in order to recruit appropriate staff for its positions. These person specifications go into great depth and along with the job description identify exactly what is required of any new starter. The Retreats Group utilises flexible working in order to keep up with demand during the busy summer season. The Retreats Group operates its hotels in and around St Davids, which is the smallest city in the UK. Whilst this creates an attraction for guests, it also poses a concern for The Retreats Group as with a population predicted to be around 1800 people (City Population, 2019), the pool of good staff to choose from and the availability of those staff can be difficult to manage. Utilising a flexible working policy allows The Retreats Group to employ and use staff as and when it needs them. This means that the group only spends on wages related to flexible staff when its demand dictates a need, thus saving money in the quieter off season. Although employing staff on flexible contracts such as zero-hour contracts can be beneficial for the group, this can also be less effective in some circumstances. If a zero-hour member of staff states they cannot work then this can leave the group short and could potentially have a knock on effect to the customers experience. 
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Part Two – Flexible working. Good and poor practice
The issue of flexible working has been prevalent in the news within the United Kingdom, however “flexible working has been around in some form ever since work was invented” (Stredwick and Ellis, 2005 p. 8). Flexible working includes zero-hour contracts, working from home, job-sharing, part time, compressed hours and flexi time. Wade (1973) explains that companies can fear implementing flexible working as they are worried the right staff will not be available when the service demands it.
The hotel industry has incorporated flexible working into its practices (Caterer, 2019). The most widespread form of flexible working within the hotel industry is zero-hour contracts (Hotel industry magazine). 
Flexible working can have both positive and negative impacts for the employer and employees alike. Zero-hour contracts allow a hotel to utilise their staff as and when they need them. This means the hotel can keep spend on employment to a minimum during the off season and then has staff which it can access when the demand calls for it (Nicholls, 2013). The flexibility benefiting the hotel can also have a negative impact on its staff. Zero-hours means that staff lose the ability to plan for mortgage payments, utility bills and other life expenses. This inability to plan and prepare the future may result in staff becoming distressed. As a result of this, WGC, the UK’s leading outsourced hotel cleaning services provider, has banned zero hours contracts in a bid to improve their staffs work life balance and job security (Ethical Trading Initiative, 2017). On the other hand, zero-hour contracts can be very appealing to students, people looking to get back in to work and people looking for a change of career (Hotel industry magazine, 2014).
Staff within the hotel industry benefit from flexible working by arranging employment and the hours they can work around their availability. One section of the workforce that benefit from this flexibility are parents. Travel lodge has introduced a new flexible working initiative in order to help keep and get parents back in to the workforce (Davies, 2019). The ability for a parent to maintain some control over their maternity leave or not working over their school run times, gives flexibility and enables them to work alongside their personal responsibilities.
Another pool of employment for hotels is students. Students provide the hotel with much needed support during the prime seasons (Hsiao, Baum and Teng, 2009). However, in order to accommodate students, the hotel may operate flexible arrangements such as term time contracts or compressed working hours. This allows students to gain an income and experience alongside their studies and give the hotel a far great workforce to choose from. 
Flexible training and development is also being offered within the hotel industry. This has allowed part-time staff and those staff with tight schedules to attend training with the intention of developing part-time staff to the same level as full-time staff (Creagh and Brewster, 1998). This flexibility has in some cases improved retention rates, employee sickness rates and increased the efficiency of the staff (Matos and Galinsky, 2019). 
The type of job that staff are performing can also have an impact on the availability of flexible working. For example, a member of the reception staff might need to be positioned on the desk for the entirety of the shift where as a manager may have more freedom to utilise off site working or change hours to suit the workload. The younger generation are pushing for more flexible working opportunities and it will be imperative that a hotel invests time in exploring how to accommodate this within all job roles and not just that of management or office-based staff.
Flexibility can have both positive and negative effects on both an employer and an employee. In order to make flexible working successful it is essential that an employer “matches employee needs with job requirements” (Matos & Galinsky, 2019 p.13).
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Part Three – Suggestions

The retreats group could offer more types of flexible working such as;
[bookmark: _Toc13766874]Career Breaks

Offering career breaks or sabbaticals may allow staff the opportunity for training and development externally. This could in turn allow staff to gain great experience and improve the retention rate of the staff within the group. The ability for staff to experience different working environments could broaden their horizons and this could make them more of an asset to the group (Garone, 2016). Offering career breaks can also rejuvenate staff so that they come back to work with a great passion and determination.
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Mobile working could allow The Retreats Group to expand their recruitment to a far wider network. The expanded network could provide higher quality staff with greater experience.  The Retreats Group could offer this type of remote working for tasks which are not needed to be completed on site, such as media officer, admin support or accounts. By offering this flexibility, the work produced by these members of staff could improve and this could make the group more profitable in turn, as office space previously taken up could be transformed into profit making areas.
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By utilising zero-hours, the group can keep its costs to a minimum during quiet periods. The group must however consider the impact zero-hour working can have on its employees. The retreat group could also perform primary research amongst its staff in order to find out their needs. This would allow the group to understand the needs and match the needs of the group with the needs of the employees, thus creating a more harmonious working environment. 
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The retreats group could benefit from allowing some of its employees to work condensed hours. This would enable employees to fit work around their schedules, whilst also benefiting the group. The group would benefit by allowing condensed hours as an employee could work more hours in the busy period, i.e. Fridays or weekends and then take leave during the quieter mid-week.
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By implementing one or all of the above flexible working options, The Retreats Group may be able to improve employee satisfaction, which in turn could improve staff retention rates, productivity and work ethic. All of which could help The Retreats Group to improve the bottom line. However, The Retreats Group should ensure primary research methods are undertaken in order to understand their employees needs and wishes, so that they can effectively match the correct flexible working route with their employees.

Part Four - Primary Research Methods
Secondary research can only be taken so far. The implementation of primary data would take analysis to another level. Primary research consists of methods including questionnaires, interviews and observations. These primary research methods could be invaluable for a hotel. Using primary data from both customers and staff could lead to specific feedback and enable a hotel to implement change quickly. 
[bookmark: _Toc13766879]Quantitative and Qualitative research 

“The purpose of a quantitative research study is to gain an understanding of the research situation” (Albers, 2017 p. 4) This method of research looks to gain answers in number form to make the act of analysis cleaner (Albers, 2018 p. 1)
Conversely, “qualitative research focuses on people’s experiences and the meaning they place on the events, process and structures of their normal social setting” (Skinner and Holloway, 2000). Therefore, qualitative research looks for a narrative from the participants as opposed to static data (Grbich, 2011) and this allows the researcher to gain a deeper understanding of what the participant is thinking and discourages a standardised answering process (Ayres, 2019).
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Likert scale

The Likert scale uses numbers to acknowledge a specific response. The number responses are in response to a set of specific questions or statements. The Likert scale usually uses a 5-point scale, ranging from strongly agree to strongly disagree (Rosnow and Rosenthal, 2002 p121-122). This scale gives quantitative data which can be quickly and easily interpreted; however the writer of the scale must use open questions and avoid leading the participant to the answers they want to receive (Jamieson, 2017). This method can also lead to poor quality answers, as participants may use a blanket approach to answer all the questions instead of answering honestly and in depth. This 5-point scale also gives a 20% disparity between answers rather than a 10% disparity when choosing a 10-point scale.
The use of both primary and secondary research could be seen as the ideal within the hospitality industry. This mixed methods approach gives wider information and within hotel industry this allows an employer to gain both figures and subjective information that the employer can use to improve their practices. 
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