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1. Title
An investigation into the link between flexible working practices and absenteeism in Lincoln Electric UK?

2. Rationale
Lincoln Electric UK are seeing a shift in requested leave from their employees to look after children, leave for emergencies to aid dependents, compassionate leave and individuals who are awaiting deliveries as onsite roles do not have flexibility. Absence levels are high throughout the business, and with the increase of unplanned leave that is requested, does the organisation need to review the working hours/shifts/patterns of the entire workforce? 

Absence management is an integral tool for managers and HR departments within any business; to have a structured absence management practice in place, companies will foster a healthier, productive, and engaged workforce while reducing financial and operational risks (Rucevic, 2023).

The Office for National Statistics (2023) presented the UK national average absence rate which was 2.6% in 2022. In contrast to this, LE UK’s absence rate stands at 4.3% for the entire site (Harris, 2024), this suggests that LE UK are twice the average absence rate, this will pose challenges to any business by impacting the productivity, morale and effect costs. 

The objectives of this research will help outline whether employee engagement plays an integral role of unplanned leave, whilst understanding the different generational needs from a business foster an environment to introduce flexible working. ACAS (2024) suggests that flexible working can help support wellbeing and inclusion throughout the workforce. Research was carried out by Harvard and Penn State Universities (2023, cited in ACAS, 2024) whereby they found flexible working practices help to reduce the risks of individuals having a heart attack, as it allowed staff to protect their mental health and to prevent burnout.

In summary, this research project will contribute to a deeper understanding of absenteeism in LE UK, providing an insight to unplanned leave and to help review the current working practices whereby flexible working can be more widely introduced.








2.4 The research aim
To understand how flexible working impacts absenteeism in Lincoln Electric UK.

2.5  The objectives of the research
1) To identify the role of employee engagement and what impact it has on absenteeism through my primary research 
2) To analyse primary research and understand the reasons behind levels of absenteeism and recognising the role demographics play in workplace patterns
3) To identify the effects demographics has on the organisational culture and the needs of staff
4) To propose recommendations for reducing absenteeism through the introduction of flexible working patterns

2. Literature review
The world in which we operate today, lends itself to change since the COVID-19 pandemic. Ways of working have changed drastically, whilst some organisations have implemented a Remote Working policy like the Welsh Government (2024), whereby they are working towards 30% of their workforce to work at, or near to their home, other organisations like Amazon and Santander have restructured their business needs and now require their staff to work predominantly onsite (Young, 2024).
To understand the reasoning behind employee’s absenteeism this research will help to identify generational workplace characteristics in order to help smoother business operations. By recognising and understanding absence reasons on a deeper level, it will help to determine why the organisation has such prominent levels of absence and to review current working patterns.

3.1  Workforce Demographics
Demographics play a vital role when influencing workplace culture. At current times, any organisation’s workforce has three generational cohorts, these being Boomers, Generation X and Millennials Fry (2015, quoted in Barbuto and Gottfredson, 2016). All three generations have diverse needs and wants throughout their employee life cycle, this is important for LE UK to understand in order to listen to their staff. According to Barbuto and Gottfredson (2016) found that Millennials have become drawn to organisations who can provide a sense of belonging to them and more focus on the individual, therefore they look for leaders who can invest in them, more willingly serve the employees. Considering that millennials are attracted to organisations that allow them to feel a sense of belonging to the organisation and flexibility, the generation has enabled companies to shift cultures but simultaneously, proven challenges with retention strategies due to the drive of millennials (Epstein, 2010). 
	On the contrary, research suggests that Generation X behaviours are motivated by social rewards like praise and recognition and the threat of punishments in relation to job loss (Mahmoud et al., 2021). This would explain the distinct levels of engagement received from staff, highlighting the generational differences throughout the workforce and pinpointing the motivational driving factors for each individual.

3.2  Flexible Working and Organisational Culture
Communities exist in the workplace; this helps determine what organisational culture is at play amongst a workforce. As stated by (Goffee and Jones, 1996) organisations can operate within four different types of community, these are explained in the “Two Dimension, Four Cultures” matrix (see appendix 1), the boxes include: networked, communal, fragmented and mercury. Managers need not apply the culture to one box but simply, the aim is to understand what box the culture lays within and change the behaviours to have an ensemble of different communities to orchestrate the organisational culture (Goffee and Jones, 1996).
	In today’s modern world, organisational culture is subconsciously coordinated by policies, as such flexible working can positively impact workplace culture. In LE UK, all jobs are based on site except for functional staff who have the ability to work a hybrid pattern, albeit when the need to work from home is requested, this does need to be authorised in line with company policy. As research suggests 52% of employers require their employees to work a hybrid model (CIPD, 2023).
	Creating policies that support employees and endeavouring to provide a commitment amongst the team, builds a more empowering, balanced and adaptable labour force (Ruiz, 2023).

3.3  How does employee engagement impact absenteeism?
Employee engagement has a direct and positive impact when reducing absenteeism, this includes employee loyalty, motivation and wellbeing. Likewise, Edwards (2023) explains that engaged employees are more committed to their roles and enjoy a supportive workplace which as a result will lower unplanned absences.
	Using a framework like Kahn’s Engagement Model in the workplace allows employees to feel engaged, they have a requirement to feel meaningful, safe and available in their role (Rana, 2014). As Rana et al. (2014) explains that Kahn’s study focuses on people involving themselves in the workplace - physically, cognitively and emotionally, simultaneously looking at why people disengage from their workplace roles. If LE UK employees do not feel psychologically safe or have meaningful roles, this will result in higher absenteeism and increasing the unplanned absence requests.
	The result of using Kahn’s Engagement Model and the solutions for LE UK could include reviewing the meaning of work being carried out, working in a safe manner and finally, reviewing the workplace resources and do they prove to be sufficient (Rumbles, 2022).
	 


4. Methodology
Business research is important as it manages risk, allows the organisation to stay informed and will help achieve growth and success (Malhotra, 2015). Following the methods of Saunders et al. (2007) throughout this project, the research onion is a valuable tool that will allow the research to be formulated to help achieve the desired outcome.

The Research Onion

[image: ]
Saunders (2007, cited in Saunders, Thornhill and Lewis, 2015)
Throughout this research project, it is paramount to understand the research paradigm. Firstly, the researcher will need to understand and decide which research philosophy best suits the research undertaken, in terms of this project, positivism would allow reality to be measured by providing metrics to understand the facts. This allows the research to have real and independent data, whilst having a one true reality thus having a deductive approach to theory (Saunders, Thornhill and Lewis, 2015). 
[bookmark: _Hlk182232797]Subsequently, if the research were to be conducted using the interpretivism method, primary data may become biased as the researcher will likely form an opinion through discussions taking place (Pervin and Mokhtar, 2022), this will, in turn influence the outcome of the research and would not gather honest data. 
	The research will be conducted using the mono method quantitative method by creating a questionnaire, this will be shared with employees of Lincoln Electric UK, and they will be asked to complete, on a voluntary basis. In addition, the research will be cross-sectional as the findings will be extracted at only one point in time. Moreover, using methods such as case studies and focus groups, it could be argued that data will likely give an in-depth understanding of real-life situations but would not necessarily generalise any findings to show a relationship between two points (Priya, 2021).
	Whilst mono method quantitative method offers structure and efficiency, it comes with its limitations. As Saunders, Thornhill and Lewis (2021) define that there can be a risk of bias data, limited adaptability to respondent’s answers and the tendency towards reductionism whilst interpretating data. As well, the limitations of longitudinal time horizon would mean that the primary research is carried out over a period, and this would prolong the research project being taken (Institute for Work & Health, 2015). Due to the nature of the project and time constraints, cross-sectional time horizon is beneficial as the research does not have to be revisited and taken at one point in time. It would benefit LE UK as there is less time being spent on the research being carried out and identifying the findings to show a correlation.

4.1 Data Collection

Using a questionnaire/survey built by Microsoft Forms allows the researcher to collect data from a predefined group, this research project will look to attract participants who are employed by LE UK, this constitutes approximately 100 employees located onsite at Port Talbot. 
The advantages of using this method to collect data allows flexibility, it is cost-effective, the ability to reach a bigger sample group and the findings of the research can be easy to analyse (Palinkas et al., 2015). Safdar et al., (2016) argues the disadvantages of using a questionnaire… questions could be misconstrued by the respondents, limited depth with questions, or inadequate responses by receiving little to no response resulting reducing the representation of the sample.

5. Ethical issues
As Duignan (2016) states that research ethics is:
“The adherence to codes of conduct in relation to the subjects of a research project (individuals and organizations) and the methods for gathering and using information from these sources in relation to activities that may harm individuals or organizations”.
In accordance with research ethics, the employees of LE UK will be contacted by Rachel Harris, the HR Manager on behalf of the researcher, participants will be provided with information relating to the research and will be advised that participating in the primary research is voluntary and they have the option to withdraw at any moment throughout the research project.
	The questionnaire will be created so that all responses will be anonymised in order to comply with confidentiality, Microsoft Forms will be used to create the questionnaire whereby it will be password protected, and no other person shall have access to the primary data other than the researcher. There is no conflict of interest throughout this research but if any potential conflict of interest arises, it will be disclosed transparently.
	The research findings will be communicated clearly and to help understand limitations that may arise through the primary research and potential benefits this could bring to the operations of LE UK.






































6. Timescale
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7. Appendix
Appendix 1
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