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Abstract 
 

The different perceptions of flexible work arrangements between Millennials and 
Generation X at work. 

 
 

Leah Dixon 
 
Flexible work arrangements such as the freedom to choose working hours and location can 

influence an employee’s work-life balance. Additionally, these flexible working arrangements 

could enhance employee engagement, which in turn helps the organisation succeed. Given the 

significance of this subject, particularly in light of the working adjustments made during the 

Covid-19 pandemic, this study examines the different perceptions of flexible working 

arrangements across both Generation X and Millennials within the utilities industry. Along 

with the effect of workplace flexibility on employee engagement and work-life balance. The 

main themes explored throughout this research were flexible working, employee engagement, 

work-life balance and disparities in among generations.  Whilst there has been previous 

research done on the topic of flexibility, to date there remains a gap in the literature in relation 

to the generational perceptions of flexible working within the utilities sector, in particular the 

water subsector where little to no research has been conducted on this topic. For the purposes 

of this study, a qualitative research technique was employed in the form of interviews with 

members of both cohorts (Generation X and Millennials) from a company within the utilities 

industry. The questions were formulated based on recent literature as well as the research 

objectives. The results of the interviews were analysed using a thematic approach in order to 

identify five common themes. The findings supported previous literature by showing that 

Generation X and Millennials have distinct perspectives on flexible work arrangements.  
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Chapter 1: Introduction 
 

The most recent global phenomena caused by the Covid19 pandemic has disclosed distressed 

economies, economic and social issues all over the world which brough about huge challenges 

for organisations in order to ensure survival (George et al., 2016). It has brough about a 

significant increase in flexible working arrangements for organisations which they believe will 

positively impact employee engagement and performance (Wheatley, 2017). Flexibility is the 

adaptability around work practices that are attractive to individuals, the most common being 

flexibility around working hours and location (Weideman and Hofmeyr, 2020). Resilience 

around working hours is giving employees control over the time they start and finish work 

within certain limits, whether that be specific core hours or total flexibility (CIPD (A), 2021). 

Flexible working location is the adaptability to allow employees choose whether they conduct 

their work from home or at a satellite location (Ciarniene and Vienazindiene, 2018). 

According to Ciarniene and Vienazindiene (2018), work-life balance is becoming a foundation 

for employees, prompting an increasing number of organisations to become more flexible in 

order to meet the demands of their employees. Employers benefit from the use of flexible 

working arrangements in a number of ways, including improved employee performance, a 

more engaged and satisfied workforce, and higher staff retention (Wheatley, 2017). 

Additionally, incorporating flexible working arrangements provides several benefits for 

employees, including increased engagement and independence, less stress and hostility 

between the workplace and the home, and reduced work-related conflict (Wheatley 2017; 

Gregory and Connolly, 2008). 

According to Piszczek and Pimputkar (2020), the willingness to adapt to flexible working 

arrangements might vary among generations. For instance, younger employees may seek to 

further their professional aspirations by utilising flexible working arrangements. Compared to 

older workers, who look for flexible work schedules to achieve a better work-family life 

balance.   

Thus, the primary goal of this research is to investigate the various perceptions of flexible work 

arrangements among Generation X and Millennials and the influence these flexible 

arrangements have on employee engagement and work-life balance for these individuals within 

the utilities sector, specifically the water sub-sector.  
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The chapters in this study will be as follows: 

 

Chapter 2: Literature Review  

The literature review will provide a comprehensive review of the pertinent research on 

flexible working and the various perspectives held by Generation X and Millennials. Multiple 

sources are used in the literature to provide a more thorough understanding of flexible 

working and its significance for this study. A number of literature themes are discussed, 

including flexible working and its impact on employee engagement and work-life balance, 

generational insights regarding flexible working and the impact of Covid-19 and workplace 

flexibility. 

 

Chapter 3: Research Objectives 

The three research objectives for this study are outlined in this chapter based on a survey of 

the literature in the field. These objectives will help to address the main research aim, which 

is to "analyse the various perceptions of flexible working among Generation X and 

Millennials." 

 

Chapter 4: Research Methodology 

The methodology chapter will present the steps taken to conduct the research and describe 

how it differs from or is similar to previous research. It will outline the type of analysis and 

strategy employed in this research. Semi-structured interviews were employed as a 

qualitative method in this research. 

 

Chapter 5: Analysis and Findings 

The data gathered from the interviews will be covered in depth in this chapter. The 

information obtained from the interviews was then analysed, transcribed and categorised into 

themes. The main research aim and three sub-objectives are described together with the data 

analysis and important themes that emerged from it. 

 

Chapter 6: Discussion 

The results will be further analysed, discussed, and contrasted with the findings of earlier 

studies in this chapter. The significant themes that emerged from the data analysis and 

findings chapter are provided in accordance with the primary research objective and the three 

sub-objectives. 
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Chapter 7: Conclusion  

A summary of the overall research will be given in this chapter, along with a discussion of 

whether the research topic has been successfully answered. Future recommendations on the 

implementation of flexible work arrangements in the workplace will also be discussed.  
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Chapter 2: Literature Review 
 
Flexibility at Work 

Defining Flexibility 

Concerned with the burdens that employment places on individuals and their families, 

researchers and policy makers have given workplace flexibility more attention (Allen et al., 

2013; Hill et al., 2008). Workplace flexibility is seen as a crucial work-based resource to meet 

work and family obligations, especially in light of the rise in dual-earner and single-working-

parent households with children over the past few decades. (Hill et al., 2008; Golden et al., 

2006).  

The literature that exists around flexibility offers various definitions of the term. According to 

Hitt et al. (2008) workplace flexibility refers to employees' capacity to choose when, where, 

and for how long they perform work-related duties. Similarly to Hitt et al. (2008), Weideman 

and Hofmeyr (2020) define workplace flexibility as employment practices which allow 

employees flexibility with regards to how, where and when they perform their tasks. 

Numerous studies have shown that flexible schedules that allow employees to vary their work 

hours and take breaks during the workday are connected with beneficial work-related 

outcomes, including job satisfaction, decreased intentions to leave the company, and 

organisational commitment (Costa et al., 2006; Haley & Miller, 2015). As well as advantages 

away from the workplace, such as reduced work-family friction, reduced stress, higher family 

satisfaction, more time with kids, and enhanced happiness (Hitt et al., 2008; Hayley & Miller, 

2015). However some suggest that flexible work arrangements may not always be beneficial, 

they may potentially have disadvantages. When overloaded or bringing work home to finish at 

the end of the day, flexibility may blur the barriers between work and home in disruptive ways. 

(Schieman and Young, 2010).  

Pitt-Catsouphes and Matz-Costa (2008), argue that workplace flexibility has multiple 

dimensions including workplace policies and practices, morals and values, workplace design, 

hiring decisions and interpersonal relationships which all play a role in shaping and re-shaping 

the meanings and experiences of flexibility. Flexible work arrangements include modifications 

to the scheduling, place, or duties of the job; direct provision of caregiving and health benefits; 

and financial and educational assistance for activities that are not related to the job (Ciarniene 

and Vienazindiene, 2018).  



 

 15 

Whilst Taylor (2019), believes flexibility can be broken down in to two; Structural Flexibility 

and Cultural Flexibility. Structural flexibility is the sort of contract that organisations give to 

their employees, as well as the organisation's structure. A structurally flexible organisation 

offers its employees a variety of flexible options, such as flexible working hours and working 

locations. An organisation that is structurally inflexible, on the other hand, might be defined as 

one that hires all employees on the same set of terms and conditions and is controlled through 

a typical hierarchical structure. Cultural Flexibility is concerned with a company's values, 

beliefs, and attitudes. Culturally flexible organisations provide a variety of flexible advantages 

to their employees, such as flexible working hours, location, and even flexible yearly leave 

choices, all with the goal of increasing employee engagement and performance (De Sivatte et 

al., 2015).  

Another view comes from Gordon (2014) who classifies flexibility into three areas; Flexible 

or favourable organisations, Flexible or contradictory organisations and Rigid or inflexible 

organisations. Flexible or favourable organisations have a flexible culture and provide a variety 

of flexible working alternatives to their workers. Furthermore, employers and workers share 

the same values and ideas, and employees' opinions are valued and taken into account (Gordon, 

2014). Flexible working arrangements are used by flexible or contradictory organisations, 

although they are less successful than those utilised by flexible or favourable organisations. 

These organisations' cultures and beliefs do not support flexibility, which has negative effects 

on employee satisfaction and performance as a result of extra work, difficulties juggling work 

and family obligations and problems maintaining work-life balance (Gordon, 2014). 

Rigid or inflexible organisations provide fewer or nonflexible practices. Rigid organisation try 

to embrace flexible working methods, but they often do so without first determining whether 

or not they benefit the firm and its employees. As a result, flexibility is not as good as it should 

be, which frustrates employees who want a better work-life balance but don't get it. 

Armstrong and Taylor (2017) believe the aim of managing flexibility in the workplace is to 

satisfy the organisation’s needs and in doing so increase employee engagement and motivation. 

For that reason there must be an understanding of what encourages an organisation to enforce 

a flexible culture. There are many elements that can determine the adaptability of a flexible 

culture within an organisation, including increased employee performance, attract and retain 

valuable talent and create a competitive advantage within the market in which it competes.   
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Types of Flexible Work Arrangements  

Flexible work arrangements refer to a variety of employee-focused work arrangements, such 

as telecommuting and flexitime, which involve changes to the hours, places, or types of work 

(Townsend et al., 2016). Telecommuting in simple terms means working from home with the 

use of technology, while flexitime is described as an employee's right to choose their own work 

hours during the week as long as they adhere to a minimum number of overall hours (Seal et 

al., 2021). These are often designed to promote positive behaviours and attitudes about work 

through enhancing work-life balance and employee engagement (Seal et al., 2021). Employee 

work attitudes, such as job satisfaction and organisational commitment, are positively 

correlated with flexible work arrangements, such as flexible schedule locations and hours, 

according to Boell et al. (2016). 

 

The Influence of Technology 

Technology has continuously changed how people carry out their work in every industry. It 

has made flexible work arrangements more popular, and many organisations are adopting them 

for the benefit of both their business and their employees (Wadhawan, 2019). According to 

Hinds (2003) workplace flexibility derives from the notion that technology improvements 

encourage organisations to adapt to these ongoing changes. 

Its influence on the workplace has reduced time-consuming and ecologically inefficient 

operations, increased productivity and made working from anywhere simpler than ever 

(Cattone, 2022). Unnecessary paperwork, the requirement for face to face meetings, travel 

expenses to attend overseas meetings have all changed thanks to technological advancements. 

The advancement of technology has eliminated constraints including those related to 

outsourcing, communication and task performance (Cattone, 2022). The Covid-19 pandemic 

forced organisations to implement flexible working conditions such as working from home in 

order to reduce the spread of Covid-19. These flexible working arrangements worked well in 

some organisations with many still having them in place. This transformation from working in 

the office to working from home would have been impossible without the influence of 

technology. According to O’Brien (2022) technology has played a key role in making remote 

working a lot easier for individuals. Through Google meet, Microsoft teams and many other 

platforms working from home was made easier than ever (CIPD (b), 2021). 
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Flexibility and Employee Workplace Wellbeing 

Work-Life Balance 

According to Haar (2013) a person's ability to juggle all of life's responsibilities, such as a job, 

family and other key obligations is referred to as work-life balance. In contrast, Kelliher et al. 

(2018) believes work-life balance is the relationship between work and non-work elements of 

an individual’s life, where establishing an acceptable work-life balance is generally seen as 

reducing one aspect (generally work) to have more time for non-work elements. Balance does 

not necessarily imply an even split, as for some employees this is not possible or in some 

circumstances not desirable (Haar, 2013). It is crucial to keep in mind that work-life balance 

will mean various things to different people since work may be a priority in life for some and 

it may be secondary responsibilities for others (Kelliher et al., 2018).  

A greater emphasis on work-life balance has emerged in recent years as a result of changes in 

workforce demographics (Haider and Azmi, 2019). Flexible working hours are one of the many 

flexible work arrangements that organisations can put in place in order to help employees 

achieve a work life balance. According to Shagvaliyeva and Yazdanifard (2014) work-life 

balance is greatly influenced by flexi – time which gives individuals control over what time 

they start and finish work.  

Finding a work-life balance has several advantages for workers, including increased job and 

life satisfaction  (Haar, 2013). Flexible work arrangements can benefit both the employee and 

the employer, as it will improve employees general well-being and enable them to balance their 

professional and personal lives. Studies have found that happiness can boost productivity 

(Oswald et al., 2015). According to Kelliher and Anderson (2010), flexi-time has been linked 

to improved levels of job satisfaction among workers, and those who work from home say they 

do more at home than they would typically do at their regular jobs. Employers must be attentive 

of and respect their workers' obligations outside of the workplace for flexible work 

arrangements to be successful (Kelliher et al., 2018).  

Although there is a great amount of literature on the general subject of work-life balance, the 

question of work-life balance at the individual level requires additional research. In particular, 

choosing which responsibilities to prioritise between work and non-work obligations demands 

thought (Hirschi et al., 2019). Without guidance from their employers, individuals may find it 

challenging to strike a balance between the two. Employers must acknowledge this challenge 

and do everything in their power to help their employees find the desired work-life balance. 
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Employee Engagement 

‘It has been shown that engagement is beneficial not just to organisations but also to the 

individuals who experience it, thus having an engaged workforce should be a win-win 

situation’ (Truss et al., 2006). Employee engagement, according to the CIPD (A) (2021), 

corresponds to work engagement, which is defined as an individual's effort, devotion, and 

engrossment in their work. Employee engagement is also connected to improved decision-

making and commitment. As a result, those who are more engaged are typically more 

enthusiastic about their job and the company they work for (Kruse, 2012). Kahn’s (1990) 

definition of employee engagement is commonly used across literature, he states that employee 

engagement can be considered a combination of an employee’s physical, emotional and 

cognitive commitment to their role. Similarly Weideman and Hofmeyr (2020), believe 

employee engagement is a combination of an individual’s attitude towards work in light of: 

o Physical engagement being the level of commitment an individual is prepared to put in 

to their job. 

o Emotional engagement being an individual’s sense of purpose and security. 

o Cognitive engagement being an individual’s focus on their work. 

Maxwell et al. (2010) believe employee engagement has become a growing topic in recent 

years and is specifically relevant for organisation’s that recruit a younger generation of 

employees those being Millennials and Generation Z.  It is assumed that people in these cohorts 

have a proclivity to change employment several times during their careers, therefore 

organisations must develop incentives in order to engage and keep these people (Maxwell et 

al., 2010). 

According to Zafari et al. (2019), employee benefits, rewards and advancement opportunities 

can all influence employee performance and engagement. High levels of engagement and job 

satisfaction can stem from such benefits and advancement opportunities (Vidal-Salazar et al., 

2016). There can't be a one-size-fits-all solution since there are so many distinct generations in 

the workforce, with the largest generational distribution ever observed in the workforce 

(Burton et al., 2019). As will be observed throughout the rest of this study, each generation 

relies on distinct motivational elements in the workplace to experience improved engagement 

in their jobs. As a result, it is critical that organisations understand the various needs of each 

generational cohort (Mahmoud et al., 2020).  

Employers are more concerned about their employees' performance, which is why employee 

engagement has become a growing topic in recent years. (Idowu, 2020). As a result, it is an 

important component for every Human Resource Department. Organisations gain a 
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competitive edge by keeping highly trained personnel and, as a result, minimising absenteeism 

and turnover by enhancing employee engagement and performance (Idowu, 2020). 

Employee engagement and performance may be influenced by a variety of factors, including 

the employee's interest in the job, opportunities within the organisation, perks, and rewards 

(Zafari et al., 2019). Furthermore, flexible working practices are one of the many factors that 

influence employee engagement at work, favourably impacting an organisation's outcome, 

particularly when it comes to achieving high levels of employee engagement (Kelliher and 

Anderson 2009; Weideman and Hofmeyr 2020). 

Organisations that adopt flexible working arrangements can gain a competitive edge in the 

labour market by attracting and retaining highly skilled employees. (Idowu, 2014). 

Furthermore, by providing employees with the freedom they require, these organisations gain 

from flexibility by enhancing employee happiness and dedication to the job. As a result, people 

are more motivated and satisfied at work (Shagvaliyeva and Yazdanifard, 2014). 

Whilst flexible working practices are generally associated with positive outcomes, Zafari et al. 

(2019) outline that there is still an uncertainty to whether flexible working practices positively 

affect employee engagement. 

 

Cross-Generational Insights regarding Flexibility at Work  

Workplace Flexibility across the lifespan 

Generations are groups of individuals that have experienced comparable cultural and economic 

events, which have influenced them to adopt similar views in the workplace (Andrade and 

Westover, 2018). As a result of changes in demographic trends, it is now possible that for the 

first time that four different generations could be working alongside each other in today’s 

workplace (Haynes, 2011). The generations can be divided into four main categories:  

Generation Z:  Born between 1997-2012 – Ages 10-25. 

Millennials:  Born between 1981-1996 – Ages 26-41. 

Generation X:   Born between 1965-1980 – Ages 42-57. 

Baby Boomers: Born between  1946-1964 – Ages 58-76. 

 

Kapoor and Solomon (2011) suggest that communication, technology and expectations may be 

influenced by generational variations in the workplace. Every generation has its own set of 

requirements and preferences. Diverse age groups/generations have different incentives for 

flexible working, which range from professional aims to personal family aspirations (Piszczek 
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and Pimputkar, 2020).For instance, an older workforce are more inclined to utilise flexible 

working arrangements for personal reasons like family or health whilst a younger workforce 

are more inclined to utilise flexible working arrangements to work towards career objectives 

and a work life balance (Piszczek and Pimputkar, 2020). 

According to Loretto and Vickerstaff  (2015), flexible working arrangements such as part-time 

work, less hours or the option to choose when to work  may have persuaded some older people 

to work past the traditional retirement age. On the other hand Douglas and Roberts (2020) 

argue that older workers, or Generation X in this study, may be less interested in the workplace 

than younger workers because they gradually lower their job efforts as they approach 

retirement age.  

Thompson et al. (2015) indicate that different age groups have noticeable preferences when it 

comes to different types of flexibility. Flexibility is considered a crucial element for the 

majority of younger individuals when applying for jobs, demanding a work-life balance. Whilst 

older individuals favour defined working days, hours and non-working days (Thompson et al., 

2015). Likewise, Pitt-Catsouphes et al (2009) state that flexible working arrangements that 

appeal to older individuals may differ from what drives flexibility in younger individuals.  

 

Generation X and Flexibility at Work 

Generation X, according to Andrade and Westover (2018), is known for being self-sufficient, 

amusing, casual, well-educated, and disloyal to organisations. Similarly Bosco et al. (2013) 

described Generation X as pessimistic, arrogant and untrustworthy. They are viewed as 

arrogant since it is anticipated that they had minimal direction as children while their parents 

were at work (Hoole and Bonnema, 2015). Various literature suggest that members of 

Generation X are extremely autonomous, value leisure and spare time, prefer a work-life 

balance, whom view employment as contracts and prefer addressing issues in the way they like 

(Bosco et al., 2013; Haynes, 2011; Smith, 2012). According to Lapoint and Liprie-Spence 

(2017) people from Generation X feel that they work primarily to maintain their lifestyle. This 

attitude can be ascribed to the fact that they did not spend much time with their parents while 

they were growing up and took care of their family and themselves when their parents had to 

work. As a result, this generation were independent from their adolescent years (Lapoint and 

Liprie-Spence, 2017). Work-life balance, stability, and happiness are among their top priorities. 

As a result, they are more likely to have a dispute over family-work arrangements and place a 

priority on flexible working options in the workplace (Bennett et al., 2017). Generation X are 
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seen to be the first individuals foreseen to earn less than their parents due to their upbringing 

in an extremely demanding labour market, company layoffs and limited business mobility 

(Ashraf, 2018). As a result individuals from the Generation X cohort think of themselves as 

being undervalued and disrespected (Agrawal, 2017). It is said that because members of 

Generation X are more self-sufficient and competent, they may not be devoted to organisations 

and are therefore more likely to leave their job in search of one with improved benefits, higher 

pay and complex work (Wong et al., 2008).  In comparison to other generational cohorts, 

Generation X is more cooperative and gives less thought to formality. Their attitude toward 

work is portrayed as one that values a healthy work-life balance, through which the individual's 

aspirations and ideals are supposedly regarded as more important than career-related 

aspirations (Agrawal, 2017; Wong et al., 2008).  

Although individuals from the Generation X cohort are perceived as being pessimistic, they 

are known to be hard workers who are engaged as long as there is a work-life balance (Mohsen, 

2016). In comparison to Wong et al. (2008), Al-Asfour and Lettau (2014) believe that 

individuals from Generation X are known to be extremely devoted to the organisation at which 

they work for rather than aiming to advance professionally. According to Lamm and Meeks 

(2009) Generation X values leisure, informality, and originality and views work as a rigorous 

challenge. As a result, they use their free time and activities as a means of escape, reasoning 

that it is preferable to work more cleverly rather than harder and that this will create a healthy 

balance between activities and enjoyment. As a result, employers should take into account their 

employees' demands and desires for a work-life balance by introducing flexible working 

arrangements in order to retain them (Hansen and Leuty, 2012). 

 

Millennials and Flexibility at Work 

Literature portrays members of the Millennial cohort as the most recent generation to enter the 

workforce, team players who value training and growth, self-satisfied people who live in the 

moment and appreciate work-life balance (Wong et al., 2008; Zabel et al., 2017; Hoole and 

Bonnema, 2015). This generation was raised in such an expanding economy, so they are very 

familiar with technology breakthroughs like smartphones and computers. They actively use 

shared media and take full use of the tools' versatility for their own benefit (Lapoint and Liprie-

Spence, 2017). Although there are differences throughout the generations, overall values, 

goals, and behaviour are relatively similar, with the differences being how much emphasis is 

placed on these areas (Lapoint and Liprie-Spence, 2017). The constant encouragement, 
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guidance, persuasion, and strong compassion from their parents contributed to Millennials' 

strong desire, optimism, confidence and propensity for high achievement (Mohsen, 2016; 

Lamm and Meeks, 2009). Individuals from the Millennial cohort frequently depend on others 

more so that earlier generations (Lapoint and Liprie-Spence, 2017). They occasionally require 

more direction, frequent constructive criticism, organisation, material that is specifically 

tailored to them, and readily available resources (Mohsen, 2016). Similarly Andrade and 

Westover (2018) believe Millennials frequently seek instructions at work because they are not 

as self-sufficient as previous generations. They do, however, desire the freedom to do the task 

in their own way. 

According to Lamm and Meeks (2009) the primary purpose of employment for this generation 

is to add to their resumes, they have no loyalty or responsibility to the employer. In contrast 

Yadav and Chaudhari (2020) believe that if Millennial’s are provided with flexibility they can 

be very productive, engaged and committed to the firm. Weideman and Hofmeyr (2020) 

suggest that millennials desire immediate gratification in return for better pay, professional 

advancement, job challenge and a healthy work-life balance. 

 

The Utility Sector 

Characteristics of the Sector 

The Utilities Sector refers to a group of businesses that offer services for providing necessities 

including water, sewage, electricity and natural gas. Utilities are essential to the economy 

because they provide the necessary infrastructure to guarantee access to light, heat, clean water, 

and adequate sanitation (Grant, 2020). The industry comprises businesses that supply 

consumers with water, gas, and power via extensive networks. 

Energy producers can create energy from many resources, including natural gas, nuclear 

energy, coal energy, solar energy, wind energy, and hydropower, so that customers can heat 

their homes and switch on the lights. The main objectives of the utility sector are to satisfy the 

power and energy needs of its customers, foresee demand peaks and troughs, and deliver 

energy as effectively and cheaply as they can (ESB, 2022).  Since its founding in 1927, ESB 

has been Ireland's leading energy provider, motivated by an unrelenting commitment to 

advance society and provide a net-zero future for customers and the communities in which we 

operate (ESB, 2022).   

Water and sewage utilities are in charge of delivering clean water to residential, commercial, 

and industrial buildings as well as of collecting, handling, and disposing of wastes. As the 
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foremost expert in water treatment and the market leader in Europe, Veolia Water Technologies 

(VWT) is a division of the Veolia company. VWT provide drinking water and wastewater 

treatment facilities as well as more compact, standardised water treatment equipment for 

commercial or municipal clients (Veolia, 2022). 

Gas utilities offer services related to the transmission, distribution, and transportation of natural 

gas through pipelines. These natural gases are distributed to ratepayers including homes 

owners, companies, and large industries like power plants. Gas Networks Ireland own and run 

Irelands national gas network (Gas Networks Ireland, 2022). Gas Networks Ireland serves over 

710,000 households and companies and provides a dependable and efficient source of energy 

for cooking and heating. The cornerstone of Ireland's energy system is its gas network, which 

securely supplies more than 30% of the nation's total energy, including 40% of all heating and 

over 50% of the nation's power production (Gas Networks Ireland, 2022). Gas Networks 

Ireland is assisting Ireland's transition to a greener energy future by supplementing intermittent 

renewable power and replacing natural gas with renewable gases. 

Water, electricity, and gas are necessary utilities that are crucial to the growth of the economy 

and society. 

 

Working in the Utilities Sector 

Throughout each day, we utilise electricity, gas, and water continually. This means that for 

many utility workers, split, weekend, and night schedules are typical. In order to meet demand 

surges and fix damage brought on by weather, accidents, and other incidents, certain workers 

occasionally have to put in extra hours (Deloitte, 2022).  

The utilities sector is evolving into one of the most inventive and adaptive industries due to 

growing environmental concerns throughout the globe. It makes sense that the development of 

renewable energy sources, such as solar panels have increased (Dean et al., 2021). Even the 

largest gasoline firms, are starting to create fuels that are more ecologically friendly. 

Engineers naturally play a significant part in the energy and utilities industry (Aguilar, 2021). 

Power plants, pipelines and water treatment facilities all require a lot of large, specialised 

machinery that must be developed, constructed, and maintained.  

Utilities perform more than just technical and practical work. These activities need systems, 

strategies, and financial planning to function well, just like any other industry in the globe. As 

a result, there are many management, financial, administrative, and IT employment 

opportunities within the energy and utilities sector. 
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Flexible Working Arrangements in the Utility Sector  

The nature of work for utilities has changed tremendously due to the Covid-19 pandemic.  

In a thorough examination of the future of work, Aguilar (2021) discovered that utility workers 

had a wide range of attitudes, from dissatisfied/pessimistic to optimistic/energised/thriving, 

with the remainder best characterised as apathetic or ambivalent. While onsite employees are 

more likely to be unhappy, hybrid employees are more likely to be prospering. It should come 

as no surprise that the majority of individuals preferred to work in a hybrid setting, but for the 

utilities sector this is extremely difficult. As mentioned above many utility workers work 

weekends, nights and on call shifts. Whilst flexible work arrangements may be easier for office 

based staff it is impossible for field based. According to O’Connell (2021) roughly two-thirds 

of the labour force are only able to engage in a conversation regarding flexible work 

arrangements. 

The Covid-19 pandemic has change the way of work for everyone, O’ Connell believes that 

the new ways of work will include greater flexibility around start and end hours to 

accommodate commuting and personal obligations individuals may have.  

 

Flexible Workings: Lessons from Covid-19  

Hybrid Working 

At the start of the pandemic, many people in Ireland switched office life for remote 

employment, with many individuals now preferring their Work From Home (WFH) 

arrangements. As many businesses return to the office in various degrees, opposing desires are 

resulting in new and emerging hybrid workforces. The world of work is clearly evolving, and 

work-from-home teams, office employees, virtual nomads, and flexible preferences are all a 

part of it. In almost every business, there is a demand for hybrid work models. Construction, 

food and hospitality, and even industries with major onsite, in-person requirements have tasks 

that may be handled remotely on a full or part-time basis. As a result, employers within all 

sectors are faced with the task of adjusting to a hybrid model. 

The term "hybrid working" refers to a flexible work style that allows workers to work from a 

number of places (CIPD (B), 2022). The concept is the next step in the evolution of flexible 

remote working, which was inspired by employees' desire to split their time between the office 

and their home. The Covid-19 outbreak forced many people to work just one or two days a 

week in the office, if at all. This sparked a new trend of hybrid working. 
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Employers and workers gained unprecedented independence, flexibility, improved 

performance, and even new kinds of collaboration as a consequence. Hybrid working, on the 

other hand, isn't a brand-new notion. This has been an increasing trend over the past decade, 

but due to the pandemic has become topical in recent years (Gratton, 2021).  

The unmistakable driving factor behind these developments has been Covid-19. Many changes 

that experts predicted would occur over the next decade have been accelerated to meet the 

rapidly changing requirements of the workforce. Lack of technology and the misconceptions 

about the capability of IT systems would have been significant obstacles, but Covid-19 

surmounted them and proved to organisations that it was viable.  

According to CIPD (B) (2021) the increased need for more flexible work arrangements 

particularly hybrid working, has changed employee expectations and desires. Organisations 

that do not provide flexible working options risk higher employee turnover, reduced employee 

engagement, and a likely inability to recruit top talent. Additionally, organisations may gain 

from hybrid working by reducing estate and facility costs, enhancing employee wellbeing, and 

promoting inclusion and diversity. 

Despite the advantages of working from home for both individuals and organisations, the 

pandemic has highlighted workers' emotional and social needs. According to Stewart (2021) 

many employees found that spending a few days at work improved their mood, allowed them 

to interact with their co-workers and encouraged collaboration throughout the company. 

As a result of Covid-19, employers have been compelled to think about how to create a balance 

between home and office work, and many think that hybrid working is a way to do this. 

 

Statutory Entitlements for Flexible Working Arrangements 

In Ireland flexible work arrangements are supplied by individual employers or, to a lesser 

extent, by legislation. This is comparable to what is happening globally, as leave policies are 

gradually shifting to a hybrid system that combines fundamental citizenship-based leave 

entitlements with employer-based benefits (Dobrotić & Blum, 2017). The most common 

legislative alternatives for Flexible Working Arrangements tend to be related to caring 

obligations, particularly child care for example; Maternity Leave, Adoptive Leave and Parental 

Leave to name a few.  

Remote working and hybrid working became more popular as a result of the pandemic with 

many  individuals seeking to keep this flexibility. According to CIPD (C) (2021), legislation 

granting the ability to seek remote work has yet to take effect. Currently, any employee in 
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Ireland can seek the right to work remotely from their employer, but there is no legislative 

structure in place to govern how such a request should be made or handled by the company. 

The new law will specify how these requests should be addressed in detail. 

 
Conclusion 

This chapter examined the literature on flexibility and how Millennials and members of 

Generation X perceive flexible work arrangements. In conclusion, flexibility refers to the 

freedom that employees have to manage their time and activities in a variety of ways, 

including flexible working hours, locations, contractual arrangements, and employment in a 

variety of jobs and tasks. Once organisations realize the benefits of having an engaged and 

highly productive workforce, flexible working arrangements may benefit both employers and 

employees. Flexible work arrangements, increased happiness, improved work-life balance, 

and lower stress levels are all benefits for employees.  

Many studies view flexible work arrangements as a shared objective which extends across 

generations. However, younger and older workers may have varied levels of interest in 

various forms of flexible working. 

Moreover, a discussion of the utilities sector in Ireland was presented in order for the 

researcher to gain an insight into the sector and establish the different flexible arrangements 

offered to workers within the sector.  
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Chapter 3: Research Objectives 
 

The starting point of systematic research is a research problem, which identifies the study's 

main objective (Mildeová 2013; Ary et al., 2014). Its clarity and definition are crucial for a 

successful research study because they enable the selection of the most appropriate 

methodologies and the accurate interpretation of the research findings (Saunders et al., 2019). 

 

This research focuses on the different perceptions of flexible working across Generation X and 

Millennials as well as the impact flexible work arrangements have on employee engagement 

and work-life balance. Given the rise in flexible working arrangements in organisations, 

particularly in the wake of the Covid-19 pandemic, it is a topical subject.  

Although many organisations claim flexible working arrangements assists the work life 

balance of their employees it is necessary to find out whether flexible work arrangements 

influences increased employee engagement and job satisfaction. Furthermore it is important to 

acknowledge that all employees are diverse and that different generations can have different 

views on the same topic. 

 

The primary objective of this study is to analyse the different perceptions of flexible working 

across Millennials and Generation X within the utilities sector. For the purpose of this research 

an organisation within the utilities sector, specifically the water subsector was chosen in order 

to collect data.  

 

In order to respond to the main research objective, the following sub-objectives are listed: 

 

 Explore the concept of flexibility: 

To explore the concept of flexibility, assessing how well it is managed in firms, and 

examining how flexible working arrangements affect employees' experiences at work 

 

 Assess the impact of flexibility on employee engagement and work life balance: 

More precisely this study aims to determine whether flexible work arrangements have 

a positive or negative impact on work-life balance and employee engagement. 
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• Explore the generational differences regarding flexible working: 

This study investigates the characteristics of different generations, more specifically 

Generation X and Millennials, identifying their interests and values and assessing their 

preferences and viewpoints towards flexible work schedules. 

 

 Explore the demands of the utilities sector and flexible work arrangements 

available to them: 

Finally, this research also investigates the specific demands within the utilities sector 

and the flexible working arrangements that are available to employees within the sector.  

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

 29 

Chapter 4: Research Methodology 
Introduction 
Research is an organised way to acquire knowledge through analysing and examining theories 

in order to gain information (Adams et al., 2014). A research process is an academic strategy 

that comprises a critical assessment of prior research, rational and empirical support, and 

explanation of the techniques used to understand a topic (Quinlan, 2019). This chapter 

discusses critical elements for gathering the data needed to analyse Generation X and 

Millennials employee engagement and satisfaction with flexible working arrangements at an 

organisation in the utilities industry. It includes the motivations behind the study, the 

methodology chosen, the sample chosen and the data collection techniques. In addition, the 

relevant research to address the research questions, the ethical considerations, and the research 

limitations to provide detailed information about the research methodology chosen for the 

study. 

  

Research Problem 
A research problem, which identifies the study's primary goal, serves as the starting point for 

systematic research (Mildeová, 2013). Its definition and clarifications are crucial for a 

successful research project because they enable the selection of the most appropriate 

methodologies and the accurate interpretation of the research findings (Saunders et al., 2019).  

This research focuses on the perceptions of flexible working across Generation X and 

Millennials and how these impact employee engagement and work-life balance. It is important 

to keep in mind that people are subjectively diverse, and that people of various generations 

may have quite different perspectives on the same issue. 

Given the rise in flexible working arrangements across organisations particularly in the wake 

of the Covid-19 pandemic.   

Therefore my research objective is ‘To explore the different perceptions of flexible working 

across Generation X and Millennials in an organisation within the utilities sector’ 

 

Research Framework 
Saunders Research Onion model served as the foundation for the research approach adopted 

for this study. Saunders' research onion provided a roadmap for reaching the research 

objectives and conclusions in a systematic manner. This model is built on layers that 
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correspond to each research phase, illustrating the various ways that research might be 

developed which can be seen below in Figure 1. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: ‘The research onion’ (Saunders et al., 2019, pg. 130) 

 

Research Philosophy  
Research philosophy is described as a set of assumptions and ideas about how knowledge is 

developed (Saunders et al., 2019). Similarly Collis and Hussey (2014) define research 

philosophy as a conceptual framework that directs how research should be conducted. Research 

philosophy may be seen from two perspectives: epistemology and ontology. The underlying 

premise of epistemology is concerned with what we recognise as legitimate knowledge and 

how this information is acquired. (Collis and Hussey, 2014). Ontological presumption is 

associated with the nature of reality, which is either objective or subjective (Collis and Hussey, 

2014). In this research, both epistemology and ontology will be used to examine how the 

participants see their environment in a subjective manner by attempting to ascertain how 

individuals from each cohort perceive flexible working. This is comparable to the study that 

Weideman and Hofmeyr (2020) conducted, which likewise took an epistemology and ontology 

approach. 
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The main philosophical principle of this research is interpretivism, which means that all 

responses will be subjective as it explores the various perspectives on flexible working among 

Generation X and Millennials. Interpretivism views people as distinct from physical 

phenomena because they give meanings greater depth, and it makes the assumption that people 

cannot be studied in the same manner as physical phenomena (Alharahsheh and Pius, 2020). 

When conducting interpretivism research, results are drawn from qualitative rather than 

quantitative data (Corbin and Strauss, 2008). Interpretivism entails the researcher having 

empathy for the participants and viewing the world from their perspective. Since this research 

focuses on how individuals view flexible working, each participant's opinions will be unique 

because no two people will have the same perspective. Since this study includes humans, 

interpretivism was deemed to be the best approach. According to Creswell and Creswell (2018) 

an interpretivism approach to research generally means that responses are accurate as 

interviews provide an excellent portrayal of how people are actually feeling, painting an 

accurate image and assessing the variables the researcher set out to examine.  

 

Research Approach  
According to Saunders et al. (2019) the two primary research approaches are deductive and 

inductive, both of which fall within the positivist and interpretivist ideologies. Prior to selecting 

which was best for this study, the researcher carefully considered both approaches. A deductive 

approach involves using a theoretical structure to formulate a hypothesis or assumption, 

followed by statistical tests to verify the validity of the hypothesis (Silverman, 2013). Given 

that quantitative research frequently concentrates on statistical data, it is frequently associated 

with a deductive approach (Adams et al., 2014). As the purpose of this research is to explore 

participants' feelings, perceptions, and attitudes, the researcher discarded the deductive 

approach. An inductive approach is more frequently associated with qualitative research since 

it focuses on understanding people and how they interpret situations (Saunders et al., 2019). 

This study aims to investigate the participants' experiences, viewpoints, and perceptions to 

enable the researcher to recognise and extract recurring themes from the data presented. In this 

study, the researcher used an inductive approach in order to collect and analyse data to develop 

theories about the two generational cohorts and their perceptions of flexible working. This is 

comparative to the research approach taken by Weideman and Hofmeyr (2020) who also 

conducted qualitative research.  
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Three methods were explored for conducting the study, explanatory, exploratory and 

descriptive (Saunders et al., 2019). Similarly to Weideman and Hofmeyr (2020), the approach 

taken for the purpose of this research was exploratory which enabled the researcher to learn 

new things, analyse issues, and ask new questions (Saunders and Lewis, 2012). As the 

researcher is obtaining information from the participants by way of questions, this approach is 

considered exploratory.  

 

Research Methods  
The two most common research methodologies that may be employed to investigate social 

situations are qualitative and quantitative methods (Saunders et al., 2019). Depending on the 

kind of data needed to answer the research questions, a certain research methodology will be 

used. In order to choose the best way for gathering data for this study, it is crucial to take into 

account both approaches. Quantitative research employs quantifiable data, whereas qualitative 

research looks at unmeasurable information (Williams, 2007).  

The focus of quantitative research is on accurate measurements, statistical, mathematical or 

numerical analysis of data collected through polls, surveys and other forms of research, as well 

as the alteration of statistical data that has already been received using computerised techniques 

(Babbie, 2007). It utilises natural scientific techniques that yield quantifiable data and tangible 

findings (Ahmad et al., 2019). 

Qualitative Research on the other hand offers understanding and insights into the problem 

context (Ahmad et al., 2019). It focuses on developing in-depth understandings of human 

behaviour, experiences, attitudes, and motives on the basis of observation and interpretations 

employing smaller sample sizes and thorough descriptive data (Ahmad et al., 2019). According 

to Kvale (2007) the most common method of gathering data for qualitative research is through 

interviews. It is feasible for a study to adopt a mixed-method approach, in which data are 

gathered and analysed using both qualitative and quantitative research approaches (Williams, 

2007). 

Despite the fact that the majority of the research included in the literature review section has 

been quantitative, a qualitative methodology was used for this study due to the non-numerical 

nature of the required data and the necessity for a thorough analysis to meet the research 

objectives. The aim of this study is to develop new, deeper understandings of the various 

conceptions of flexible working arrangements among Generation X and Millennials within the 

utilities sector; as a result, this research technique is interpretivist in character. 
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The main objective of the study is to determine the beliefs, ideas, and practices that the 

participants have. A better insight of the participants is provided by qualitative research since 

it enables participants to be more honest and detailed in their replies to the interview 

questions (Rubin and Rubin, 2012). 

Secondary data analysis is the process of making new discoveries using data that has already 

been obtained by other researchers and may be found in sources including publications, books, 

journal articles, and websites (Williams, 2007). For the literature review portion of this study, 

the author gathered secondary data from internet sources including journals, websites, and 

eBooks. The researcher was able to identify the gaps in the literature and understand what 

material was openly available on the subject. 

 

Research Strategy  
For the purposes of this study, interviews were the main qualitative research technique used to 

elicit information from people about the research topic. This is comparable to the study that 

Weideman and Hofmeyr (2020) conducted, which likewise used interviews as their qualitative 

research technique. According to Quinlan et al. (2019) there are three types of interviews 

structured, unstructured and semi-structured. For the purposes of this study, one-on-one semi-

structured interviews were conducted as it is considered an effective qualitative method to 

delve deeply into critical and sometimes personal matters as well as participant ideas, feelings, 

and opinions regarding a specific topic (Quinlan et al., 2019).  

Choosing categories that were appropriate for the research study and developing interview 

questions was the first stage of the interview process. Each participant was asked a total of 18 

questions which are detailed in the appendix. A series of 18 questions posed to the participants 

by the author served as the interviewer's script, guiding the conversation and ensuring it 

remained on the research topic. The interview questions were divided into five segments with 

the first segment focusing on employee engagement and the second on flexible work 

arrangements. The participant's work-life balance was the subject of the third portion, 

generational disparities in flexibility needs were the subject of the fourth section, and the 

participant's background was the subject of the fifth section. By using semi-structured 

interviews, the interviewer was able to ask open-ended questions and obtain detailed responses. 

It was important to record the interview so the results could be carefully examined.  
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Pilot Study 

Prior to conducting the interviews, a pilot study was completed in order to ensure that every 

question was viable. The participant in the pilot research was a member of the millennial 

generation within the same organisation that all interviews were conducted. According to 

Kraemer et al. (2006) one of the crucial phases of a research project is the pilot study, which is 

carried out to spot any possible issues and flaws in the research frameworks and tools before 

they are used in the larger study. Similarly Kvale (2007) believes that a pilot study enhances 

the interview process by allowing the investigator to adjust and refine the questions prior to 

performing the actual interview. The interviewee was given the opportunity to provide critical 

feedback on the interview questions. The feedback prompted the researcher to change Q5; Do 

you feel engaged at work? to What does engagement look like for you? Do you have any 

examples of a time you felt disengaged at work and why did that happen? 

This enabled the researcher to gain a more detailed answer. The feedback also prompted the 

researcher to amend the focus on questions where required. The interviewee gave positive 

feedback, stating that the questions were straightforward and morally suitable. 

 

Semi Structured Interviews  

According to Alsaawi (2014), semi-structured interviews often refer to a situation in which the 

interviewer has access to a variety of questions that are comparable to those in a structured 

interview but allow for some flexibility in the questions' arrangement. Semi-structured 

interviews enable the use of open-ended questions that encourage concise, free-flowing 

responses from the participants and permit respondents to address themes they believe to be 

relevant (Adams et al., 2014). Using semi-structured interviews, the author is better able to 

address certain concerns, in this example the divergent perspectives of flexible work 

arrangements among Generation X and Millennials. Additionally, semi-structured interviews 

provide interviewers the chance to “probe” participants for a response (Saunders et al., 2019). 

The interviewee is better equipped to express their unique views and feelings about the selected 

issue during the one-on-one chat with the interviewer. According to Awasthy and Gupta 

(2015), semi-structured interviews offer specific information that may be difficult to obtain 

using quantitative methods like questionnaires or surveys since they restrict the amount of data 

that can be gathered because the questions are pre-set. Furthermore, semi-structured interviews 

help the interviewer prepare for the interview since they include questions that usually have a 

predetermined outcome (Quinlan et al., 2019). This frequently results in the exploration of 

concepts that the author may not have thought of before the interview, which may aid in 
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addressing the research objectives and building understanding of the research area (Saunders 

et al., 2019). 

 

Research Sampling 
Regardless of the study topic or purpose, a researcher must constantly assess whether they will 

need to choose one or more samples (Saunders et al., 2019). Using sampling methods, the 

researcher can acquire the data from a subset rather than the entire population, hence reducing 

the amount of data required. Turner (2020) defined sampling as a technique for choosing 

elements, such as people and things, from a certain interest group in order to collect essential 

information needed to get a result. Individuals born within these cohorts were selected in order 

to acquire a deeper understanding since this study only focuses on the attitudes of flexible 

working among Generation X and Millennials. In addition, individuals within these cohorts 

were drawn from the same population within the utilities sector. 

According Saunders et al. (2019) the two main types of sampling techniques are; probability 

sampling and non-probability sampling.  

Probability sampling: This technique selects population samples at random and usually 

involves a bigger population. Surveys and experiment research frequently use this 

methodology. Every person in the population has an equal chance of being chosen for the 

sample (Quinlan et al., 2019; Saunders et al., 2019).  

Non-probability sampling: The sample is chosen to reflect the population, but it is impossible 

to determine if it is a representative sample. This approach does not provide the population 

equal chances of being chosen for the sample and permits the researcher to choose participants 

based on their own discretion (Quinlan et al., 2019; Adams et al., 2014). 

A non-probability sampling approach was employed for the purposes of this study. In this 

instance, the researcher decided who should be included in the sample. This entails making a 

choice based on the potential qualities and characteristics that somebody may have. This 

involves the researcher selecting certain individuals with expertise in the research subject 

(Quinlan et al., 2019). For the purpose of this study, participants within the Millennial and 

Generation X cohort were chosen to fulfil the research objectives to distinguish the different 

perceptions of flexible working between the two cohorts.  
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Sample Participants 

Participants who were members of the Generation X and Millennial Cohorts and who were all 

employed by the same organisation in the utilities sector provided the primary data. The 

researcher sought candidates via convenience sampling. Convenience sampling was used to 

specifically focus on the utilities sector and due to time constraints all participants were 

identified within the one setting. However, in adopting this convenience sampling approach, 

care was taken to identify persons from different departments and demographic profile to 

ensure a holistic understanding of the topics.  

After explaining the study's objectives, participants were asked if they would be open to 

participating in an interview. Seven out of ten people consented to participate in the research. 

Each participant received an email with a consent form attached that explained the research 

aim and objectives, the conditions of confidentiality and the rationale for interview recording. 

Ethical approval was sought and obtained as well as approval from senior management within 

the organisation where the interviews were drawn from. The participant information shown in 

Table 1. below, which has been anonymised alphabetically to protect the identity of 

participants includes the participant's gender, generational cohort, department within the 

organisation and term of employment. 

 

Table 1: Categorisation of Interviewees  

 

Participant Gender Age Generation Department Term of Employment 

A Female Millennial HR 2 years 

B Male Millennial Procurement 1 year and 4 months 

C Female Generation X Service 1 year and 3 months 

D Male Millennial Tech Support 1 year and 6 months 

E Female Generation X Quality control 21 years 

F Male Millennial Engineering 2 years 

G Female Generation X Sales 5 years 

 

 

Interview Process 

The researcher provided the seven participants with a broad overview of the research subject. 

This included details about the research objectives, the length of the interviews, participation, 
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and ethical details like confidentiality and the recording of the interview. Each participant 

answered and gave permission before the interviews started. The interviews were carried out 

in person and some on Google Meet in order to facilitate the hybrid working policy in place. 

The interviews took place between the 11th–18th of July. The interviews were recorded using a 

mobile phone and the findings were stored on a google drive in case of any faults with the 

mobile device. To guarantee there is an alternative backup, the data will also be encrypted and 

stored on a memory stick. The information was gathered and kept exclusively for this research. 

To protect their anonymity and maintain confidentiality, each participant's interview has been 

saved and categorised alphabetically. 

 

Time Horizon 
A cross-sectional study is best suited when there is a time constraint on academic research 

endeavours since it provides accurate phenomenon investigations when set time frames and 

deadlines are in effect. This approach was used for this study since the interviews had a 

deadline and had to be completed within a specific timeframe. The researcher scheduled two 

weeks for the interview-based data collection. 

 

Data Analysis 
Transcribing the data was the first stage in the data analysis process. According to Halcomb 

and Davidson (2006) transcription can be defined as reproducing spoken words into textual 

context, such as those from an audio recording of an interview. So, after carefully listening to 

the interview audio recordings, the author reproduced the data in writing form for analysis.  

The researcher used Braun and Clarke's six-step approach (2006) to thematically analyse the 

material after transcribing the seven interviews. When analysing qualitative data, a thematic 

analysis is a simple and adaptable method for finding new themes or patterns (Braun and 

Clarke, 2006; Maguire and Delahunt, 2017).  

Below is a description of how Braun and Clarke's (2006) six-phase analysis was used to this 

study: 

 

1. Making yourself familiar with your data 

The audio recordings of the interviews were meticulously transcribed by the researcher. 

The recordings were played  several times in order to guarantee familiarity with the 

topic, allowing the researcher to write down initial ideas and thoughts. 
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2. Producing initial codes 

All seven interview transcripts were reviewed, and all the information that had been 

revealed in the interviews was then objectively and methodically entered into an Excel 

spreadsheet. The coded information was entered in a way that made it simple for the 

researcher to locate the participant who contributed the data. This made it possible to 

find patterns and differences in the data as well as unexpected or surprising insights. 

3. Discovering themes 

The researcher was able to identify fundamental themes and patterns by cross-

referencing the obtained codes. However, further research showed that certain themes 

overlapped, leading to the creation of new sub-themes. 

4. Evaluating themes 

To make sure there were no errors or omissions made during the procedure, the review 

process included additional analysis of the themes as well as a re-examination of the 

transcripts and discovered codes. 

5. Identifying and defining themes 

Each theme was examined, and a suitable name was given to each one to ensure that it 

appropriately represented the data it contained. 

6. Developing the report 

From the Excel tables generated during the study, the researcher retrieved the main 

themes, subthemes, and participant direct quotations. The findings are discussed in the 

next chapter.   

                          (Braun and Clarke, 2006) 

 

Research Ethics 
Consent 

Participants were contacted by email and made aware that participation in the study was 

entirely voluntary and that they had the right to revoke their permission at any time. The 

participant information sheet as per Appendix 1, and the interview consent form, as per 

Appendix 2 were both attached to the email sent to participants. The researcher made oneself 

accessible to participants' questions and made sure that all consent papers were completed, 

signed, and returned before the interview. 

Confidentiality 



 

 39 

The researcher assigned each participants a letter and used that letter to identify them in the 

findings, ensuring participant anonymity in the research's reporting. The personal information 

gathered, such as the consent form, was moved from the email onto the researchers' external 

drive and encrypted. After the interviews, the audio recordings were preserved in the same 

location and labelled with the participant's assigned letter. The National College of Ireland's 

requirements for the retention of this data shall be followed. 

 

Research Limitations 
Despite the degree of precise consideration that is done beforehand, it is apparent that there 

will be limits that are beyond control connected with every research study.  

Due to the conflicting priorities of the interviewees and the time limitations associated with the 

research there were challenges scheduling interviews  According to Saunders et al. (2019), a 

sample size of 8-10 participants is sufficient, as the sample size of this study was only 7 

participants this was a limitation in itself. As the sample size was derived from the same 

environment within the utilities sector, the researcher acknowledges that is not a representation 

of the population within the utilities sector. Therefore, drawing a firm conclusion will be 

challenging. However, the sample findings will provide a percentage representation of how 

differently the two cohorts in the utilities industry perceive flexible working. 

Additionally, there was restricted literature associated with the utilities sector. Although the 

researcher made extensive use of the online college library and related websites, the research 

findings to date are limited. The lack of current research on the sector made it more difficult 

for the author to try to grasp the industry in depth. 
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Chapter 5: Analysis and Findings 
Introduction 
The data collecting process and the information obtained from each semi-structured interview 

will be discussed in this chapter in addition to the outcomes of the researcher's actions. Each 

participant was asked a total of 18 questions in order to analyse the research aims. Five major 

themes were found in the qualitative data. The examination of each theme will be accompanied 

by direct quotes from the seven participants to highlight the key themes identified throughout 

the data analysis. 

 

The five key themes that emerged from the interviews were: 

1. Job satisfaction 

2. Positive company culture 

3. Hybrid working is here to stay 

4. Flexibility in such a demanding sector 

5. Flexibility requirements across Generation X and Millennials  

 

1. Job Satisfaction 
The researcher asked the participants ‘What motivates and demotivates them at work?’. 

With the majority answering that satisfying the customer and seeing projects through to the 

end indicates a high level of job satisfaction. Participant B answered that “getting the job 

done effectively and satisfying the customer is a strong motivator, whereas as not 

completing the job or letting people down such as stakeholders, customers and colleagues 

down is a demotivator”. Participant D demonstrated that “solving customer queries and 

satisfying customer is a key motivator whereas the opposite is a demotivator, when a client 

calls and I can’t solve the problem which can happen from time to time”. Participant F 

believed “seeing a project through to the end is a great motivator along with all the benefits 

the organisation provides such as Flexi time, Hybrid working, competitive pension scheme 

and health insurance to name a few”. A strong demotivator portrayed by participant F was 

“busy periods - where projects are pushed out and clients are let down”. The other four 

participants stated the flexibility provided by the company was a key motivator. According 

to Boell et al. (2016) job satisfaction and organisation commitment are positively 

associated with flexible work schedules, including flexible hours and locations. Similarly 
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Pongton and Suntrayuth (2019) state that an employee’s job satisfaction can be influenced 

by their ability to complete required tasks, their level of communication in the company, 

and how management treats them. These results support the findings and portray that 

among the employees that took part in the interviews, there is a strong sense of job 

satisfaction and positive communication with management which stems from the top down.   

Another question asked participants ‘What does engagement look like for you? Do you 

have any examples of a time you felt engaged/disengaged at work and why?’ All 

participants agreed that they feel engaged at work more so than disengaged and believe 

there is a strong level of engagement throughout the organisation which stems from the top 

down. Participant B stated “I have never felt disengaged at work, I have weekly meetings 

with management which keeps me engaged, management are very forthcoming they keep 

connected with employees. You can even see that from the Managing Director, he meets 

the management team on a weekly basis which is mirrored on management to employees”. 

Participant D also demonstrates “Engagement with management is always there, I probably 

talk to my manager two or three times a day even if it hasn’t got to do with work which is 

also good to see”. Participant E stated “I feel engaged at work more so that disengaged, I 

like the company updates they keep us aware of where the business is and recent 

promotions within the business. The fact they are done on a regular basis is great, that 

wouldn’t of been the case when I started here 21 years ago”. This supports the findings 

portrayed by Vidal-Salazar et al. (2016) that increased levels of engagement and job 

satisfaction can result from such company benefits and opportunities for career progression. 

All other participants stated that they feel engaged at work as they enjoy the work they do 

along with all the perks the job brings such as company benefits and company events big 

or small. According to Mozer (2020) when workers feel valued, their engagement 

increases, which in turn improves their performance. According to Mozer (2020) a 

corporate event that offers a distinctive experience can express your passion for your 

employees and help them see how important they are to your business which can be seen 

by the positive opinions expressed by the participants.  

 

2. Positive Company Culture  
The researcher asked the participants ‘Give me an insight into the company culture and in 

particular in relation to employee engagement’. With all positive feedback from 

participants. Participant A demonstrates “there is a great company culture, from big events 
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at Christmas and summer to small inhouse events. Engagement has increased significantly 

as targets are being achieved and even surpassed”. Participant D stated “The company 

culture is great, from the managing director down everyone is so friendly. There is a great 

team culture and everyone works together to solve any issues”. Similarly participant F 

stated “the company culture is great, everyone supports one another which stems from the 

top down”. The rest of the participants stated that there is a positive company culture and 

believe it is a result of the flexible work arrangements that have been introduced in recent 

years. Participant G stated “When I started five years ago it was much more strict, you clock 

in at 9am and not a minute later. It has changed significantly since then with the flexibility 

which is amazing for engagement”. As Armstrong and Taylor (2017) stated increased 

employee performance, attracting and retaining employees, and increased employee 

engagement can all stem from how adaptable a flexible culture is inside a company. This 

has been portrayed throughout the results with participant E being with the company 21 

years and participant G being with the company 5 years.  

 

Another question asked participants ‘What do the organisation do to support and encourage 

engagement’. The results portray a variety of measures that the organisation takes to 

support and encourage engagement which range from the list of benefits provided by the 

company, monthly 1:1 meetings with management to express positive or negative things 

and in-house company events. Participant D stated “ the company do all they can to support 

and encourage engagement, the introduction of our health insurance this year along with 

the hybrid working policy I genuinely believe we have it easy in such a demanding sector”. 

Participant A also stated “the organisation support and encourage engagement through the 

flexible benefits they provide to employees along with inhouse company events”. With the 

majority of participants stating that the company provide many benefits along with flexible 

working arrangements this supports the findings of Kelliher and Anderson (2009) along 

with Weideman and Hofmeyr (2020) that flexible working practices along with company 

benefits are one of the many factors that influence employee engagement at work.  It also 

supports the findings expressed by White and Maniam (2020) whom believe the 

implementation of flexible work arrangements positively correspond to company culture.  
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3. Flexibility is Here To Stay 
Flexibility is the new way of work for many individuals since Covid-19. The researcher 

asked the participants ‘How do you define flexible working and what does it look like for 

you’. The responses from the participants were quite diverse as flexibility requirements 

differs from person to person which reinforces the findings of Thompson et al. (2015) that 

the degree of flexibility needed varies depending on age group. Participant B stated 

“Flexibility to me is having the choice to work from home or in the office, I think the days 

where you have appointments or something happens at home that two sides of the 

relationship have that flexibility. I like having the option but I generally like getting out of 

the house and coming to the office and engage with others as I am a people person”. 

Participant B enjoys having the option to work from home but only utilises it when needed. 

Participant D believes “Flexibility to me is having the flexi time and hybrid working policy. 

The 3 days in the office and 2 days at home is great and management are lenient with days 

that are from home. For example I play football so on training nights etc its’ nice to work 

from home so I have more time to get organised etc”. Whilst participant E believes “flexible 

working is the opportunity to have a better work life balance. It means that if there were 

morning/ evenings where there is something going on at home you don’t feel pressured to 

start work at a certain time or finish at a certain time”. Flexibility looks different for every 

individual with some requiring flexibility for better work-life balance like participant D 

who plays sport. 

The  researcher then asked the participants ‘Do you think the organisation is facilitating 

your flexibility requirements’ all responses were positive with many individuals stating it 

is a must and if there were any other job opportunities to arise flexibility would be essential. 

Participant A stated “Yeah the organisation is definitely meeting my flexibility requirements 

and is something I wouldn’t be able to live without now”. Participant D advised that “I 

absolutely think the organisation are facilitating my flexibility requirements, I don’t think 

they could do anymore for us. Now that I have experienced such flexibility in an 

organisation I wouldn’t settle for less anywhere else if opportunities were to arise ”. This 

supports the findings in literature that organisations that don't provide flexible working 

arrangements risk higher employee turnover, poor employee engagement, and even failing 

to recruit top talent (CIPD (B), 2021). Flexible working is an essential component for 

individuals when it comes to employment and whether that be for family commitments or 

for a better work-life balance it is essential that organisations implement these 
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arrangements in order to prevent higher employee turnover. Whilst the organisation are 

fulfilling all respondents flexibility needs, participant B stated “Yes they are most definitely 

fulfilling my flexibility needs but I don’t have a proper work station, it is just my dining 

room table which is why I don’t really make use of the hybrid working policy in place that 

allows us to work 2 days at home and 3 days in the office”. Participant B believes that 

without a proper work station it is hard to avail of the hybrid working policy that is in place 

at the organisation. Participant F in agreement states “Yes all flexible requirements are 

being met, it would be beneficial to have sufficient equipment like a second screen and 

monitors but that is just me picking out minor problems”. Whilst these minor problems 

deter some from utilising the hybrid policy in place it deters others from changing 

employment to organisations that do not provide these flexible requirements. This conveys 

a lot about the flexibility requirements or even demands of today’s work force. For the 

purpose of this research it is important to note that four out of seven participants are 

millennials, which reinforces the findings of  literature that state most young people seek a 

work/life balance when searching for jobs, and flexibility is seen as an important 

component (Thompson et al., 2015).  

 

4. Flexibility in Such a Demanding Sector 
The researcher then asked participants about their work life balance. The question asked 

‘What is your work-life balance like currently? What is exacerbating/supporting it?” The 

answers varied depending on the individual and the department that he/she worked in. 

Participant A stated “Work-life balance is good, but I work too much especially when I 

work from home I forget to log off and then I don’t do anything for myself”. Participant A 

felt that when working from home you can forget to log off. Participant C felt “ The 

flexibility is good. I would say my workload is exacerbating it as I feel my role would be a 

lot more demanding than others so I don’t think I have as much flexibility as others”. This 

is because of the constant demands within the service department that Participant C 

believes she does not have the flexibility that other departments may have. Participant E 

believes “Work-life balance is good, I must admit that when I leave work or shut the laptop 

that I am done for the day – I am happy to accommodate if extra hours are needed on 

certain days . I don’t feel my personal time is interrupted but I think different team members 

in other departments will say different, especially the service & commissioning engineers”. 

Participant E believes she has a good work-life balance and when she clocks out, her work 
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day is over, she doesn’t check emails etc. She does believe that other departments may say 

different which we see from Participant C who works in the service department. Participant 

E also mentioned that work-life balance will especially be difficult for the “service & 

commissioning engineers” which reinforce the literature that flexible work arrangements 

may be simpler for office-based employees, but they are not practicable for field-based 

employees (O’Connell, 2021). Participant F stated “Work-life balance is pretty good. I try 

to be strict on myself and log off at a certain time but sometimes that is just not doable. As 

an engineer the role is very demanding so I would say flexibility isn’t there as much as it 

is for other”. Participant F believes working as an engineer in the utilities sector is quite 

demanding and flexibility wouldn’t be there as much for him as it would be for others. 

Similarly Participant D states “Work life balance is good. Obviously there is days where 

you can get tied down with stuff or receive phone calls after hours, which can happen 

maybe once or twice a week but that’s the nature of the role”. Participant D accepts that 

there are days where you may have to stay later or answer the phones out of hours and 

understands it is the nature of the utilities sector. All other participants believe their 

flexibility is good but agree that other departments may have a more demanding workload 

meaning they wouldn’t have as much of a work-life balance as others may have.  

 

Another question asked ‘Do you think, as an employee within the utilities sector, that it has 

any particular characteristic which make having a work-life balance more difficult/easier?’. 

All participants agreed that flexibility is not there for all field based employees in 

comparison to the office based employees. In particular participant D states “The utilities 

sector itself is very demanding which makes it at times difficult to obtain a work-life 

balance, you have plants running, hospitals running around the clock 24 hours which need 

constant support, while we do have an out of hours services set up it can be hard if you see 

an email or a call coming through not to answer it and help where possible”. Similarly 

participant E demonstrates “Definitely more difficult particularly for our field team and 

any department that has face on interaction with clients”. While the sector itself is very 

demanding because of the nature of it, all participants agree that it is the organisation at 

which they work at that makes it possible to achieve some sort of work-life balance. For 

example participant B believes “I believe the organisation itself is what makes work-life 

balance easier, as the utilities sector is extremely pressurised”. 

All other participants agreed that while the utilities sector is demanding, pressurised and 

constant that it is the organisation that makes having a work-life balance easier. They also 
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acknowledged the constant effort from the field team whom do not get the flexibility that 

the office based staff get.  

 
5. Flexibility Requirements Across Generation X and Millennials  
The next question gathers the opinions of the participants on generational differences when 

it comes to flexibility requirements. The question asked ‘Do you believe there is 

generational differences in flexibility requirements? So for example considering employees 

that bit younger/older do they have different requirements and why?’. All participants 

believe there is generational differences when it comes to flexible requirements but agree 

there shouldn’t be any discrimination over it, what is offered to one individual should be 

offered to all. Participant A demonstrates “Yeah and I believe this is something we need to 

take a look at in the HR department . Older employees would place an emphasis on work-

family life balance with family commitments or obligation demanding that flexibility 

whereas younger employees demand the flexibility for a better work-life balance”. This 

supports the literature found where younger workers are more likely to use flexible working 

arrangements to further their careers and maintain a work-life balance, whereas older 

workers are more likely to use them for personal reasons like family or health (Piszczek 

and Pimputkar, 2020). Participant C stated “I believe so as someone with kids may have 

more obligations. For example I have two kids and if one of them falls ill, I need to leave 

work. Someone that bit younger with no kids wouldn’t demand that flexibility, that doesn’t 

say that they shouldn’t get it though”. Participant C admits that whilst someone with kids 

may have more obligations or commitments than someone that bit younger with no kids, it 

doesn’t mean they shouldn’t be offered the same flexibility. Furthermore participant E 

demonstrates “Yeah definitely different requirements but I don’t feel there should be 

discrimination against either. I think whatever flexibility is offered to one member of staff 

should be offered to all”. Both participant C and E agree that all options offered to one 

should be offered to all, which is exactly the policy at the organisation where the interviews 

were conducted.  

Participant F expresses “Yeah for sure there are different requirements. As a millennial I 

wouldn’t say they are a need, they are more so a demand. I don’t have kids or family 

commitments that I require flexibility but I do think it is a great benefit to have whether 

than be to pursue further studies or simply for a better work life balance”. Similarly 

participant D who is also a millennial believes “there would be different requirements but 

I wouldn’t say that there is less flexible requirements the younger you are if anything there 
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is more a demand for a better work-life balance”. This reinforces the findings of the 

literature by Thompson et al. (2015) which demonstrates that the majority of younger 

people believe that flexibility is important when searching for employment and demand a 

work-life balance. The remaining three participants believe there is most definitely 

different flexibility requirements from generation to generation and that whilst individuals 

with children have more commitments and obligations everyone should be offered the same 

flexible arrangements.  

 

Conclusion 
The seven semi-structured interviews were quite informative in total. The amount of 

information or detail offered by the interviews exceeded the researcher's expectations. The 

researcher spent a significant amount of time transcribing the interviews, and while doing 

so, experienced several moments of personal fulfilment since the data matched the findings 

of the literature review and the direction of the dissertation. Flexible work arrangements is 

something that all participants look for in a job whether that be for a better work-life 

balance or for family obligations. The results from the seven semi-structured interviews 

concluded that when individuals are provided with flexibility in the workplace it increases 

over all engagement and job satisfaction along with a better work-life balance. The results 

also demonstrated that there are different flexibility requirements between both Millennials 

and Generation X but the flexibility offered to one should be offered to all. In light of 

everything, the experience exceeded all expectations, and the material gathered was of the 

highest importance to the research study. 
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Chapter 6: Discussion 
The findings stated in the previous chapter will be thoroughly discussed by the researcher in 

this chapter, and references to earlier literature and the literature used for this research will be 

made. The purpose of this research was to explore the different perceptions of flexible working 

across Generation x and Millennials at work. Furthermore, to analyse the impact implementing 

such flexible working arrangements have on employee engagement and work-life balance. 

Several distinct themes were generated by the examination of the interview data; job 

satisfaction, positive company culture, the long term demand of flexibility, flexibility in such 

a demanding sector and flexibility requirements across Generation X and Millennials. 

According to this study, flexibility leads to both an improved work-life balance and higher 

levels of employee engagement in organisations. This research has also identified that there are 

different perceptions of flexible working between the two cohorts, flexibility is important for 

all employees and implementing such arrangements can bring about many benefits.  

 

Research Objective 1: Explore the concept of flexibility 
One of the key themes of this research was flexibility in the workplace, thus the researcher 

asked the employees questions about it and what it meant to them. The literature that exists 

around flexibility offers various definitions of the term which is why all participants explained 

flexibility in a unique way. Flexibility in the workplace was deemed crucial for all employees 

with some participants stating it would be the deciding factor if other job opportunities were to 

arise. The research demonstrates that workplace flexibility can be extremely effective and can 

foster a more desirable outcome for both the organisation and the person. The deficit principle, 

according to Maslow (1943), holds that once a need is fulfilled, it ceases to be a motivation 

since a person will only act to meet unmet wants and gain. Per this belief, each person's 

requirements should be addressed, and allowing for flexibility in the workplace will satisfy 

such needs and in return will increase employee engagement and job satisfaction. 

Participants claimed that when the flexible arrangements were brought in to the organisation it 

brought about higher levels of employee engagement. 
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Research Objective 2: Assess the impact of flexibility on employee 

engagement and work life balance. 
Employee engagement was evident throughout all interviews conducted, this may be due to the 

sample size chosen and may not be the case with all employees. This supports previous 

literature by Truss et al. (2016) where employee engagement not only brings advantages for 

the organisation, but also the employees. It is abundantly obvious that there are strong levels 

of employee engagement at the organisation where the interviews were conducted, which many 

believe stem from the benefits provided by the organisation. his links to previous literature 

stated by Vidal-Salazar et al. (2016) whom believe high levels of engagement and job 

satisfaction can stem from such benefits and advancement opportunities.  

Employee engagement was seen to be of utmost importance to all seven participants and it is 

crucial that organisations make every effort to build highly engaged workforces through such 

flexible arrangements and company benefits, since doing so benefits both the business and the 

employee. Similarly Shagvaliyeva and Yazdanifard (2014) stated that by providing employees 

with the freedom they require, these organisations gain from flexibility by enhancing employee 

happiness and dedication to the job and as a result, people are more motivated and satisfied at 

work. Employees who are devoted to the organisation are more engaged than those who are 

not which corresponds with Kahn (1990) that engaged workers demonstrate a commitment to 

the business, motivation, cooperation, engagement, and completion of responsibilities. 

 

All of the interviews throughout the research placed a high value on work-life balance, and this 

is a recurring theme: the employees believed the company actively supported excellent work-

life balance for all employees even within such a demanding sector. All participants believed 

that finding the correct balance between work and personal life was crucial to overall levels of 

engagement and job satisfaction. This directly corresponds to literature where Haar (2013) 

stated that finding a balance between work and life can bring about many benefits for 

employees such as job and life satisfaction (Haar, 2013). It is evident from research and 

previous literature that a work- life balance is crucial in everyone’s lives. work-life balance 

undoubtably boosts engagement levels and guarantees that individuals are more driven and 

content with their lives. 

 
 
 
 
 



 

 50 

Research Objective 3: Explore the generational differences regarding 

flexible working. 
According to Thompson et al. (2015) different age groups have notable preferences when it 

comes to flexible work arrangements. The results of this research concluded that there are 

different requirements for flexible work arrangements, with younger employees demanding the 

flexibility for a better work-life balance in comparison to individuals with caring 

responsibilities or family obligations where it may be considered more a requirement. This 

supports the literature found where younger workers are more likely to use flexible working 

arrangements to further their careers and maintain a work-life balance, whereas workers that 

bit older are more likely to use them for personal reasons like family or health (Piszczek and 

Pimputkar, 2020). Thompson et al. (2015) believe flexibility is a crucial element for younger 

employees when applying for jobs, demanding a work-life balance, whereas older employees 

favour defined working days. In contrast to this literature the results of this research concluded 

that individuals from both cohorts favour a work life balance, there was no evidence that older 

individuals favoured defined working days. All individuals were happy with the flexibility 

options provided to them and felt their work-life balance was positively related to the flexible 

work arrangements provided at the organisation.  

Pitt-Catsouphes et al. (2009) discovered that the majority of employees of all ages and 

generations agree that flexible work arrangements have a positive effect on their work-life 

balance.   

 
 
Research Objective 4: Explore the demands of the utilities sector and flexible 

work arrangements available to them: 
With the 24/7 nature of the utilities sector, there can be constraints or barriers to offering these 

flexible work arrangements. As mentioned in the literature review many utility employees 

work weekends, nights and on call shifts so for staff who work office hours these flexible work 

arrangements may be significantly easier but for field based employees there are more 

constraints and limited opportunities. This was also portrayed throughout the interviews. 

Participants from customer-facing departments like service and engineering agree their 

workload may be more demanding in comparison to others in different departments. 

Participants also acknowledged that the service engineers would not have half as much 

flexibility as officed based employees and a work-life balance may be unreachable in such role.  
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The results of this research also portrayed that whilst the utilities sector is considered 

demanding due to the nature of the work it doesn’t mean organisations cannot offer some 

flexible work options . The organisation that which these research interviews were conducted 

is in a niche market in the water subsector of the utilities industry. This organisation provides 

staff  with flexible hours which consist of flexi time and the core hours being 10am-4pm as 

well as a hybrid working policy which allows employees to work from home two days per 

week and three days in the office.  This reinstates O’Connell (2021) point that the new way of 

work is flexibility and organisations will have to put these arrangements in place in order to 

recruit and retain individuals of each generation.  

 

This chapter presented relevant insights into the different perceptions of flexible working 

across Generation X and Millennials and the impact such flexible arrangements has on 

employee engagement and work-life balance, especially on the organisation studied. As 

previous studies have shown employee engagement is an important factor in how well 

organisations perform. Employers now place a greater emphasis on increasing employee 

engagement and satisfaction As a result, even if it may vary depending on an employee's age, 

flexible work arrangements may be a key role in boosting employee engagement and 

productivity (Anderson and Kelliher 2009)  

Through critically analysing previous literature this chapter provided insightful information on 

how Millennials and members of Generation X perceive flexible work arrangements and the 

effects of such arrangements on work-life balance and employee engagement. The data study 

yielded intriguing results on how employees perceive flexible working arrangements and the 

benefits they provide to the organisation and employees. 
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Chapter 7: Conclusion and Recommendations 
This section seeks to give a general summary of the study, consider the main research 

objectives, and drawing an overall conclusion and research limitations.. Additionally, 

recommendations and potential expenses for additional study will be listed. The most 

outstanding objective, which had a huge impact on the results was the impact flexible working 

had on employee engagement and work-life balance.  

 
The main research objective and the research title ‘The different perceptions of flexible 

working arrangements between Millennials and Generation X at work” impacted the research 

direction, placing a strong emphasis on how Generation X and Millennials view such flexible 

arrangements distinctively as well as the benefits these arrangements offer for work-life 

balance and employee engagement. Additionally, it was evaluated within the area of utilities, 

which is recognised for its 24/7 obligations. 

The study's overall finding was that, despite the fact that both cohorts desire flexibility for a 

variety of reasons, it is still a necessity for both cohorts. The significance of flexibility in 

organisations for both employers and workers was proven by a thorough analysis of previous 

literature. Increasing engagement in the workplace and providing a better work-life balance for 

employees benefits both the organisation and the employee. 

 

The study included a critical analysis of earlier ideas and literature as well as a qualitative 

investigation of the various perspectives on flexible work among Millennials and members of 

Generation X and how they positively link to higher levels of employee engagement and job 

satisfaction. To acquire a deeper understanding of the participants' perspectives of flexible 

working and what it meant to them, a qualitative approach was taken.  

Flexible working arrangements are a strategy that is increasingly important for enhancing the 

performance of businesses and employees, especially in light of the Covid-19 pandemic, which 

has compelled businesses to adopt and apply these practices. Gaining employee opinions on 

such arrangements incorporates the generational differences and, giving employees a chance 

to be heard. This significantly increases engagement giving employees an opportunity to voice 

their opinions.  
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Limitations 

A restriction is anything that affected a study's findings and exposed its flaws, which are 

frequently beyond the researcher's control. The sample size was likely the primary drawback 

of this study. Due to the needs of the utilities industry and time constraints, it was challenging 

to acquire participants from a variety of departments, in such a short amount of time. 

Once of the constraints of the data collection is that it came from a single organisation in the 

utilities sector, which may not accurately reflect the service wide population. Therefore the 

results of this research may vary or differ if the data was collected from more organisations 

within the industry.  

The final limitation is the limited available research on the utilities sector. Despite the 

researcher's thorough usage of the online college library and connected websites, there wasn't 

a lot of pertinent information available. It was more challenging for the author to attempt a 

thorough understanding of the industry due to the scarcity of recent research in the field. 

 

Recommendations and Costs 

The most significant recommendation is that employers should integrate any potential flexible 

working practices with and as part of the future strategic goals of the organisation before 

implementing them. In addition, businesses could adopt flexible working arrangements after 

determining which activities workers would value and if they reflected age differences. 

However, if a company currently has flexible working arrangements, it would be advisable to 

look at how well they function and take into account employees views. Organisations should 

review and continually improve these arrangements if necessary in order to maintain or 

increase employee satisfaction and engagement through flexibility. Finally, it's crucial for 

businesses to regularly examine policies in order to continually innovate and develop. 

 
Cost-wise, it may include giving them the equipment they need to work from home which is 

considered standard in most organisations, which was suggested by one of the participants. 

Another suggestion is for businesses to provide a platform/ communication method for 

employee input. They are the most important component for the organisation's success, thus 

their opinions must be taken into account. Additionally, finding ways to reward and 

acknowledge workers may enhance their productivity and dedication to their work. 

 
 

 



 

 54 

 

Timeline for implementation and recommendations  

The timeline for implementing flexible work arrangements or changing existing policies will 

specifically depend on the organisations resources and budget for supplying equipment to 

employees to work from home. However if organisations are implementing such flexible work 

arrangements creating the policies could take a few months. However, it is important to note 

that businesses should regularly assess their policies and procedures to make them 

effective and keep employees engaged and satisfied in the organisation.  
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Chapter 8: Personal Learning Statement (CIPD 

Requirement) 
 
From the higher certificate in business to the undergraduate degree in business, I would have 

never imagined myself progressing on to do a Master of Arts in Human Resource Management. 

Completing a Masters has been one of the most challenging, insightful and rewarding things I 

have done to date. In contrast to other Masters, it is a requirement of the Master of Arts in 

Human Resource Management to conduct research on a particular area of Human Resource 

Management. The topic of flexible working is the area I have selected as the focus of my 

research study. 

Through the course of this research study, I have explored and increased my understanding of 

the various perspectives on flexible working among Generation X and Millennials in the 

utilities sector. The research was one of the most complex tasks I have embarked on to date, 

but it was also a unique and compelling experience for me. 

I was introduced to new learning experiences throughout the course of the research study, 

including an understanding of analytical abilities. I critically analysed existing academic 

studies on the different perceptions of flexible working among Millennials and Generation X 

as well as the impact flexible working has on employee engagement and work-life balance.   

Since the chosen study was qualitative in nature, I obtained valuable knowledge on this method 

of dada collection. Semi-structured interviews were used for the qualitative analysis, and the 

exposure to the field improved my interviewing confidence and abilities, which will be useful 

as I advance in my HR career. 

There were many challenges that arose while conducting this research. Due to the demands of 

the utilities sector I was only able to interview seven individuals. The seven interviews were 

limited to the one organisation which meant the results were not a representation of the utilities 

sector itself. Given that all of the participants and the researcher are employed full-time, it was 

challenging to determine and schedule appropriate times to conduct the interviews. 

Overall this research has been a valuable experience. I have significantly improved my time 

management skills, interviewing skills as well as research skills. Furthermore I have greatly 

enjoyed this experience as the topic of flexibility has become recently popular as a result of the 

pandemic.  
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Appendix  
 
 
 
 
Appendix 1: Information Sheet  
 
           
Dear Interviewee, 

 

I am currently completing my dissertation for my Masters in Human Resource Management 

at the National College of Ireland. 

 

The title of my dissertation is “The different perceptions of flexible work arrangements 

between Millennials and Generation X at Work”. 

 

The main objectives of my dissertation are to explore the benefits of flexibility within the 

utilities sector and the various perspectives on flexible working arrangements among 

Millennials and Generation X. 

 

All information gathered as part of my research will be entirely anonymous. My supervisor 

and I will be the only individuals with access to the responses. I anticipate that the interview 

will take between 20-30 minutes. 

 

I would like to thank you in advance for your time and cooperation. 

 

If you have any questions please contact me at leah.dixon@rocketmail.com 

 

Kindest regards, 

 

Leah Dixon 
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Appendix 2: Consent Form 
 
 

Title of Research Project: 

“The different perceptions of flexible work arrangements between Millennials and 

Generation X at Work”. 

 

Name of Researcher: 

Leah Dixon 

 

Master of Arts in Human Resource Management 

 

o I confirm that I have read and comprehended the information sheet that was 

supplied in relation to the research of this project. 

o I am aware that my participation in the study is voluntary and that I have the 

right to withdraw at any time. 

o I consent to having the interview recorded using an audio recording device. 

o I give permission to the researcher to use direct and indirect quotes in their 

dissertation. 

o I agree to participate in this interview solely for the purpose of this research 

project and I am aware that the data will be stored securely and confidentially. 

 

 

Name of interviewee:       Date: 

 

Name of Researcher: Leah Dixon    Date: 
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Appendix 3: Interview Questions 

 

Interview Questions 

 

1. What is your current job title and how long have you been employed at the 

organisation for? 

 

Employee Engagement  
2. Tell me what motivates/demotivates you at work? 

 

3. Have your motivations changed along the years since being employed at the 

organisation? 

 

4. Can you give me an insight into the company culture and in particular in relation to 

employee engagement? 

 

5. What does engagement look like for you? Do you have any examples of a time you 

felt engaged/disengaged at work and why? 

 

6. What does the company do to support and encourage engagement? 

 

 

Flexible Working 
7. How do you define flexible working and what does it look like for you? 

 

8. Are the organisation facilitating this? 

 
 

9. Do you think they could do anything differently to support you? 

 

10. Has your flexibility needs changed over time? 
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Work-Life Balance 
11.  What is your work-life balance like currently? What is exacerbating/supporting it? 

 

12. Do you believe that work-life balance impacts employee engagement? If so, in what 

ways? 

 
13. Do you think, as an employee in within the utilities sector,  that it has any particular 

characteristic which make having a work-life balance more difficult/easier? 

 

14. Have you had personal experience or do you have any examples of the ways in which 

work-life balance has influenced your engagement?  

 

Generational Differences 
15. Do you believe that there is generational differences in flexibility requirements? So 

for example considering employees that bit younger/ older – do they have different 

requirements? Why? 

  

 

Background to Employee  
16. Do you have any children and if so, may I ask how many? 

 

17. Do you mind me asking what age generation do you fall under? 

         Generation Z: Born between 1997-2012 – Ages 10-25. 

         Millennials: Born between 1981-1996 – Ages 26-41. 

         Generation X: Born between 1965-1980 – Ages 42-57. 

         Baby Boomers: Born between  1946-1964 – Ages 58-76. 

 

 

18.  Are you married/cohabiting? 
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