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[bookmark: _Toc109991182][bookmark: _Toc109991761]Critical Analysis and Evaluation of Flexible Working
Flexible work arrangements (FWAs) are among the major workplace trends that the COVID-19 pandemic has popularised. This trend became popular during the pandemic due to the need to maintain everyday work practices and simultaneously adhere to the virus mitigation protocols set by the authoritative agencies. FWAs are practices and frameworks that allow employees flexibility in delivering their roles in an organisation (Weideman and Hofmeyr, 2020). FWAs take various forms, such as working from home and flexible working hours; however, these forms converge on the idea that employees have flexible schedules, unlike conventional work practices. While they allow the realisation of deliverables outside the traditional work boundaries, FWAs have positively impacted job satisfaction and employees' productivity. Company., a retail organisation, is considering adopting FWAs after the COVID-19 pandemic. This report provides the perspectives of human resource management about the benefits of the FWAs and the company's factors. Should consider while implementing the flexible workforce.
[bookmark: _Toc109991183][bookmark: _Toc109991762]Benefits of Flexible Working Strategies
FWAs are among the major trends in global industries. Adopting these practices is the initial step in ensuring that company. Accepts and implements new work protocols and trends. FWAs improve employees' productivity by allowing them the freedom and flexibility to set schedules for their tasks and obligations in the organisation (Klindžić and Marić, 2019). These schedules maximise the work-life balance for the employees and consequently improve their job satisfaction. Therefore, Company. Will significantly enhance the productivity of its employees after implementing flexible practices. Flexible work practices fulfil the first principle of the scientific management theory as it represents the most efficient way of task delivery in the organisation. Research suggests that flexible work arrangements are a complementary element in the structure of an organisation that guarantees its short- and long-term success (p. 156). Therefore, adopting flexible work practices will ensure the company's success by combining flexibility with new technology, innovation, and efficiency protocols.
Workers are currently optimistic about flexible work arrangements as they offer them additional benefits over conventional work practices. Implementing these practices will improve the company.'s profile and boost the company's ability to attract top talents. This will help the organisation build a competent workforce that will help increase its competitiveness in the industry. Furthermore, from the mutual gains approach, flexible work arrangements are effective strategies for optimising the well-being of the employees and organisational performance (Renard et al., 2021). This implies that through flexible work practices, the company. It will improve its performance by enhancing the employees' productivity and simultaneously maximise their well-being by improving their job satisfaction and work-life balance. Besides these benefits, FWA reduces the risks to the organisation, such as the inability to attract talented recruits and limited competitiveness.
[bookmark: _Toc109991184][bookmark: _Toc109991763]Considerations for Flexible Working Arrangements
The considerations for the company when implementing flexible work arrangements include all the elements that will ensure positive employee contribution throughout the flexible work practices. The first consideration for the company. Is setting a flexible work policy. From the scientific management theory, work policies ensure that organisations run efficiently and are managed meaningfully (Brun, 2016). The mission and the organisation's needs should inform the flexible work policy. The company should choose from adjustable work dimensions, including remote work, part-time work, job sharing, compressed schedules, and flexitime.
Thirdly, the company should consider involving employees in designing and implementing flexible work protocols. Employee involvement is a human resource practice that allows employees to participate in decision-making and address their needs and interests. From the classic motivation theory, involving employees in decision-making enhances efficiency and productivity as they feel valued and meaningful to their organisations (Benson et al., 2016). Therefore, the company should invite employees to give their insights about the proposed FWA to improve their implementation process. In addition, setting communication policy and protocols is an essential consideration as it will ensure that each employee has the proper channels to receive and send all necessary information during the flexible work practices.
Maintaining employee engagement is an essential consideration for the company. Employee engagement refers to the work arrangements that ensure employees' physical, cognitive, and emotional involvement in their roles (Weideman and Hofmeyr, 2020). From the perspective of employee engagement theory, engagement is paramount as it enhances the employees' vigour and dedication, ensuring that they are dedicated and persistent in their roles (Kwon et al., 2019). Therefore, the company should adopt strategies to maximise the employees under the FWA to ensure that they positively contribute to the goals and objectives of the organisation. Additionally, Company. should consider the performance evaluation strategies for the employees working under this arrangement. Evaluating the performance of the employees is a critical step in ensuring that they contribute positively to the organisation. The feedback intervention theory argues that employees get motivated by the difference between the feedback received and their desired goals and objectives. Therefore, considering the performance evaluation strategies is critical as it will ensure that employees working under the FWA receive feedback to boost their motivation. Further, employee evaluation protocols will also inform the organisation's appraisal practices.
[bookmark: _Toc109991185][bookmark: _Toc109991764]Promoting Employee Engagement
Maintaining employee engagement is one of the most critical considerations for the company while implementing flexible work arrangements (FWA). Research suggests that the ability of an organisation to maintain its productivity and profitability is based on its ability to engage its employees (Osborne and Hammoud, 2017). Therefore, while implementing FWA, Company should adopt the following strategies to ensure maximum employee engagement.
Promoting two-way communication- Firstly, two-way communication is one of the most appropriate strategies to keep the employees engaged. Research suggests that communication is one of the significant challenges facing FWA (Hunter, 2019). Therefore, Company. A two-way communication model should provide all relevant information to the staff working under the FWA and encourage them to air their interests and concerns. This helps keep the employees constantly encouraged and helps them feel valued by the organisation. The potential strategies to improve communication in FWA include adopting fewer meetings to avoid exhaustion and confusion, long-form communication such as blogs, and using the right tools such as videoconferencing.
Encouraging collaboration and teamwork- Employees constantly require support from their colleagues to help them realise their deliverables effectively and improve their productivity. Research suggests that employees value partnership in FWA as it helps them learn their goals more effectively (Mercer et al., 2014). Therefore, the company should ensure that all employees function as community members and that deliverables are assigned to teams rather than individuals. Promoting teamwork among the employees will ensure that they continually communicate and share the values and mission of the organisation.
Promoting personal growth- Personal development ensures constant employee motivation, satisfaction, and sustainable performance in FWA (Davidescu et al., 2020). However, employees working under flexible arrangements are likely to feel stuck because of the minimal physical interactions with the management and their colleagues, which minimises engagement with their work. According to Zaharee et al. (2018), besides financial and salary benefits, opportunities to enhance skills and capabilities are feasible for maximising employee engagement (p. 52). Consequently, Company. They should adopt strategies to continually gain new skills and competencies to help them maintain a culture of continuous learning in their roles.
Further, the management should ensure that all employees set goals and work towards them as it enhances their commitment and engagement with their responsibilities. Besides boosting their job satisfaction and productivity, promoting personal development is essential in ensuring that company. Will retain its top talents working under the FWA. Additionally, Company. Such strategies as mentorships and in-service training should be implemented to keep the guarantee and maximise employee engagement through personal growth.
Promoting Transparency- Transparency is required to create an influential work culture and promote cohesion and collaboration between managers and employees. According to Schnackenberg and Tomlinson (2016), transparency involves establishing trust between the stakeholders of an organisation (p. 1). Transparency in FWA involves inviting employees to participate in strategy design and implementation. Employees working in secretive and non-transparent work environments do not fully invest their energy and commitment to an organisation as they have minimal trust in the management and the organisation's leadership. The transparency standards highly influence FWA in an organisation because it influences the self-management skills and autonomy of the employees. Therefore, the company should take the relevant strategies to ensure that employees receive all timely and comprehensive information about decisions that may directly affect their responsibility. This will maximise their engagement and boost their trust in the organisation's leadership.
Creating a culture of accountability- The limited physical interaction between the management and employees may limit the employees' responsibility, affecting the success of the flexible work arrangements (Idris, 2014). Maximising accountability among employees will ensure that they adopt the best practices in their roles and responsibilities and implement strategies to maximise their engagement with their deliverables. Therefore, the management of the company All employees should understand that they are directly accountable for their productivity and work outcomes. Maximising engagement through accountability can be achieved by maintaining constant and transparent communication throughout the organisation's operations.
[bookmark: _Toc109991186][bookmark: _Toc109991765]Evaluating Employee Value Proposition
With the transition towards flexible working, organisations will likely lose their upper hand in the hiring process. Employees will probably have various job options and become more discerning in selecting their preferred jobs. Consequently, organisations require a robust employee value proposition (EVP) to develop an appropriate pay structure and retain top talent. According to Pawar (2020), EVP defines all employee benefits for their capabilities, skills, and experience and describes an organisation's substance and uniqueness (p. 1). Therefore, the first step of evaluating the EVP for the company. It considers its substance and value with the flexible working requirements in the job market. The company should define its mission and uniqueness as an employer that accepts and values flexible working arrangements. For instance, the company should readjust its EVP to include such statements as; At the Company., we love and create flexible working arrangements for our employees to help them realise all their envisioned goals. Such statements guarantee existing and potentially new talents and the organisation's commitment to flexible work arrangements, ensuring the firm's marketability in the job market.
 After defining its uniqueness and substance as an employer that values flexible working conditions, the company. Should evaluate its current EVP offer. The perspectives of the social exchange theory state that EVP fulfils the employees' expectations and ensures their continued commitment to being part of the organisation (Arasanmi and Krishna, 2019). Consequently, Company. Should evaluate how its current EVP meets the expectations of its employees about flexible working. This will inform the organisation's current position in providing flexible work arrangements for the employees. Collecting the employees' opinions is essential in evaluating the Company's EVP. According to Arasanmi and Krishna (2019), engaging employees in assessing, designing, and implementing EVPs is vital to creating a WE culture that will continuously foster their support, commitment, and satisfaction in their positions (p. 389).
Therefore, the company should conduct employee surveys to determine their motivations and flexible work expectations. This will ensure that the EVP and pay structure developed accurately reflect the needs of flexible working employees. The fourth step involves designing the new pay structure based on the collected information. At this point, the company. Has defined its substance to existing and new employees and collected important background information to inform a robust and effective pay structure. The pay structure should highlight employee benefits and salary range, career development opportunities such as study financing arrangements, and work environment dimensions. Designing such a comprehensive pay structure is a critical step in helping the current and new employees understand the Company's EVP and potential adjustments due to possible changes resulting from the transition to flexible working arrangements. The final step of evaluating the Company's EVP and implementing a pay structure is using the proper channels to promote this pay structure. The rationale for promoting this pay structure is to ensure that all concerned receive appropriate and timely communication about the pay structure. The purpose of an EVP and a pay structure is to maintain a pool of committed and engaged employees (Pandita and Ray, 2018). Hence, the company should use appropriate communication to promote the pay structure to all affected individuals as an essential step in implementing it.
Conclusively, flexible work practices are essential improvements in organisations competing in the current globalised markets. Research evidence and theoretical perspectives suggest that FWAs improve employees' productivity, boost work-life balance and job satisfaction, and harmonise the employees' well-being and organisational performance. However, implementing the FWAs requires a robust evaluation and implementation procedure that considers such factors as a policy setting, employee involvement, and employee engagement. Additionally, maximising employee engagement is essential as it determines the employees' contribution to the organisation's goals and mission. The company should also use a robust EVP evaluation procedure to create a compelling and comprehensive pay structure that will attract new talents and maximise the well-being of the employees under the FWA framework.
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