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INTRODUCTION

Agricultural equipment, referred to as technological innovation in agriculture, is a critical tool
for increasing agricultural output. It enables farmers to grow more crops in less time and
more efficiently. To keep up whit the changes from of post-pandemic period Greenco [fhe
producer and seller of agriculture equipment must develop a plan for flexible working time.
Flexibility is becoming a key dimension of a firm's competitive priorities, alongside cost,
@hality, and delivery time. The need for explicit flexibility necessitates the development of
measurements for various types of manufacturing flexibility@hd the analysis of their tactical
and/or economic value for enhancing production efficiency. Many studies have defined
various types of manufacturing flexibility and provided methods for improving flexibility
across the past ten years. The report focuses on outlining the advantages of implementing
flexible working strategies at the business, with particular emphasis on knowing all elements
that the office of human resources must take into account before implementing flexible
working in the employee workforce. There includes a review of the wage system that needs
to be revised, as well as an evaluation of strategies to promote employee engagement and the
enactment of a variety of work situations.

Benefits of implementation of flexible working strategies

Flexible working strategies can provide numerous benefits to both employees and employers.
Here are some of the key benefits:

Employee Productivity Increases: When employees have the flexibility to choose their
work hours and environmef, they are more likely to be productive during their most
productive times. This can lead to increased efficiency and output. By providing employees
with the ability to choose when and where they work, organizations can create an
environment that fosters increased motivation, engagement, and efficiency.

Work-Life Balance: Offering flexible working hours allows employees to better balance
their personal and professional responsibilities. When employees feel they have time for their




personal lives, they experience reduced stress and burnout, leading to improved focus and
productivity during work hours.

Personalized Work Schedules: Different individuals have varying productivity peaks
throughout the day. With flexible working hours, employees can tailor their schedules to
align with their most productive times. This results in better utilization of their energy and
focus on tasks, leading to increased productivity (Torrington, D. 2020)

Employee Well-Being: Flexible working strategies can improve employees' physical and
mental health. Employees can live healthier and less stresstul lives by reducing commuting
time and giving them more control over their schedules.

Attracting and Retaining Talent: Offering flexible working options can make a company
more appealing to job seekers. It also aids in the retention of existing talent because
employees are more likely to stay in a job that allows for a healthy work-life balance.
Another study conducted by the Organisation for Human Resource Management (SHRM)
found that companies that provide flexible work options have higher employee retention rates
and increased productivity (SHRM, 2020).

Employee Motivation Increased: Employees who have control over their work schedule are
more engaged and committed to their assignments. This has the potential to improve
company culture and employee morale.

Business Continuity: In the case of an unanticipated occurrence, such as a natural disaster or
a health crisis (e.g., a pandemic), flexible working arrangements can help to ensure the
survival of the company. Employees can work from home or other convenient locations,
allowing operations to run smoothly.

Communication and training: Communication must be adaptable and accessible when
employees work different hours or even remotely. Employee availability for meetings,
discussions, or collaborations may vary as a result of work-hour flexibility.

Use a variety of communication channels. To facilitate communication regardless of time or
location, use a combination of real-time messaging, email, video conferencing, and
collaboration tools. Establish regular working hours. While employees' schedules may be
flexible, it is advantageous to set certain core hours during which everyone is available for
important discussions or meetings. Encourage the use of asynchEous communication.
Recognise that not everyone will be online at the same time and encourage the use of
asynchronous communication methods, such as email or project management tools, to allow
employees to respond when it is convenient for them.

Additionally, having flexible work arrangements can result in cost savings for companies due
to lower overhead expenses (Sharma, N. et al. 2019).

Reconfiguring pay structure

Making changes or adjustments to the way employees are compensated within an
organisation is referred to as reconfiguring the pay structure. This can include changes to the
pay system's methods for determining salaries, bonuses, incentives, and other forms of
compensation. Greenco must consider factors such as industry standards, legal compliance,
budget constraints, and employee feedback when reorganising pay structures. Furthermore,
open communication about the changes and their rationale is critical to ensuring a smooth
transition and maintaining employee trust. The following are some of the aspects and
potential benefits of reorganising pay structures:




Salary Bands and Levels: Establishing clear ranges of wages and the amount can aid in
standardising pay across various positions and ensuring fair compensation based on
experience, skills, and responsibilities. Salary bands, also known as pay ranges or salary
grades, are a grouping of pay levels based on similar job roles, responsibilities, and
requirements. Each band represents a salary range, with a minimum, midpoint, and maximum
salary. The salary band framework allows for salary setting adaptability.

Determine Specific Objectives: Determine the specific objectives and reasons for
restructuring the pay structure. Improved employee satisfaction, attracting and retaining
talent, aligning pay with performance, ensuring pay equity, and improving overall
organisational performance are all common goals.

Pay Equity: Ensure that your restructured wage system encourages pay equity, which means
that employees in similar roles with similar qualifications and performance are compensated
@airly and equitably.

Performance-Based Pay: Performance-based pay, also known as pay for performance or
merit-based pay, is a type of compensation in which an employee's earnings are directly
related to their individual performance and contributions to the organisation. Employees are
rewarded in this type of pay structure based on their achievements, productivity, and meeting
specific performance targets or objectives. Consider incorporating performance-based pay
elements such as bonuses, incentives, or commission structures. This can motivate employees
to perform at their best and tie their compensation to their contributions.

Monitor and Review: Employees in this type of pay structure are rewarded based on their
achievements, productivity, and achievement of specific performance targets or objectives.
Continuously monitor the effects of the new pay structure and solicit feedback from
employees. Review its impact on employee morale, productivity, and overall organisational
performance on a regular basis.

Legal and compliance: Ensure that the restructured pay structure complies with all
applicable labour laws, regulations, and employment contracts.

Flexibility and adaptability: Payment structure flexibility and adaptability refer to the
design of compensation systems that are responsive to changing business needs, employee
preferences, and market conditions. Organisations can create compensation packages that
align with their strategic goals, attract, and retain top talent, and remain competitive in the
market by incorporating flexibility and adaptability. Keep in mind that the business
environment may change, and your pay structure may need to adapt accordingly over time.
Factors need to consider before implementing flexible working in the employee
workforce:

To ensure a successful and effective transition, the firm and the HR department should
carefully consider several key factors before implementing flexible working arrangements in
the employee workforce. Here are some key considerations:

Organisational Culture and Readiness: Evaluate the current culture of the company as well
as its readiness for flexible work. Ascertain that the organisation places a premium on trust,
autonomy, and results-oriented performance. Determine whether management is open to the
idea and willing to support the necessary changes for flexible work arrangements.

Legal and Regulatory Compliance: Understand and adhere to local labour laws,
regulations, and employment contracts governing flexible working. Work hours, overtime,
and remote work arrangements may be subject to specific requirements or restrictions in
same jurisdictions.




Technology and Infrastructure: Ensure that the organisation has the technology and
infrastructure needed to support remote work, such as secure network access, collaboration
tools, and communication platforms.

Employee Preferences and Needs: Conduct surveys or consult with employees to learn
about their preferences and needs for flexible work. Consider personal factors such as
childcare responsibilities, commuting distances, and health concerns.

Performance Metrics and Evaluation: Set clear performance metrics and expectations for
employees who work under flexible conditions. Define the methods for measuring and
evaluating performance to ensure accountability and productivity.

Job Roles and Suitability: Examine the nature of various job rojgZwithin the organisation to
determine which are appropriate for flexible work arrangements. Some jobs may necessitate a
physical presence in the office, while others can be done remotely.

Strategies to promote Employees engagement

Employee engagement is critical for fostering a positive and productive work environment.
Employees who are engaged are more committed, motivated, and satisfied with their jobs,

which leads to increased efficiency and lower turnover. Here are some ideas for increasing
employee engagement:

Effective Communication: Open and transparent communication channels are essential for
effective communication. Share company updates, goals, and progress with employees on a
regular basis. Encourage employee feedback and suggestions, and actively listen to their
concerns. Effective communication is crucial for promoting employee engagement (Irwin, D.
2001)

Recognition and Rewards: Recognise and appreciate your employees' efforts and
accomplishments. Honour accomplishments and accomplishments and think about
implementing a reward and recognition programme to recognise outstanding performance.
Employee motivation, engagement, and oy§fill job satisfaction are all influenced by
recognition and rewards in the workplace. Employees are more likely to be committed to
their work and perform at@fiir best when they feel appreciated and valued for their
contributioffl Workplace recognition and rewards are critical in motivating employees and
increasing job satisfaction. (Ali, B.J., & Anwar, G. 2021),

Professional Development: Offer opportunities for employees to grow and develop their
skills. Provide training, workshops, seminars, and support career advancement within the

R anization.

Work-Life Balance: Maintain a healthy work-life balance to avoid burnout and stress.
Greenco encour§gk employees to take breaks and take advantage of their vacation days.
When possible, consider offering flexible work arrangements or remote work options.
Achieving work-life balance is crucial because it directly impacts an individual's health, job
satisfaction, productivity, and relationships. When people have time to relax and focus on
personal activities, they can recharge and perform better in their professional roles( Work/Life
Balance.2005)

Flexible Working Hours: Offering flexibility in work arrangements, including the
implementation of core working hours, is one strategy for increasing employee engagement.
This method recognises the importance of work-life balance and recognises that different
employees possess various timetable needs and preferences. In this approach, employees may
have the option to set their own schedules to some extent or choose from predefined core
working hours.




Conclusion

Flexible working can be extremely beneficial to both employees and employers. It allows for
a more adaptable and inclusive work environment, which leads to higher job satisfaction and
overall productivity. Flexible working can foster a better work-life balance, reduce stress, and
boost employee morale by giving employees more control over their work schedules and
locations.

From the perspective of an employer, embracing flexible working can result in a more
diverse and talented workforce by opening up opportunities for individuals who might not
have been able to participate in traditional working arrangements due to a variety of personal
circumstances. This can result in higher retention rates and lower recruitment costs.
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