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This report will be divided in three main parts: Introduction, Main Body, and Conclusion. The Introduction will contain a short overview of report and a few main definitions. The Main Body will be divided in 5 parts: 
· Positive and negative outcome of implementing flexible working in Fit-Life company.
· Examples of other companies that implemented flexible working.
· [bookmark: _Hlk151724687]Important factors to be considered before implementing flexible working.
· Pay structure modifications that will be needed to implement.
· Strategies to engage employees in the process.
The conclusion will include my opinion regarding the main subject and a summary of the whole report. 
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Flexible work – according to CIPD (2023) this type of work offer flexibility over where, when and the hours which people work. There are different types of flexible work arrangements including: flexible hours of work, part time jobs, direct and indirect flexible jobs, remote work, compressed hours jobs, job-shares positions. All these types of works offer a legal perspective of how flexible work can be implemented and usual/common barriers can be overcome. Flexible work offers the opportunity to employers to provide more comfort and time efficiency to their employees.

Employee engagement – according to SHRM (2023) this is the mental and emotional connection of employees to their workplace. This is related to the fillings that they have at work, their willingness to return to their workplace and engage efficiently. How committed they are to their workplace and enthusiastic about making their approach for company success. The employer is the one who need to make sure that the work environment is positive, mental health and make people to fill good.
One of modalities to increase employee engagement can be flexible work, which will offer the opportunity to people to make their own personalised schedule and be more committed ang engaged to their workplace.
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Flexible working arrangements have become increasingly popular in modern workplaces, offering numerous benefits for both employees and employers. In the context of a company that provides customer services and assists clients in creating healthy menus and training programs, implementing flexible working can have both positive and negative outcomes.
One of the key advantages of flexible working is increased employee satisfaction and work-life balance. By allowing employees to have more control over their schedules, they can better manage personal commitments, such as family responsibilities or pursuing personal interests. This can lead to higher job satisfaction, reduced stress levels, and improved overall well-being (Smith, 2018). Moreover, employees who feel supported in achieving work-life balance are more likely to be engaged and motivated, resulting in higher productivity and better customer service.
Another positive outcome is the potential for a broader talent pool. Flexible working arrangements attract a diverse range of candidates who may have specific needs or preferences, such as parents with young children or individuals with disabilities. By accommodating these individuals, the company can tap into a wider talent pool, enhancing its ability to provide personalized and inclusive services to clients (Jones, 2019).

However, there are also potential challenges and negative outcomes associated with flexible working in this context. One concern is the potential impact on team collaboration and communication. In customer service roles, effective teamwork and seamless communication are crucial for providing prompt and accurate assistance to clients. With flexible working, there may be limitations in real-time collaboration, leading to potential delays or miscommunication (Brown, 2020).
Additionally, maintaining consistent service quality can be a challenge when employees have varying schedules. Clients may expect consistent availability and personalized support, which can be difficult to achieve with flexible working arrangements. Ensuring adequate coverage and maintaining high service standards may require careful planning and coordination (Johnson, 2017).

In conclusion, implementing flexible working in a company that provides customer services and assists clients with healthy menus and training programs can have both positive and negative outcomes. It offers benefits such as increased employee satisfaction and a broader talent pool, but challenges include potential impacts on team collaboration and maintaining consistent service quality.
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An  example of  businesse that successfully implemented flexible working are Bannatyne Health Club. They  introduced flexible schedules, allowing employees to choose their working hours within certain limits. This led to increased job satisfaction and work-life balance, positively impacting employee morale.

On the other hand, Bannatyne experimented with remote work options creating online platform where their customers can find videos with training lectures provided by Bannatyne. providing employees the flexibility to work from home on specific days. This approach enhanced employee retention by accommodating personal needs, but it also required effective communication tools to maintain team cohesion.

The advantages of flexible working for both businesses included improved employee well-being, higher job satisfaction, and increased productivity. However, challenges such as maintaining team collaboration and ensuring consistent service quality during flexible hours were noted.
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Before embracing flexible work arrangements, Fit-Life businesses should assess potential risks. One crucial consideration is the impact on team cohesion and communication. In a physically demanding environment like a gym training/health/dietplan, maintaining coordination among staff is vital. Introducing flexible working may require investments in communication tools and strategies to ensure seamless collaboration.

Another risk to evaluate is the potential effect on customer service. If not managed effectively, flexible schedules could lead to inconsistent service quality. It's essential to implement robust training programs and performance monitoring to address this concern.

Furthermore, cybersecurity risks must be considered when allowing remote work. Accessing sensitive data offsite may expose the business to cyber threats. Implementing secure networks and training employees on cybersecurity best practices are imperative.
One more facto to be considered is the investments that company will need to make to provide this type of work. They might need a special platform where all data base regarding every customer will be stocked. In this way the professionals will be able to track customers development and plan the next trainings.
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Implementing remote work in a Fit-Life business necessitates a thoughtful adjustment of payment structures. Transitioning to an application-based system where each employee has a personal account can streamline the process. This system can accurately track working hours, ensuring fair compensation for remote tasks.

However, challenges may arise, such as the need for transparent policies regarding overtime and accountability. Establishing clear guidelines within the application to track and validate hours worked is crucial to prevent payment disputes. Additionally, the Fit-Life must invest in a secure and reliable platform to safeguard financial transactions.

Moreover, considerations for performance-based incentives should be integrated into the payment structure. This ensures that employees remain motivated and accountable even in a remote setting. Performance metrics tied to individual goals can be tracked through the application, fostering a results-oriented work culture. The total reward expectancy is verry important for maintaining a good performance. ( Atkinson, 1994)
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To engage employees effectively during the transition to flexible work, the gym can leverage Herzberg's Two-Factor Theory. By addressing hygiene factors such as clear communication and fair compensation through the new application-based system, the business can create a foundation for employee satisfaction. Simultaneously, implementing motivators like recognition for achievements and providing opportunities for skill development fosters a positive work environment. (Wikipedia, 2023)

In addition, Prochaska and DiClemente's Stages of Change Model can guide the implementation process. Recognizing that employees may be at different stages regarding their acceptance of flexible work, the gym can tailor communication and support strategies accordingly. This model emphasizes the importance of understanding and addressing individual concerns during organizational change.(YU, 2023)

Moreover, involving employees in the decision-making process through surveys or focus groups enhances their sense of ownership. This participative approach aligns with the Social Exchange Theory, emphasizing reciprocity in relationships. Employees who feel their opinions are valued are more likely to embrace and actively contribute to the changes. (YU, 2023)

[bookmark: _Toc151730452]Conclusion
For a gym considering the integration of flexible working, several key tips can ensure a smooth transition and successful implementation. Firstly, establishing clear communication channels is paramount. Regularly update employees on changes, encourage open dialogue, and utilize collaboration tools to maintain a sense of connection among team members.

Secondly, tailor flexibility options to suit the unique demands of the gym industry. Consider staggered shifts or compressed workweeks to accommodate varying peak hours. This ensures that operational needs are met while providing employees with flexibility.

Thirdly, invest in technology that supports remote work seamlessly. Implement a robust scheduling and tracking system, like the application-based one mentioned earlier, to accurately monitor working hours, ensuring fair compensation.

Additionally, foster a culture of trust by focusing on outcomes rather than micromanaging. Clearly define expectations and empower employees to take ownership of their responsibilities. Recognize and reward achievements, reinforcing a positive work environment that aligns with motivational theories.

Lastly, periodically review and adapt flexible working policies. Solicit feedback from employees through surveys or feedback sessions to identify areas of improvement. This continuous feedback loop ensures that the implemented flexible working arrangements remain responsive to both employee needs and business objectives.

By incorporating these tips, a gym can navigate the complexities of flexible working in a way that benefits both the organization and its employees.
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