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1. [bookmark: _Toc130408862]Introduction

Covid-19 has a profound effect on humankind, altering working choices and lifestyle in general. These developments necessitated businesses' adaptation in order to fulfil employee needs. The COVID-19 lockdown has been particularly challenging for the UK's 13 million working parents. When schools and childcare centres have closed, one in seven professionals in the United Kingdom has had to modify their work schedules to accommodate daycare and, sometimes, home-schooling. For the individuals who have been capable of working throughout the economic downturn, there has been a significant shift in the way they operate. Half to two-thirds of employees have at some stage worked from home during the lockdown. The COVID-19 epidemic has shown that jobs are far more adaptable than previously believed. After the lockdown was released, the majority of workers, particularly parents, did not want their firm to restart regular operations and favoured the extension of flexible work arrangements. Working Families (2023). Flexible working is a method of employment that accommodates the demands of the employee, such as having flexible start and end times, working part-time or compressed hours, or working remotely (Gov. uk, 2023). 
[bookmark: _Hlk130475425]Therefore, this report will cover an actual topic nowadays. Firstly, the report will discuss the advantages of implementing flexible working strategies in the organisation, the factors that have to be taken into account when implementing it, as well as the strategies that promote employee engagement while implementing flexible working will be analysed, and strategies for evaluating employee value proposition to implement a pay structure. 
1. [bookmark: _Toc130408863]The benefit of implementing flexible working strategies into the organisation.
[bookmark: _Hlk130478676]Flexible work options benefit businesses. Technology that allows remote work and hot desking saves workplace space. Flexible working also connects company resources with demand, enabling 24/7 customer service. Indirect corporate benefits come from staff happiness and well-being. Flexible workers are more satisfied, dedicated, and eager to work harder than non-flexible workers, as well as, according to the health and well-being at work study, flexible working may cut absence rates and help employees manage disability, long-term health issues, mental health, and stress. As employee expectations change about their employment, careers, and work-life balance, and as demographic trends alter workers' requirements to combine their job with additional duties like parenting or caring for family, flexible working choices may appeal to current and new recruits (CIPD,2022).
Pandemics forced firms to allow staff to work from home. In April 2020, 46.6% of employed people worked from home, and 86.0% did so because of the COVID-19 pandemic, according to the National Office for Statistics. In past years, experts focus on analysing the business's flexibility strategy, flexibility practises, and the effect of flexible employment patterns on the company's performance (Office for National Statistics,2020).
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Figure1. Atkinson’s Flexible Firm Model
(Atkinson, 1984)

Zhao (2020) discusses Atkinson's Flexible Firm Model in the modern environment and shows that Starbucks' human resource allocation technique is based on this traditional framework, which yielded a favourable result. The open talent economy manages talent transparently and quickly. In the open talent economy, "employee" includes subcontractors, freelancers, and outsourced labour, generating a diverse workforce (Liakopoulos et al.,2013). According to Barry et al. (2016), temporary, contract, and part-time employees comprise one-third of the worldwide workforce and are expanding. Atkinson's Flexible Firm Model classifies employees as core, first peripheral, and second peripheral (Taylor, 2019). The organization's core group consists of its full-time employees. They have high levels of abilities, knowledge, and experience that are often difficult to replace. They are the organization's human resource basis. The first peripheral group consists of the organization's internal personnel, who are often less trained and experienced. The second peripheral category consists of huge numbers of temporary employees, outsourcing, and subcontractors (Taylor, 2019). Through thorough training, the organisation may develop numerous talents in its core group personnel, allowing them to engage in various jobs.  People may be deployed wherever they are required most in organisations that employ functional flexibility. The work is more effective and cost-effective. Starbucks' HR approach prioritises training, their employees must complete 80 hours of training on coffee making, business culture, and interdepartmental communication. Starbucks' human resources department also offers stock ownership, pension plans, and education help to retain key workers. They outsourced their worldwide HR business processes to Convergys in 2007. Starbucks said this enhanced their HR data and payroll management, also they closed its Seattle contact centre in 2010 and outsourced it to SITEL (Zhao, W., 2020).
[bookmark: _Hlk130380892]Starbucks also promotes flexible work with its "Career Coffee Break" perk, which gives workers who have worked for the firm for more than 10 years a 12-month holiday. It hires students and housewives part-time and provides flexible employment arrangements. Starbucks is among the world's 20 most flexible firms and has been named the world's best employer and most attractive business by Aon, Universum, and LinkedIn, uses Atkinson's Flexible Firm Model in its human resource management. Flexible workforce arrangements and suitable outsourcing may reduce expenses, enhance efficiency, and allow the firm to remain adaptable (Zhao, W., 2020).

2. [bookmark: _Hlk130479185][bookmark: _Toc130408864]Factors firms need to consider in implementing flexible working to the employee workforce.
Employers must keep legal responsibilities in mind when implementing flexible working arrangements. Changes to employment legislation in the United Kingdom, for instance, provide workers with 26 weeks or more of continuous service and the right to ask for flexible working and require employers to process such requests in a timely manner (ACAS, 2014). Successful flexible working deployments have eased concerns regarding productivity and workforce management losses.
[bookmark: _Hlk129948090]Nonetheless, it's crucial to anticipate issues and consider these before implementing flexible working. Chartered Management Institute elaborated an action checklist that helps to ease the process of flexible working implementation. 
· Ensure top management support.
Flexible working requires senior management and HR support. Explain the reasoning and business case for adding flexibility to these categories.
· Create a workforce profile and actual hours.
Creating a profile of current working habits and hours can help you plan.
· Consider culture.
Organizational culture might impede flexible working hours.  Trust, respect, and accountability will encourage flexible working. 
· Determine flexibility.
Evaluate the company's best possibilities. Choose whether to provide many possibilities or a fixed set. Flexitime should apply to everyone, but companies may set core, non-flexible hours to ensure personnel are present for meetings and key activities.
· Create a working committee to coordinate implementation.
If the flexible working hours plan is appropriate, consider appointing a group of workers of various levels and kinds from throughout the organisation to assist lead the project and resolve issues. Include union and employee representatives if the workplace has trade unions.
· Plan the specifics.
How will requests for flexible work be handled? How will the tasks assigned be covered and customer expectations met? How much control do line managers have to approve or deny business requests? Will the programme comply all laws?   Refusals must also be justified. Meeting time adjustments? Would business advantages outweigh increased costs? How will you assure training, development, promotion, and benefits parity?
· Inform employees of policies.
Before launch, promote flexible working hours. Provide alternatives and examples to demonstrate how the scheme will operate. 
· Find a coordinator.
A member of the HR staff should coordinate the project and handle issues. This individual should also advise on executing the strategy and monitor its progress.
· Ensure managers a trained to understand the scheme.
Make sure managers and team leaders understand the plan and procedures and have the expertise to handle flexible working.
This will help them meet deadlines and goals while building strong teamwork.
· Assess the plan.
Determine ways to monitor and analyse flexible working hours to determine company advantages and opportunities for improvement (The Chartered Management Institute, 2014).

3. [bookmark: _Toc130408865]Evaluation of the strategies promoting employee engagement whilst implementing flexible working.
Employee engagement is the cognitive, behavioural, and emotional energy that is reflected in an employee's job performance (Christian, Garza, Slaughter, 2011).
Since organisations recognise the good effect and competitive advantage that engaged workers to bring to a company's success, employee engagement has attracted the attention of practitioners worldwide. Employee engagement improves a variety of organisational performance objectives, including economic factors, productivity, customer happiness, a reduction in employee absenteeism, and an improvement in overall product or service quality (Bakker & Demerouti, 2007). 
Weideman and Hofmeyr, (2020) created a framework that summarises and conceptualises the study results conducted by FWA implementation and management based on three criteria. He recommends defining and conveying the policy first. This study indicated that poorly specified rules in FWA organisations impacted fairness perceptions.
When the policy was unavailable without explanation, workers were disengaged.  By clearly clarifying the policy, workers saw that the company cared about and supported them, which increased employee engagement. To avoid confusion about start and end timings and team meeting breakdowns, core working hours should be specified.
Management buy-in is the second FWA success condition. Management's lack of policy buy-in was a major barrier to staff engagement. Companies must truly embrace the policy and have their executives exemplify it. Training managers on the policy and how to manage it may reduce biases.
FWAs must be accepted, and prejudices eliminated for workers to apply the policy without guilt, anger, or hesitation as they hinder employee engagement. Creating an enabling environment is the third FWA management requirement. According to studies, FWAs require an enabling culture to engage employees and it should be realistic. These include providing remote workers with technology, communication platforms, and FWA-supporting practices. Agile workspaces, health promotion, and a supportive workplace are the best practices.
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Figure 2. 
Weideman, Hofmeyr (2020)

[bookmark: _Hlk130479780]Additionally, it is useful to mention that it is imperative to continue conducting employee appraisals and organise team buildings even if they work remotely or part-time, as this helps both parties to understand if the employee needs further training and promotes employee engagement.   


4. [bookmark: _Toc130408866]Description of how the firms can evaluate employee value proposition to implement a pay structure.
[bookmark: _Hlk130480053]An Employee Value Proposition is the guarantee the employer offers in exchange for workers' dedication. This promise includes the whole number of perks and awards that workers get from their employer. EVP is the essence of the Employer Brand and should describe the nature of business and what makes it special. Compensation is one of the key elements in the Employee Value Proposition. This characteristic, also known as pay and benefits, consists of workers' satisfaction with their salaries, as well as other incentives like bonuses and factors like assessment systems. Fair remuneration based on performance is one of the seven top HR practices. Curiously, the importance of compensation may not be the same for everyone. There are generational disparities in the workforce, with younger generations, for example, placing a higher value on growth than older generations (Verlinden, n.d.).
Besides the importance of a competitive wage, whole-package compensation is more significant than the salary. There is currently a greater emphasis than ever on healthcare and well-being programmes, in addition to holiday pay, pensions, discounts for employees and flexible working arrangements. Talent Insight Group (2023) recommends benchmarking which is a remarkable and insightful option that may offer real data and insights about the business and sector. Salary benchmarking employs primary and secondary data to correctly assess the industry's salaries.
Job listings, third-party labour market data systems, and conversations with rival post holders could provide this data. Rewards and benefits benchmarking looks at the complete package, whereas salary benchmarking focuses on basic pay, which might better indicate where the organisation stands in the sector. It includes a bonus structure, pension, holiday, parental leave, and private insurance. In other cases, the basic wage may be more than the rivals, but the total package may lack these benefits.
The process of benchmarking helps the organisation to make significant salary and incentive choices, thus creating an effective value proposition. If the benchmarking finds that the company's salary and benefits are not competitive, this might lead to recruiting and retention challenges, particularly in specialised areas where talent is scarce.





















5. [bookmark: _Toc130408867]Conclusion

This report highlighted the advantages of implementing flexible working strategies in the organisation, which could be direct and indirect for the businesses. Flexible working arrangements improve productivity as they reduce commuting time, stress, and absence rate, and increase job satisfaction. And with COVID-19  it was especially important for businesses to adapt to the changes that the lockdown brought, and meet the demands of their employees. However, the COVID-19 pandemic has shown that jobs are much more flexible than people could think, and it was a further catalyst for companies to keep implementing flexible working arrangements. This is the reason, in past years, experts focus on analysing the business's flexibility strategy, flexibility practises, and the effect of flexible employment patterns on the company's performance. However, firms need to consider a number of factors in implementing flexible working arrangements, such as top management support, workers’ opinion, and culture and then evaluate the plan. Additionally, the employees have to be engaged, this is why it is imperative to continue conducting employee appraisals and organise team buildings even if they work remotely or part-time.  
Compensation is one of the key elements in the Employee Value Proposition. It includes pay and benefits and implies workers' satisfaction with their salaries, as well as other incentives like bonuses and factors like assessment systems. Therefore it is crucial to evaluate the compensation structure as it is a key element of a value proposition and it is the main point of attraction for talent.
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