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 Introduction
The COVID-19 outbreak emphasised the value of flexible work choices, particularly remote jobs. With numerous governments implementing residence orders and only permitting important industries to continue to operate, unprepared businesses were compelled to implement impromptu flexible work solutions. The epidemic has altered the way individuals work, and an increasing number choose to do so (WFH). This method, which differs from conventional work patterns in that it has limitations, has had a big influence on both organizations and individuals. It also presents a variety of problems for human resource specialists. HR professionals must embrace crisis-related management innovations as essential participants in effective human resources management to increase workers' job flexibility and successfully manage the effects of remote working (Purwanto and et.al., 2020). This research aims to discuss the importance of flexible work schedules, factors to take into account when adding flexible work hours to the present workforce, and strategies to increase employee engagement. 
Main Body 
The benefit of implementing flexible working strategies into the organisation

With technology advancements allowing people to access important info anywhere via, it is no longer necessary for people to commute to work to be productive. Workers can demand a less stringent genuine partnership in order to increase overall balance between work and life and value to their company through flexible hours.
· Less expensive- Saving money is one of the main advantages of flexible scheduling, particularly for huge organisations. If an employee works from home or has less work schedule, the instant costs of keeping them seated at a desk, such as internet bills and other office expenses, are greatly decreased (Bick., Blandin and Mertens., 2020). Yet, adopting shared or co-working spaces rather than several separate conference rooms may allow a company to save money on property investment. 
· Increased productivity- Eliminating expensive or time-consuming commuting and allowing workers the opportunity to work from anywhere they feel comfortable will increase productivity. Working from home is the most productive workplace for staff, according to a recent survey. The global survey found that people who work from home often have more control over their work environment, which results in less distraction and more success.

· Better culture at work- One of the primary reasons employers and employees desire flexible work schedules is the fact that they boost engagement and morale at the workplace. If it enable company employees to have a healthy work-life balance, they will be better and much more pleased in their personal relationships and also hold their jobs in much higher regard. More successful employees result from greater levels of staff engagement, commitment, and morale (Irawanto., Novianti and Roz., 2021). If a worker is happy in their job, they are less likely to look for another one.

· Diverse groups- Employees from various backgrounds may participate and effectively cooperate because to flexible working conditions. It has been demonstrated that diverse teams are more inventive and effective. Working parents, people with physical limitations, or those who have no choice but to function in an office environment can offer their knowledge, insights, and ideas from the comfort of their own homes. Offering flexible schedule will encourage a wider range of candidates to apply, which will lead to a far more creative and prosperous organisation.

· Increased recruitment- Offering flexible scheduling to workers gives company company more hiring options and access to a wider talent pool. If users promote the organisation as being flexible with working schedules and encouraging work-life balance, it is likely to attract all types of employees since individuals who are employed and teaching part-time may be more motivated to apply.

· Greater retention- The happier and more involved employees are at work, the less likely they are to search for job elsewhere. According to research, even sometimes employing flexible working arrangements may significantly improve an employee's job satisfaction and enhance the possibility that they would stay with their current employer for a longer amount of time (Dubey and Tripathi., 2020). Studies show that millennials place a higher value on job flexibility than pay, and they are more likely to stay with a company if they have this option. Companies help minimise or reduce personnel turnover and the related higher costs of recurrent hiring by offering a flexible work environment.

Describe what the firm should consider in implementing flexible working to the employee workforce

The company's size and industry will both have an impact on the flexible arrangements   design for its workers. The secret is to come up with a few ideas that meet the needs of the company and the personnel. There are several methods that   might implement job flexibility in  the organisation. Even while not all organisations might offer every option, employees and employers can work together to find a solution that suits their needs. As   build employment independence at work, take into account the following:
· Telecommuting- Telecommuting is one of the most popular ways to incorporate flexibility. Thanks to technology, remote work is now more productive. The information  the employees need to do their jobs is kept in online databases and by service providers that oversee projects (Galanti and et.al., 2021). Thanks to the development of mobile devices and clever software, most employees may join in meetings through video conference. Most businesses provide activities that employees may accomplish on a desktop or laptop without regard to their actual location, whether it's part-time or full-time remote working. As it allows them the flexibility to work from any location, employees find this enticing. While some companies are completely remote and lack any offices, others permit employees to work from home upon request.

· Weekends on Fridays- Summer Fridays refers to the practise of giving employees an additional day off on a Friday during the summer. This encourages their employees to enjoy the pleasant weather without taking time off, assisting them in maintaining a healthy work-life balance. It can also uplift people's moods in the summer.   could want to adjust this to be on Fridays in the winter or something similar if  the business has a busy time of year in the summer.

· Reduced workweeks- By playing with the amount of days or hrs they engage in each week,   can shorten the duration of the employees' workweeks. If given the option,  the employees could decide to work 10-hour days in lieu of three-day weekends every week. By reducing the number of hours that employees are forced to work each day, employers should provide their staff more leeway to extend their holidays and take frequent breaks during the workday (Savić., 2020). Any shorter workweek has the benefit of allowing workers more flexibility about when they work and so when they require awhile off, promoting work-life harmony. It may also aid in preventing burnout by providing more uninterrupted break for resting and rekindling the employees' motivation.
· Flexible work schedules- If the normal 9 a.m. to 5 p.m. workday is eliminated, more people could be qualified for employment. The start and end times of the workday should be changed to encourage people to take responsibility for their own job. This might motivate them to put up their best effort when it is most convenient for them. There are two methods to go about implementing flexible working hours. Offering staff a variety of start times is the first step (Espitia, and et.al., 2022). It is the simplest to implement since it has three tracks, one for each individual, and maintains track of their hours. For example, employees can choose to work from 8 a.m. to 4 p.m., 9 a.m. to 5 p.m., or 10 a.m. to 6 p.m.

Evaluates strategies to promote employee engagement whiles implementing flexible working

Because the lines between work and home are blurred, employees who work from home must contend with the difficulty of overworking. Although it is simple to fall behind when working alone, working remotely may also keep employees in the dark.
· Communication Channels That Are Open- The importance of communication in the professional world has increased significantly. The coronavirus outbreak has caused several enterprises to go out of business and has also led to rising unemployment or furloughs for many employees.   remote employees see and hear these occurrences, which makes them nervous and concerned about their future employment. No employee can give their best to the task in such a situation (Arunprasad and et.al., 2022). Thus, in our modern day, communication is crucial to fostering employee engagement. Regularly provide news and information on the direction of the company, objectives, and  the plans for mitigating the pandemic's effects. This increases the confidence and dedication of the staff.
· Upskill and Educate- New tools and resources are needed to meet the demands of the new prototype.   must innovate and support personnel in navigating the current world if   want to maximise production. Provide the staff the resources and opportunities for skill-upgrading through webinars, online classes, and other channels to help them progress with their responsibilities and goals. Provide employees who are only now starting to work remotely the equipment and software they need to make the shift smoothly. Ensure that workers have access to ergonomic workstations and awareness about them in order to ensure that they are operating at their highest level of productivity. Also, provide personnel with the training they need to use these technologies to complete their job duties.

· Be flexible- The need for work modification arises from the fact that the times have changed. One method to maintain employee involvement in the middle of the health emergency is to be flexible with work. Allow workers to take a couple of weeks off so they may spend time with their households and care for sick family members. Another problem for remote employees is the blurring of the barriers between work and home (Galanti and et.al., 2021). Give them a clear sense of the numbers they must put in so they can strike a healthy equilibrium between work and play.

Describe how the firm can evaluate employee value proposition in order to implement a pay structure
The term "employee value proposition" refers to the full ecosystem of respect, support, and ideals that a business offers its staff so they may operate as effectively as possible. The key distinction is that EVP shouldn't be viewed as a two-way conversation but rather as a comprehensive set of organisational solutions that increase employee engagement and bring out the best in people. To draw in top personnel, a firm requires a strong employer brand.  the business will be far better able to hire and retain employees if   create a customised EVP, providing   an advantage over other employers. Due to the COVID-19 outbreak, several companies are now enabling employees to work from home or are switching to a hybrid model. Also being proposed is a long term employment paradigm for firms, at least for some roles. Thanks to the idea of working from home, many individuals have come to understand the advantages of avoiding peak traffic hours, having breakfast, and removing the stress of commuting (Anderson and Kelliher., 2020). Many professionals now find it easy to get up a bit later, eat a meal at the restaurant while working on their laptops, and spend more time with their family because they don't need to commute anymore.
Conclusion
COVID-19 has affected a number of people. Several companies had to alter their standard operating procedures in order to prevent the pandemic from growing worse. The development of WFH offered some solace, but as the pandemic's consequences spread, it also had effects on businesses, workers, and HR specialists that would last for a very long time after the outbreak was gone. In this study, we argue that during the COVID-19 crisis, when individuals worked from home, company managers, especially HR professionals, were needed to deal with difficulties including job skill development, worker stress spurred by the financial meltdown, unemployment tension, and organizational cultural affirmation. 
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