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Introduction 
Internal and external factors are integral elements of any organisational environment, and both forces have an impact on the business environment. Businesses depend on the manner in which the environment is interacting, with relevant changes any business should be capable of adapting to the new environment and working accordingly because any organisation, resistant to change or passive, could not cope with coming challenges. It is important to monitor changing elements of the environment to survive to any extent. The business environment can be influenced by climate change, political, social or economic change and institutional internal factors also. It is a known fact to all that the impact of covid-19 was hugely disruptive, the pandemic forced many organisations to shut down or declined the intensity of their businesses (National Council of Educational Research and Training, 2022). There are a few approaches as HR to deal with these environmental changes, in that situation it is important to make changes in working strategies that implement flexible working. 
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Post-pandemic it is the new normal for employees and organisations to be engaged in flexible work strategies. Across the globe, businesses issued orders to work from home, and only a few businesses kept their body location open. Businesses reopened after the orders of maintaining social distancing were lifted but the arrangements for remote working allowed the employees to work at their convenience. It is observed that a distinctive working hour from 9 to 5 is adopted by the workforce without any grievance to productivity, so flexible working governance became commonplace (Omar et al., 2020). Though the instances of the pandemic are minute and everything is running back to its regular routine, adapted habits can't be easily retained. It is advised to preserve flexible working arrangements, it can improve endeavouring retention and recruitment services, increase ethical habits, and prove the organisation is socially responsible (Idowu, 2020). It is a cost-saving endeavour and can help to improve the productivity, and attendance of working employees, help the management to be active even outside the worksite and increase workers' engagement. A few benefits of a flexible working strategy are listed here,
· Increase in employee productivity: Pliable working arrangements for example remote working, is witnessed to be more productive because while practising this strategy, employees can work with their suitable location and schedule, this lowers the pressure and motivates them to engage in their work and hence, increase the productivity rate (Mustajab et al., 2020). 
· Enhance work-life balance and save managing cost: Flexible working helps to balance personal and work life and leads to reduce work stress for the employee and enhance work satisfaction (Bjärntoft, 20200. Remote working reduces the management cost related to the office area and other expenses (Warmate, 2021). 
· Alluring talent: Implementing this strategy helps any organisation to enchant and captivate top talent. People are seeking flexible work to use their talent and maintain a balance between work life and personal life. With this strategy, organisations can recruit such talented workers who might not like to work in conventional work settings or are not able to work in an office because of their disabilities (Gilch, 20210. Employers that offer such services are seen to be more attractive.
· Marketing continuity: external factors have the potential to cease the running business, as seen during the pandemic. One of the most acclaimed benefits of flexible work management is that the disruption of external factors can not stop the continuity of the affairs and ensure the growth of the business (Jamal, 2021). 
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· There may be plenty of inconveniences if the firm decides to implement flexible working in the organisation all of a sudden. So, if the firm is thinking about doing so, it must keep in mind a few things and consider those areas and aspects while implementing flexible working for the employees. Those are as mentioned below. 
· Consideration of the cost and budget: If the employees of a company start doing flexible working, then first the company should look at the cost of the company that it used to hold before when no flexible working was introduced. When the employees start to work from home, the company should consider the amount that it will absorb from them. The firm should have a look at what kinds of official equipment the company is providing to the employees while they are working from home like- desks, laptops, stationeries and more. The company should draw an outline between the two to get a proper understanding of the differences. 
· Risks to security and privacy: If all the employees start working from their homes, they will not be under proper security maintenance and guideline. There will be chances where they may use multiple electrical devices and gadgets, with plenty of unauthorised data sources. This may put the company at great risk of losing important and confidential data in front of others. To prevent this, the company should make all the employees have accounts on cyber security sites and make them understand all the reliable and unreliable sources. After that, the company should also make the employees understand their privacy and security norms. 
· Less effective communication: The company should establish a system where the employees can connect to their seniors and higher authorities whenever they require to. So, their doubts can get cleared easily and the chances of mistakes will be less. This way the leaders will also be able to keep track of the progress of work. All the employees of a department should be having the required information regarding the progress of work, for transparency and convenience. 
· Workplace culture and employee performances: There are most of the employees in the company who are accustomed to working manually from the office only, they may feel a little uncomfortable at first or may take a long time to get accustomed to their work-from-home setup. At the same time, once the employees start working from home, the work-life culture that has been made by them so far will get imbalanced, since nobody will be present in the office, for that the company needs to reinforce the company culture by keeping updated between all the employees through establishing telecommunity.  
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· All the employees of the company were habituated with the company culture and the work-life culture that they had established in the organisation so far. Now, due to Covid19 and the lockdown situation, for safety reasons, if they have to work from home, they may lose their engagement with themselves. So, what the company should do to increase the engagement between the employees is as follows. 
· Creating a healthy tele-community between the employees: When the employees will be working from home, they should not be feeling detached from their work culture. For that, the higher authorities of the company should keep up with the work progress of every employee. They may also make small gestures like asking for the opinions of the employees about different matters. The company can reward the employees for doing good on projects as it boosts their enthusiasm for work (Hussain et al., 2019). The company can also do informal video conferencing weekly or twice a month at the employees' convenient times to make them feel like they are still working from the office. 
· Defining and setting up goals for the employees: All the employees in the company must be made to understand well the goals and aims of the project that they are working on right now. This process should also include the required motivation for the employees to be willing to work on that particular project. Having well-defined duties and responsibilities for each one of the employees will make them give their best to the work. Thus, an open communication system between employees and their leaders is very important. 
· Teamwork: Teamwork has always been a key to the success of a project, whether it is done in person or virtually (Sanyal and Hisam, 2018). If the company puts multiple employees on a project, then even if one of the employees is not willing to give his/ her best to the work, he/ she will do it by coming under peer pressure. External influence does a lot as a medium of motivation to the other employees. 
· Give feedback and ask for feedback: The company should provide weekly or monthly feedback to the employees on their work, that way they can understand their progress of work and they will try their best to do better. Feedback helps in boosting enthusiasm and increase work performance (Lee and Kim, 2021). At the same time, the company should also ask for timely feedback from its employees, so that the organisation will be able to understand where the employee is having issues and how the company can help the employee with that. This will help in increasing engagement.
· Switching up roles: Switching up roles and responsibilities between the employees will help in boosting their enthusiasm for work. At the same time, the employees will also not feel bored by working at the same position. 
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Total rewards and advantages that employees collect for their work are collectively known as employee value propositions (Ahmed, 2022). In this upsurge where employees are demanding flexible work management, as an HR it is suggested to be equitable and fair to the employees by evaluating the pay structure and employee value proposition. Some examples are listed here that are industry-based and Academic theories.
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· Equity theory: equity theory refers to the employees' comparison of their input to output. This means they compare their experience, skills and efforts with the benefits they get, payment for their work and recognition for their efforts (Zhou, 2020). If an employee feels that the input is not equal to the output, they might feel demotivated, to address this situation firms can supervise a pay equity inspection so that the rewards or overall output does not seem unfair to the employee and the organisation could distribute rewards equitably within the management. 
· Maslow's hierarchy of needs: This theory suggests that employees possess a set of fundamental requirements such as security and safety; these fundamental needs must be satisfied before getting motivated by higher levels of needs such as actualization (Hopper, 2020). Firms should follow this theory to maximise the EVPs and confirm a justified salary package and benefits and avail the opportunities for professional grooming. For example, psychological health assets, a flexible work environment and simulated communal programs can ensure the employees that they are safe, supported and appreciated.
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· Amazon: during the pandemic, amazon strategized to pay more to the delivery associates and hourly workers and increased bonuses to motivate frontline workers (V, 2021). This strategy can be acquired and adapted by the organisation to evaluate EVPs.
· Microsoft: Hybrid Workplace model was introduced by Microsoft to lower the work pressure and allow employees to work with ease, employees can exert 50% of their work while sitting at home. The company also provided the required support, vital resources and additional benefits that helped workers to cope with their well-being, and ensure their mental health (Microsoft, 2021). This model still can be used even after the pandemic by other organisations for widening the business while meeting social needs and satisfaction. 
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This was a study on how the firm has to opt for flexible working strategies due to the lockdown caused by Covid19. There are certain inconveniences that the firm may face if it has to implement the system of working from home for the employees. The employees may lose engagement due to the fact that they are accustomed to working from the office, so the company must take the necessary steps to increase engagement between them. The firm should also take care of the circumstances that it may face in the budget, privacy and more; but, there are certain strategies that the firm may follow to avoid them.
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