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Over the past decade, the Covid-19 pandemic has completely changed how organisations do business. After the initial disruption, many wondered if a conventional office setting was the effective alternative or if firms must develop a new workplace where employees could choose between in-person work and remote work.
The term "hybrid" is not entirely new. It has been used in various organisational settings over the years. In recent years, the term "hybrid" has transformed into a new example of how technology can change individuals' lives. Microsoft is one of the estimated 81% of the global workforce that has witnessed work adjustment due to COVID-19 (Savic, 2020). The sense that COVID-19 is revolutionising how they work and live is growing, with predictions that remote working could become the 'new normal'.
It has been noticed that Microsoft needs to plan for change, engage employees and create an environment of trust to reduce resistance. The rapid spread of the pandemic has made it difficult for managers and workers because some of the factors that fight resistance are already present. After the acute crisis has passed, variables that cause resistance may re-emerge based on past behaviours and norms. (Williamson et al., 2020). This report discusses whether and how flexible working operations affect overall employee engagement and what company managers can do to increase employee engagement levels.

[bookmark: _Toc129972045]Benefits of Flexible Working Strategies
The Covid-19 pandemic has increased the anxiety of Microsoft's staff. Additionally, it increased workers' interest in managing their homes while working during the pandemic. Therefore, it changes the current way of working in the organisation. Therefore, employers may consider offering employees different options for flexible shift work so that employees can work with peace of mind. This can also positively affect the way of working, so it is easier than ever to manage the time and stress of employees (Kolluru, Krishnan & Kolluru, 2021). Employees are also becoming interested in flexible shift work to ensure a well-managed work-life balance and to increase productivity. In particular, this greatly impacts employees' competency for managing stress effectively while ensuring continuous productivity. An employer's intention to offer flexible work options to employees can create a positive brand image in the marketplace. This can further eradicate employee fatigue by supporting employees to complete individual tasks outside of organisational activities. 
Flexible career options are closely related to improved employee benefits, increased ability to attract and retain employees, increased organisational productivity, and more (Werner & Balkin, 2021). As cited by Impa (2021), flexible work arrangements can offer workers with sufficient independence to select their working hours. This can have a significant positive effect on them performing each activity in the recommended manner. Most organisations in the IT sector are considering flexible working options for their employees, which can significantly positively affect the employee's ability to work competitively for the organisation. In a nutshell, it allows employees to choose a check-in and check-out time for each workday. This assures effective work-life balance and effective time management, which can have a substantial positive effect on improving employee productivity. During this pandemic, employees are experiencing increased depression which has largely hampered their organisational productivity (Basak, 2021, p. 40). 
After implementing the new normal system, organisations must focus on making the work environment more attractive (Caligiuri et al., 2020). To this end, organisations can continue to offer employees flexible work opportunities to ensure work-life balance once they have recovered from the crisis. This can help employers create a sense of belonging among their employees, thus increasing their motivation to work effectively. Therefore, their productivity can increase rapidly, leading to an increase in the company's profit margin. It is imperative for ensuring that organisations have appropriate control over shift workers, as it also increases the risk of disorganised systems, which further has a significant adverse effect on employee performance and productivity (Azizi et al., 2021). This will further boost employees to take responsibility for their work regardless of experiencing a major problem in flexible shift work. In addition, flexible working hours increase the risk of experiencing an unstructured time and attendance system for employees, which also increases the risk of productivity deficits in the organisation. Therefore, appropriate control systems should be implemented to increase organisational productivity while effectively maintaining work-life balance (Gashi, Kutllovci & Zhushi, 2022).
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The Theory of Ecological System (TES) can be interpreted as identifying the characteristic nature of an employee's life and work, where numerous personalities and work environments significantly negatively impact the employee's work experience (Haider et al. 2018, p. 30). These features encompass increased competency for working under stress, increased opportunities for managing personal life and other factors that can positively affect flexible work arrangements for employees must be carried out with sufficient care to ensure that a positive work arrangement is in place for employees to increase their productivity while allowing them to make time for their families (Austin-Egole, Iheriohanma & Nwokorie, 2020).
The two main aspects of HRM are the development of employees and the introduction of flexible working hours and some new workspaces (Davidescu et al., 2020, p. 2). Organisations around the world found themselves facing various challenges. In this context, it has been seen that flexible working arrangements throughout organisations are a new concept to be discussed in more detail. However, according to some studies, flexible working arrangements can be broken down into four distinct parts in many organisations such as #Flexitime, #compressedworkweek, #telecommuting and #Part-time.
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Figure 1: Framework for engaging employees using flexible working strategies
It has been shown that the employees' overall perception of flexible work strategies throughout the respective organisation does not significantly affect their overall performance (Rahman et al., 2020, p. 10-11). On the contrary, the concepts are positively related to their innovative behaviour at work, which in turn is positively related to the overall performance of their employees. It has been determined that the rise in remote work rates throughout the COVID-19 pandemic has allowed organisations to move towards new career paths. Companies are supported for recruiting the best talent from anywhere globally regardless of worrying about working hours and space (Impa, 2021). Organisations should take responsibility for enabling potential workers to work remotely based on convenient scheduling and flexible working hours.
Flexible work arrangements throughout an organisation have a significant impact on the physical and mental health of employees (Shifrin & Michel, 2022). Flexible working hours were identified as an important opportunity for both men and women, who received them while working at home. Companies need to provide psychological support to their employees as they spend most of their lives in the workplace (Thoroughgood, Sawyer & Webster, 2020). Therefore it is essential that an individual is happy in the work environment. Employee mental health can also affect their overall productivity. Working life should be enjoyable because a person is able to bring out and use all his efficiency in a particular field (Madakam, Holmukhe & Jaiswal, 2019). Working from home has been found to be important in the individual’s overall job satisfaction.
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Microsoft's technology-based solutions aim to improve employee well-being globally and alleviate the unintended stress associated with the night shift to flexible working arrangements (Ho, 2020). It offers a virtual transportation experience that helps competent transition and integrates work and home life. The technology solution encompasses tools that make it easy for remote workers to connect with colleagues about work-related issues, manage priority and break schedules, and visualise personalised work preferences for individual employees, managers, and team leaders. The tool promotes employee well-being and focus, so the latter two can become intertwined with employees' daily work rather than something they think about at the end of the day. In addition, the tool is designed for creating limitations and structure for employees' flexible working experiences, allowing time for after-work activities such as work preparation, focused work and meditation. A study by Butler and Jaffe (2020) notes that Microsoft implemented a non-technical solution to address concerns reported by top employees about excessive meetings with a policy directive of "no meetings on Fridays".
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Figure 2: Engagement Ratio among Remote Employees

While employees who have previously only worked in an office environment understand what it's like to work from home, there can be resistance and a discouraging movement if employers prevent employees from trying to continue working remotely, not to mention the increasingly popular hybrid style. Employees today are clearly more self-aware, if they are unhappy and dissatisfied with their current job, they will quit and look for a job where their interests are recognised and taken care of.
Workplace dynamics and relationships with co-workers are two examples of "hygienic practices" that can lead to unhappiness (Yang et al., 2021). Initially, flexible working conditions are an important issue for numerous people in an era when telecommuting has become increasingly popular, as they have a substantial effect on how work is performed, such as whether it is ergonomic and productive. For example, distraction is a key consideration when determining work conditions, as doing work-related things during family time can be challenging when working remotely (Choudhury et al., 2020).
In addition, individuals who use flexible working setting or work completely from home need the right tools for completing tasks as well and as quickly as they do in a work environment. Second, employees may perceive and experience interactions with colleagues differently, especially in mixed work environments. Because of the simplicity of connecting face-to-face, relationships naturally blossom there, contributing to group dynamics. This shows the importance of this particular hygiene aspect of hybrid work and how it affects employee motivation.
There were two types of workers: those who felt more interested in communicating with colleagues face-to-face, and those who felt more interested in working independently from home and maintaining virtual relationships with their colleagues. Since motivation to work is up to each individual, this generalisation does not apply to everyone, but it is possible. So hybrid working is a great opportunity for this company to address the unique needs of their employees and let them decide between working remotely, on-site or off-site.
The advantages of switching to flexible work, as described by Pérez et al. (2002), Shin et al. (2000), Bao et al. (2020) and Felstead and Henseke (2017), are relevant to this report.
· Increased productivity: As a result, employees are more productive since they identify that the organisation is committed to meeting their requirements.
· Competitive advantage: The organisation was able to differentiate itself in a competitive industry by focusing on bright talent, an advantage of the hybrid work arrangement.
· Cost Reduction: The benefit of the hybrid is that it reduces the cost of running a physical workplace. This is why hiring someone who can multitask is more cost-effective than hiring several employees to complete a single task.
· Contribute to technological progress: Some might argue that the pandemic is actually a blessing for the hybrid workplace. It provides inspiration for developing advanced technology options for hybrid applications.

[bookmark: _Toc129972048]Conclusion
The concept of work-life balance focuses on creating a positive work environment that encourages and enables employees to maintain work-life balance, thereby increasing employee productivity and loyalty. Employers must offer flexible work programs for younger population entering the labour market. The report concluded that work-life balance supports work rather than personal aspects of employees. As a result, employees sacrifice their time for office-related tasks that disrupt work-life balance. Organisations are also expected to take a versatile and open-minded approach to ensure the right mix.
The conclusion of the study was that balance in the work environment can be achieved when sufficient work flexibility is built in. It has also been decided that the diverse needs of employees can be met by implementing industry initiatives that span formal and informal policies. In the 21st century, the workplace demands that purpose-driven organisations stand firm in the face of fierce competition as organisations strive to be the best in the industry. One of the ways to achieve this is by fostering a culture that does not recognise workplaces for employees. In this study, we can conclude that work flexibility, when applied accordingly, determines productive employee engagement.
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