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Introduction


Part A

Flexible working strategies used by organisations post pandemic.
Definition of flexible working conditions
Flexible working gives both the employee and the employer adjustable time that suits the individual to get the task completed. Flexible working is becoming more known to many organisations. This was an option pre pandemic but more heard of post pandemic. Many organisations recognise that employee wellbeing is extremely important to consider. When an employee has a flexible working contract, they can work according to what meets their needs. The traditional 9am to 5pm office job has become something of the past. Organisations are more understanding as employees have personal needs. Some are parents who cannot work in the office from 9am to 5pm due to school drop off and pick up and many other commitments. The flexible working allows the employee to work from home and visit the office a few days a week if needed. Remote working allows the employee to manage their own timing according to their personal duties. (CIPD, 2022)
The employee must meet the criteria to apply for the flexible working. 
Below is a list of the criteria:
· Worked for the organisation for a minimum of 26 weeks.
· An application is made for flexible working changes.
· A meeting is arranged to discuss changes, including advantages and disadvantages of change.
· Meeting the organisation needs 
· Managing work life balance 
· Employees working more productively. (CIPD, 2021)
There are many different options for flexible working. This arrangement is made to meet the employee needs. The employee can work when and where they feel comfortable. The employee has no need to go to the workplace to do their job if this is agreed. The employee can work from home or from wherever suits them. 
A vision of some flexible working practices can be described as follows:
Part time working - an employee is able to work part time. The hours available in the job application would be agreed in the contract. This is enough for the employee to do the job. The employee must comply with the contract and fulfil the duty. An employee may want to work part time if they have commitments outside work. This could be if they have another job, or a family who are dependent on the employee. The agreed hours are completed. The employee can still work overtime where the opportunity is available and according to if the employee is available. The employee would have the same employment rights as a full-time employee. This includes, equal pay, holiday pay and overtime pay, (Unison, 2023) 
Term time working – some employees would have a term time working contract. This includes the employee working during a set term. This is widely used for parents who struggle with childcare in the school holidays. The employee would work during the school term and have the school breaks off work. This allows the employee so spend quality time with their family. The employee may struggle to find childcare, or the cost of the childcare exceeds the earning during this break so it would be beneficial to work term time. This type of contract would give the employee the same rights as any other employee such as holiday pay or sick pay entitlement. (HR Dept, 2021)
Job sharing – job sharing is vastly used in many organisations. The job-sharing role is shared between two employees who work in sync to complete the task. The one employee may work in the morning and the other in the afternoon. Both employees are working in one role but share the tasks to complete one role. The organisation would have initially had one role. As the role is completed by two employees the organisation would have an agreement with both employees as they are accountable for the role. Generally, the tasks are shared equally, as is the responsibility. Each employee would be completing the tasks required and a handover is given to the other employee to continue once they take over. Both employees would work together in sync and be transparent with what has been done and needs to be done. This contract will also allow the employees to have equal employee rights as any other contract. (Page, 2022)
Flexitime – the employee may opt to work flexitime. The gives the employee a chance to have some flexibility in when they arrive to the workplace and what time they finish. This may mean the employee is to work from home. This arrangement is made so the organisation is aware that the employee will attend the workplace or work from home but will be on the job according to their personal commitments. The employee would have set hours which they must complete as agreed on the contract. Even though the employee would not have a set start and finish time the employee would complete the hours contracted. (Rolfe, 2023)
Compressed hours – this style of work would be dependent on the organisation as there is a selected time of contract. Some employees would prefer to work their hours in a compressed manner. The organisation would need to agree this in advance. The employee may work full time but only work 12 hours over three days. This employee is still classified as a full-time employee. They have the same rights as every other employee. The hours could be arranged due to the workforce having to deliver the product with high demand. The organisation would have other employees to complete the other days which may also be 12-hour shifts. This is commonly known in manufacturing. (Warren, 2020)
Annual hours – as the general format of working is referred to as weekly hours this would be a committed employee contract which is pre-set for the annual. The employee has their annual pay according to the annual hours stated. (Morris, 2020)
Zero-hour contracts – Zero-hour contract are used for employees who are flexible. The employer would contact the employee when required and the employee would commit to the required hours. This employee would only get paid for the hours completed. This allows the employee to work when they are free to do so. As the contract is flexible the employee is in control of what hours they commit to per week. (Benwell, 2021)

Flexible working allows the employee to commit to completing the job role which works around the employee’s lifestyle. The organisation would have a mutual agreement with the employee of the expected workload. The employee would have to commit to completing the job role as agreed. The working pattern would be according to what the employee lifestyle consists with. This could be due to childcare commitments which allows the employee to work around the school run and work when the children are at school. This is beneficial for the organisation as well as the employee. The organisation is allowing the employee to do their job whilst considering the employees dependents commitments. The employee would appreciate the agreement and show further loyalty to the organisation. (CIPD, 2022)




Effectiveness in an organisation
There are many benefits to both the employer and the employee when having a flexible working contract. Both are to understand each other’s benefits with this arrangement. Before the pandemic and even more so post pandemic, employers have considered the employees wellbeing which is crucial for the employees to feel conformable when working. The Covid 19 pandemic has giving many organisations reason to allow employees to work from home or what suits the employee. Even though this may have been a challenging time for the employees, they have continued to show they work more productively. (McKinsey, 2021)
The employee
The employee would be able to work according to their own commitments. This is crucial for some employees as they are trying to juggle their work life balance. An employee who has a young family would benefit from flexible working. This allows the employee to cherish the child growing up rather than paying for childcare for the dependents. The employee can work when it suits them and around their family. This could be three days from home and two days in the office. The time working from home allows the employee to take care of the younger family and work when they are available. There would be no restrictions of starting or finishing at a set time. This allows the employee to be more focused on the job itself rather than feeling under pressure to arrive to the workplace at a set time and finish at a set time. The employee can manage their own time keeping for work. This allows the employee to work around their own commitments allowing them to manage their own personal life too. 

The employer
The employer also has benefits with allowing the employee to have a flexible working contract. The employer does not need to manage the employee as they are able to work independently. The employer does not have the stress and dealing with employee lateness, and conflict or dispute in the workplace. When an employee is arriving the workplace late, the employer would have the stress of arranging meetings to investigate why the employee is late. When employees continue to be late the employer would have to follow the organisation guidelines of lateness. This may lead to further discussions being held and possible disciplinary action depending on the employee contract. This can be very uncomfortable for both the employer and the employee.  The reason for the employee being late could be simple as they were rushing to drop dependants off to school. Whereas with flexible working the employee does not need to clock in work at a set time, the employee can fulfil the commitment for the dependants and then start work once they are back from the school run, for example.


Benefits to the organisation
The organisation has its own benefits, such as offering the employee, where possible, the option to have a flexible working contract. The employee will be more engaged in the job. This creates a well-mannered workforce as flexible working minimises any employee conflict. As the organisation has respected the employee with their commitments the employee develops more respect for the organisation and remains loyal. The employee would be more proactive as they are able to work around their personal commitments. The employer is also looking out for the employee’s wellbeing. The employee would have the option to work when they like to get the job completed rather than travelling to and from work for a set amount of time. This can be very challenging at times depending on how the employee travelled to work. Taking the travel stress out of the scenario can be extremely helpful. If an employee must travel one hour to work and back, flexible working allows the employee to use the travel time wisely and work from their own location with no stress of worrying about traffic obstacles.



What are contractual employment terms?
A contractual employment term is an agreement between the employee and the employer. This is a legal binding agreement. Organisations offer many contractual employment terms. Each employee agreement may differ. There is full time, part time, fixed term contracts, permanent, temporary, apprenticeships and many more depending on the organisation. The Employment Rights Act 1996 helps to regulate the employee and the employer would abide by this with contractual employment terms. This allows the employee and the employer to understand rights when situations rise for example an unfair dismissal, redundancy pay, maternity leave and several other criteria. The legal entitlement protects employees from being treated unfairly. The employee may feel unfairly treated and get guidance from ACAS to file a case against the employer.  The employer will need to give notice if they decide to change any terms in the agreement. The employee would also have to accept the new terms to continue the service. (Smith, 2023)
[bookmark: _Int_i0YlOBv9]Every contractual employment term states the employment rights as an employee. It explains the employee’s responsibilities and duties in the role. Information on the pay grade and holiday and sickness allowance is also in the agreement. The employee and the employer can refer back to the contract at any time. This would give guidance of what is expected of the employee if they chose to leave. The notice period would be stated. 
Expressed terms – expressed terms are when the agreement is written down in the contract. This would refer to the contract of agreement which both the employer and employee have discussed and agreed upon. Expressed terms include pay, how often the pay will be received, contractual hours, pay if overtime is fulfilled, holiday entitlement, sick pay, pensions and redundancy. This allows the employee to understand their entitlements. 
Implied terms – implied terms are when the agreement is a mutual agreement. This is not written on the contract, yet it is an understanding between the employee and the employer. An implied term is not written in the contract of agreement but understood. An implied term would refer to the employee being able to feel secure in the workplace. Having the general knowledge of the organisation, the employee would assume the workplace is a safe place to work. This would refer to a clean environment. The safe are safeguarded from danger. The workplace is obliged to do this, but this is not written in the contract of agreement. Should the employee feel danger in the workplace they are to raise this incident immediately to the employer. The employer would rectify the situation instantly. This is an implied term which is expected of the employer to do. 



Legal implications of changing contractual employment terms
As the contractual employment terms are legally binding, they are generally kept the same. From time to time, the organisation may adjust the contract. This is rare. The organisation may be making changes to the organisational structure which can refresh the contractual employment terms. At times organisations do rebranding which can change the contractual employment terms too. 
Both the employee and the employer would come to a mutual agreement when making changes to the contract. This is a legal requirement that both employee and employer agree to when making modifications to the contract. If, for example, the employer makes changes without notifying the employee, this would cause the employee undue upset and stress. The employee could appeal against the change as they have not been notified of any changes. This would cause the employer a lengthy dispute. The result may be very costly to the organisation in compensation. This will also have an impact on the remaining workforce. 
The worst-case scenario would be when the employee and the employer are not able to reach an agreement when changing the contractual employment terms. This is possible when the change is very difficult to adjust to. The employer would offer other roles to work, other locations which may be suitable or offer redundancy. Redundancy would be the last resort if the two are unable to make an agreement. 
[bookmark: _Int_BGiqQ6t0]Employers would attempt to make a settlement with the employee as any disagreements can lead to tribunals. This can be very uncomfortable for both the employee and the employer. (TUC, 2022)

What is employee engagement?
Employee engagement is the relationship within the organisation. This would include the employees and the employers. The organisation would engage with all employees to keep them involved in the organisation. This connection is crucial as the employees would feel committed to the organisation. The employee engagement encourages the employees to be passionate at work as they are representing the organisation. As many organisations offer flexible working, employee engagement is very important so people can work better together. 
Organisations measure employee engagement accordingly. This may include:
· 1 to 1’s with the employees.
· Annual surveys.
· Stay interviews.
· Focused meeting.
· Team building meetings.
These feedback options give the organisation information of what has gone well and what needs improving. The organisation can have an overview of what action they need to take to continue to make the employees more engaged. 
The leaders in the workplace can enforce employee engagement. Having a good leader who engages with the employees and understands their needs leads to a successful workforce. The employees would feel dedicated in the job role when the leader is keeping them involved. Employees would feel involved in tasks and feel motivated by the leader. Employee engagement creates a good atmosphere in the workplace. Employees would be satisfied when there is relevant progress being made in the role. When this is the case, the leader can give feedback to the employee. As the employee engagement increases, the organisation would recognise more profits. The employees can work towards the organisation goals. Dependent on the organisation, there may be a reward system in place in which the employees are able to receive rewards for their success. (Cigna, 2021)


Potential impact of any changes on employee engagement
Changes in employment engagement can lead to a dysfunctional workforce. The employees would need to understand the role they do when at work. When the changes in employment engagement the employees are at high risk of feeling demotivated. A change such as a new leader who has different ways of managing the employees. The employees may struggle to adjust to the way the new leader works from the way the old leader worked. This can lead to the employees being disengaged in their roles. With the team feeing like this can impact the performance of team. Financial losses can be made as targets are not being met. (Morris, 2019) 

HR involvement
Human Resource involvement, this is a crucial section of any organisation. Human resource is responsible to form a structure for the employees which lead the organisation to its future. Following many duties which are involved in the human resource department to form a structure for the organisation. The employees are to get the relevant roles and training to lead the organisation to achieve its goals and objectives. Once this is attainable the organisation will see profit and continue to be sustainable. 
Involvements of the human resource includes:
Talent management – this is an organised and strategic process which allows the management to get the right employees to the organisation. Recruitment and selection process begins from when there is need for a role to be fulfilled. 
The talent management process has keys points:
· Planning - where the organisation has the need to fill a gap to fulfil the role with an employee.
· Attracting – where the organisation would advertise to attract the relevant applicant for the role. This could be either internal or external applicants. 
· Selecting – where the organisation follows processes to select the right individual. This includes interviews, tests, checks to locate the ideal match for the post. 
· Developing – this is an important to develop each employee with the right training and development that suits the role and organisation. This helps the employee to contribute to the organisation. The employee engagement is improved as they are involved in skills which are used in the role. The development helps the employee and the organisation to have more skilled employees which allows growth and further opportunities for the employee within the organisations. 
· Retaining – as the organisation develop the employee their aim is to keep them. The organisation would follow this through with allowing employee to develop within the organisation. this could be with promotions which offers growth for the organisation and the employee. Continuing to keep the employee involved in decision making and training. The reward and recognition programs also keep the employee motivated. 
· Transitioning – keeping the employee involved in the transformation and evolution of the organisation as well as the development of the employee. This keeps the employee included in the bigger picture of the organisation. The employee is aware of what the organisation offers for the future, this could be for retirement age or redundancy. Keeping the employee feel respected as the organisation offers a positive outgoing to the employee. 
Compensation and employee benefits – the wages and benefits the organisation offer to the employee are agreed in the contractual employment terms. This is important as the employee would be attracted and motivated to progress depending on the packaged offered. The compensation would mean what is paid to the employee. This would be the hourly rate, salary, bonus or holiday pay. The benefits would refer to what is offered to the employee. This would refer to the employee having a reward for the employee of the month, gym membership, discounted perks, remote working opportunity. 
The compensation and employee benefits are important to both the employee and the employer. This leads to the overall motivating the workforce. The employee must feel satisfied in what they receive back from all the effort they put in whilst in the workplace. 
[bookmark: _Int_T4Fjt7vO]Training and development – the workforce is to have the correct training and development to complete the task set. This work allows the organisation to educate the employee on what is expected and increase the skills to reach the goals and objectives. Having done this the employees would increase the performance and develop within the organisation. 
Compliance – this process follows the regulations and the employment laws. The organisation would have policies and procedure which would adhere and be compliant. This allows the organisation the follow lawful practises. 
Workplace safety – the organisation is responsible for keeping the employees safe in the workplace. This includes health and safety. Training is provided to give knowledge to the employees on how to us the equipment provided. This is necessary that the employee is skilled and signed off from all health and safety training before they use it. This includes wearing safety equipment when entering certain areas of the workplace. The employee would be responsible to follow the company procedures and be compliant. The organisation would follow a grievance procedure if the employee was to put themself or others at any risk. (Vulpen, 2023) 


Traditional models of HRM 
Traditional HRM functions were to manage the workforce and the labour relations. As HRM has evolved to a strategic HRM the functions have changed the training and developing the workforce. This is to increase the workforce productivity. The employee motivation increases. Employers are engaged in the workforce to help to identify weaknesses and increase motivation. 
The Harvard Framework for HRM Model – The Harvard Framework for HRM model is a traditional HR model which was created by Michael Beer in 1984. There are components in this model which are stakeholder interests, situational factors, HRM outcomes, HRM policies and long-term consequences. (Price, 1997)
The Ulrich Model – The Ulrich model was developed by David Ulrich in 1995. The model helps to arranges the HR functions in four sections. 
Strategic partner – this is to manage the development and growth of the employees. 
Administrative expert – this is internal focused, managing the financial, people and all outputs.
Change agent – overall culture is monitored to identify making improvements. 
Employee champion – this is allowing the employees to be heard. To give support and make the workplace a safe environment. 

Part B
Chosen organisation. 
East Park Academy is a well-established school in Wolverhampton. It first opened in December 2016. Prior to this the school was in East Park School. There was a nursery, infant school, and a primary school. Since December 2016 East Park Academy has developed in the community, The Ofsted report was outstanding at its last inspection in June 2019. The academy has on average 691 pupils. This includes the nursery to year 6 pupils. The age range is 3 years old to 11 years old pupils. There is on average 90 staff in the academy. The academy is a member of the Manor Multi Academy Trust. 
[bookmark: _Int_hxo1P1zX]East Park Academy have staff who have been teaching from many years ago. This academy aims to reach out to the staff and continue to develop them. This allows the staff to be flexible to as and when they work. The training and development is optional to do independently or within the academy. Staff are allocated training days when needed. 
East Park academy retain their staff with the mains key factors.
Recognition – All staff members have recognition for all the effort they put in on a day-to-day basis. Highly valued and the work that is done is applauded when staff go above and beyond. 
Rewards – All staff are rewarded for the dedication they give. Not all rewards are enticing. The academy give praise to the staff of the week. Star badges are given if the staff member is star of the week. Giving praise in assembly like this boost the staff more as their efforts are being recognised. 
Career Investment – Further progression is available to 
Support - 
Community culture - 



Conclusion
Recommendation
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