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[bookmark: _Toc130673967]Introduction
This report is on the topic of human resource management, and the main focus will be on the importance of flexible working times, especially in the COVID-19 context. The benefits of flexible working time will be discussed first. Following that, the factors to consider when implementing flexible working hours will be discussed. In the third sector, strategies helpful in prompting employee engagement for flexible working hours will be evaluated, and the last topic will be about evaluating the employee value proposition for implementing a pay structure.
For this report, Boots UK has been chosen. Boots is one of the leading retail organisations in the sector of beauty and health. It has been serving for more than 170 years, and now it has more than 2200 stores around the world (Craft, 2022). The mission of this organisation is to become the first choice for consumers in the sectors of pharmacy, beauty, and health.
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Figure 1- Logo of the Boots UK (Craft, 2022)
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The flexible working strategy is all about giving employees a top priority. It allows for avoiding employers' rigid rules (Chung and Van der Lippe, 2020). Since COVID-19, the concept of a flexible working strategy has been popular. This flexible working can be implemented following different types of strategies. Some of the strategies and their benefits are listed below:
Job sharing: This is one of the most commonly used strategies to create a flexible work life for specialised professionals. This concept mainly refers to the partnership of two or more professionals to perform their jobs and responsibilities together (Wheatley, 2017). A team of three, for example, can be formed, and people can be available in stores on alternate days.
This strategy is best suited for people whose jobs require a great deal of concentration and brain power. When some highly experienced experts cannot be made available for work due to the pandemic situation, then job sharing can be a great solution to this problem. The lack of an expert can be overcome through this job-sharing strategy and flexible workplace. It also allows asking for freelancing from the experts when things cannot be done through the usual workers.
Time-agnostic work: Different people in this current world have different ways to be motivated and to be in the workflow. Local traffic conditions, local organisation timelines, and so on all have an impact on what time is preferable for employees to work. These things make a difference when choosing 9–5 work hours for the organisation. Finally, the implementation of COVID increases workforce elasticity and global demand globally (Chanana, 2021). Thus, employers provide employees with the option of working flexible hours, which helps bring out the best in their employees and ensure maximum productivity. Controlling the work schedule allows employees to cope with anxiety, burnout, and other psychological distress, which have been major issues in this pandemic (Talevi et al., 2020). This strategy also helps with being more creative with work.
ROWE: This stands for Results-Only Work Environment. This concept refers to the idea that employees should be valued through their performance or input rather than just their presence in the workplace (Eldridge and Palmer, 2009). This system helps the employee be more focused on their job rather than wasting time on aimless tasks. This system also contributes to the increased organisational output. Employees will be more accountable for their jobs if Boots UK implements the ROWE concept in its stores. Assume that, rather than simply being present from 2 to 8 a.m., an employee will be evaluated based on the number of customers served.
In short, flexible strategies greatly aid in increased productivity at both the individual and organisational levels. The limited time of the employees gets used properly through these strategies. Flexible working strategies can also provide employees with a clear and distinct goal. Also, professionals who need to be creative and have to do a lot of brain work get extremely benefitted through these strategies. Also, the lack of an experienced employee can be easily covered up with these.
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Simply deciding on a flexible working strategy for the organisation is not a wise move. Boots UK needs to consider some factors and aspects before choosing and implementing a flexible working strategy for its workplace. Some of the factors to consider are as follows:
Organisational objective: The first thing to be noticed while choosing a flexible working strategy is whether it serves the main organisational objective of the workplace or not. If Boots wants to highlight the creativity of its employees, ROWE could be a good choice. In cases of heavy workloads, job sharing can be a good option. In this way, Boots needs to carefully consider its objectives and employees' needs before choosing a strategy. Having an open discussion with the employees can be a good option. While COVID-19 was the easiest step the organisation could take to ensure the highest level of safety (Chanana, 2021).
Required technologies and facilities: Before deciding on a strategy, it is critical to assess the organization's current situation. Whether Boots is properly equipped to make the transition or not, job sharing, for example, requires a large number of employees to be available to work in the organisation. ROWE needs to be occupied by professionals who have expertise in their fields. When the organisation implemented remote working while complying with COVID, proper training was provided to all employees to ensure they were technologically equipped (Chanana, 2021).
Organisational culture: Organisational culture includes the values, norms, and beliefs of an organisation that employees adhere to maintain harmony (Warrick, 2017). Before implementing a flexible working strategy, it must be determined whether or not it has been practised by employees. While COVID employees felt the urgency to isolate themselves and work from home, ROWE helped with that. Good organisational culture makes it easy to work with However, if the organisational culture is not healthy, implementing these strategies can be difficult.
Other than that clear expectations and the two-way communication process, having experienced and skilled employees will also have an impact on the flexible working strategies for Boots UK.
[bookmark: _Toc130673970]Evaluation of prompting strategies for employee engagement at the time of implementing flexible working
Just implementing a new strategy does not make itself effective. Employee engagement is equally important as choosing the right strategy. Employee engagement shows Boots employees' enthusiasm for their work and responsibility (Sun and Bunchapattanasakda, 2019).
There are 5 C’s that can be considered to promote employee engagement while implementing flexible working strategies. Briefly, they are described below:
Care: Expressing care to the employees emphasises that the organisation is not here just to get profit but rather values their employees too. COVID has made the policymakers at Boots more sensitive to the well-being of their employees (Kaushik and Guleria, 2019). When employees see the effective steps taken for them, it improves their overall performance and engagement.
Connect. Making a good connection can never be overemphasised. While COVID, asking where employees were on alternate days and ensuring employees and their families were safe and the sound was the best medium for building a good connection and showing care (Chanana, 2021). Making a process of getting feedback from the employees helps in knowing the current mind-set of the employees regarding the organisation, and based on that, steps can be taken. Thus, employee-based initiatives make employees feel heard and motivate them to do better.
Coach: In the workplace, there should be scope for coaching those who require it. In the COVID situation, Boots' technologically and IT-savvy employees were tasked with teaching others about the required ones. It helps them feel more connected and engaged in the organisation.
Contribute: Employees can contribute to the organisation by sharing ideas, offering solutions, giving their opinions, etc. (Taneja, Sewell, and Odom, 2015). Before implanting a flexible strategy like ROEW, taking the opinions of the employees makes them feel valued, increasing their engagement in the organisation as well.
Congratulate: Appraising the employees boosts their confidence and helps keep a positive attitude towards the organisation. While Boots employees were putting their input from different places during the time pandemic, a weekly meeting used to be held for giving feedback. Getting acknowledgement from the authorities helps them accept the new changes easily.
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The employee value proposition is the bundle of advantages employees get in exchange for investing their skills, experiences, and creativity in the organisation (Sengupta, Bamel, and Singh, 2015). This also serves as an organisational branding tool (Goswami, 2015). Boots' distinct essence will be defined by its EVP, or employee value proposition. A pandemic or other form of distress feels like a litmus test for any organisation. Changing the pay structure of the company will have an impact on its employee value proposition. Some themes of Value Proposition Evaluation to Implement Boots pay structure will be discussed shortly -
Change: If changing is part of the organisation’s EVP, then it will be easier to accept a change. During the pandemic, a drastic change can be noticed in the pay structure. A large number of successful employees make transitioning easier. Here, clear communication will be key for both parties.
Compensation: Other types of compensation can be given to employees besides the regular salary. Performance-based hiring can work wonders in this situation. This is also related to the ROWE concept of flexible working strategies. Following this in the pay structure will motivate and engage employees to their fullest potential. A bundle of sales, the price of the stock, and the profit gained can be offered to the employees (Sundberg, 2020). This helps keep Boots' employees happy in the long run.
Inclusion and diversity: employees need to feel included in the organisation. The pay structure should be made keeping in mind the needs and requirements of the employees. During the pandemic, it’s important to include health compensation in the pay structure. It demonstrates the employees' sense of belonging.
Work-life balance is important for providing the best service. Balancing two lives allows you to be more innovative and creative at work. Thus, employees can get the most out of performance-based pay. COVID has taken a great toll on everyone’s mind. After that, balancing became even more important. The pay structure should encourage flexibility among the employees so that they can have their personal lives while also giving their best to the organisation.
Alignment: Last but not least, the pay structure needs to be aligned with the values and objectives of the organisation. Boots needs to pay heed to ensure things do not conflict with each other and maintain their true value.
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Flexible working strategies offer many positive aspects, like increased productivity, increased concentration, creativity, etc. This is a fantastic idea, especially in the aftermath of COVID. Some factors like facilities, employees’ abilities, and the organisation’s objectives need to be considered while implementing flexible working strategies. Five C’s named Care, Connect, Congratulate, Coach, and Contribute help promote employee engagement. And EVP is influenced by different themes like work-life balance, alignment, etc. that need to be kept in mind while imposing a pay structure.
 
 
 
 
 
 
 
 
 
 
 
 
 
[bookmark: _Toc130673973]References
Chanana, N. (2021). Employee engagement practices during COVID‐19 lockdown. Journal of public affairs, 21(4), e2508.
Chung, H., & Van der Lippe, T. (2020). Flexible working, work–life balance, and gender equality: Introduction. Social Indicators Research, 151(2), 365-381.
Craft, M. (2022) Boots Beats Superdrug And Supermarkets In Health & Beauty Ranking, KamCity. Available at: https://www.kamcity.com/namnews/uk-and-ireland/healthbeauty/boots-beats-superdrug-and-supermarkets-in-health-beauty-ranking/ (Accessed: March 25, 2023).
Eldridge, C., & Palmer, N. (2009). Performance-based payment: some reflections on the discourse, evidence and unanswered questions. Health policy and planning, 24(3), 160-166.
Goswami, P. (2015). Employee value proposition: a tool for employment branding. International Journal of Scientific and Research Publications, 5(12), 263-264.
Kaushik, M., & Guleria, N. (2019). Employee relations and engagement during COVID-19. Employee Relations, 2(3).
Sengupta, A., Bamel, U., & Singh, P. (2015). Value proposition framework: implications for employer branding. Decision, 42(3), 307-323.
Sun, L., & Bunchapattanasakda, C. (2019). Employee engagement: A literature review. International Journal of Human Resource Studies, 9(1), 63-80.
Sundberg, J. (2020) EVP pillars in a time of crisis, Link Humans. Available at: https://linkhumans.com/evp-pillars-crisis/ (Accessed: March 25, 2023). 
Talevi, D., Socci, V., Carai, M., Carnaghi, G., Faleri, S., Trebbi, E., ... & Pacitti, F. (2020). Mental health outcomes of the CoViD-19 pandemic. Riv Psichiatr, 55(3), 137-144.
Taneja, S., Sewell, S. S., & Odom, R. Y. (2015). A culture of employee engagement: A strategic perspective for global managers. Journal of Business Strategy, 36(3), 46-56.
Warrick, D. D. (2017). What leaders need to know about organizational culture. Business Horizons, 60(3), 395-404.
Wheatley, D. (2017). Employee satisfaction and use of flexible working arrangements. Work, employment and society, 31(4), 567-585.

image2.png




image1.jpeg
Prifysgol Cymru

Y Drindod Dewi Sant

University of Wales

Trinity Saint David 1822 - 2022




