








LCBB5004 Managing People
Assessment Component 2


Student ID: Ana Maria Parau 2123792


Table of Contents
Introduction	3
Benefit of implementing flexible working strategies	4
Consideration of the firm while implementing flexible working to the employee workforce	6
Evaluating strategies to promote employee engagement along with implementing flexible working	8
Ways of evaluating employee value proposition for implementing pay structure	10
Conclusion	11
References	12




[bookmark: _Toc130251692]Introduction
Managing people is one of the crucial and critical tasks to handle by the organisation (Purcell and Hutchinson, 2018). The author will act as the newly recruited Human Resource Manager for the organisation named BBH Global while creating the report. The report will discuss the most demanded, flexible work structure after the Covid-19 pandemic condition. The benefits and consideration of implementing flexible working strategies will be described along with evaluating strategies for promoting employee engagement. The ways of evaluating employee value proposition for implementing pay structure will be also described throughout the report. 


[bookmark: _Toc130251693]Benefit of implementing flexible working strategies 
Flexible working arrangement refers to the empowerment of an employee to choose their time and place of working according to the needs (Lewis, 2019). Job sharing, part time, work from home, hybrid work structure, telecommuting, shift works etc. are some examples of flexible work arrangement strategies.  The flexible working strategies have been used greatly during the pandemic condition of Covid-19. The post pandemic period is also demanding for the flexible working strategies to be implemented within the organisations (Huerta and Mendez, 2023). As the Human Resource Manager of BBH Global, it has been observed that the flexible work arrangement has several benefits for the organisation. Some of the benefits of implementing flexible working strategies within organisation are presented below:
Improved work life balance: The implementation of flexible working strategies within organisation ensures the needs of employees regarding the working time and place. Employees can choose the working hour in which they can work more effectively and it enhances their productivity and satisfaction toward organisation. Moreover, it supports the employees to maintain both professional and personal life separately. Thus, the implementation of flexible strategies improves the work life balance of an employee while working within organisation. 
Positive work culture: The implementation of flexible working strategies in organisation also builds positive work culture for the employees. Flexible work arrangement considers the needs and several conditions of the employees which makes the employees satisfied and positive toward the contribution of the organisation (Riyanto and Nawangsari, 2020). The positive culture practiced through implementing flexible working strategies also enhance the morality and ethics of employees while working within organisation.
Lower cost: The implementation of flexible working strategies incur lower cost for the organisation which is highly important for the post pandemic period. The organisation can make the work of a full time worker done by two or more part timers which incurs lower cost than a full timer (Thomson, 2018). Sometimes hiring a qualified employee as remote worker for the organisation also incur lower cost than the onsite worker.
Higher productivity and engagement: The benefit of implementing flexible working strategies is higher employee engagement because they choose the working hour at which they can work in enthusiastic and energetic manner (Anderson and Kelliher, 2019). The higher engagement of employees is also the productive one which brings higher productivity and performances for the organisation. 
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The pandemic condition of covid-19 has made the trend of flexible working though it has been always the demand of the employees to work in flexible hours (Putra and Pratama, 2020). Flexible working makes the employee workforce productive and committed to the organisation. In this post pandemic period, the firm, BBH Global, should consider some elements which are discussed below while implementing flexible working to the employee workforce:
Position of the job: While implementing flexible working to overall employee workforce, the position of the job needs to be considered because all positions cannot be served though flexible work arrangements (Müller and Kress, 2022). For example: The work of marketing planner can be covered though flexible working in advertising agency but the tasks of employees engaged in manufacturing cannot be covered through flexible  work hours or from remote place. 
Competence and skill: The competence and skill of the employees are needed to be considered prior to implementing flexible working because some of the employees may remain at learning stage that should not be covered under this work arrangement (Desa and Asaari, 2018). For example: The newly recruited employees in retail stores need on the job training for operating the stores effectively and communicate with the customers to know their needs and serve them better. Thus, the implementation of flexible working should consider the skills and competence of employees.
Technology: The firm should also consider the availability of technology within organisation while implementing flexible working to the employee workforce. In case of remote working, the firm should consider the availability of required technology and the necessary trained employees to handle the work over remote platform (Austin-Egole and Nwokorie, 2020). For example: The performance management meeting in manufacturing industry conducted over online platform requires necessary arrangements for both firms and the employees who are participating from remote place. The employees who have been participating should be trained to handle these online meetings prior to working under flexible work arrangements within organisation. 
Organisation culture: The firm should consider the culture of organisation while implementing flexible working to the employee workforce. Implementing flexible work arrangement tends to bring huge change within organisation (Fried and Levi, 2018).  For this reason, the firm needs to ensure that the organisation is able to handle the changes effectively and efficiently considering the present needs of the employee workforce. 
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The post pandemic period has brought several challenges in managing employee workforce. The employees have experienced risks regarding their jobs and also ups and downs in business environment. In this challenging period of post pandemic, it has become essential to adopt the strategies by BBH Global to promote employee engagement. The strategies to promote employee engagement whiles implementing flexible working are evaluated below: 
Improved communication: Communication with individual employees about their needs, demands and expectation toward the company is one of the effective strategies to enhance the employee engagement within organisation whiles implementing flexible working (Saad and Shamsuddin, 2018). The firm needs to know about the employees at which stage they are in accords to the Maslow’s hierarchy model. Communication is the key for knowing which things motivates employees because motivated employees are highly engaged one. If the firm fails to communicate with employees, it will be impossible to promote employee engagement within organisation. 
Training and development program: There should be opportunity for growth while working for the organisation which makes the employees engaged with the organisation. Training and development programs are such strategies which ensure the effective use of flexible working arrangement within organisation as well as promote employee engagement (Macey and Saks, 2019). These programs provide employees the sense of growth while working within organisation and the meet the needs of learning and skill achievement.  The firms that do not use such strategies for the career growth of employees are likely to experience lower employee engagement within organisation. 
Employee Feedback: BBH Global can adopt this strategy of employee feedback whiles implementing flexible working within organisation. Employee feedback is a necessary strategy to keep up the higher productivity and performances of the organisation. Providing feedbacks to the employees supports them as a guidance regarding their performance and achievement within organisation (Markos and Sridevi, 2019). It also makes the employee felt valued by the organisation which promotes the employee engagement whiles implementing flexible working. Employee feedback while implementing flexible working ensures that the employees are going into the right path and also supports to find the gaps to reach the targeted goals of the organisation. BBH Global can use 360 degree appraisal system as the strategy of employee feedback every responsible person in the organisation can provide feedbacks to each other regarding their performances and required improvements (DeNisi and Kluger, 2020). Without this strategy of employee feedback, employee will feel less engaged which will ultimately impact on performances and productivity of the organisation. 
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Employee value proposition indicates the benefits that the employee receives from the organisation for contributing their skills, capabilities and experience into the organisation (Goswami, 2019). From the perspective of Human Resource Manager, BBH Global should evaluate employee value proposition prior to implement a pay structure for the employee workforce in order to determine the value of employees working in the organisation. The firm can evaluate their employee value proposition through its five key pillars in order to implement pay structure which are described below: 
Compensation: In order to implement a pay structure, BBH Global can evaluate employee value proposition through compensation and benefits of the company. The firm needs to evaluate the satisfaction of employees regarding their salary (Xavier, 2019). Additional rewards like bonuses, appraisals etc. should be included determining the needs of employees for implementing a pay structure.
Work life balance: The employee values the work life balance most besides receiving salary. The employees are needed to be communicated effectively in order to ensure flexitime for them in workplace (Guest, 2021). The evaluation of employee value proposition while implementing a pay structure works effectively for the organisation to enhance engagement and productivity of the employees.
Stability: Prior to implement a pay structure, BBH Global can ensure stable career for the employees working within organisation. Without the stability and opportunity to growth, the employees will not retain and work committedly for the organisation (Rounak and Misra, 2020). BBH Global needs to organise training and development accords to the learning needs of the employees.
Location: BBH Global can also evaluate the employee value proposition with location which serves much more than the location of the office. Positive work environment, technology, physical space and culture of the organisation are covered under the pillar, location. The firm can focus on this pillar of employee value proposition and consider the elements covered under this prior to implement a pay structure. A regular along with positive work environment and culture builds satisfied and motivate employee base. 
Respect: BBH Global can evaluate their employee value proposition through this fifth pillar in order to implement a pay structure for the employees within organisation. This includes the level of support, team spirit and positive relationship within workplace. The firm can determine the level of support to be provided to employees from the internal environment of the workplace in order to implement a pay structure because the pay structure does not only attract and retain the employees within organisation (Anastasia and Welly, 2018). Without the support from organisation and co- workers, it is difficult to evaluate employee value proposition while implementing a pay structure. 
[bookmark: _Toc130251697]Conclusion 
The pandemic condition has brought about several changes in workplace and the flexible working arrangement is one of those changes which have been on demand among the employees in workplace. Flexible working arrangement is beneficial both for the employees and organisation but the organisation needs to consider several factors to implement the working strategies within organisation. Along with the flexible working strategies, the organisation also needs to work on promoting employee engagement in order to ensure successful and profitable business operation because engaged and satisfied employees are bring value and business to the organisation. 
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