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That is because owing to the COVID-19 outbreak the working models have become hybrid and flexible, and this situation prevails irrespective of the specificity of the business. Clients include VialTech, a diagnostic services provider to both the National Health Service and private customers; some of these translate into questions to employees’ working hours. As the recently promoted Human Resource (HR) Manager, it is my privilege to produce this document on the case on flexible working strategies in VialTech. It focuses on administrative employees, laboratory technicians, and customer relations of the testing sites that are working for the company at the time of executing the study. Additionally, flexible working can also be a key to talent acquisition and management since the contemporary employees appreciate the employers’ recognition of working flexibility and balancing the work, business, and other aspects of life spheres. To the current management of VialTech it shall entail realization of the advantages in the sense that, employee performances will be on the rise, stable performances as well as efficiency in service delivery.  Proper recognition of the steps of implementing the option of flexible working requires the following analyses concerning VialTech’s HR department. These are analyzing the applicability of the flexibility concept in the organizational work roles/locations; assessing the organizational technological preparedness; and establishing the organizational flexibility working benchmarks and parameters. For example, while some workers may perform their tasks off the facility such as the administrators, lab technicians may require physical contact with laboratory equipment (Kakabadse and Bank, 2018). Analyzing peculiarities of the work of customer-oriented employees of testing sites, one should also take into account such peculiarities. Hence, there is no one size fits all regarding the solution to be provided to the teams, and it is always wise for the HR department to evaluate all the distinct needs of the teams. Another variable which could be affected is the change in perspectives regarding the options of pay systems. Perhaps, conventional work and remuneration patterns that presuppose a clear schedule of work in a given industry are not ideal for an environment where there is flexibility concerning working hours. In this regard, it is crucial to focus on the compensation practices and develop a new payment system within the VialTech that should be based on the output-based pay or performance bonuses for achieving equal salary remuneration (Townsend et al., 2017). This implies that any adjustments to the concept of pay structure must be made known to the employees in a bid to respect their trust. It is also necessary to enhance the employees’ engagement when implementing the flexible working as highlighted earlier. This, VialTech should have practices such as regular virtual meetings, the integration of the teams with playful activities and the development of new skills from time to time to hold the employees. It would be very helpful if they could consult the employees and also involve the employees in decision making for accepting the new working order since they will boost up the committed level of the employees for the new model.
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It is possible to state that introducing the flexible working strategies in VialTech can contribute numerous advantageous outcomes concerning both people and organizations. Another is the increase in motivation and hence job performance among the employees in any organization is a plus. Also, customization of working arrangements enable people to achieve the balance between family responsibilities, personal needs, and work obligations hence lessen pressures at the workplace. Herzberg’s Two Factor Theory suggests that there are surroundings like Satisfaction and Dissatisfaction and these include attributes such as the extent of control an employee has in deciding what he or she does, and the amount of time an employee spends at work in relation to the time he or she spends with family or friends. This is because flexible working solves these factors by giving the employees more freedom on how to manage their time and do their duties. 
In addition, flexibly work can contribute to the decrease of absenteeism and turnover rates in an organization. If employees enjoy some discretion regarding personal issues that require their attention, but before they attend to such an issue they can guarantee that they will not be compromising their work performance, then care leave will not be called for (Cropanzano et al., 2017). This means that the efficiency of the organization may be determined by reduction of work absenteeism or disruptions which affect continuity of work. Additionally, the working environment that would allow flexibility should also extend the turnover of employees. Thus, flexible working arrangements can become one of the main competitive advantages for VialTech in the context of today’s job market where employees pay attention to work-life balance. According to CIPD’s research, the use of flexibility work arrangements benefits organizations and its people since it increases organizational commitment and thus decreases turnover and cost of recruitment and training (Lloyd and Mertens, 2018). 
Besides, flexible working can mean the recruitment of a more extensive pool of applicants. Many of the modern employees, particularly millennial, value their free time and are ready to work for a company that allows them to have a flexible schedule. VialTech can always use the following approaches to the working strategies as strong and fruitful steps for the company: The ideas of the flexible working strategy help VialTech to be an attractive company for applying to the representatives of the healthcare industry, which will allow increasing the number of talented people among the workers. Thereby, cultural differences might create differing views and approaches to the situation which, in turn, fosters growth and improve the organization’s problem-solving skills (Davidescu et al., 2020). For instance, such giants as Google and Microsoft introduced the principle of flexible working and reported enhanced satisfaction rates among the employees, as well as more efficient recruitment strategies. 
There are some recommendations that have to be implemented within the HR department prior to the introduction of the FWA in VialTech: The first intervention is a check of the practicality of the use of flexible work / employment arrangements regarding various positions and branches of the company. As many teams at VialTech are different, their requirements and limitations imply that a different approach to the concept of flexible working needs to be applied to each of them. 
Remote working is manageable for administrators since their work can mainly be conducted through the use of technology. Such roles often require activities including, and not limited to data input, time management, and communication that can easily be addressed through the use of technological devices. However, the HR department needs to make sure that administrators are provided with secure and efficient means of using digital applications for their communication and work collaborations. Also, security concerns have to be enhanced especially when handling sensitive data as seen with patients’ details in a healthcare organization (Menezes and Kelliher, 2017). 
However, the general direction must be maintained, together with the technological preconditioning, always needed to facilitate operative flexible working by the HR department. In this context, it appears to refer to the offering of adequate means and resources of digital security for the employees so that they are able to access only secure and reliable means of communication as well as work related applications and platforms (Cañibano, 2019). There is also the need for adequate measures to be put in place to ensure adequate security of data in cases where it is critical since most healthcare organizations involve the handling of critical patient information. Moreover, there should be timely support from the IT department for cases when some technical problem occurs and hinders the work of the employees. 
Another is the creation of concrete policies and rules as such kind of people needs to be controlled. These policies should set out the business case, roles, and tasks for managed flexible working practices. It is crucial to clearly enforce these guidelines so that all the workers comprehend the newly established working structure and encode the organizational objectives (Hashemi et al., 2021). Applicants of the Theory of Planned Behavior reacting to the notion that clear and communicated guidelines may change employees’ acceptance and their level of compliance with new practices by altering their attitude and the level of perceived behavioral control concerning the studied matter.  
There is a possibility that the flexible working shall be applied in the facility shall require change of pay structure at VialTech. Prescribed compensation structures may be considered appropriate within a rigid work schedule that determines the working hours and locations of the employees. 
Some of the ways that theorists suggest can be used to alter the pay structure include the use of the output based pay or the pay-for-performance bonuses. This model of the employee allows a company to compensate them according to the level of productivity as opposed to the number of hours spent working (Spreitzer et al., 2017). 
Special attention must be paid to the transparency of the communication when it comes to any changes to the pay structure in order to avoid the erosion of trust and diminishing the engagement levels. The HR department must intensively communicate the reasons why there are changes in the pay models and how the changes support organizational objectives and corporate culture. Allowing the employees to express their opinions and concerns regarding the new pay system and asking questions also helps in improving their acceptance as well as their commitment to the new pay system. In the Expectancy Theory (Vroom, 1964) special attention should be paid to communication and the relationship between the established formal rewards and employees’ expected rewards. 
In this case, works to increase employee engagement are central to raising the prospects of achieving flexibility at VialTech. One of them is the use of virtual check-ins and team meetings with co-workers several times a week. This check-ins are the times when employees can discuss with their peers and managers, exchange information, and get necessary feedback. When there are constant interactions; employees remain connected with one another, and they also know that their employers care enough to keep in touch. According to the Social Exchange Theory developed by Blau (1964), it is believed that improvements of interpersonal relationship and communication can help to increase the level of employee engagement due to obligation to reciprocate. 
One of the other key strategies include; Continual professional development. To demonstrate that the organization cares about an employee’s progression, one can offer learning and development chances. Together with training and development, the use of workshops and online courses can also increase the level of engagement and productivity of the employees as they are able to interact with the latest developments in the field. The Self-Determination Theory by Deci and Ryan, 1985 implies that learners motivation would be highly increased and learners would be more engaged when they are allowed to learn in environments that fosters self-development. Another crucial factor is also the participation of the employees in the decision making process. When the employees are of the opinion that their inputs and feedbacks are welcome by the management, there can be a lot of contribution towards organizational commitment towards the new working model. The case with the HR can be directly involve the employees through survey, focus group discussion, or employees feedback session with regard to the company’s policy on flexible working arrangements. The Locke and Schweiger’s (1979) Participation Theory also fosters the notion that the use of/measures taken with employee involvement decision makings improve the ownership and commitment of the workers for organizational alterations. 
For instance, IBM has managed to adopt flexible working policies through communication, training, and development, as well as encouraging the employees to participate in decision-making. Thus, IBM has observed increased levels of employees’ satisfaction and productivity, which proves that such strategies can be useful in a flexible working model. 
In addition, the management has to make sure that the organizational culture fosters inclusion of diversity. Managers have a central role to ensure that such culture is promoted through practicing empathy, support and acknowledging employees’ work. It is easy to engage the human resources through such leadership styles as transformational leadership that emphasizes on the creation of change for the employees (Wheatley, 2017). The followers have access to information and the leaders also give them feedback, establish moral values at work, and engage the followers, making them more productive, hence making organizational commitment higher. 
Lastly, there is the issue of appreciating the efforts of the employees in the organization. Examples of rewards are verbal and/or written appreciation from management, monetary rewards such as bonuses based on working performance, and promotion. Recognition and Reward theory by Kohn (1993) reveals that there is nothing as powerful as appreciation of the management to the employees in terms of effort and achievements. In this case, changes that can be made in VialT ech organization include the creation of effective recognition and reward program which will make the employees feel recognized thus making more committed to their organization (Alias et al., 2018).
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[bookmark: _GoBack]To sum up, the necessity of flexible working strategies in VialTech could be viewed as the key chance to improve employee satisfaction and organizational outcomes. This way, advantages such as improved morale, fewer times off by workers, and better employee recruitment and retention result in performance and service improvement. Nevertheless, the gaps and issues have to be identified by the HR department, and its strategies have to implement or improve. 
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