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[bookmark: _Toc162690130]Abstract
This report explores the implementation of flexible working arrangements at AgroTools, a company specializing in agricultural equipment manufacturing. It looks into the benefits of flexible working, which considerations should be made for implementation across multiple sites, reconfiguration of the pay structure to match the changes and strategies to promote employee engagement. 
Through careful planning and clear communication AgroTools aims to enhance organizational success, employee satisfaction and gain a competitive advantage in the sector.
[bookmark: _Toc162690131]Introduction
The Covid-19 pandemic was an unprecedented challenge that forever changed the traditional landscape of work, as it required rapid adaptation from the world which caused a shift towards flexible and hybrid work across all industries. 
AgroTools is looking to adapt to this as well and in this report we will be looking at the complexities of managing the workforce through hybrid arrangements. This report will also look into the implications, strategies, benefits of flexibility and challenges to consider for successful implementation of flexible work across the diverse workforce in the three different sites.
By allowing employees to balance their work and personal life better, we meet the evolving expectations of workers and improve employee satisfaction and well-being, which has been said by Gibbs et al. (2021) to increase productivity in the case they looked at, however in other cases such as Galanti et al. (2021) it is stated that work from home ‘has affected the productivity of employees with no prior remote work experience’, meaning that preparation is essential before rolling out the new schedule.
This should result in AgroTools gaining a competitive advantage by having better talent acquisition as we will look more appealing to strong candidates while also having a higher retention rate.
However, HR should carefully consider the unique conditions of each department before making any decisions, as operational requirements, team dynamics and logistics will be different on each site and will need tailored planning to ensure the integration of flexible work does not disrupt normal day to day operations. 





[bookmark: _Toc162690132]Benefits of flexible working strategies
There is many benefits to flexible working, one of the main ones being saving costs, however  Oseland and Webber (2012) say flexible working is ‘more successful when emphasis is placed on other benefits’.
[bookmark: _Toc162690133]Work-life balance
A flexible work arrangement can allow employees to balance their professional responsibilities and their personal life and interests, this can lead to a more relaxed life with reduced stress which improves mental well-being and leads to increased job satisfaction.
[bookmark: _Toc162690134]Employee retention
Employees that are happy with their work are more likely to stay even if the pay is not the highest on the market, so by offering flexible schedules and hybrid working we can significantly boost employee retention rates, as they will value having the freedom to customize their work arrangement in a way that best suits them, making them loyal to the company. .
[bookmark: _Toc162690135]Talent pool
By having flexible working arrangements our positions will now be available to people who might have responsibilities or personal difficulties that make the traditional 9 to 5 work lifestyle impossible for them, for example because of having kids to take care of. This means that we would be accessible to a wide range of individuals who might be very talented and could enrich our organization over others because not everyone offers flexible working to meet their specific needs.
[bookmark: _Toc162690136]Productivity
Flexible working arrangements have been shown to improve productivity, this is because of people having different circadian rhythms which means they might feel more productive at a different range of hours from others, Gaultney and Collins-McNeil (2009) says that it is beneficial to take this into account when planning a work day as ‘well-rested employees have been shown to be happier and more productive’.
[bookmark: _Toc162690137]Savings
Both employees and employers can save money through reducing costs as there would be a reduced expense for commuting, less costs to re-supply and maintain the office, and likely less absenteeism as if people have an issue or emergency, they might still be able to work from home but not be able to come into the office. 
[bookmark: _Toc162690138]Adaptability
Offering this arrangement shows that the organization responds to the changing conditions and needs of employees, making it an adaptable organization which is prepared to deal with new demands and unexpected events. Keeping this mindset at the core of decision making will lead to long term success.

[bookmark: _Toc162690139]Environmental impact
As there is less commute to the office these arrangements can lead to a reduction in carbon emissions, so by offering hybrid working conditions we are supporting a cleaner environment which always reflects well in the values of a company.
[bookmark: _Toc162690140]Employee engagement
Employees which have control over their work schedule are usually more motivated and likely to work well, by giving them the opportunity to control their work schedule they are empowered and feel higher levels of job satisfaction.
[bookmark: _Toc162690141]Considerations before implementing
As there is 3 different sites in the company, several factors must be under consideration to make sure there is a smooth transition from the current work schedule to a flexible one.
[bookmark: _Toc162690142]Operational requirements
The sites have different functions and therefore different requirements, HR has to assess how flexible working might impact the daily operations. For example manufacturing and warehousing requires people to physically be there to operate the department, whereas sales and administration can mostly be done remotely. There might be specific warehouse or manufacturing schedules that cannot change too much, or safety protocols that need to be considered such as a machine needing to be cleaned for maintenance after 8h of use, not allowing people who come in later to use it.
[bookmark: _Toc162690143]Team dynamics
Each site might have different team dynamics which might mean several people will need to be at work together at once rather than working separately, for example administration might need to be working at the same time to hold meetings or discuss decisions. HR has to examinate how teams can be affected in their ability to communicate and collaborate and come up with counter-measures, in a way that allows the information to keep flowing freely while still allowing people to work remotely effectively.
[bookmark: _Toc162690144]Logistics
There will be logistical problems with implementing such big changes to the business, HR must ensure that workers have access to required resources and technology for remote work, such as a proper computer with the required software to communicate and company specific software to work remotely. Or a new check-in system to allow for flexible working schedules so people can clock-in and out properly. 
[bookmark: _Toc162690145]Employee preferences
Not all employees will be excited about remote work, for some they prefer to commute to the office as they might not have a good home environment to work without noise or distractions, so it is important to keep the option open to continue working as we have so far. HR should investigate through surveys to understand what our workforce wants and tailor our efforts to their needs.
[bookmark: _Toc162690146]Communication channels
To ensure employees are up to date with any changes HR has to come up with a clear communication channel outside of presential face to face meetings that employees can rely on. This channel can also be used for updates and to solve any other needs that employees might have. According to Snyder and Eng Lee-Partridge (2013) the factors considered for a good communication channel are ‘ease of use, reliability, convenience and the ability to document communications’, this could for example be email or Teams meetings.
[bookmark: _Toc162690147]Performance management
Clear expectations and guidelines must be put in place so people working remotely or coming in to work at different times are completely understanding of the expectations set on them, which will help management track performance in the new work environment. 
This can be done through measurable goals and implementing feedback mechanisms to keep an open line of communication. Resources and training on remote working might also be considered to prevent some people from having a drop in performance.
[bookmark: _Toc162690148]Legal considerations
Labor laws must be consulted with a professional to ensure working arrangements are fine and compliant, these are usually issues about overtime, data security and health and safety regulations. For example how data is handled when employees connect to work applications from their personal devices, or how to pay overtime if an employee starts at different hours than others.
[bookmark: _Toc162690149]Pay structure
To keep things fair relating to existing pay of employees, a few changes must be made.
[bookmark: _Toc162690150]Performance-based pay
Instead of paying fixed salaries, pay structure should be tied to individual or team performance through commissions or bonuses, which will encourage high quality work from employees regardless of starting later, being present or working from home. Booth and Frank (1999) states ‘jobs with performance related pay attract workers of higher ability’.
This also rewards the skilled employees which helps retain talent, as rewarding employees for their skills and contributions recognizes their talent and value brought to the company.
[bookmark: _Toc162690151]Market comparison
HR has to update their knowledge of average market salary to ensure that the salary we offer is competitive and up to industry standards, if not slightly better. This means we might have to increase pay across the board to remain appealing to our workforce, things such as benefits and salaries must be looked at to see if we are offering generously or we are falling behind when compared to other companies in the sector.


[bookmark: _Toc162690152]Set-up allowance
Setting up a home office might require extra costs such as reliable internet access or hardware, so an allowance could be given to help employees set-up their remote work station.
[bookmark: _Toc162690153]Equity
Regardless of work arrangements, the pay structure should be fair and reviewed regularly to ensure there is no differences based on gender or race, Rubery (2003) framed it as ‘equal pay for work of equal value’.
One easy way to maintain this fair and honest is to have transparent communication about payment policies so employees can see for themselves how it’s worked out.
[bookmark: _Toc162690154]Consulting employees
Before making any changes to pay structure employees should be consulted to get their feedback about pay preferences and concerns, allowing HR to have a clearer image of what changes should be made. This will also make employees feel valued and satisfied as their opinion is taken into account.
[bookmark: _Toc162690155]Employee engagement
Employee engagement is important because a motivated worker will work better than an unmotivated one, Anitha (2014) found that ‘working-environment and co-worker relationships have shown a higher impact on employee engagement’, therefore AgroTools should focus on keeping the contact between employees high and positive despite the remote or flexible working arrangements.
[bookmark: _Toc162690156]Clear communication
Clear communication channels will be key to keeping the workforce connected, HR should explain to everyone why flexible working is being implemented and provide regular updates as well as receiving feedback through clear channels.
[bookmark: _Toc162690157]Training
Training employees and providing resources to help them adapt to flexible work environments will help them stay engaged and up to date on the new changes.
[bookmark: _Toc162690158]Autonomy
By allowing employees the autonomy of work from home or starting at different times, employees have more control over how they work and can bend it around their personal preferences or needs, this leads to higher satisfaction and sense of accomplishment and control for employees which will keep them engaged.




[bookmark: _Toc162690159]Rewards
Rewarding appropriately for contributions and achievements will acknowledge excellent work and encourage the workers to work well, systems such as employee of the month or events going over the achievements of different groups creates a culture of appreciation and encouragement amongst employees which will be beneficial to the long term culture of the business.
[bookmark: _Toc162690160]Team-building
As mentioned previously co-worker relationships are one of the biggest factors on employee engagement so emphasis must be placed on this. Setting up virtual socialization activities to keep employees in contact with one another even if working remotely, such as virtual coffee breaks, online team challenges or video conferences so people see each other will all strengthen the bond between employees and teams, also increasing networking opportunities for workers and enhancing future collaboration and job satisfaction.
[bookmark: _Toc162690161]Feedback
A feedback mechanism must be in place to keep track of employee satisfaction and notice if there is any issues with engagement, this will also make employees more willing to speak up and try to improve things for everyone if they feel that management is open to new ideas and concerned about workers’ perceived issues.
[bookmark: _Toc162690162]Conclusion
Implementing flexible working at AgroTools is a great opportunity to improve the effectiveness of the business, employee satisfaction and productivity, and make us more competitive by giving us an edge over other businesses in the sector. 
We can achieve many  benefits from an improved work-life balance for employees and enhanced productivity, to reduced operational costs and increased retention for the business. However as it is a big change appropriate considerations must be made, specially related to the unique circumstances of each different site. 
Pay should also be looked at to make it performance based which encourages high quality work, and along with other processes such as clear communication, training and feedback channels, will increase employee engagement and satisfaction ensuring the success of implementing this new working environment.
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