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1. [bookmark: _Toc130647898]INTRODUCTION

The purpose of this report is to examine the organisational capacity for adaptation and flexibility, paying particular attention to the implementation of flexible working approaches. It looks at the benefits of flexible working arrangements for the organisation inside the company and highlights how allowing more people to work flexibly improves their lives by assisting them in striking a better balance between work and other responsibilities. The way of life, especially the way people work, has changed because of Covid-19. The demand from employees for flexible working hours has increased as a result. Companies must engage with employees to help them strike a balance between their commitments to their families, communities, and the workplace because of the many economic and social changes that have taken place in modern society. Businesses, those with children, older workers, carers, and the growing number of individuals seeking a balance between their professional and personal lives can all benefit from flexible working arrangements.

2. [bookmark: _Toc130647899]THE ADVANTAGES OF ADOPTING FLEXIBLE WORKING METHODS INSIDE THE COMPANY

An important turning point in the acceptance of the alternative work arrangement was the start of the Corona Virus pandemic. Academics and researchers have suddenly become more interested in flexible work schedules, the impact on employees, as well as other aspects of working from home since the start of the pandemic, particularly since health departments around the globe implemented lockdowns as a means of preventing the spread of the diseases (Bettac, 2021). Governments across the world implemented policies requiring individuals to work from home to stop the virus from spreading. This led to a significant change towards the conventional flexible hours arrangement. To maintain the working standards, many companies that had not previously used flexible working were forced to do so. This allowed their employees to work from home (Mustajab, et al., 2020). Working from home has been demanded and encouraged as a result of the transition from traditional and well-established business locations to new means of operating a business. The common wisdom that having a physical office confers on employees some degree of social prestige has been questioned by working remotely. During the Covid-19 time, many organisations all over the world used technology as one of the alternative work arrangement approaches that are most frequently used in the majority of the world. Businesses that train and equip online employees with the necessary technology, tools, and skills are more successful. Work-Life Balance (WLB), along with flexible work schedules, has drawn a lot of attention from academics and researchers studying human resource management. Businesses are increasingly learning new strategies for luring workers and upgrading their HR standards while promoting flexibility at work. Employees must commit to their private lives and meet work deadlines as part of their work-life responsibilities (Palumbo, 2020). 
· Employers may benefit from these groups' expertise and experience while preventing the loss of these groups' valuable skills and knowledge by allowing older workers to work longer hours and by making it easier for single parents, low-income earners, and carers to maintain their responsibilities and continue working. The previously mentioned factors boost loyalty and job satisfaction among employees.
· The possibility to use the existing underutilised labour is another factor for any organisation. Many part-time workers are underperforming and earning less money because there are not enough flexible employment options. This creates a big loss for the economy and workplace inequity as many part-time employees are women Family Friendly Working Hours Taskforce (2010).
· For organisations, flexible working has proven to offer clear financial advantages, from a larger number of talented employees from which to hire to improved procedures that have been shown to boost productivity. Businesses are not constrained by work schedules when seeking someone with the proper qualifications (Marchington and Wilkinson 2009).
· Due to government programs, employment regulations, and a better awareness of the advantages of implementing these measures by employers, flexible working is becoming more popular in the UK. This idea goes beyond the straightforward assumption that being able to work fewer hours is a benefit of flexible employment. Instead, you may look at functional, monetary, temporal, and financial flexibility.
· Employees have the right to ask for flexible work arrangements, and the government has created a number of strategies and initiatives to support and promote workplace policies that are family friendly. Measures to boost flexible working options include ‘Support for all: the families and relationships green paper’ (2010), ‘Building Britain’s recovery’ (2009), and ‘Working towards equality: A framework for action’ (2010).



3. [bookmark: _Toc130647900]LIST THE FACTORS THAT THE ORGANISATION SHOULD CONSIDER BEFORE ALLOWING FLEXIBLE WORKING FOR THE EMPLOYEES.

· On a business level, flexible work arrangements create difficulties. The Covid-19 period has seen security difficulties with working from home. Many companies struggle to protect the electronic equipment that their employees use outside of the offices out of the company. (Belzunegui-Eraso & Erro, 2020). 
· Second, managers find it challenging to keep an eye on their employee performance when they are away from the workplace. However, according to O'Donnell (2022), productivity shouldn't be a problem because it is determined not by an employee's physical presence but rather by the results of their input within a given period. 
· Third, for employees to utilise the internet from their homes while working remotely, the company must make additional payments for internet usage (Songsangyos & Lamamporn, 2020). However, because of the employment arrangement, organisations have been able to continue operating despite government-imposed lockdowns.
[bookmark: _Hlk130573473]For example, it is essential for an employee who works in public, such as at Starbucks or McDonald's, that there is Wi-Fi available. They are unable to function if there is no Wi-Fi connection. Many coffee shops and fast food outlets type of take advantage of their staff members by providing them with a free Wi-Fi connection. They act in that way for a reason. Sometimes an employee needs to eat or drink, and because they are already there, they decide to purchase food from the restaurant. There are difficulties for employees with flexible work arrangements as well. Working from home while balancing business and family responsibilities, such as taking care of children's or elders' demands and needs, may result in less concentration or efficiency. Knowledge and information exchange falls when team interactions decrease (Songsangyos & Lamamporn, 2020). Some people perform better while working in a team than they do when working independently from home, therefore not everyone is suited to remote work. When a specific circumstance calls for a prompt response from the team, delays in responding will be noticed as work progresses (Crouter & Booth, 2004). 




4. [bookmark: _Toc130647901]CONSIDERS METHODS FOR INCREASING WORKER ENGAGEMENT WHILE IMPLEMENTING FLEXIBLE WORKING.

For a flexible staffing strategy to be successful, Atkinson's (1984) The flexible firm model for labour flexibility be aligned with the company's business plan, which is a clear and well-explained theory. It also clearly demonstrates the advantages of a flexible staffing approach.
a) [bookmark: _Toc130647902]Flexible work arrangements may result in lower costs.

High employee turnover costs money, and it may be costly to find and train new employees. Hence, increased retention could lead to significant cost savings for the business. Flexible scheduling options may also help in hiring by bringing in more applicants. Due to faster hiring processes and increased application advertising, companies may be able to select individuals with greater abilities or expertise from a wider range of candidates.

b) [bookmark: _Toc130647903]Increased productivity may benefit from flexible working.

Providing flexible options can lead to making employees more committed, loyal, and productive. With increased productivity rates generally, employee happiness increases as well, and because the company has a diverse workforce, it may be able to experiment with different operating hours.

c) [bookmark: _Toc130647904]Flexible working arrangements allow employers to retain employees who might otherwise be unable or unwilling to work.

The business will be able to retain its skilled staff by allowing older people to work flexibly, keeping their important business knowledge and skills when we may otherwise lose them. The first step in putting the opportunities into effect is educating employees about the financial advantages of flexible working, as well as on practical subjects like job design, recruitment, and management, as well as strategies for overcoming operational obstacles. HR must maintain open lines of communication throughout the business and frequently track and report on the development of initiatives for flexible working. The primary responsibility of HR will be to support and put into place procedures that cater to the needs of both the business and the workforce.
5. [bookmark: _Toc130647905]DESCRIBE THE PROCESS THE BUSINESS WILL USE TO ASSESS THE EMPLOYEE VALUE PROPOSITION AND ESTABLISH A PAY STRUCTURE.

The business has to consider implementing appraisals to assess the level of work each employee produces and decide on a payment plan. Companies frequently conduct performance reviews because they care about how well their employees are performing. The process through which a company determines the level of performance of a particular person or group is known as performance evaluation (DeNisi and Kluger, 2000). It is the process of determining an employee's overall effectiveness and performance development. The actual level of employee performance is evaluated, and the employee's potential for future growth and progress is also understood. Businesses utilise performance reviews for a variety of reasons. The use of performance evaluation for defining and clarifying performance expectations, identifying training and development needs, providing job advice, succession planning, team, improving individual, and corporate performance, facilitating communications and involvement, determining promotion, controlling and motivating employees, allocating financial rewards, and achieving cultural change should be mentioned.

· [bookmark: _Toc130647906]Performance appraisal benefits

By executing appraisal systems appropriately, the company can benefit. It offers a priceless chance to raise performance across the board of the organisation by concentrating on work activities and objectives, identifying and fixing current issues, and fostering future performance improvement (DeNisi and Kluger, 2000). For the organisation to assess the discrepancy between actual and expected performance, it tracks the performance of the employees over a specified period. The results of an appraisal can help an organisation determine if it will need to invest in its employees' training and development in the future by highlighting their strengths and flaws. It helps managers choose effective workers for promotions and offers those workers compensation packages that include allowance, bonuses, and better pay. Additionally, it encourages workers through performance reviews, which reveal their effectiveness if desired goals are met. Effective communication between employers and employees is ensured by it. Employers can learn about and recognise the skills of their employees through appraisal, and employees can have trust and confidence in their managers. As a result, it boosts productivity and raises morale among workers.

6. [bookmark: _Toc130647907]CONCLUSION

In conclusion, it must be noted that a flexible work environment is crucial since it improves employee productivity, which benefits the organisation in question. It also improves employee health. Flexible work schedules improve employees' levels of job engagement in the first place. In other words, businesses that implement flexible work practices usually see an increase in employee engagement. Second, flexible work schedules support employees in maintaining a positive work-life balance, which is particularly advantageous for their level of engagement at work. Clear performance expectations and resources to promote flexibility and consistent performance across individuals and teams are the responsibility of the leader. Put a person on a performance-improvement plan if they are failing and determine whether a problem with their abilities, motivation, or anything else is holding them back. Do not assume that flexibility is the primary cause of the lack of productivity. The pandemic has caused many workers to reconsider the significance of their jobs in their lives. Many people desire greater flexibility. Because of this, CEOs must stop thinking of flexibility as a human resources (HR) policy and start viewing it as an opportunity for organisational change that will benefit both their employees and the company.
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