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[bookmark: _Toc99421357]Introduction 
Employees benefit from flexible work environments that replace rigid rules. Traditional workplace structure and support are combined with freedom and autonomy and are often viewed as a compromise between freelancers and full-time employees, having a flexible schedule isn't important. Flexible work environments can benefit any organization if they improve results, allow management to better manage employees, and increase efficiency. 
Flexible working: Flexible working is a term that is frequently used to represent any type of work structure other than the standard nine-to-five job. Workplace flexibility (sometimes also alluded to as flextime or flextime) refers to non-traditional working practices that accommodate an individual's personal demands, and which frequently include some extent of working remotely or from home. Flexible working has both merits and demerits. Some of the most significant advantages of flexible working are a better work-life balance, decreased levels of absenteeism, and lower levels of stress. On the other hand, some of the major drawbacks of flexible working include a lack of control over the workforce, communication difficulties, Reduced benefits and so on. Flexible working is becoming more common in today's corporate world, especially following the Covid-19 outbreak.
[bookmark: _Toc99421358]Flexible working environment and its importance in an organization
Flexible work environments benefit employees by replacing rigid rules with general guidelines. It combines freedom and autonomy with traditional workplace structure and support (Dizaho et al., 2017). Flex work is often seen as a compromise between freelancers and full-time employees. Work schedules aren't important in a flexible workplace. Flexibility may even mean no manager or supervisor. Rather, one may work on strategic initiatives with multiple managers in diverse teams. In any case, it's a big change from traditional office work (Nickl, 2021).
According to David Coplin, Chief Envisioning Officer in Microsoft UK, the organization’s orientation to both the workplace as well as the work itself has to be more flexible (Ware and Coplin, 2019). Any organization that allows for both cognitive and behavioral space to harness an organization’s strength, insight, and experience, but that is not specific to the individual functions but the organization’s overall goals.
[bookmark: _Toc99421359]Different types of workplace flexibility 
A flexible working environment is quite an important issue in this modern area of organizational structure. People want to work in a flexible workplace rather than one where there is a lack of flexibility (Dettmers et al., 2013). The following are examples of common arrangements, which can be found in corporate policy or an agreement between an employee and an employer:
Time off: Time off is a provision found in some staff handbooks that permits employers to pool sick days, vacation time, and personal days to make available to employees as need or inclination arises. Staff members put in a full day but have the option to vary their working hours. A "core" working day may be included in these arrangements (Austin-Egole et al., 2020). Flextime is frequently coordinated with the employee's supervisor or employer in advance. The total number of hours worked is usually unaffected by this arrangement.
Hours/Part-time: People who work less than 37.5 hours per week are considered as part-time workers. (Kelliher and Anderson, 2010). However, there are no standard number of hours per week that constitutes full-time or part employment, therefore it is the duty of the employer to decide. If one is seeking part-time employment, they must learn about the hours, pay, and job kinds available. These arrangements may be temporary or permanent. It will be a good option for employees with disabilities or health issues. Work hours may be planned or set to correspond to periods of increased workload. Reduced hours or working part-time on the other hand, may influence employee benefits as well as eligibility for public programs (like unemployment insurance or pension plans).
Weeks compressed: In general, a compressed workweek entails working four days rather than five. This schedule may require working fewer total hours per week or to consolidate typical work hours into a 4-day period. Long working hours (10 hours) in exchange for a day off constitute a shortened workweek. As a result, the typical start and finish times for employees may be altered. Staff typically suggest compressed workweeks, but employers can also implement them to increase operating effectiveness, productivity (lowered startup expenses), or customer service.
Telecommuting/Teleworking: Teleworking or remote working occurs when people do some of their regular work from home rather than going into the office or working elsewhere (Kelliher and Anderson, 2010). Hours of work and communications with coworkers and customers must be specified.
Job-sharing: Numerous employees share one or even more positions or responsibilities. These arrangements should influence compensation, benefits, and vacations (Thakur et al., 2018). Job sharers must interact well as a team and communicate well. Job sharing may be a viable alternative if the organization has a limited number of part-time positions.
Leaves and holidays: Leaves, as well as sabbaticals, are authorized leave periods during which employees retain their work rights. A leave of absence is frequently used for family, healthcare, training, or enjoyment. Sabbaticals are referred to as leave that is compensated (or partially compensated) in addition thereto vacation time. Self-funded leaves are occasionally allowed, in which a portion of the employee's compensation is deducted and returned to them "as remuneration" (Austin-Egole et al., 2020).
[bookmark: _Toc99421360]Importance of flexible working environment
Saving money is one of the main advantages of a flexible working environment, especially for large corporations. By eliminating long or costly commutes and allowing employees to work from home, encourage them to be more productive. Flexible work hours are desired because they increase workplace morale and engagement. It also enhances staff retention by reducing job-hopping. Today, work-life balance is one of the most important things that today's employees want from their employers. 
People who have strict work hours spend more time looking at the clock than they do working. To make things even worse, their deadlines get pushed back a little bit. As a result, the quality of work suffers a lot (Dettmers et al., 2013). There is no doubt that a flexible working environment will motivate workers to bring a good outcome.
[bookmark: _Toc99421361]Advantages and disadvantages of flexible working environment
Less rigidity at work is the best part of a flexible working environment. Some people work from home on days when they have appointments to adjust their schedule. Work-life balance is dependent on digital technology. Anywhere can edit a cloud-hosted document. Apps like Slack and Zoom are used for a flexible working environment which frequently helps flexible workflow (Rahman et al., 2020). It helps to have flexible working hours and, they are more efficient.
Autonomy lets employers control work processes as well as costs, therefore it's a win-win situation in either case. Adaptability in the workplace optimizes usage. Flexible work normally costs more, but it also means fewer traditional seats (Wysocka, 2019). It increases constructability and reduces tenancy costs which are good for business. Employees can also mix and match inflexible work environments. Attracting and retaining talent while strengthening company ties. Flexible work environments may boost employee ROI beyond revenue. In today's business climate, morale, culture, and a well-designed floor plan are critical.
However flexible working has some disadvantages too. The main issue is a lack of self-control, deadlines, communication, and work habits must be addressed. Constant change necessitates careful planning. It can also lead to miscommunication and less productivity (Wysocka, 2019). Some employers may find it difficult to examine the ways in which employees interact with their coworkers. Employee repositories, workplace reservation software, and navigation applications are all possible mechanisms to resolve these issues. Moreover, a flexible workplace necessitates planning ahead of time.
[bookmark: _Toc99421362]Impact of flexible working environment 
The COVID-19 epidemic brought flexible work to the forefront. Stay-at-home orders were issued in several countries, and only the most necessary companies were permitted to remain open (Rahman et al., 2020). Employers who offer flexible work schedules benefit from increased employee morale as well as social responsibility. The involvement of employees saves employers money (Gerdenitsch et al., 2015). 
[bookmark: _Toc99421363]Positive sides of flexible working environment 
Many British workers now prioritize work/life balance and adaptability. A FlexJobs survey found that 81 percent of employees would be more committed to the company if they had flexible work arrangements (Song and Varón, 2018). Of course, offering flexible work arrangements can be a major shift for small and medium-sized businesses lacking in technological, financial, strategic, and adaptability. 
Flexible working environments can benefit any organization if they improve the organization’s results, allow management to better manage the workforce, and increase the organization’s efficiency. Working from home or having a 4-day workweek is no longer a 9-to-5 job. Aside from employee convenience, companies that offer flexible work hours have a competitive advantage. According to the International Workplace Group, 84% of Australian companies use flexible work to retain talent. 88% of Mexicans think flexible work can help businesses hire a more diverse workforce. Other research shows increased productivity (Vargas, 2020).
Flexible work arrangements promote inclusion. Many job candidates today place high importance on work-life balance and do not want to waste time travelling to and from work. Flexibility also respects personal lives. Employees can work from home using telecommuting facilities. Distance and time constraints are overcome in remote work. In a global economy, operational efficiency trumps geography Independence, focus, measurable output, and output-based monitoring are required. HR jobs, for example, often require telecommuting. Most companies now allow it to track ROI. Three telework types: Regular telework from home or another remote office. Employees work from home after hours or on weekends.
In-person collaboration with remote work is the future of work. After the pandemic, most employers plan to use a hybrid onsite/remote work model (Rahman et al., 2020). There are advantages and disadvantages to hybrid working. Employers with frequent employee turnover are also concerned about office space. Some employers use online booking platforms or mobile apps to manage occupancy. 
[bookmark: _Toc99421364][bookmark: _Hlk99421340]Important aspects to consider for a flexible working environment 
Managers tasked with implementing flexible work goals must keep in mind:
· Keeping programs relevant to workers' desires, otherwise, the outcome would not be as expected as the desired goal of the organization as all things are done keeping in organizational perspective (Shockley and Allen, 2012). 
· If proper communication is not present between the manager and the employee working in a remote place it may create a gap in understanding of what the manager wants and what the employee has been able to deliver in the given time frame (Altindag and Siller, 2014). Hence, it is essential to use broad communication to gain flexible work benefits
· Caution is required when removing a program that has ceased to function or is no longer necessary. Even if only a few workers used it, losing a benefit can lower morale. Employers should consider phase-out of ineffective programs.
[bookmark: _Toc99421365]Management issues for flexible working practice
Managing the transition from a traditional work environment to one with more flexible work arrangements can also highlight or create management issues such as:
High-level aversion to change: Employees in today's workplace are not opposed to working remotely because it allows them to work more efficiently and maintain a good work-life balance, but the issue arises when higher-ups in an organization are not ready for or satisfied with the change (Creagh and Brewster, 2018).
Control issues, especially work supervision: supervising the employees working remotely are difficult to do as proper technology has to be ready to do such management and experts need to do this consistently and monitor (Van der Voordt, 2014).
Working collaboratively with varying schedules: when a manager must manage members in a team working within the office area and working remotely it becomes very difficult to maintain team balance and control the work efficiently and needs much care.
Maintaining personnel and data security: Any confidential information about the organization has to be kept very safe by employees having access to it and managers need to make sure employees keep these data safe and secure moreover, the organization has to keep the data of employees up to date all the time.
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Despite its many benefits, telecommuting poses challenges for both employers and employees. Negatives for employees include:
· Some employees are cut off from the normal flow of information since they work from a faraway location.
· Employees may get away from the epicenter of corporate politics, administrative, as well as intellectual activities.
· Workers working remotely are perceived to be less accessible than employees working in a regular office setting, according to the impression (Chandola et al., 2019).
· Employees may be distracted from their job by a spouse, children, or pets, which is a regular occurrence in the flexible workplace system (Van der Voordt, 2014).
· Expected availability outside of "regular" business hours is a typical concern in remote employment since employees must be ready to assist their boss or higher authority anytime they are needed.
[bookmark: _Toc99421367]Issues of flexible working practice 
The decision to implement flexible work arrangements should be based on applicable laws (Leslie et al., 2012). Here are some legal considerations for alternative work arrangements.
Equal opportunity employment: EEO laws prohibit wage, hour, and other employment discrimination. Discrimination should not be tolerated in the provision of such benefits. Flexibility may not benefit all employees equally, despite positive motives and nondiscriminatory business reasons. To prevent discrimination accusations, employers must make consistent decisions.
Compliance with wage and hour requirements: Wage and hour laws governing flextime must be adhered to by employers (Alexander and Haley‐Lock, 2015). State wage and hour laws, such as daily overtime requirements, may impede the use of flexible work options.
Telecommuting raises new issues such as:
· Finding compensable work time as employees must be ready to work and deliver at any time of the day.
· Controlling unpaid overtime is another issue as employees work from home, they may work more than usual work time and it may raise unpaid overtime issues.
· Controlling unreported work is another issue as an employee may not be able to report every work they perform from time to time. 
· Resolving overtime pay issues will create some problems if they are not handled properly. 
[bookmark: _Toc99421368]Role of HRM in flexible working environment
Human resources management is a highly vital job in every organization. Without HRM, organizations would not be able to efficiently recruit and retain people, improve and upgrade the organization, and they will not be able to maintain a good, acceptable work atmosphere. Human resource management (HRM) would play a key role in ensuring that workplaces remain flexible and in resolving issues that arise. It is the responsibility of human resources to understand the needs of each employee and to provide additional support in order to increase productivity. Human resource management might create individual plans for each employee and offer a combined package of flexible work environments with unique rules and compensations.
Human resource management may promote diversity and employee motivation by implementing separate initiatives. It will also help to alleviate the personal problems that workers are experiencing. However, managing such a large and diverse work environment is a difficult task. In order to deal with this issue, human resource management can develop a separate division to control flexibly employed workers and officiously employed workers and to secure them independently.
[bookmark: _Toc99421369]Additional legal controversies
Additional legal concerns may develop when a company allows staff to work exclusively or in combination with corporate facilities.
Compensation for employees: Many workers' compensation laws do not differentiate between workers at home and those in a central office (Leslie et al., 2012). Different employees should separate compensation plans according to their working environment. The inability of employers to control physical working conditions and the possibility of fraud make injuries to home-based employees problematic.
Accommodations for disabled individuals: Telecommuting is occasionally sought as a reasonable adjustment under the Americans with Disabilities Act (Richard and Hennekam, 2021). Employers are not inclined to agree to each accommodation request, but they must accommodate reasonable requests for flexible work schedules that do not create an undue hardship.
Confidentiality and privacy: Employers must manage the special difficulties that arise from home-based workers' usage of e-mail as well as the Internet as telecommuting is becoming more common (Bender et al., 2020). In a telecommuting context, such problems are amplified.
Status as an independent contractor: To avoid liability, employers sometimes classify all off-site employees as independent contractors. However, if the employees are not truly independent contractors, this approach may cause more issues than it solves. Working outside a company's premises does not automatically make someone an independent contractor.


[bookmark: _Toc99421370]Conclusion
In this era of modern technology, everything is getting updated, and organizations also must get updated as well to cope with the race. As employees are the main amour for success for any organization their satisfaction at work matters the most for proper utilization of employee potential and a flexible working environment is a good way to create employee satisfaction. But there are some issues like remote control, mismatch of schedule, proper reporting time, overtime payment issues in flexible working patterns. But all in all, it is the new way to manage any organization which has been proven in the Covid 19 pandemic situation. 
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