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Referring to Armstrong (2010, pp. 41) as part of the HR manager's duties include the search, selection and placement of employees that the company needs to meet its needs and achieve its goals. Part of these employees are the full-time employees, who in most cases represent the so-called "core". The rest of the staff are, or may be, flexi-time or part-time employees. These employees are "peripheral" workers. This happens most often during the busiest times of the year (months/weeks). For different companies, this may be a different time of the year, for example - Christmas, Easter, before the start of the school year, etc.
As a post-pandemic result, hybrid/flexible working hours are entering and taking centre stage as a way of working in more and more companies.
But what exactly is a hybrid/flexible working time? 
“Flexible working is not easily defined” (CIPD, 2019). Some people think that flexible working is simply working with a different from the standard (8 a.m. - 5 p.m.). However, this is not only that. Flexible working can include different length of working hours, working on different days or every other day (not just the standard Monday-Friday), split shifts, etc.

What is flexible working strategy?
“Flexible working is a way of working that suits an employee’s needs, for example having flexible start and finish times, or working from home.” (GOV.UK, 2023)
Historically, referring to Morgan (2021) flexible working began in Germany (Munich) in 1967. An airline company offered its employees staggered hours - starting between 07:00-08:00 and ending between 16:00-18:00. Morgan (2023) "This is the first example of flexible working hours". In the UK, flexible working came in much later than in Germany.
"It was not until the early 2000s that the government made legislative changes that allowed flexible working arrangements to be consolidated in law."

According to Probert (2022) , after Covid 85% of working adults want a hybrid home and office working. 36% of businesses expect their employees work the majority of their time at home. Comparing homeworking advertising in May 2021 were three times more than in February 2020.

According to GOV.UK (2023) working flexibly can happened in different ways:
· Job sharing; 
· Working from home;
· Part time;
· Compressed hours;
· Flexitime;
· Zero-hours contracts;
· Annualised hours;
· Staggered hours;

Like standard fixed working hours (8am-5pm, Monday-Friday), flexible working hours also have their advantages and disadvantages. They apply to both the employees and the company.
From my personal experience, I can say that I currently work on "Compressed hours", due to the specifics of my work. I work 4 days, 10 hours each. The benefits for the company are: always completing the assigned tasks that require more time than the standard 8-hour working day; they do not need to pay overtime; every day they have an employee (myself or my colleagues) on duty (days off are not fixed) including bank holidays, Christmas, Easter etc. The benefits for me as an employee are: fewer working days; 3 days off giving me the opportunity to attend university and develop skills and knowledge.

“Flexible working can lead to direct and indirect business benefits” CIPD (2023) for the companies and the employees.
For the organization:
· Higher levels of employee job satisfaction;
· Increased productivity levels;
· Improved retention;
· Reduced absence rates;
· Allows to work with international export companies (different hours) - serving customers on a 24/7 basis;
· Increased flexibility for customers;
· Attracting a more diverse talent pool;
· Cost efficiency – reduced office space, reduced travel/transportation costs;
· Allows the employment of people with disabilities (problems with mobility);
· Reduced employee turnover leading;

For the employees:
· Increased productivity
· Reduces stress and burnout
· Promotes a healthy work-life balance
· Dealing with temporary or long-term health problems (problems with mobility, injecting insulin)
· Flexible working attracts the best talent
· Convenience of holding meetings with a company from another time zone (no need to go to the office at 2am to conduct calls/meetings/negotiations)
· Better job satisfaction
· Ability to care for family (baby, child, elderly parents) or pet (dog/cat)
Employees of the company who went on maternity leave can return to work faster by combining work/family. Also to maintain their high awareness of the development of the company and their belonging to the company. "Access to FWA can assist mothers in retaining career attachment" (Xiang, 2022).

 The implementation of flexible working hours is not applicable to every company and/or all employees in a particular company.
As part of a company that manufactures and sells agricultural equipment, one of the first tasks of the HR manager is to determine for which units/employees the introduction and implementation of flexible working is possible.
This procedure may include several stages:
- must first study and analyse the job characteristics of employees by units; 
- to check whether the production capacity allows the introduction of such a change;
- will employees be able to perform their official duties from home;
- do they have suitable conditions for "working at home";
My friend's company has a unit responsible for health and safety conditions. This unit checks the home (the room designated as a "home office") for eligibility.
- to study what additional costs the company will have to make (if necessary);
- to meet and talk with unit managers, to what extent it is possible to introduce such a strategy in the specified unit;
- to prepare a report on the benefits (for the company and employees) of the implementation of the strategy;
- to prepare a plan for implementation;
For the company GreenCo it is possible to introduce
strategy for Part-time work (for core and peripheral employees) and Zero-contract hours (for peripheral employees) for the production unit.
Introducing this type of strategy will bring benefits to the company such as:
- covering the needs of additional employees in the busiest periods of the year;
- implementation and achievement of company goals;
- less workload and stress on key employees;
- reduction of full-time staff costs;
On the other hand, the introduction of hybrid/flexible work in the GreenCo company is suitable and possible for the Sales, Accounting, HR department. Due to the development of new technologies, "home office" work is possible for these units.
On certain days of the week, the employees will have to work in the company, and on the rest in a "home office". Attending and working at the company is required for the following reasons:
- maintaining a good company culture;
- building good intercollegiate relationships;
- carrying out meetings (brainstorming);
- meetings with employees;
- conducting trainings, studies, and presentations;

In order for the added goals to be achieved and implemented, the company must also motivate the employees to work towards their achievement. Pay is a major motivating factor that binds the company and its employees.
"Payment is the performance of an obligation to pay money" (Britannica, 2023) 

What is the payment system?
“Payment systems are a set of common rules and procedures that support the transfer of funds between people, businesses and financial institutions.” (Payment, 2023)

According to GOV.UK (2023) the payment systems can include monetary, and not related with the performance  non-monetary forms of reward. “Monetary consideration includes cash and payment by cheque; credit card; bank transfer deduction from pay, etc.” “Non-monetary consideration includes goods or services supplied”- sickness pay, maternity pay, paternity pay, redundancy pay, pensions, gift cards, overseas travel, commendation.

The factors determining the salary are different. They are based on different reward methods and policies. Referring to the CIPD (2022) the strategy should ensure:
- fair and lawful pay that does not discriminate against employees;
- is clearly related to career development and salary increase;
- is tied to the company's strategy, mission, culture and goals;
Other factors that can have an impact and have to be considered are:
- market demand/supply for the specified position (manager, worker, etc.);
- what the competition offers as pay;
- what the organisation can afford to pay;
- necessary requirements for the position(qualifications, experience)
- national minimum wage + national living wage;
When implementing a flexitime strategy for employees, 2 different pay strategies are applicable.
Time rate pay will be introduced for employees in the production department (Part-time and 0-hour contracts). This includes hourly, weekly pay in line with the national minimum wage.
Advantages for employees:
- easy to understand and calculate payment;
- accurate and clear payment covering minimum life needs;
Disadvantages:
- lack of motivating pay;
- passivity;
- lack of productivity;
- lack of interest in the company's goals;
Advantages for the company:
- supports “core” employees and reduces stress on them;
- easy to calculate costs;
- appropriate pay for unqualified employees to cover the company's needs in busy periods;
- easy to determine pay, where work is not normal;
Disadvantages:
- the employee avoids taking responsibility;
- uncertainty and staff absences;
- employees do not feel connected to the company;
For the employees in HR, Accounting department (hybrid/flexible working) a salary increment strategy will be introduced. It will include a higher hourly monthly wage, as well as an additional percentage for each year of service with the company. For the Sales department, the pay will be the same plus a % of the sales made above the minimum target.
Benefits for employees:
- easy to calculate wages;
- rewards experience;
- leads to a stable workforce;
- motivation to achieve and exceed goals;
- motivation for sustainability and commitment to the company;
Disadvantages:
- slow progress for ambitious employees;
- no incentive to work more;
- age discrimination;
Advantages for the company:
- leads to a stable workforce
- a strong and motivated core of employees;
- easy to calculate costs;
- motivated employees to go the "extra mile";
- employees feel valued and part of the company;
Disadvantages:
- "fear" in employees of the company's high goals can lead to psychological discomfort and low results;

To implement a hybrid way of working, the company must have well researched and known its employees (the main core of employees of the company). According to McGregor (2006) "X and Y" theories of employee motivation, the company can decide how they should be stimulated and controlled. The theories describe two different attitudes to motivation in employees. "Theory X" is based on the idea that people are naturally lazy and need to be further incentivized and penalized to perform their duties. It is inherent in them to dislike work. Therefore, workers need close supervision and a good control system. "Theory Y" is based on the idea that people are by nature responsible and should be trusted, should be given the opportunity for creative expression. They have the ability to creatively solve problems if given the right conditions. In order to determine the motivating and controlling factors, the company must first develop a clear and accurate evaluation strategy.
“There must be a clear objective aligned to corporate strategic goals, a planned process, properly resourced implementation and a good communications plan.” (Ruiz, 2005)
For employees to feel valued, connected and engaged, the company must provide them with the best possible conditions.
For the production department this could be extra equipment, materials, rest, canteen seats, food/drinks on hot/cold days.
For those who work certain days from home - equipment (computer, printer, paper, ink, internet, comfortable chair and desk, suitable lighting, breaks during work, software, etc.).
Once the company has provided everything necessary to its employees, it will have the opportunity to monitor, organize, control, analyse and evaluate their work. The first thing is to define the goals of the company. These goals should be clear, precise, measurable, realistic. For this purpose, regular meetings (daily, weekly, monthly) can be held in the company and/or online. At the meetings, reports will be given on the work done, progress or lagging behind the set goals, obstacles, opportunities, etc.
The evaluation can be based on equipment produced, sales made, trainings made, meetings with customers made, hours worked. Worked hours can be tracked through special software, reporting the activity of the employee's computer.

To evaluate strategies to promote employee engagement when implementing flexible working, the company should consider these 3 aspects:
- to evaluate and classify work positions;
- to group similar jobs/positions in terms of work;
- to determine the working rate of pay for each position;
The assessment and classification of work positions can be done by dividing the staff into:
- basic (core) employees - with a permanent full-time contract;
- temporary (peripheral) employees - hired only for the busiest periods of the year;
The grouping of job positions can be:
- based on management level - employees, coordinators, managers;
- skills - qualified and unqualified personnel;
- physical/mental strain;
- working conditions;
- arrangements for people, equipment and materials;
Salary will be determined based on hours worked for production department and hours worked + years of experience in the company or % of sales for HR, Accounting or Sales Department.
For employees to feel valued, connected and engaged, the company must provide them with the best possible conditions.
For the production department this could be extra equipment, materials, rest, canteen seats, food/drinks on hot/cold days.
For those who work certain days from home - equipment (computer, printer, paper, ink, internet, comfortable chair and desk, suitable lighting, breaks during work, software, etc.).
  Once the company has provided everything necessary to its employees, it will have the opportunity to monitor, organize, control, analyze and evaluate their work. The first thing is to define the goals of the company. These goals should be clear, precise, measurable, realistic. For this purpose, regular meetings (daily, weekly, monthly) can be held in the company and/or online. At the meetings, reports will be given on the work done, progress or lagging behind the set goals, obstacles, opportunities, etc.
The evaluation can be based on equipment produced, sales made, trainings made, meetings with customers made, hours worked. Worked hours can be tracked through special software, reporting the activity of the employee's computer.

The implementation of hybrid work in companies is becoming more and more widespread. For this purpose, the company must have clearly defined goals and vision, a good production structure and a team of qualified employees. The excellent knowledge of the needs of the company as well as of its employees will support the easier introduction of this type of work in the company, determining the salary and meeting the needs of the employees, reducing costs and achieving company goals.
‘‘ There is now clear evidence that organisations that have embraced new working patterns have benefited from increased productivity, lower employee turnover and lower absenteeism. ’’ (Commission, 2007)
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