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Flexible Working  
Introduction
	Flexible working can be described as the type of employment that permits individuals to change the amount, schedule, or place of their work, typically for the advantage of both the employee and the organization. Ideally, after the Covid-19 pandemic, most organizations have looked forward to implementing flexible working. The strategy is meant to survive and ensure competitiveness in the constantly changing global market. The continuous technological development has also ensured that working can be done remotely. The use of strategic, flexible working has both its advantages and disadvantages. Some of the merits include mutual balancing of family and friend’s life, good utilization of human capital, and forcing the withdrawal of pending issues such as turnover intentions and staff absenteeism (Ewald, Gilbert, and Huppatz, 2020, p. 32). However, flexible working has drawbacks, such as negative moral conduct, coordination problems, and management.
	Similarly, due to the rising imperative for organizations to boost their remote working capabilities, flexibility is no longer confined to the relations between the workers and the management. Nowadays, flexible working involves many parts of the organization to foster togetherness hence a successful transformation. Organizations must develop a comprehensive, integrated strategy that includes all important players, whether installing new technology and infrastructure, asking managers and employees to modify how they work, or building new processes and systems around work (Chung and Lippe, 2020, p. 370). However, in far too many organizations, barriers like misunderstandings about flexible working and even unfavorable attitudes of leaders and line managers can prevent its benefits from being realized for individuals or the firm. Making a case for companies to invest in expanding flexible work options throughout their workforce is crucial to retaining and recruiting talent from various backgrounds and experiences.
The CIPD map consists of various segments. As shown below
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The image below depicts the evolution of the CIPD map
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The focus of CIPD has changed from a generic focus based on best practice to one that is based on values (Chartered Institute of Personnel and Development, 2022). Actually, this allows it to be more flexible and relevant to different organizations. As indicated, this is a Purpose led way of working. Purpose promotes Evidence-based, Principle-led, and Outcome-driven practice. In turn, these principles are amplified by: Specialist Knowledge, Core behaviors, and Core Knowledge. For instance, core behaviors such as a value for people and ethical practice promote a principle led way of working. The CIPD model is meant to be evaluated outwards from the inside. From a purpose of enhancing work and working conditions, Human Resource Managers can better understand more specific aspects such as Core behaviors required to achieve their Purpose promoting more awareness (Chartered Institute of Personnel and Development, 2022). 
Importantly, changes in the job world such as new roles, opportunities and priorities necessitate changes in the CIPD map. In this regard, changes are made to the map after research, as well as consultation, ensuring relevance to the current professional world (Chartered Institute of Personnel and Development, 2022). 
Benefits of Implementing Flexible Working Strategies
	There is no longer a requirement for employees to work in an office to be productive, thanks to technological improvements that allow them to access crucial information from anywhere. Employees can negotiate a less restrictive work schedule to enhance their work-life balance and overall value to their firm through flexible working arrangements. Some benefits  of flexible working conditions include better recruitment, retention, diverse teams, improved work culture, increased productivity, and reduced cost.
	Based on CIPD, flexible working conditions relate to Outcomes-driven and Evidence-based segments. Human Resource Managers can apply flexible working conditions to achieve particular outcomes based on evidence or required outcomes. Based on the model, such Human Resource Managers can be described as Insights focused, commercial driven, and valuing people (Chartered Institute of Personnel and Development, 2022). With regard to core knowledge, such managers can be described as possessing evidence-based knowledge, as well as knowledge on change. However, this description depends on the purpose of the change (improving work and working lives) (Chartered Institute of Personnel and Development, 2022). Without this purpose, subsequent segments such as Outcome-Driven cannot be satisfied.
	One of the significant benefits of flexible working is the ability to save costs. If an employee works from home or has fewer office hours, the direct costs of keeping them at a desk, such as an internet access and other office expenses, are dramatically decreased. Additionally, a company may save real estate expenditures by reducing the number of individual office spaces and utilizing shared or co-working facilities. Similarly, employees will be more productive if lengthy or expensive commutes are eliminated, allowing them to work in their environment instead of wasting time stuck in traffic (Setiyan et al., 2019, p. 114). According to recent research, the most effective workplace for employees is working from home. According to a global poll, employees who work from home tend to be less distracted and more productive because they have more control over their working environment.
	Flexible work schedules increase workplace morale and engagement, one of the main reasons employers and employees want them. Employees will be happier and more fulfilled in their personal lives and hold their work in much higher esteem if they have a better work-life balance. A rise in employee satisfaction, engagement, and morale translates into more effective workers. Employees are less likely to look for work elsewhere if they are content with their workplace. Flexible working arrangements allow employees from diverse backgrounds to be involved and collaborate successfully. Diverse teams are more creative and productive. Working parents, people with physical disabilities, or those unable to work in an office can contribute their skills, perspectives, and ideas from the comfort of their homes (Rehman and Siddiqui, 2019, p. 12). Offering flexible scheduling encourages a more diversified talent pool to apply, resulting in a more innovative and successful organization.
	Employees are less likely to look for employment elsewhere if they are happier and more engaged at work. Studies have shown that even sporadically, flexible working arrangements can considerably increase an employee's job satisfaction and the likelihood of staying with their current employer for longer. Lastly, giving employees a flexible schedule gives the organization more hiring possibilities and a larger talent pool. More workers will be attracted to the film when they offer flexible working and fosters work-life balance.
Considerations towards Implementing Flexible Working
	Before implementing a flexible work policy, the management should consider several aspects depending on the type of work and the working conditions. Questions such as "why is the organization deciding to implement a flexible working policy?" and "How does the policy benefit the organization?"  should arise. An organization can decide on the right flexible work by answering these questions. Since not all firms are suitable to implement this strategy, weighing the options will enable the organizations to look for viable options to execute flexible working.
	Similarly, no matter how many options or programs are offered, the supervisor should clearly describe the duties, expectations, and deadlines and get the employee and the employee to agree on them. The success of these activities will be aided by a supportive corporate culture, transparent communication, teamwork, and mutual support between management and employees (Chung et al., 2021, p. 222). Other aspects that should also be considered include meeting the safety and health regulatory obligations, impact on conditions and terms of employment such as leave benefits, the impact of the worker's absence will have on the organization or the group, meeting consumer demand, working management, how to schedule training and meetings courses so most workers can attend an initial start-up cost and additional administrative time or duties.
	It is also vital to remember that flexible working requires both employee's and employer's submission and participation. Therefore, one might also consider identifying what employees want. Policies promoting workplace flexibility function if employees use them. Before making any policy decisions, it is crucial to conduct employee surveys or focus groups to gain support from the workplace (Ramakrishnan and Arokiasamy, 2019, p. 552). Additionally, one might also overlook what the management team can support. Employees may be clamoring for the ability to determine their schedules. Still, if doing so will hinder output, prohibit management from forecasting, or restrict them from setting deadlines, that's usually not the best option for the organization. It is thus crucial to include management team members in the discussion.
Strategies to Implement Employee Engagement
	Employees' level of commitment to their daily tasks and the company's overall success is referred to as employee engagement. A positive emotional connection to the organization and a sense of purpose in their work goes beyond employee happiness in engaged workers. In most scenarios, companies find retaining existing workers harder than hiring them. Hence, employee engagement should outline clear tactics for how the employee's engagement will be improved, the actual budget for engagement-related initiatives, goals for improving those metrics, and how engagement will be measured (whether via lagging indicators such as productivity, absenteeism, turnover or through employee engagement surveys).
	There are ideal strategies for implementing employee engagement; however, the strategies might be subtle considering flexible working. An ideal strategy might involve starting with trust. Trust has a significant role in how engaged and valued the employees feel at work. They frequently feel micromanaged and less valuable when there is little trust. Putra et al. (2020) believe employee engagement is built on trust. When trust is built, workers develop a sense of ownership in their tasks, increasing productivity even while remote working (Putra et al., 2020, p. 347). Additionally, trust eliminates the hierarchical gap, putting everyone on an equal footing as they collectively steer and sail the same ship. Workplaces feel energized, ideas thrive, and people are engaged.
	Second, it is also vital to give the employees autonomy. The degree of employee autonomy directly affects job happiness. Employees feel more accountable for their work and satisfied with their contributions when granted liberty in the workplace. It is crucial to give employees autonomy and the freedom to do work they believe to be meaningful and influential. Rather than forcing people to conform to preexisting narratives, the goal is to let them create their own. Another strategy that is also crucial is evaluating the alignment and communication procedures. As noted by Eric Harris, CEO of MindHandle, the pandemic will leave an indelible mark on employee engagement and communication. He suggested that new rules for how employees meet, safety concerns, and more should be evaluated due to the inevitable shift into flexible working. As the world changes, an organization that is clear about its values and routinely communicates them will be at a significant advantage. It's simple to lose the desire to produce the best job when staff is unaware of corporate happenings and formal cooperation, and internal communication tools are unavailable (Cordero, Babapour, and Karlsson, 2020, p. 541). Other strategies that might be considered include investing in employees as they will invest in the firm, make career progression front and center, encourage flexible working, and challenge the employees.
How to evaluate the Employee Value proposition
	The employee value proposition can be described as an ecosystem of assistance, appreciation, and values that a business offers to employees to help them reach their full potential at work (Kristjánsson, Thornton, and Kristjánsson, 2018, p. 547). Most believe that a potential employee's compensation is the most critical factor. Salary is simply one component of an overall Employee Value Proposition (EVP); however, there are many more that complete it. That is especially true in today's dynamic world, when the Covid-19 pandemic has fundamentally altered the relationship between employees and employers. Business executives must consider their overall EVP in light of the employees' evolving needs, which the pandemic has impacted. Employees anticipate flexible work arrangements and hybrid work models that enable them to work from anywhere, at any time, even after COVID-19.
	Some tips that can help develop a compelling EVP include ensuring alignment, communicating the message, determining key selling points, and understanding the existing perceptions. The existing team members living and breathing your business values contribute to creating a company culture that one can showcase to the EVP and business leaders. The ideal corporate culture will emerge from the workforce, turning the firm’s vision into reality. One must first comprehend the perceptions that both current employees and potential hires have of your company's brand and culture to create a strong, realistic EVP (Lott, 2020, p. 482). Similarly, one might consider creating a cross-functional team to examine the study and identify the elements of the company that customers value most. Building up your employer brand and properly outlining it in your EVP will provide potential employees a clear understanding of what the company stands for and how this might fit into their beliefs.
	Before deducing a pay structure, the organization should consider several aspects; however, evaluating the value proposition is an ideal strategy. Similarly, the firm might consider exploring several key elements to deduce a viable pay structure. This element includes managing pay progression within a transparent and clear structure, deciding what market position to adopt, and balancing internal pay equity with market competitiveness. Other elements include job evaluation versus no job evaluation, the different pay, and grade structure types, and ensuring the alignment between the reward strategy, HR, and the business.         
Conclusion
	In conclusion, flexible working is inevitable in the modern world where technology is constantly growing. Employees no longer need to work in an office to be effective, thanks to technological advancements allowing them to access critical information from anywhere. Employees can negotiate a less restrictive work schedule to improve their work-life balance and contribution to their company through flexible working arrangements. Flexible working has considerable merits such as enhanced recruiting, retention, various teams, improved work culture, increased productivity, and cost savings.
	Although most organizations worldwide are shifting from traditional methods to working remotely, the human resource department should consider multiple aspects before implementing flexible working.
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