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1. Introduction. 
The way we live and do business has shifted because to Covid-19. This has led to an increase in requests for more adaptable schedules from workers. Companies were forced to implement new procedures in the beginnings of the pandemic COVID-19. Workplace flexibility is becoming increasingly important to today's workers. No one is going to go back to work like they always have. The concept of flexible employment is fast mutating and multiplying, it has truly gone global. 
In this report will be discussed the meaning of flexible working, the types of them, and how the implementing flexible working strategies into the organisation can benefit it. Will be discussed what the firm should consider in implementing flexible working to the employee workforce, also in this report will be some strategies for promote employee engagement while implementing flexible working and will be discussed how the firm can evaluate employee value proposition to implement a pay structure. Then will be a conclusion about this report and at the end will b e the references which have used to create this report.

2. [bookmark: _Toc130199319]Definition, types, and description of flexible working.

The phrase "flexible working" refers to the organisational policies and practises that allow for employees to have some say over when and where they put in their workday. Increasing numbers of people are realising the benefits of flexible hours in terms of gaining entry to and maintaining employment. In addition to making firms more adaptable to changing, effective working conditions that are flexible may attract more potential in skilled workers, boost morale on the job, increase loyalty to the company, and decrease attendance (CIPD,2022).
The types of Flexible Working:
1. From home. 
The option to work from home has quickly become one of the most sought-after forms of flexible employment. Employees who do desk-based tasks, such as attorneys, marketers, and financial advisors, benefit most from being able to work from home, which is why it is often given on a part-time basis (dividing time between both the home and office) or permanently (100% remote working).
2. Compressed hours. 
The compressed hour schedule is another form of flexi hours that is gaining in favour. Workers can now work fewer than the usual five days per week. The four days of work are usually extended so that workers may put in their full-time (typically between 35 and 40 hrs per week) amount of time. Having a longer weekend, for instance, might be helpful when taking care of business on the home front.
3. Flexitime. 
When an employer allows workers to determine their own beginning and ending times for the workweek, they are said to be providing a flexitime schedule. In most circumstances, companies can define an acceptable limit within which a worker is able to operate, therefore the worker does not have entire autonomy in this regard. Core hours, often in the heart of the workday, like 10 a.m. to 3 p.m., are commonly expected of employees.
4. Staggered hours. 
Working on a staggered schedule implies that you’re beginning and ending timings will vary from those of your co-workers. There's a wide range of possible explanations. When a person has additional non-negotiable obligations, including transporting kids to and from school or working a second part-time job, then may choose to engage on a varied schedule. Companies that run around the clock, like power plants, may want to consider implementing staggered hours for their employees.
5. Part-time. 
Part-time workers are also considered to have flexitime because of the flexibility they provide their employers. A person on a part-time program works less hours per week than someone working a full-time schedule. Part-time workers often put in less than 35 hours per week, the conventional minimum for full-time status.
6. Annualized hours.
Certain fields are more likely to use an annualised hours schedule than others. The hotel sector is one of the most common examples of an industry that uses annualised hour schedules because to the cyclical nature of company activity that occurs around major holidays. With annualised hour plans, employees are expected to put in a set number of hours throughout the year, but their timetables for doing so are flexible according on the demands of the business.
7. Job sharing.
Job sharing is the last form of flexible employment that worker could experience. Two workers in a job share role each have a portion of the hours and duties of the full-time employment. Personnel with additional obligations or who want to divide up their job responsibilities across co-workers would benefit the most from this (Indeed Editorial Team,2023).

3. [bookmark: _Toc130199320]The benefit of implementation of flexible working strategies into the organisation.

The term "flexible working" is now commonly used interchangeably to "hybrid working." Across the epidemic of COVID-19 and after, there was an ever-increasing global fixation with this sort of activity. Just around one in eight employed persons had reported working remotely before the COVID-19. During the first half of 2020, over half of working people (49%) reported having worked from home at some time in the prior seven days, with that number expected to rise to 51% by the end of the decade (3 to 13 April and 11 to 14 June 2020). Around 38% of working people in the UK reported having worked from home in the two years following the lifting of guidelines to do so (27 April to 8 May 2022). Around 40% of employed individuals said they had done remote work in the most recent reporting period (January 25-February 5, 2023) (Chris et al.,2023).
Hybrid may help recruit and retain workers with the potential to have trouble holding down a job, and it also has benefits for workers' engagement and welfare. Most workers (around 60%*) are unable to take advantage of remote or flexible work arrangements since their employers offer workers to be physically present at the office (CIPD,2022). 
Not only can offering employees greater leeway in their schedules help you hire talented people, in addition it boosts output. 43% of participants in the Gartner 2021 Digital Worker Experience Survey indicated that they were capable of being more efficient because of having times that were flexible, and 30% of participants said they had been capable of being more efficient because they spent less time travelling (Caroline, C.,2022).
Despite its importance to a company's performance, the human resources (HR) department tends to view flexible work arrangements as a "family friendly" perk. Strategic implementation of this idea may have a significant impact on both the bottom line and HR's standing in the organisation (Peter, T.,2008).
Important Advantages for Businesses
1. Advantage in the market. Employing top people is a constant challenge for growing businesses, especially those in competitive industries like banking where well-known worldwide brands have a significant head start. They can gain an advantage by providing more options for employees than their larger competitors can provide.
2. There is no more 9-to-5. Technology and globalisation have created a world where people never stop working. Alternative shift patterns have emerged in response to rising demand for client services that span international borders, time zones, and business hours. Many businesses now need employees to work 'off-hours,' or after normal business hours, in their offices and contact centres.
3. Expanding access to qualified individuals. To attract and retain a more diverse workforce, many companies are beginning to experiment with flexible work schedules, particularly for high-demand positions.
4. Output from employees with varying schedules. Anecdotal data suggests that workers who have the freedom to choose their own working environment, schedule, and methods are more engaged and ultimately more productive.
5. Keeping the current team together. Flexitime’s advantages are helpful in keeping employees around. If your job schedule is flexible and convenient, you will be less inclined to leave it. To work part-time or with more flexibility at a new company, you may have to prove yourself first (Joy, B.,2019).


4. [bookmark: _Toc130199321]The discussion about what the firm should consider in implementing flexible working to the employee workforce

 There have been two important aspects to creating organizational productivity:
1. Establishing A Goal
Most of a person's the day should be spent working for a firm that shares their ideals. The importance of having a clear mission and how it may help businesses recruit and keep the best employees.
Obtaining everyone on board with the company's vision, strategy, and how employees fit in is the initial order of business. Management workshops, whether digital or even in, may assist employees see how their work contributes to the company's overall mission. I've experienced first-hand the positive effects of management directly communicate with staff through initiatives like regular town hall meetings.
The second,  is contributing to get a nuanced understanding about how their immediate supervisor contribute to overarching corporate objectives. Managers should take the lead in such conversations on an additional regular schedule, and they should have a one-to-one relationship with smart goals as part of the overall process for managing performance. Management need access to enough resources (time, training, and technology) to achieve their goals. Think about what must be done to ensure the performance of your management.
Finally, the failure of many initiatives to enhance staff participation is that HR ends up handling it all on its own. Although this unit's assistance and facilitation are crucial, the entire company, from upper management on to the level of human resources, needs to get on hand.
2. Think About Them in Their entirety.
Humans are not flat characters. Many devote their time away from the office to their families, passion projects, and civic engagement. As a result, businesses need to think about this factor when trying to boost employee enthusiasm. Think of the worker as a complete and use your organisational mission and principles as a guide for deciding what factors are most significant. Workplace advantages like paid time off for carers, training opportunities, and a relaxed dress code all play a role in helping employees achieve this objective. The problem of staff participation is not one that can be solved and then ignored. It must always be one of the company's highest priorities, and everyone there must work to make it better. Establish objectives, maintain a sense of modesty, and accept this as a process of development (Clare, 2023).
5. [bookmark: _Toc130199322]The type of strategies and description of this strategies to promote employee engagement whiles implementing flexible working

Effective staff engagement strategies take time to develop and require the support of upper-level management. Don't let this stop business, an employee engagement improves performance, lowers absenteeism, and boosts profits. To what extent workers are inspired, enthusiastic, and committed to their jobs is a measure of employee engagement. Position, corporate culture, and personality traits are just a few more variables that might increase staff participation.
Some suggestions for the businesses on how to increase morale and productivity in the workplace:
1 Be an example of your ideals and goals in action.
2. Seek out criticism and use it to improve.
3. Keep your management actively involved.
4 Organize community service projects.
5. Promote the emotional and physical well-being of your staff.
6. Reward and acknowledge exceptional performance.
7. Conduct staff satisfaction polls often.
8. Make plans for group trips.
9. Form ad hoc employee groupings.
10. Inspire people to do what they love.
11. Tune up your new hire orientation.
12. Offer your employees opportunities for training and advancement.
13. Provide educational resources and refresher courses.
14. Get rid of any extra steps in the process.
15. Provide for some workplace flexibility.
16. Provide supervisors with instruction on employee participation (Kate, H., 2023).
6. [bookmark: _Toc130199324]Discussion about how the firm can evaluate employee value proposition to implement a pay structure

Employee compensation is a major expense for any business. Human resources rent has been extensively theorised, with a focus on two main paths: value generation and value absorption. A use of the value of human resources may be improved with employee interrelations, which is what is meant by the term "creating value”. Capturing value is cutting down on money spent on people management. One method for capturing value is to keep staff members from leaving with benefits of their labour . Value can also be captured by reducing social resource administration expenditures. Because of employees' right to self-determination with control of company human resources, businesses can never be certain that the workers they hire will do their best to create value and remain loyal to the company (Chadwick, C., 2017). It is for this reason that businesses must think about more than just the bottom line when hiring employees. Attribute of compensation is not the sole reason for staff migrations, as the losing or increase of psychological revenue also plays a factor when deciding to relocate (Samantha,A.C.,2019). 








7. [bookmark: _Toc130199325]Conclusion.
Because COVID-19 our live has changed, and for survive this period, the organisation and the employee should change their live style and the option to work from home has quickly become one of the most sought-after forms of flexible employment. Legal professionals, marketers, and financial advisers, to name a few, are well-suited to working from home, whether it be on a part-time basis or full-time basis. In this report it describes how company's success often hinges on the enthusiasm of its workers, because when workers don't believe their employer cares about them, they lose motivation to get their work done and succeed. Companies who are doing well at supporting their staff provide perks like corporate trips and flexible scheduling.
The ability to adapt to changing circumstances is invaluable; it encourages employees to be more welcoming and helps them find and keep top talent they might not have been able to get through more conventional means. Employees are better able to maintain a healthy work-life balance, which is beneficial to their mental health and overall happiness. It inspires innovation, facilitates work-life harmony, and motivates individuals to perform at their highest levels. Flexible work schedules are wonderful for encouraging employees to come to work feeling rested, energised, and ready to contribute their best ideas.
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