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Introduction 
A lot of company’s adapt flexi time due to COVID-19 pandemic, especially ViatTech Ltd, who design and provide diagnostics test equipment to the National Health Service NHS and commercial hospitals. This essay will discuss the benefits and drawbacks of being on flexi time as an employee. The main problems are job completion, wage losses and decrease in employee morale. However, with a successful forgeable working, ViatTech can take advantage of it by increasing the performance and moral of employees (Lewis, 2003). 
To achieve this, there are three steps to implement.  Therefore, ViatTech needs to set a date to be a flexi hours company. In this case, staff can choose to start work from 7am and 8am, but if they work over 37.5 hours, they shall work for free. However, there needs to be a supervisor to monitor the work process (Harris, et. Al., 2010).  Moreover, staff can work from anytime from home, but manager should be careful and pay attention to those who are struggling. However, employees shall experience a boost of their work morale and the productivity shall increase dramatically.
Advantages of Applying Flexible Working Approaches
These changes related to the COVID-19 epidemic have resulted in the adoption of flexible working practices for many individuals and, as such, have had a profound impact on the nature of traditional working environments and conventions (Kaya, İleri and Kara, 2022). VialTech, the company that I work for, and which provides NHS and private-user diagnostic testing services, could potentially benefit from the implementation of flexible working practices. Some of the advantages that might ensue as a result of adopting this approach are as follows: timesaving, better levels of enjoyment among employees, increased attractiveness as an employer for the best candidates, and cost-reduction, all of which ultimately benefit the company’s performance.
 Labour productivity is one of the many advantages of flexible working. As workers are able to schedule their work according to their most productive part of the day, they will be able to function at optimal stage in delivering their work, thus making the job more productive and effective. There have been findings that when workers are given the autonomy in planning their working hours, productivity is increased as the highest quality of work is produced from workers. The study by Robertson, Wenzel and Thompson (2017) showed that workers who worked remotely were 13% more productive than their office-bound colleagues. The increased productivity might be attributed to the fact that they had fewer disruptions, were working in a more pleasant environment, and were rid of the prolonged travelling time that would have taken away time from them. This means they could start working earlier and with a fresher outlook. Another benefit of flexible working is that it tends to improve the work-life balance of workers (Wang and Kazi, 2022). The provision of flexible working conditions helps people to better balance their work and personal obligations, hence reducing stress and reducing burnout. With this better balance, it also leads to higher job satisfaction and well-being at work. In a study by, Wahyuadianto (2021) flexible workers reported less stress and greater job satisfaction than those who had a rigid schedule (). VialTech could help to improve performance and productivity by promoting a better work-life balance, leading to a happier and more engaged workforce.
 Flexible working also enhances VialTech’s capacity to attract and retain senior staff. Providing flexibility in the way that staff work is an attractive benefit for gaining access to the high-skill labour market. Offering work flexibility is an influential factor when recruiting for highly educated work. Botrel Vilela (2021) explains that offering flexibility in working arrangements are factors that prospective workers are willing to exchange for access to attractive work opportunities and may increase employee retention rates. Offering flexible working arrangements by VialTech improves its image as an employer of choice and minimises workforce turnover, hence highly skilled staff.
 There are considerable cost savings from flexible working. A reduction of the number of employees on-site tends to reduce the staff required to service the office, or in other terms, the amount of physical space needed, and consequently, the associated expenses. The organisation's workspaces could be scaled down, giving notable cost savings. It is reported by Global Workplace Analytics (2021) that companies that adopt flexible working may incur annual cost savings of $11,000 per person who works from home half the time. The resources can be used for other important areas like research and development, staff training, or improving customer services. Therefore, the implementation of the flexible working solutions at VialTech provides several advantages, such as high productivity, better work-life balance, better recruitment and retention, and the most significant savings in terms of money. However, implementing flexible work practices at VialTech might lead to a highly dynamic and motivated working team, and thus to higher efficiency and competitiveness within the diagnostic testing business (Wang and Kazi, 2022).
Concerns before applying flexible working
There are a few things to consider before implementing flexible working at VialTech a company that offers diagnostic testing to both NHS and private customers  in order to transition and integrate it effectively (Merkel, Ruokolainen and Holman,  2019). Flexible working has many benefits, but it is important that careful planning is done, and that organisations and employees needs are looked at in detail. This article goes through the key components that VialTech needs to consider before flexible working implementation. These are the work itself and how it is done, the technology needed, employee preferences and finally legal requirements (Harrington, Linehan and Cross, 2008). 
 One critical consideration is the type of work being done by each team within VialTech. The organisation employs administrators, lab technicians and customer-facing workers, and different jobs require different qualifications and tasks. While the role of an administrator is more suited to remote working, laboratory technicians and customer-facing employees would need to be present in the testing facilities to be able to perform their jobs. Hence, a one-size-fits-all approach to flexible working would not be suitable at VialTech. Instead of implementing universal flexible working, the organisation might adopt a hybrid approach, allowing for telecommuting for jobs that can be done remotely, and offering flexibility in terms of scheduling and shift arrangements for workers who need to be physically present at their workplaces (Merkel, Ruokolainen and Holman,  2019).
 Plenty of technological infrastructure needs to be in place for flexible working to run smoothly. If flexible working is to be adopted as a strategy, workers need to be equipped with the relevant tools and resources, namely reliable access to the enterprise systems, a proper stable internet connection, and suitable hardware such as laptops, tablets, and mobile phones. Likewise, a good IT help desk is required to help with any possible issues that may pop up (Mousa and Othman, 2020). As with many businesses, VitalTech is likely to involve a significant number of patients’ health information. As such, maintaining confidentiality of sensitive personal data must be of prime importance when adopting any ICTs that involve the usage of cloud or other similar technology infrastructures such as video conferencing. The resources needed must be sufficient to put in place a reliable secure communication channel and to ensure the provision of privacy (Scott, Colquitt and Koopman, 2017). 
 Information about employee preferences is also crucial to develop an effective flexible working scheme. From conducting surveys and meetings with employees, enterprises could be informed about their preference of working from home or a different type of flexible working hours. The information gained could be applied by the enterprises as they tailor the working flexibility scheme to the various demands and preference of employees. It could be expected that through this way, employees could be made satisfied and more productive. Besides, the involvement of workers in the planning process could also build the ownership feeling of the flexible working system and enhance employees’ willingness to accept it (Archer, Lewis,  Yarker and Zernerova, 2024). 
 Labour law compliance is a must when embracing flexible working, which means that VialTech needs to design any flexible working arrangements to be aligned with all national and local labour law requirements. These include working hours and overtime, health and safety, and employee rights. Industry-specific requirements also need to be considered, particularly in the healthcare sector, where a number of regulatory rules apply to the management of patient information (eg confidentiality) and service delivery. Advice from legal practitioners and human resource personnel will ensure all legal obligations are met and reduce any legal liabilities  (Kinman, 2019).
However, VialTech has a wide range of jobs, technology infrastructure and employees, all of which have different characteristics and preferences. They also have the applicable rules to follow. Thoughtful consideration of these factors and the effective management of them might enable VialTech to provide work flexibility for all staff in a way that improves productivity, employee well-being and organisational flexibility (Reynoso, 2023). However, the process of implementing flexible work will require careful planning and the active involvement of different stakeholders. In the end, a combination of proper planning and the right leadership might yield benefits for the firm and employees.
Reconfiguring the Pay Structure
Because VialTech is also moving towards a flexible working paradigm a reorganisation which, along with the banding structure, must completely reconstruct the compensation structure. So, that on-site and remote workers are treated identically and paid equitably the same detailed audit of underlying roles and responsibilities must also ensure that pay is linked to what people do, not where they do it (Franco, Bennett and Kanfer, 2002).
 In some cases, pay-for-performance seems like a good system in freelance work. If a company pay the workers by the task, they should be doing it to the best of their abilities, and, more importantly perhaps, in a way that is aligned with and achieves company goals. Performance measures must be clear, measurable, and aligned with the company’s higher objectives. For instance, a payment scheme for websites should reward more downloads without fiddling the stats.
However, the cost of living for remote workers must be adjusted. If some employees live in a more expensive city, adjustment in salary may be needed. However, those who live in a low-cost area may not need such adjustment. This is fair treatment and cost-wise. Therefore, to make the pay system of VialTech work better for flexible working, we need to make sure everyone is paid equally and fairly, pay people enough to be rewarding for their performance, and also make cost-of-living adjustments to make flexible working better, fairer and more rewarding at VialTech (Hamel,  Roland and Campbell, 2014). 
Approaches to Progress Employee Commitment
Since employee engagement is a crucial requirement for VialTech's flexible working plan, workers need to be more inspired to perform better in their job. Higher level of engagement leads to increased productivity and happiness, which eventually contributes to company loyalty. Here are some possible techniques to stir participation during this shift.
But first, communication has to be clear and steady. Current information about law changes, future outcomes and corporate goals are sent out to all personnel on a regular basis. Emails, video calls and corporate newsletters make sure that all employees around the globe get the information they need as soon as possible (Bach, 2003). 
 Moreover, training and development programs should be implemented to improve it. New technologies, work in remote settings and time management training should help people to work in flexible time regime. Spending money for professional development courses will prove that company cares not only about its employees’ productivity but also about their personal growth. 
 Furthermore, an employee recognition scheme can increase morale. Giving employees awards and praise, or an incentive scheme, encourages employees because it shows them that they are valuable to the company, and they should work hard for it (Dugalić, Šantrić and Stanisavljević, 2022). However, providing the mental health services, having flexible working schedules and working for the right work-life balance may help the employees to balance their life. This support can make them happy in the jobs and make them loyal to the company.  
Therefore,  if an employer wants to encourage their employee’s involvement in a flexible working, the communication have to be effective, the training must be considerable, the efforts must be acknowledged, and the help to manage work-life balance must be given. These suggestions will contribute to motivate, to produce, and to keep the VialTech employee. (Lekara and  LongJohn, 2022). 
Conclusion 
Flexible working schemes at VialTech could lead to many benefits for the organisation: increased efficiency, better work/life balance, lower costs. But to ensure this, the specifics of the job, the technology, the workers and how they like to work, as well as adherence to the rules, need to be carefully considered. Any changes to pay will need to ensure fairness and equality between workers. Ensuring that the workers themselves can have their say in how the schemes work, through open and transparent communication, proper training, recognition and help with work/life balance, will be key to making this happen.
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