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[bookmark: _Toc140666015]Introduction 
With response to changing dynamic in the post the concept of hybrid and flexible working has emerged as a non across different industries. Green co is a leading manufacturer and seller of agriculture equipments which is winning to adapt to this paradigm shift to attract and retained top talent while enhancing organisation productivity and employee will being (Lynch, 2015). The Report is based to outline the benefits of implementation of flexible working strategies at the organisation and there is further focus on understanding the aspects which human resource department is required to consider before implementation of flexible working to the employee workforce. There is analysis of the pay structure which is required to be reconfigured and evaluation of strategies to promote employee engagement and implementation of flexible working scenario. 
[bookmark: _Toc140666016]Benefits of implementation of flexible working strategies 
In present context there is analysis of specific benefits associated with implementing flexible working options in the organisation as mention below: 
Enhance employee retention and satisfaction: Implementation flexible working arrangement such as flexible hours and remote works options the significantly boost overall morale and employee’s satisfaction (Johnson and et.al., 2017). The ability to customise working schedules will help employees to create a better work life balance, reducing burnout and announcing jobs satisfaction. As per social exchange theory when employees will be offered flexible working option they will reciprocate by displaying high level of commitment and loyalty to the organisation. 
Increasing productivity and performance: various studies have shown the flexible working can lead to increasing productivity among employees. The job characteristics model suggest that jobs satisfaction and employ motivation can be improve the providing them control and autonomy over there working environment (Butterick and Charlwood, 2021). Through flexible working employees will be able to choose optimum working conditions which lead to improve concentration and efficiency. A study conducted by Stanford University reveals that remote workers experience At 13% performance increase them are stating a direct positive impact on flexibility and productivity.  

[bookmark: _Toc140666017]Factors to be considered before implementing flexible working to employee wIn 
In present scenario green co organisation is required to understand specific factors before implementation of flexible working in present work for scenario: 
Employee’s role and task: Before introduction of flexible working arrangement it is important to analyse different roles and task in the organisation. Certain job functions require physical presence specific working hours and teamwork to ensure operations. Grenco is required to consider affected positions which can effectively perform in a remote flexible working and those jobs which require on site presence. Managers are also required to consider potential role adjustment or work re distribution to ensure equitable implementation of flexible working across the work force (Murphy and Cross, 2021). It is recommended to conduct a thorough job analysis to identify suitable job roles for flexible working and potential changes required for specific job functions.  
Technology infrastructure: It is an essential aspect of enabling flexible working which is based on having a robust technological tools and infrastructure. Human resource manager required to evaluate whether green co possess the necessary software hardware and communication system to support remote collaboration. Adequate cyber security measures should be in place to safeguard sensitive data when employees are working outside the office premises. It is recommended to invest in necessary Technology application and security protocols to ensure seamless remote network (De Ruiterand Peters, 2021). 
Company culture: While implementing flexible working criteria it is important for green co human resource manager to assess the present existing culture and determine the way adopting flexible working arrangement can be in synchronisation with the culture. It is important to have by in support from top leadership to ensure acceptance and smooth implementation through the organisation (Gahlawat and Kundu,2019). 
Legal and compliance consideration: In Green co can familiarise themselves with relevant employee laws, regulations and collective agreements associated with flexible working. Important to ensure that there are focus on proposed policies and comply with overall legal requirements (Gigauri, 2020). 
Technology and infrastructure: In Greeen co, it is important for the human resource managers to ensure that organisation possess the required technology and infrastructure to support flexible working. It will mainly include factors associated with providing remote accessibility to essential tool system, reliable communication channel, cyber security measures in order to protect sensitive information. 
Communication and training: It is another factor which is associated with communicating about flexible working policies to all employees and providing training on the way effective management of task can be done under flexible arrangement. Further if there is any type of changes then it can also be provided associated with making an implementation of flexible working policies (Franken and et.al., 2021). 
Employee’s preferences and needs: In Green co managers are required to focus on analysing the present preferences and needs of employees associated with flexible working practices. They can conduct focus groups and surveys because not all employees may decide this same level of flexibility per it is important to customise the policies and accommodate the employee preferences (Subramanian and Suresh, 2022). 
Work life balance: In context of implementing flexible working options in the organisation employers can focus on the process of managing employee welding and addressing potential issues which may arise due to isolation or overworking scenario.  
Communication strategies: In Green co is required to focus on development of effective communication strategies to maintain seamless collaboration among team members irrespective of their physical location (HeilmannForsten-Astikainen and Kultalahti, 2020). This aspect will mainly focus on environment of regular virtual meetings, communication platforms and project management tools. It is going to help in the process of understanding weather employees are satisfied with the implementation of flexible working practices and what changes can be made in context of future modification of flexible working arrangement. 
Human resource planning: It is important to focus on planning which is associated with estimating the demand for human resource. while Implementation of flexible working arrangement in green co organisation is required to focus on understanding the future requirement in terms of number of people, needed knowledge, skills of these people so that organisation is able to create a balance flexible arrangement policy. 
Estimate the internal human supply policies: In Green co it is very important to focus on understanding and working towards numbers. In this context human resource manager will focus on calculating the labour turnover rate. The employee turnover is regarded as the proportion of employees who leave the organisation over specific time period for example a year on a year Bose says expressed as a percentage of total work force numbers. While Shifting specified number of employees towards remote working or flexible working scenario then it is important to ensure the specific number of employees who will be required for organisation functioning and they are important to be present in organisation (Williams, 2019). 

[bookmark: _Toc140666018]Reconfiguring pay structure 
When there is implementation of flexible working arrangement green core is required to consider the below mention factors: 
Performance based pay: In implementing flexible working option Greenco is required to focus on a performance bay pay structure which will motivate employees to maintain high productivity level regardless of their work schedule. These approaches are based on understanding compensation as per individual performance ensuring fair rewards for the efforts contributed by each employee (Galetić and Klindžić, 2020). 
Skill based pay: It is related with evaluation of Roles and responsibility to determine whether specific position required certain technical skills or expertise. There is Implementation of skill based policies will help Employees with critical or unique skills to be compensated accordingly. It will also help in the process of promoting a transparent and fare compensation system (Gigauri, 2020). 
Market research: It necessary to conduct a detail market analysis of present market rates for similar job rules in similar organisations which are offering flexible working options. It Will help the human resource managers of green co to focus on ensuring that the pay structure remains competitive and is able to attract potential candidates.  
Performance evaluation: It important for green co to develop a robust performance evaluation system which takes into consideration achievements and individual contribution rather than focusing on time spent in office. Help with ensure that employees rewarded regardless of their work arrangement. 
Employe engagement : It is important to ensure that employees are able to understand their preferences and needs regarding flexible working pay and payment structure. It is based on utilisation of focus groups or surveys to collect valuable feedback and ensure that propose changes online with overall employee expectations.  
Compensation philosophy: Green co is required to review and revise the compensation philosophy in alignment with implementation of flexible working. Organisation is required to emphasis and various factors such as experience skills contribution and performance rather than relying on traditional time based measures 
Pay equity: It is important for human resource managers to ensure pay equity across employee engagement which is important for flexible working. Evaluation of potential impact on payment disparities between the employees working remotely and those working on site helps in avoiding the practices of discrimination or unfairness perception.  
Benefits and Perks: It is important to review the existing benefit packages to ensure it is able to as per the needs of employees who are part of flexible working arrangement. Green co is required to consider additional benefits such as home office allowances, Technology support and wellness program as it supports flexible workers and remote working employees.  

[bookmark: _Toc140666019]Strategies to promote Employees engagement 
Commitment towards Employees well being: In Green co it is important to ensure to take into consideration the Health and safety seriously. Human Resource managers are to be focus on working to minimise accidents injuries violence and harassment by taking effective action whenever there is situation of this engagement. 
Clear and accessible HR policy and practice: In Greenco the senior management and line management are required to work in coordination to focus on commitment towards appraisal family friendliness and equal opportunities.   
Fair pay and benefits; Due to globalisation there is presence of diverse work force that belongs to different background culture caste and geographical locations. Greenco organisation is required to focus on fair pay and inclusive payment policies which will develop a sense of satisfaction among employees. It is going to help in better engagement and employee positive mindset is going to help in contributing towards productivity. 
Harmonious working environment: In Greenco the human resource managers can encourage employees to respect and help each other. If there is transparent communication and positive working environment it creates a positive attitude towards Change management process in organisation. Employees feel supported and there is social satisfaction. Various team building activities social events and virtual get together can help in maintaining required team spirit. 
Offer flexibility and core working hours: In Greenco the human resource managers can implement core working as where employees are required to available for communication and collaboration. Employees can also select their working schedules as per responsibilities and preferences which will create a balance between individual needs and team collaboration.  
Employee engagement is very important while implementation of flexible working at green Co. Development of comprehensive flexible work policy providing training support creating a positive or culture and consistent measurement of employee engagement organisation will be able to leave raise the benefits of flexible working. It is also ensure by increasing a flexible working criteria which will develop the position of green co as a employer of choice in the competitive changing environment.  
 

[bookmark: _Toc140666020]Recommendations  
Collaboration and communication: It is important to maintain effective collaboration and communication which is important in flexible working environment. Implementation of virtual communication channel such as messaging platform’s video conferencing and project management tools will help employees to stay connected and align as per objectives and task. It is important for organisation to say clear guidelines for frequency of tea meetings and communication tools to ensure collaboration among remote and on sight employees. 


[bookmark: _Toc140666021]Conclusion 
From the above discussed aspects it is understood that flexible working arrangement is based on allowing employees to posse’s greater control over their working schedule and location. Various benefits associated with flexible working that is improve work life balance, high employee’s satisfaction and reduce burnout.  There is potential cost saving in terms of office space and utilities but it also has various challenges associated with inconsistent productivity and not able to focus on clear communication channels which results in difficult management of working. Organisations are required to focus on maintaining team collaboration, cohesion and adapting management practices to create a hybrid working environment.  
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