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[bookmark: _4d34og8]Introduction
Covid 19 has changed the working structure for business organisations from a different perspective. As employees in the workplace of Vodafone have not been able to come to the office, the company has provided flexible working time with work from home based structure. Therefore, the organisation faced some critical issues as the employees have not been accommodated with the flexible working hours in previous. In this article, the ways Vodafone has established flexible working modes for employees will be discussed. The research also includes the related strategies that have been used by the company to make the workflow constant from the employees' end.
[bookmark: _2s8eyo1]The benefit of implementing flexible working strategies into Vodafone
Implementing a flexible working structure in the workplace has an excellent opportunity to increase the working engagement of the employees. Vodafone has implemented flexible working strategies to develop employee efficiency by taking major responsibility through finishing the task within the deadline. Secondary information concludes that new job roles for 3000 employees have increased in the telecommunication industry (BBC, 2022a). This industry example draws the propensity of flexible work arrangements during the COVID-19 pandemic. The organisation has organised a time-based working strategy for the employees where employees are required to work for 3 hours with no break; after 3 hours, they can get a long break and return for their remaining 3 hours within the day. The flexible working time provided by the company has more operational support by the team members, where the team leader has monitored the employees' working time. The team leader has instructed not to take breaks for more than 2 employees in the same time period. Therefore it has been fruitful for the employees when the other team members have fulfilled their unavailability. As the team members at Vodafone are quite transparent in their job, it has been found that the flexible working strategies have increased the cooperative working environment among the team members. Moloney (2021), in the news article, mentioned that Vodafone has planned to incorporate a new 60-40 hybrid working model to facilitate employees' working by splitting time between the office and remote working. This evidence-based information gives insight into the rational decision-making of Vodafone UK to improve employees' work performance per their own preferences. In this way, employees are satisfied with the flexible work arrangements, which uplifts revenue during the COVID-19 pandemic. In order to support this statement, Taylor (2023a) discovered that Vodafone UK acquired more outstanding revenue management in 2020 and the next few years. Thus, the COVID-19 pandemic did not restrict Vodafone from facing financial constraints and employee layoff issues, as the flexible work arrangements created potential benefits on employee work performance. 
[image: ]
Figure 1: Revenue of the Vodafone
(Source: Taylor, 2023a)
In developing the employees' working efficiency, a flexible working strategy has the potential to develop technical knowledge among the employees through which employees have become digital experts. Vodafone provides telecommunication services to ensure business continuity during the global pandemic (Acciarini et al. 2021). The flexible working mode has a supportive backup to the employees for which employee motivation has been prioritised by the company, which has helped the organisation to increase employee engagement. A flexible working strategy has also helped employees continue working from home, improving their working engagement in Vodafone. Therefore the organisation has enhanced their digital revolution by focusing on and enhancing its flexible working strategy. Apart from this, there are other significant benefits of implementing flexible work arrangements for Vodafone employees. For instance, flexible work arrangements or hybrid working models benefit employees of Vodafone by ensuring well-being, reduce work stress and transportation costs (Moloney, 2021). In relation to this statement, it is worth supporting the decision of Vodafone to offer the ‘work-from-home’ initiatives for increasing employee work satisfaction, enhancing job performance and improving well-being. 
[bookmark: _1ksv4uv]Describe processes that should be considered to implement flexible working.
A flexible working strategy has an excellent capability of providing effective working engagement from the employee's perspective. Vodafone has considered Virgin media O2, TalkTalk and Sky to expand broadband connectivity in the UK with a 5G network which has increased the challenging working environment among the employees (BBC, 2022b). Therefore it has been considered by Vodafone to improve their positive employee effect in the workplace to increase their productivity and motivation and output. There are several processes in the workplace through which Vodafone has implemented flexible strategies in the workplace such as
Establishing innovative technology in the work
Developing a flexible working strategy requires technological solid support from the organisation with a stable internet connection. Intercom telecommunication technology and Zoom application for group meetings are the main platforms through which employees have established a collaborative working environment. As mentioned by Chadee et al. (2021), zoom and skype are such digital-centric or connectivity-oriented technologies that are useful for companies to carry out work-from-home initiatives. This statement indicates that helping employees work digitally is a crucial way to facilitate work arrangements. 
Using those applications, Vodafone employees have improved their connection with the higher authority of the organisation, where the company has continuous employee engagement to maintain the workflow of the business. 
Enhancing flexible working with company culture
Vodafone maintained a strict office culture before the global pandemic Covid-19 appearance. Flexible employee arrangements can enhance employee performances that boost their productivity in the workplace (Ramakrishnan and Arokiasamy, 2019). Therefore the organisation has scheduled some time zones where employees can join to do their work. One working session in the morning period and one in the evening period. In that way, the company has enhanced their flexible working strategy to increase workforce consistency. Capitalising on inherent resources and supportive work systems increased the propensity of flexible work arrangements for Vodafone to ameliorate employees' work performance during the reign of the COVID-19 pandemic. The relevance of this statement can be supported by evidence-based research finding when Sweney (2022), in the news article, mentioned that Vodafone had associated itself with a range of deals that include a takeover or merger with Three UK and counterparts in Italy, Spain and Germany. In conceptualising this evidence-based qualitative research finding, Vodafone harnessed technological equipment, resources, human resources and other inherent technologies by strengthening strategic alliances. In this way, Vodafone never faced shortage or resource deficiency challenges with the support of long-term digital workplace culture in the COVID-19 pandemic crisis environment. 
Virtual meetings
Vodafone has regulated two working structures in their company one is regular strict office timing and the second is flexible working time. Employees are not required to choose a flexible working structure if they do not want to. Employees choose flexible working strategies to increase employee efficiency and serve better productivity. It has improved the potential growth of the employee through effective workforce contribution.
[bookmark: _44sinio]Evaluating strategies to promote employee engagement during the implementation phase of flexible working
Vodafone has concentrated on maximising employee engagement during the Global pandemic Covid-19. Developing comfortable working conditions helps employees to manage work-family conflict (Gunaprasida and Wibowo, 2019). Therefore the organisation has followed several employee engagement strategies to improve its capabilities in developing flexible working policies. The strategies are meant to enhance the working effectiveness of the employee through which the company has focused on employee engagement based upon
Taking a survey on the employee productivity strategy
The management board of the company has focused on employee effectiveness in the organisation to identify employee contributions in the workplace. Through employee surveys, the company has evaluated the ways by which Vodafone has measured employee efficiency and their skill in the workplace. It presents employee engagement in the workplace by evaluating their time limit in the workplace and following their way of finishing the task. However, Vodafone's employees faced technological challenges and miscommunication while working in a remote environment. Lack of time management efficiency and poor leadership challenges hampered Vodafone's employee performance during the COVID-19 pandemic. 
[image: ]
Figure 2: Average Employee Number of Vodafone
(Source: Taylor, 2023b)
However, managers and chief executives provided training sessions to employees to intensify work satisfaction. This strategy worked well for Vodafone when Taylor (2023b) claimed that Vodafone acquired more employees in 2020 and 2021 as compared to the pre-pandemic year, such as 2019 (Figure Shown Above). In this way, the Covid-19 pandemic did not create any employee layoff challenges for Vodafone. 
Providing growth opportunities through craving out the career paths strategy
The organisation has provided effective training sessions through Zoom meetings during the Covid 19 period. Employees' personal life can be influenced by job satisfaction through the practice of a flexible working structure (Neirotti et al. 2019). It has increased the technological skill of the employees. Therefore developing technical skills, the employees have become highly capable of continuing their work from home using an internet connection. Providing opportunities for professional career growth by giving promotions has increased employee engagement in the organisation. Growth opportunity is one of the important elements in employee engagement as described by the Deloitte model (Oktanofa et al., 2022). According to this model, organisations should develop a culture of learning and support so that employees can get the opportunity to grow in their careers. Therefore, training employees to make them learn new skills, and also promoting employees to higher work positions can help them to increase their potential and proceed to career growth. 
Recognising the top performance strategy
Following the monthly working sheet of each employee, it has helped the organisation to identify the employee who has given 100% effort for the company. Working engagement in the organisation can be increased by recognising high-performing employees based on their working activities in the workplace and rewarding them. Reward and recognition in the workplace are the vital ‘Self-Esteem’ needs of employees as described by Maslow’s Hierarchy of Needs theory. This theory shows five categories of human needs in a hierarchical order and it can be applied to understand work-related needs as well. This theory considers ‘Self-Esteem’ needs as higher-order needs which are placed at the second-highest level of the pyramid (Cote, 2019). Employees' self-esteem needs are required to be fulfilled by the organisation to make them fully engaged (Figure 3) (Akhir et al., 2018). The reinforcement theory of B.F. Skinner also emphasises recognition programs as important to increase employee engagement because their positive behaviour gets reinforced (Cote, 2019). 
[image: Maslow's Hierarchy of Needs (McLeod, 2007) Source: www.linkedin.com/How Maslow's Hierarchy of Needs influences Employee Engagement (Smith, 2014)]
Figure 3: Maslow’s Hierarchy of Needs theory applied to employee engagement
[bookmark: _2jxsxqh](Source: Akhir et al., 2018)
[bookmark: _z337ya]Describing ways for Vodafone to evaluate employee value proposition to implement a pay structure
In order to develop the employee value position, the company has implemented pay over extra night shifts and pay over extra work. By providing individual safety and data privacy Vodafone has provided ethical support during the global COVID-19 pandemic (Lourenco et al. 2021). Following employee engagement in the organisation, it has been identified that the organisation has focused on developing employee motivation based on their work. Therefore the company has improved their payment structure to increase employee interest in the workplace. Therefore the company has enabled their flexible working structure in the company. Conducting a payment structure for extra night shifts and extra working time, the organisation has provided an extra monetary bonus at the end of every month. Vodafone has presented that Covid 19 has increased gender inequalities in the industrial landscape (Caselli et al. 2021). Therefore the organisation has evaluated the employee performance every month. Following employee performances, the company has provided extra night shift offerings to all the employees in different departments. T-Mobile US is developing a transformative 5G network in Europe and has developed its employee efficiency to provide the best possible service in Germany and Netherlands (Forbes, 2023). During the global pandemic of Covid-19, employees have faced critical problems adjusting to remote working situations with the lower pay structure. Therefore Vodafone has considered employee motivation by enhancing their monetary support. For this reason, the organisation has improvised their pay structure during the pandemic to increase employee engagement through a flexible working structure.
[bookmark: _3j2qqm3]Conclusion
[bookmark: _1y810tw]Considering the whole article, the above discussion has provided the benefits of implementing flexible working strategies. During the global COVID-19 pandemic, people have struggled a lot, which has impacted their working life on a serious note. Therefore Vodafone has provided a flexible working structure by considering the employees' request to handle the workload during the pandemic. The company has also implemented a grade pay structure by measuring the weekly working engagement of the employee. The employees of the company have faced a massive problem in their office. Therefore flexible working structure with a work-from-home-based framework, including an effective pay structure, has given the employee survival support during the pandemic.
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