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Flexible or hybrid working has grown significantly over the years, making most firms implement such arrangements. AgroTools manufactures and distributes agricultural tools in the West Midlands. The company could benefit significantly from implementing flexible working strategies within the organisation. One such benefit is the enhancement of work-life balance within the workforce. Essentially, rigid working strategies are often marred by strict guidelines, which deprive employees of the much-needed work-life balance within their schedules (Wheatley, 2017). However, with the implementation of a flexible working strategy, employees stand a better chance of balancing their work and personal lives. In the contemporary workplace, work-life balance has grown immensely to become an influential staffing factors for many employers. Generally, this factor contributes to healthy and happy employees who are likely to devote their time toward organisational effectiveness (Austin-Egole et al., 2020). Employees benefit from the freedom to complete designated tasks at home without having to spend gruelling hours moving into their workplaces. Similarly, they can spend more time with their families, enhancing their overall job satisfaction.
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[bookmark: _Toc161915000]Workplace Productivity
Flexible working strategies present more prospects for improved workplace productivity. Essentially, flexible working benefits employees who do not have to spend more time commuting between their workplace and home (Wiatr, 2021,). Instead, these employees can be assigned to work some duties from their homes, resulting in improved convenience. Consequently, these employees are likelier to be more productive as more time is spent performing duties rather than commuting. Furthermore, job productivity can be improved by the agile schedules that employers can develop. For example, AgroTools can negotiate a new working arrangement with employees, ensuring that some duties are completed outside the conventional working hours. Such flexibility can result in better job completion as employees work at their convenience rather than abiding by strict schedules that may not be favourable to their needs (Wheatley, 2017). Flexible working also eliminates distractions that often arise from conventional working environments, thus resulting in improved productivity. In an office working arrangement, employees often face various distractions that arise from their interactions with colleagues and other personnel within the company. However, with flexible working, these employees do not have to struggle with the strict working conditions that expose them to the risk of being disrupted. Eventually, this leads to more job concentration and improved employee output.
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AgroTools also benefits from better prospects of integrating diverse teams within its ranks. In this case, flexible working presents various opportunities for an organisation to have a diverse and inclusive workforce (Austin-Egole et al., 2020). The contemporary business environment is strongly driven by the desire for diversity as clients are increasingly sensitive to staffing decisions by organisations. For AgroTools, a flexible working arrangement can be instrumental in ensuring access to a diverse workforce, which is better suited to delivering quality outputs. By having flexible working strategies, the company can efficiently recruit people with physical disabilities who may face challenges commuting and working in office spaces. Generally, having a flexible working strategy encourages these diverse personnel to apply for jobs at an organisation, thus making it easier to leverage the benefits that can come from diverse teams (Austin-Egole et al., 2020). Similarly, AgroTools can recruit employees from different geographical locations, including states, countries, and continents. Consequently, such an approach can help the organisation benefit from top talents drawn from different locations rather than relying on the traditional work strategy with various barriers to talent attraction.
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The organisation will also benefit significantly from improved HR outcomes like better talent attraction, recruitment, and retention. For example, modern employees are significantly influenced by the working conditions offered by their employers. For this reason, flexible working could be a key determinant of whether a company is more attractive to employees. With flexible working strategies, employees feel that they can engage in work while also pursuing their educational goals, like further studies. Additionally, working parents can easily choose AgroTools as it offers them an opportunity to remain close to their children while still pursuing their professional goals. Consequently, this can prevent the company from losing out on potential employees driven by the desire for flexible working environments (Wheatley, 2017). In terms of retention, the company’s ability to offer work-life balance through flexible working will be significant in ensuring more employees remain attached to it. With better working conditions, employees can develop more loyalty to the organisation, thus resulting in improved retention. For AgroTools, high retention rates will eliminate the high cost of recruiting and training new employees after short durations (Wiatr, 2021). Similarly, such an approach will help the company achieve more productivity through the highly experienced employees who remain within its ranks.
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There are various options and considerations for AgroTools in implementing a flexible working strategy. In this case, the company has the option of using a hybrid working environment, in which the company can allow some employees to work from their offices and others to work in off-site settings. Such freedom can be achieved by considering core and non-core activities (Gonçalves et al., 2021). For instance, employees in core sectors can be assigned on-site duties at the company, while those performing non-core duties can be given the leverage to work from a different location. With hybrid working, the company will be forced to eliminate the concept of location in its agreement with employees. Instead, more focus will be placed on how the job is performed (Chua et al., 2023). Ultimately, such an agreement can create a safe working environment, resulting in improved well-being, autonomy, and productivity within the workforce.
[bookmark: _Toc161915005]Telecommuting
Telecommuting is yet another consideration that AgroTools can use in its workplace arrangement. With this strategy, the company can focus on ensuring its employees work outside the workplace. Rather than visiting the office spaces daily, employees can be allowed access to co-working spaces, public libraries, coffee shops, or homes, among others. However, this approach demands more policy regulation and coordination. Employees must be trained on acceptable conduct when working in different environments (Gonçalves et al., 2021). For example, a policy on sharing the company’s devices could be developed to ensure that critical information is not leaked and accessed by unauthorised personnel. Such an approach will help the company navigate challenges like absenteeism or employee motivation, which often have detrimental repercussions if not addressed.
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The third option for AgroTools is condensed or compressed workweeks. With compressed arrangements, AgroTools will focus on ensuring that full-time working conditions are maintained while compressing the duties to ensure completion within a shorter duration. For instance, rather than forcing employees to commute daily, the company can compress duties to ensure completion within three or four working days (Chua et al., 2023). Such an arrangement can be fundamental in providing employees with more flexibility within their jobs. For example, rather than having a two-day weekend, employees can enjoy a three-day weekend, which can result in improved satisfaction. However, this strategy may result in various implications for the company. For example, if not efficiently considered, the strategy could result in poor quality outputs at the company. Rather than executing their duties as expected, some employees may rush their job performance to receive an extra day on their weekends (Čiarnienė et al., 2018). Consequently, this may affect the company’s reputation as a top brand offering quality products and services to its customers.
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Theory X and Theory Y present viable options for AgroTools to implement a successful pay structure for its flexible working design. Generally, theory X holds that employees avoid working and are only involved in their jobs based on control or threats. Contrarily, theory Y holds that employees love their jobs and are responsible enough to execute their duties effectively (Avgoustaki and Bessa, 2019). The best approach that AgroTools can implement in the current paradigm should involve using theory Y. In this case, the company should implement a performance-related payment, in which employees are paid based on merit. Rather than using a standard payment structure, the company can emphasise ensuring that strong job performance is rewarded through better payments. Generally, employees may be distracted from their jobs when working in flexible settings. For example, while working from home, parents may be tempted to spend more time with their children, thus abandoning some aspects of their duties. For this reason, a performance-related structure could instrumentally shape motivation among these employees. Such an approach will help the company ensure factors that are difficult to reward in conventional systems are recognised (Avgoustaki and Bessa, 2019). For example, employees assigned to complete complex assignments can benefit from the performance-related structures, which help them feel recognised for performing their duties as expected.
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During the implementation of such a structure, the company will have to make various changes. For instance, performance may be measured based on time rates. In this case, employees can receive further incentives based on their jobs at hourly, weekly, monthly, or yearly rates. Such an approach will make it significantly easier to understand and rate employees based on their performances over a specified duration (Sekhar. and Patwardhan, 2023). Secondly, the company must design a common fixed rate, which all employees are entitled to receive. Such a standard can be used to determine how good performance will be rewarded in future endeavours. For instance, exemplary performance can be rewarded through non-monetary rewards or salary increases over the agreed-upon time scales (Kotey, 2017). For example, such employees may receive gift vouchers, commendations, or overseas travel, which can further motivate them to continue improving their job performance. Payment may also be influenced by various factors, including employee skills, mental efforts, working conditions, responsibility in the workplace, and physical effort, among others.
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However, when navigating such a payment structure, the company may struggle with various ethical issues. For instance, with flexible working, AgroTools can recruit overseas workers. Such employees may be easily exploited through poor payments or bad working conditions. Rather than aligning its payment structures to ensure standard compensations, the organisation may be tempted to adapt to the local payment levels at the employees’ country of origin duration (Sekhar. and Patwardhan, 2023). Consequently, this can result in unethical conduct, in which the company fails to ensure equal pay for similar jobs that its employees perform. Similarly, the company may experience a huge ethical issue relating to the payment of bonuses, especially to employees who fail to meet their targets. Such an issue may make some employees feel unloved by the organisation, affecting job performance or retention capabilities.
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AgroTools can leverage a host of strategies to achieve employee engagement. One such strategy can involve promoting a two-way communication approach, in which employees are always involved in decisions at the company. In this case, employees should be given the autonomy to share their insights about critical decisions that are made by the company (Matthews, 2018). Similarly, the management must be willing to offer feedback to employees based on their contributions. Transparency in communication can create a strong environment of trust in which everyone feels valued by the other parties. Communication can also involve sharing the company’s vision with employees (Osborne and Hammoud, 2017). In this case, employees must understand the company’s values and vision, which can help them become more involved in its activities.
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Employee recognition and reward could also be a critical approach to achieving engagement. In a flexible working strategy, employee recognition serves a significant role in motivating them. Employee recognition can help them feel valuable, thus ensuring more motivation to continue working for the company (Osborne and Hammoud, 2017). Top performance at AgroTools can be recognised in various ways, including gift cards or cash prizes. Rewards can also involve recognition during weekly events, whereby employees are praised and acknowledged by their peers. Such an approach can ensure that everyone strives to be recognised by the management.
[bookmark: _Toc161915014]Professional Development
Finally, the company can improve employee engagement by investing in professional and personal development. In this case, the HR managers should design approaches to personal development, which may include training and development programs aimed at equipping employees with further employability skills. Similarly, the company can sponsor a group of its employees to pursue further studies. Specifically, employees with a flexible working strategy can get adequate time to pursue further studies, which can equip them with the skills necessary to succeed in the job market. Such approaches can ensure increased loyalty toward the company, thus ensuring a sustainable future for the organisation.
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In conclusion, AgroTools can draw various benefits from implementing a flexible working arrangement. Such benefits include improved workplace productivity, the integration of diverse teams, and the ability to attract and retain top talents. However, the company must consider various options including hybrid working, telecommuting, and compressed worksheets, which have varying advantages and disadvantages. During the implementation of the flexible working strategy, the company must shift its payment structure to ensure good performance is rewarded and recognised to enhance employee motivation. Similarly, the company must invest in employee engagement practices that may include championing for two-way communication, employee recognition, and professional development.
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