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Flexible working strategies refer to any kind of work arrangement that gives the employees of the organizations more flexibility based on location, time based, working from home, flexitime etc. Generally, the employers of the organizations set the working schedule of the employees discussing with the employees (Lewis, 2023). In many cases, it can be seen that the employees dominate and less consider the employee's interests. But, in the era of globalization, employees are the vital assets of any organization and no longer they can be considered as just input of production. Flexible working strategies focus more on the employees' interests and consider their advantages & disadvantages in designing a work schedule (Raad, 2019). GSK Company is a UK-based multinational drug-producing company that operates around the world. In this report, the flexible working strategies of this company, its consideration in the implementation of flexible working strategies, how to promote employee engagement etc. are elaborated broadly. 



[bookmark: _Toc129274300]The merits of implementing flexible working strategies in the organization. 
As a part of the recovery plan, every organization has taken many initiatives to restore business. Again, technological improvement has taken many opportunities such as now employees can access information from anywhere they stay, and they need not go to offices regularly to add value to the organization (Dizaho, 2017). GSK plc as a global multinational corporation has taken flexible working strategies to retain talented employees, reduce the turnover rate as well as protect employee interest. Taking this strategy, the company get certain advantages that help it to get competitive advantages in the market are explained below briefly. 
Cost reduction: Large corporations like GSK plc, get a chance to save costs by implementing flexible working strategies (Abdullah, 2017). For example, to keep employees on a desk, the company has to incur certain direct costs like internet, and office supplies, in the case of flexible working arrangements, employees work from home, and as a result, there is no chance of incurring these costs. GSK plc also can reduce real estate costs by reducing office sizes, or using co-working environments. 
Productivity maximization: Flexible work strategies allow GSK Company to cut expensive & long commute times and permit employees to work in their homes encouraging them to dedicate themselves to the betterment of the organization which also increases productivity (Raad, 2019). Research shows that working from is the best solution to today's global workplace problems as well as shows that employees have less chance to be distracted, and cope with their family environment in the best way.  Again, modern office concepts like open-planned offices shared spaces, and 9-5 working hours create any interruption. On the other hand, employees of GSK plc in case of flexible working hours do not worry about being late and do not wait a long time in a traffic jam.  
Developing work culture: Flexible work arrangements also contribute to boosting morale & enhance engagement among employees. It also helps the employees of GSK plc to maintain a work-life balance smoothly and also makes them happier (Amirul, 2020). As a result, the employees of GSDK plc will not look employment opportunities for elsewhere. 
Improving retention: Various study shows that even the occasional use of flexible working strategies extend employees’ job satisfaction and encourage them to be committed to GSK plc. Research also shows that if employees are given two options whether flexible working hours or higher pay, they will choose flexible working hours which also reduces the turnover rate. 
Flexible working strategies also give chances GSK plc to cooperate the individuals of all backgrounds as well as provide a greater talent pool to access, and alleviate pressure from employees. 
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Many things that were almost obsolete prior covid-19, they are now the most pressing issues. Irrespective of the options available, the HR managers of GSK plc should outline duties, responsibilities, and expectations. To cope with the changes after a pandemic period, GSK plc has to consider certain things that will facilitate the implementation of flexible working strategies. 
Organizational culture: Culture is the key ingredient that fosters organizational values, and norms. Before implementing flexible work strategies, GSK plc should think about the existing culture and whether it can support the changes or not. 
Communication channel: Lacking proper communication create the misunderstanding that leads to the failure of flexible work strategies implementation (Mail, 2020). Again, as employees work from home at different times, & need to access information at any time, the absence of a well-set-up communication channel creates barriers to achieving desired fruits. 
Technology: Flexible working strategies implementation largely depends on technology. Here all activities are performed efficiently with the help of technology. So, the HR managers of GSK plc should select appropriate technology that is sufficient to serve the aim & purpose of the project (John, 2017). For example, using cloud-based attendance & time system record the things where every member is via GPS as well as the Rota system help the company to provide team visibility of where members are staying. 
Robust written policy: The HR managers of GSK plc must ensure a clear explanation of flexible working & its types like zero-hours contracts, early finishes, late starts, job sharing, part-time working etc. to the employees (Kangotue, 2021). In addition, they also must ensure that a flexible working system does not apply to all roles. 
Again, if the HR managers of GSK plc get proposals to form employees to introduce a flexible work system (Holmirzaev, 2019). In this case, they first have to communicate with top management and the other group of employees. After that, line managers & department managers also keep in hand, as they are responsible for hosting training sessions. 
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Many think that employee engagement & employee satisfaction is the same but they are not. Employee engagement refers to the extent to which the employees of the concerned organizations feel passionate & interested in their jobs & put discretionary effort into the success of the organization as well as dedicate themselves to the betterment of organizations (Baird, 2015). Gallup's (2020) study shows that higher employee engagement decreases the rate of negative outcomes like absenteeism, and conflict, & also contributes to the big life in organizational success. The HR manager of GSK plc can take certain measures to promote employee engagement programs in their organizations while implementing flexible working strategies. 
Build trust: The spokesperson of the career improvement club states that trust is the foundation of building employee engagement (Grema, 2023). When the employers can gain trust, something magical happens like developing a true sense of ownership and removing hierarchical barriers, and working environment conditions uplifted. 
Give autonomy: Giving autonomy extend the responsible behaviour of employee toward workplaces (Fletcher, 2017). Again, it also inspires the employee of GSK plc to take their own decisions, to build their own story as opposed to fitting into the environment or framework created by the company. 
Care for employees: Vice President at WELD recruiting states that unbridles support from bosses, paying attention to employees, recognizing & valuing effectively, provide time to the employees to get know make feel employees that employers are truly interested to build a long-term relationship with them (Fletcher, 2017).  As a result, employees feel motivated and engaged more & more in organizational activities. 
Learning & growth opportunities: Learning is a lifelong process and a crucial part of organizational culture. The HR manager of GSK plc arranges training programs to teach them relevant job skills that create a clear path for their career growth. From the Unilever context, it can be seen that one of the key factors of its success is investing in people to develop their skills and motivate them to strive to perform better.   
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The employee value proposition is a long list of benefits that GSK plc provides to its employees in return for their efforts, skills, abilities, experiences, & commitment. It consists of compensation, befits, work environment, career development, work-life balance, company culture etc.  Pay structure is also a combination of amenities provided to employees (Fletcher, 2017). To implement a pay structure, the HR manager of the company can modify its elements of it which are elaborated below briefly. 
Compensation: This crucial part refers to how employees value a positive work environment, and career development opportunities because money is the ultimate motivator of human beings (Bühlmann, 2020). To implement a pay structure, the company set the pay level taking into account the employees' expectations, roles, competitors' pay structure, organizations' abilities, roles etc.
Benefits: They include a comprehensive list of benefits like medical insurance, health insurance, sick benefits, paid parental leave, education for children etc. These elements are a major part of the pay structure (Pinto, 2015). A solid package increases customer satisfaction as well as reduces GSK plc's financial burden. 
Work-life balance: Certain facilities play a key role in today's globalized economy, attract talents, & retain them. They are vacation time, paid parental leave, the opportunity to work from home etc. To implement a pay structure, the HR manager of GSK plc has to consider the absence & presence of these elements, their flexibility, competitiveness, and how competitors deal with these elements (Meinshausen, 2020). After doing so, the HR manager set the best package that serves both organisation & employees' interests as well as increases job satisfaction, reducing the turnover rate. 
Stability: It refers to the extent of job security, career growth & development opportunities within the organizations (Gardiner, 2021). To attract & retain the best personnel in the organization, the HR manager of GSK plc should verify the existing pay structure & determine the absence of crucial elements and design the pay structure. In this case, the company can take opinions from employees and add the elements considering the capacity of the company and employees’ interests. For example, Unilever plc designed its employee value proposition based on four pillars purpose power, being the catalyst, going beyond, brilliantly different together. 
Respect: Every man deserves to be treated with respect & dignity. It is also all about nurturing positive relationships and focusing on team spirit. Before determining the pay structure, the HR manager should consider the existing employee value proposition and create a pay structure that best protects the employees' interest & reduce the financial burden on the company (Pinto, 2015). For example, the Royal Dutch Shell company design value proposition focuses on some dimensions like connected, discover, together, and impact.   
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This report is all about the flexible working strategies of GSK plc, what benefits it gets by implementing the flexible work hours, considerations to implement & how to promote employee engagement in the organization. This report also describes how to evaluate GSK plc's employee value proposition to implement a pay structure. As a multinational giant, GSK plc operates globally in a dynamic, complicated environment in which many things alter regularly. Even, Covid-19 has brought huge changes in business environments like work from home, extending benefit packages like medical insurance, the responsibility of socially responsive behaviour etc. Finally, it can be said that the HR manager should focus on ever-increasing technological development and interact with the environment to grasp opportunities & overcome challenges. 
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