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1. [bookmark: _Toc151061636][bookmark: _Toc151062067]Introduction

The strategies employed to manage the members of an organisation have evolved in tandem with the workforce. The more specialist the jobs, the more difficult it is to find people with the necessary abilities, credentials, qualities, and experience to fill them. Additionally, it has grown more difficult to retain employees after they land a job since rivals are constantly eager to entice the most skilled workers with greater offers. Employing firms now need to have more advanced methods for employee relations, performance management, retention, recruiting, and selection in addition to the ability to develop people successfully. (Torrington et al., 2020) The employment techniques that are currently widely employed in the service industry are very diverse. Generally speaking, flexible work methods encompass functional, financial, locational, and numerical flexibility. (MacVicar and Ogden, 2001) By now, the shifting makeup of the labour force—more women, greater ethnic variety, ageing populations, more immigrants, declining educational attainment—is well known. (Rodgers, 1992) Nonetheless, businesses frequently remain uncertain about how these demographic shifts are represented in their own internal labour markets. FitLyfe is - an organisation that hires nutritionists and personal trainers to provide individualised training and diet regimens to clients. As a Human Resources Manager, there are plenty of things to take into consideration and they will be outlined below. 



2. [bookmark: _Toc151061637][bookmark: _Toc151062068]Benefits of implementing flexible working strategies into the organisation.

Flexible working extends beyond the conventional concept of "flexitime" and includes a wide range of innovative working methods. Flexible working is any work arrangement other than full-time, Monday to Friday, "9 to 5," set location, or permanent employment. Mobile technology have helped to increase the flexibility of the workplace. The practise of working from home has grown in popularity as a way to cut down on commute time and stress. Additionally, new types of contracts begin to appear, such family contracts and employment sharing. Improved company performance and more authority for the human resources (HR) department are two benefits of flexible working in an organisation. Evidence suggests that there are advantages to the new flexible working arrangements and contracts, such as decreased absenteeism, more productivity, and fewer staff turnover. The implementation of flexible working initiatives may provide several advantages for the company, including enhanced customer satisfaction and service delivery, cost savings, efficiency gains, lower recruiting and retention expenses, favourable environmental effects, and increased staff morale, productivity, and loyalty. (‘Flexible working as human resources strategy: Benefits to the organization and its personnel’, 2008) 
The principal advantages may be divided into productivity - less absenteeism, longer business hours, higher individual performance, more teamwork; personal - decreased travel expenses, better work-life balance, improved office atmosphere; sustainability - a smaller carbon footprint for individuals and organisations; business continuity - less disruptions to operations from bad weather, security breaches, and travel-related difficulties; enticement - lower training expenses, more appealing to the upcoming generation of workers, enhanced employee attraction, and less staff attrition and efficiency: decreased turnover, property expenses, and space usage. (Oseland, Webber and Macdonald, 2012) As for FitLyfe, hiring nutritionists and personal trainers, it is convenient to offer flexible working since the nutritionists mostly do their job on the computer and through social media share their knowledge and the personal trainers depend also on the timing of the customers and can adapt. 


3. [bookmark: _Toc151061638][bookmark: _Toc151062069]Considerations before implementing flexible working to the employee workforce.

The benefits of using flexible work arrangements in organisations are closely related to the requirements that these employment practises must meet. Most academics who have studied workplace flexibility concur on the factors that influence businesses' decisions to provide flexible work schedules. The implementation of flexible work arrangements is often motivated by various factors, including cost reductions, workforce flexibility, and screening candidates for permanent positions. These factors should be classified as general motivations as they are mentioned regardless of the specific type of flexible work arrangement. There is proof that a decrease in working hours and an increase in productivity are positively correlated. Thus, it stands to reason that using flexible work schedules, mostly part-time employment, might boost output. (Freches, 2017). One of the main issues that many workers have is that they are unable to take the necessary time to cope with the many (and frequently unanticipated) disruptions that occur in their life.
Attending the teacher conference, which is usually held during regular business hours, working from home when a kid is ill, and accompanying a fragile mother to doctor's appointments are examples of regular disruptions that may quickly spiral out of control for individuals with family obligations. (Rodgers, 1992) Giving workers choice over their real working hours, often outside of predetermined core periods, is the primary objective of "flexitime." This implies that workers can change the times they start and end their workdays, as well as occasionally the times they take breaks during the day. At first, this innovative managerial approach was perceived as an effort to lower employee absenteeism, particularly among female staff members. (Eldridge and Nisar, 2011).
Apart from the apparent worry of receiving a lower salary for performing the same work, the temporary employees also failed to recognise themselves as members of the team; they were given support and information regarding individual tasks but not about how their work fit into the larger picture or the context of the company; they frequently missed out on opportunities for training and development, as well as fringe benefits and result-based rewards. (Oseland, Webber and Macdonald, 2012) Human Resources department from FitLyfe should consider all aspects before implementing flexible working for its employees or future potential employees, as people have different requirements when it comes to flexible working, and all of the above should be considered to make a good experience for the workers, excluding the risk of feeling left out of opportunities and rewards. 
Giving workers the freedom to choose when to begin and end their workdays has a huge positive impact on employee morale and job satisfaction. Since workers may plan their hours, the idea of being late is also eliminated. (Fenwick and Tausig, 2001). FitLyfe’s employees hired on a flexible employment basis would happier to do their job as personal trainers and nutritionists because their morale would be higher, having the flexibility to do the job in their own rhythm or a chosen schedule based on both their and companie’s interests. In the sector the company is developing its activity, it is important to consider the well-being or the employees and customers, because that is the main objective to be looked for when the work is done. 


4. [bookmark: _Toc151061639][bookmark: _Toc151062070]Pay structure

Flexible working employees should be closely watched by the facility managers because if a pattern of work is permitted to grow, the casual employee becomes an employee and is eligible for many benefits, including holiday pay, which they were not previously legally entitled to. Following recent changes to the Working Time Regulation, casual employees are now entitled to paid vacations and other terms and conditions on a pro rata basis. (MacVicar and Ogden, 2001)
	Not just parents and carers, but all employees have the legal right to seek flexible work schedules. To be eligible, workers must have been employed by the same company for a minimum of 26 weeks. There are several approaches to flexible employment. Job sharing: one person works one job and divides the hours; working from home: If employees don't need to go to the office often, they may be able to complete some or all of the job from home. Working fewer days or less hours than a full-time employee is known as part-time work. Working fewer days but full-time hours, or compressed hours: when to start and stop working is up to the employee (within predetermined parameters). Annualised hours, staggered hours and phased retirement are other ways of flexible working. (Flexible working, 2012). 
FitLyfe will have to consider the pay structure and holiday allowance for each flexible worker that will be hired, and that would also be according to the regulations in place for UK. FitLyfe should also consider the Theory of equity and fairness.  The fundamental ideas of equity theory are based on how workers evaluate two aspects of their work: their input (effort) and their results (rewards). In addition to knowledge, talent, experience, and a specific amount of time, employees also contribute to their jobs in other ways. Each worker also brings intangible qualities to the company, such as devotion, loyalty, and hard work. (Why does equity theory matter at work?, 2022)
According to the notion, people make an instinctive and conscious attempt to strike a balance between what they get out of a working relationship and what they give in (in terms of time, effort, and other considerations).


5. [bookmark: _Toc151061640][bookmark: _Toc151062071]Strategies to promote employee engagement 


The simultaneous application and expression of one's "preferred identity" in task behaviours that foster relationships with coworkers and the outside world, as well as physical, cognitive, and emotional presence, as well as active, complete role performances, is known as personal engagement. According to Kahn's theory of Psychological Conditions of Personal Engagement and Disengagement at Work, people agree to immerse progressively more of who they are in their roles. Individuals change the personal activities they participate in based on what they believe to be the advantages, the meaningfulness, the guarantees, or the safety of the circumstances. When employees felt important, helpful, and worthwhile—as though they made a difference and weren't taken for granted—they felt meaningful. In these kinds of settings, employees felt secure because they trusted that their personal involvement would not negatively impact them. The capacity to personally interact at a given moment when one has the necessary physical, emotional, or psychological resources is known as psychological availability. It gauges an individual's readiness to participate in social systems in light of the distractions they encounter as participants. (Kahn, 1990)
FitLyfe should make its employees feel the safety of their workplace, to feel psychologically good with the job that they do and also feel their work it is full of meaning. The flexible workers should be looked forward to feel the same way about their job as all the other employees. The intrinsic motivation of employees engagement can be followed by FitLyfe after the Khan’s theory. But at the same time, employees should be engaged by being offered alternative trainings to develop for the work they do. Financial incentives based on performance, competence, contribution, skill, and experience may be given. Employee engagement may be boosted by commissions, bonuses, incentives, competence-related remuneration, and career development. (Armstrong, 2002)


6. [bookmark: _Toc151061641][bookmark: _Toc151062072]Conclusion

	Fitlyfe, a company that employs personal trainers and nutritionists to deliver individualised training and diet plans, need to think about offering flexible work schedules to its staff members because their line of work allows for it. As flexible working has its benefits, but also its disadvantages, everything should be taken into consideration. The pay structure has to be well-equalized and rewards should be a part of the employee engagement, along with the intrinsic motivators. Regarding FitLyfe, employing personal trainers and nutritionists, it makes sense to provide flexible work schedules because the former mostly operate from computers and share their expertise on social media, while the latter also depend on their clients' schedules and are flexible.


7. [bookmark: _Toc151061642][bookmark: _Toc151062073]Recommendations 

FitLyfe has high chances to succeed in implementing flexible working and the workforce nowadays request the companies to be more flexible with the schedule. In the field that they practice their business, FitLyfe should make a well-built plan and job announcement, and in this way it will attract the most suitable workers, and also they should give the chance for their current workforce to chose to work flexible. As stated above, there are plenty of advantages and FitLyfe could make use of them making a great environment for both workers and the business. 
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