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[bookmark: _Toc131076496]Introduction
Today’s organizations around the world are facing diverse challenges that transcend national, economic and societal borders, involving complex issues such as climate change, global economic downturns, and political instability. But the unprecedented crisis due to outbreak of COVID-19 has strongly threaten organization`s vitality and survival, and forced them to dive into a completely unknown territory, encouraging them to remain responsive and adaptive as they manage and alter their workforce in ways not seen before  (Carnevale and Hatak, 2020). Therefore, Human Resources Management (HRM) practitioners had to create ingenious solutions to respond to this complex and challenging situation to help and support their employees in order to sustain their company’s business  (Hamouche, 2021). New opportunities for HRM in organizations have arisen from challenges opposed. As they strive to find ways to continue, to adapt and cope with the radical changes, many decisions had to be made in very short period of time – decisions about priorities and how to communicate them to the employees, who should stay at work and how can technology help to relocate workforce into the digital space in order to protect their key asset – the people and to preserve the continuity of the business  (Caligiuri et al., 2020).
Clearly the pandemic has radically changed working arrangements and practices, acting as a catalyst for a huge change in this area, and introducing a seismic shift in the number of people working flexibly  (Forbes et al., 2020). The new or emerging technologies are shaping jobs and skills in demand, sectors thriving or shrinking, or shift in employer-employee relationships, while people are searching for more meaningful work and work-life balance  (Ramlall, Cross and Love, 2022a). That is why in order to enable agility and optimize performance companies must lean into innovation, inclusivity and flexibility. Realizing that flexible working (FW) is reality, the companies stepped out of the “pandemic-response” mode towards proactive creating of their working environment and the future of work that encompasses flexible time and location in conducting businesses, employee empowerment and workforce diversity. The future of work relies on people that want different things from their employer today, prioritizing preferences rather than needs, which is why organizations must focus on enhancing capabilities and connection in building their working environment and processes, while using the beneficial role of FW in expanding diversity and inclusion opportunities for employees and communities  (Rapparini, 2023).  

[bookmark: _Toc131076497]The practice of “flexible working” strategies used by organisations post pandemic 
Defined by The Chartered Institute of Personnel Development (CIPD) as “a type of working arrangement which gives a degree of flexibility on how long, where, when, and at what times employees work” (CIPD Team, 2022b), in organizational context FW can be understand as the ability of the organization to respond quickly and effectively to the changes and demands of the labor market  (Ahmad, 2016).
 In 1984 John Atkinson proposed The Flexible-Firm Model to help organizations to become more adaptable to changes. He suggested that the constantly changing and unpredictable business environment requires new forms of operational and functional flexibility that will enable organizations to be more proactive rather than reactive to changes. Dividing the workforce into two main groups (core and peripheral) enables organizations to quickly redeploy workforce to achieve functional, numerical and financial flexibility (Atkinson, 1984). 
The model was implemented in practice by many progressive organizations, enabled by radical changes in employment regulations. In the beginning the adoption of flexibility was employer-based (reduced costs and improved productivity), but later on the regulatory changes tackled the employee side of flexibility, introducing so called “family friendly” policies as a consequence to the new women’s role in the society. In the mid-1990s the focus moved to “work-life balance” policies as gender neutral due to families and social shift  (Lewis, 2007). Even though revised and amended regulations addressed FWAs in gender neutral way “the disparity between the awareness, accessibility and actual uptake of FWAs” still existed  (Paull, Meghan, Omari, Mariam and Sharafizad, Fleur, 2009). And furthermore policies were not set up to support and enhance the use of FWAs, because many categories of employees were excluded, FWAs were available only “to request” and employers had their discretion to prevent access, while grounds for appeal or enforceability were lacking  (Smyth, Cortis and Powell, 2021). Besides all those constraints, organizations that accommodated FWAs noted increased productivity, employee motivation and retention. 
Four decades of experience gained in “flexibility” prior pandemics backed up by the technological infrastructure and communication systems improvements, enabled flexible organizations to quickly adapt to radical changes and the new way of working. The rapid and simultaneous transition to remote and FW provided overview of the benefits of FWAs and data for future analysis and improvement  (Kaya, Íleri and Kara, 2022).
Lessons learnt from the pandemics are a solid base for the organizations to rethink and transform their strategies to remain agile and fit for the future. The growing level of employees’ awareness and demands to transform traditional working according to the shift in their perceptions and expectations of work and working conditions amidst life’s priorities are forcing organizations and their HRM managers to create ingenious solutions to address modern employees’ preferences rather than their needs (Fedorchenko, 2022). 
Post pandemic FW comes in various forms and arrangements that give flexibility in terms of location of work (where) and in terms of hours of work (how long, when and at what times) the employee works. Modifications in the FW system reinforced the benefits for the organizations and for employees as well  (CIPD Team, 2021a). Demands for FWAs increased like never before. According to Gartner 2021 Digital Worker Experience Survey 59% of the respondents will consider only a new position or job that allows flexibility, and similarly 64% a role that allows flexibility in hours  (Goasduff, 2021). Half of all applications in LinkedIn in October 2022 were for remote job postings (Borden, 2023). That is why organizations use flexibility to advertise themselves as “employer of choice” to reach more diverse potential applicants and select the right people for the role. 
Attracting and recruiting people that prefer and appreciate being in control of working pattern design provides mutual benefits for the employee and the employer. Flexible workers tend to have a higher level of job satisfaction which is why they are willing to put extra efforts, are more committed and loyal, and recommend their organization as worthwhile to work for. Affording employees with opportunities to manage their care responsibilities, and work-life balance reduces absenteeism of the employees and improves their wellbeing. Satisfied workers are more dedicated, engaged and loyal, which overall reduces employee turnover  (Castrilon, 2023). Engaged employees are more enthusiastic, energetic and focused, and their performance soars increasing average labor productivity. According to Gartner 43% of the employees responded that work hours flexibility is the main reason for increased productivity, and 30% stated that no or less time commuting enabled them to be more productive  (Goasduff, 2021). Considering the benefits provided, flexible organizations are more agile and adaptable to fluctuating labor market changes and responsive to market and customers’ demand. For example, “Tesco Superstore has adopted part-time and multiskilling practices to meet customer demands”, while Lloyds Banking Group is using freelancers to meet seasonal demand” (CIPD Team, 2021c). In a global context the most important benefit of remote working is the removal of geolocation constraints allowing companies to expand their talent pool worldwide. 
Due to increased awareness and shift in perceptions and preferences on both sides, to be effective FW systems must establish an employer-employee working relationship based on “win-win” strategy where double-sided gain is achieved  (Kaya, Íleri and Kara, 2022). Employees are becoming more vocal in their demands for FW, searching for a meaning and purpose in the work. The way of working has changed and the mindset towards working and career has changed as well. The employees have strengthened their learning curve relate to new skills required for online working and digital work. Remote working from home have challenged individuals to be more creative in achieving work-life balance which overall pushed individuals out of their comfort zone to be more adaptable and open to change, and to be more efficient by designing their job, through redefinition of tasks and change in relationships at work and achieving balance between resources and demands  (Ramlall, Cross and Love, 2022b). Today’s employees enjoy their autonomy at the workplace, appreciate having control over work and search for a meaningful role in the organization. To gain their loyalty and commitment, and align their purpose to the organizational objectives, the employers are taking in consideration these changes in employee’s attitude and perception as creating a psychological contract between the employee and the organization. The strategy of embedding FW culture within the organization depends on the organizational context and the ability of their leadership to alter their management in accordance with the current situation to successfully meet the needs of the employee and the organization.
Highlighting the potential benefits of FW and communicating them appropriately to gain stakeholders trust and engagement is useful not only to promote the uptake of FWAs, but also to enable effective evaluation. For example, Toyota Financial Services created a “listening network” to engage employees in the process of designing the FW model addressing their concerns and raising the awareness of the benefits and the impact on their performance and growth (Somers, 2022). Some organizations take a targeted approach using imperatives that are particularly compelling within the organizational context. Pharmaceuticals Research Associates find FW as key factor to attract and retain the best people in the highly competitive market, while for United Living FW is crucial for overcoming the gender pay gap, which is why it is an integral part of their ten-point equality, diversity and inclusion plan (CIPD Team, 2019b). The appropriate communication is also useful to create common understanding of what FW means and provides and to dispel “flexibility” stigma, a workplace phenomenon that measures success based on attendance, rather than performance and quality outcomes (MGS Team, 2020). To build positive flexible culture, organizations share success stories in their business publications or other forms of communication to help people understand the concept. Also, organizations highlight successful examples of managers working flexibly to show that FW does not affect progression. NHS Trust is sharing success stories to encourage others to join, and Enterprise-Rent-A-Car is sharing success stories of managers working flexibly to ensure others that their work is valued no matter the working pattern chosen (CIPD Team, 2019b). Since there is no one solution that fits all, many companies introduced innovative ways of implementing flexibility. Their success is motivation for others to favor creative thinking approach in FW. For example, SODEXO through its initiative called FLOW (Flexibility optimizes work) allows crafting FW on individual basis to meet employees unique needs, which enables SODEXO as a global company to accommodate regional preferences easily. For example, in Belgium managers encourage employees to come late and leave early to avoid rush-hour commute, and then work from home. And in India, the number of female employees increased thanks to options like half-time work and up to two years unpaid family leave (McLaren, 2019).
Creating organizational culture that offers FW as default, a working environment that is outcomes-driven, and empowering employees to be more vocal about their needs and preferences related to flexibility, is fundamental for establishing effective FW strategy. For example, in Unilever employees have the freedom to design work pattern that suits their needs and get paid for each assignment when they are working, while at the same time get the security and benefits traditionally linked to permanent roles (Unilever Team, 2023). To deliver success and align individual to business needs, organizations integrate FW with other strategies and policies, such as attraction and retention, employee’s wellbeing, and diversity and inclusion. Encouraging people to implement flexibility and providing universal accessibility requires empowering people with the appropriate skills and technology equipment to enable and smooth the process and reduce the stress. To ensure that everyone is comfortable and supported while working flexibly, Dell’s HR Department and IT Teams work together to provide the employees with the right training, skills and technology tools to be able to stay in touch and be productive wherever they are (McLaren, 2019). The support from the senior leadership is crucial not only to create flexible organizational culture, but also to gain manager buy-in by helping them to understand the concept and benefits provided, provide the necessary support in job design or additional load of managing flexible workers, and improve their knowledge and awareness (CIPD Team, 2019a). NHS Trust is helping managers to see the benefits of having more flexible workers available through training and coaching, and to lessen the load they are simplifying performance appraisals and provide mandatory training online (CIPD Team, 2019b). Overcoming managers’ resistance and building positive perception and attitude is important to establish manager-employee relationship based on trust. To gain employees’ trust managers should be empathetic and organizationally aware, able to develop, influence their teams and subordinates and create valuable communication that improves performance overall  (Ramlall, Cross and Love, 2022b). Supporting their teams to overcome barriers, to build positive perceptions and attitude, improving collaboration amongst colleagues and upskilling team members to facilitate FW, are crucial in achieving success when implementing FW (CIPD Team, 2019a).  
[bookmark: _Toc131076498]Legal implications of changing contractual employment terms
The radical shift to the new way of working during the pandemic and trends following, introduced changes in regulations and policies that address new circumstances and working relationships. While implementing FW, organizations must ensure law compliance to protect themselves from lawsuits and adopt consistent HR policies and practices for all employees. Some organizations implement FW by formally amending the written employment contract, and/or by including FW policies in their handbook. However, organizations are more likely to offer some of the forms of FW informally, for example in an individual agreement with an employee line manager. When opting to operate in a non-contractual, discretionary basis, organizations should be aware that the working arrangement established may become an implied term of the employment contract over time, so employees can argue that they have a “custom and practice” contractual right when it is needed  (MacSporran, 2021).
Although the employment contract is a binding agreement between the employer and the employees and usually cannot be amended without the consent of both parties, it is possible for the employers to amend the contractual terms under certain circumstances even without employees’ consent. When the proposed change in the contractual terms cannot be covered by a flexibility clause, the best solution for the employer is to try to reach an agreement with the employees on changing contractual terms based on previous consultations. Meaningful consultations used to explain the business case, to address employees’ concerns and to consider the alternatives offered by the employees, not only have a potential to increase the likelihood that an agreement will be reached, but it also mitigates the legal and financial risks of pushing  through changes without employees’ consent  (Wilkins, 2021). In cases when an agreement is not reached after meaningful consultations, the employer may decide to dismiss the employees that have not consented to the change and immediately offer reengagement on amended terms. The employees may pursue a claim for unfair dismissal. This so called “fire and re-hire” tactics used post pandemic by many employers to change contractual terms and conditions, have been criticized in the public, which is why The Government asked ACAS to prepare guidance for the employers on how and when this tactics of dismissal and reengagement should be used. 
Otherwise, if the change is imposed on employees and there is no variation clause in the contract, some of the employees may not agree with the employer’s act to unilaterally vary their employment contract and can consider it a breach of contract that could lead to a claim of constructive dismissal or unfair dismissal. (MacSporran, 2021). For example in Hart v St Mary’s School (Colchester) Ltd EAT 0305/14, the Employment Appeal Tribunal (EAT) held that the school had breached the contract by imposing a new working pattern which allowed the teacher to resign on the basis of constructive dismissal. The EAT held that the contractual clause that allowed the school variation of a part-time teacher’s hours according to the school timetable requirements, was not sufficiently clear to allow unilateral variation (Klauber, 2016).
Imposed changes in the contractual terms may trigger discrimination claims if disproportionately affect a particular group of employees who have one or more relevant protected characteristics according to Equality Act 2010 (Whiting, 2022). That means that the employer must have a genuine business reason for the change, and they must be proportionate in achieving a legitimate aim. For example, Working Families intervened in the case of Dobson in the EAT which confirmed that women bear greater burden of childcare responsibilities than men and that this can limit their ability to work certain hours and shift patterns. This is called “childcare disparity” (WF Team, 2023).
Also, to avoid legal actions the employer must ensure that any changes to contractual terms do not infringe upon an employee’s statutory rights. For example, changes to working hours must comply with the Working Time Regulations 1998, which sets limits on the number of hours an employee can work, or the employer must deal with the request for FW in a “reasonable manner” and can reject the request only based on one of the eight reasons set out in the legislation (Whiting, 2022). 
Overall, when changes in contractual terms are not managed well, not only they can cause legal actions and affect the bottom line of the organization, but also it can be detrimental to its reputation and brand image, making it difficult to attract new employees. Imposed changes that are not supported by the employees can cause tensions in the organization, can decrease retention, commitment and performance of valued employees due to the impression that they have not had the opportunity to inform decisions (ACAS Team, 2022).
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One of the benefits of the pandemic was the opportunity to reflect on work-life priorities, evaluate the future perspectives, and reconsider career and personal goals. The pandemic experience fostered a renewed recognition of community interconnectivity and reformulated the links among work, social and family life. Organizations embraced the opportunity and invested in fostering a sustainable culture able to offer support, retain talent and keep employees engaged and growing over time (Hite, Linda M. and McDonald, Kimberly S., 2020).
	In its Handbook of HRM Practices, Armstrong defines employee engagement as employees’ interest in work and positive attitude towards, even excitement about their job and the preparedness to go the extra mile to get the job done to the best of their ability. Engaged employees are proactive, willing to expand their efforts and contribution beyond the contractual defined duties, which ensures organizational and individual objectives achievement  (Armstrong, 2009a). That is why organizations today are focused on gaining employees’ engagement more than ever. To engage the flexible workforce effectively organizations transform the ways of delivering positive experience for the employees. 
	Developing an organizational culture that encourages positive attitudes to work through an enabling and supportive work environment, creates experiences that impact employee engagement. An enabling environment provides the necessary technological tools and equipment for people working flexibly, ensures availability of communication platforms, and creates processes and conditions that enable people for high performance and effective discretionary behavior. A supportive organizational culture affords employees with supporting practices to compliment FWAs, such as providing healthy and safe working environment, achieving work-life balance, job security and growth and development opportunities (Armstrong, 2009b).
	Defining clear guidelines and policies on implementing FWAs helps employees to recognize that their organization cares about them and supports them on principles of fairness and equity in the access to various FWAs which was found to be a key driver of employee engagement (Weideman and Hofmeyr, 2020). The involvement of employees in the decision-making and establishing a two-way communication channel through communicating policies to the employees and asking for feedback, additionally compliments employee engagement. (Woodley, 2022). 
	Clear policies and guidelines that provide fair access to FWAs, equality of treatment between flexible and non-flexible workers, and consistent and transparent decisions related to FW are important to ensure diversity and inclusion in flexible workforce. Recognizing people’s particular roles, personal circumstances and individual preferences, FW has the potential to increase diversity and inclusion especially through opening job opportunities for people with disabilities, long-term health conditions and caring responsibilities, and to reduce flexibility stigma, gender imbalances and imbalances in work experiences such as access to promotion (Dale, 2021). 
	Also a well-established total reward system has a significant role in a supportive organizational culture. Praising people for their efforts and the added value they bring to the company, recognizing the small wins on the way to the big goals, while considering their needs and preferences that drive intrinsic motivation contributes to greater employee engagement. In this context, to engage its employees Unilever introduced its bespoke UFlexReward Platform that enables their employees to create their personal total reward package according to their lifestyle and preferences at a particular time (Best, 2020).
	Maintaining organizational culture standards while managing flexible workforce can be challenging, which is why organizations embrace technology improvements, various communication platforms and virtual spaces to keep employees connected to their company’s culture and colleagues. The casual communication in shared workspaces that enables collaboration, informally imparts institutional knowledge and creates social ties, now is  transferred to digital space to keep employees feel as being part of something bigger than themselves. Fujitsu is experimenting in this matter by using metaverse to create a virtual office working environment or using virtual reality in training of the employees working remotely (Woodley, 2022). Google is using various creative coworking spaces (such as Huddle Working Space) as an alternative of the workplace to enable strong networking and increase engagement, or a program called “Googler to Googler” for extracurricular activities to build a sense of community and create a positive culture  (Akram, 2022). A certain degree of face-to-face communication in hybrid or remote working is still part of the equation of effective communication, depending on employees preferences and organizational objectives, to keep employees engaged and dedicated to the purpose. 
	The appropriate use of technology tools that support employees rather than adding to their workload introduces more autonomy at work. It enables employee involvement in job design by redefining tasks and changing relationships at work and self-management in balancing between job’s demands and resources, that prevents exhaustion and employee burnout (Ramlall, Cross and Love, 2022b). In an organizational context, the focus in the job design or the work itself should be on the degree of intrinsic motivation that provides the employee with a view to improve performance and productivity. Also it should aim to fulfil the social responsibility of the organization to its employees by improving the quality of work life in order to demonstrate a duty of care and gain employee engagement. (Armstrong, 2009a). 
	The onus in the job design and the level of engagement arising of it is on the line managers, which is why organizations provide support in training, coaching and mentoring as part of leadership development program to enhance their capabilities. The line manager’s approach that supports health, wellbeing and engagement of its team members consists of behaviors such as being kind and fair, consistent, positive and appreciative, concerned and interested in people and their wellbeing, providing clarity about roles, guidance and advice, and supporting their employees’ growth and career development. These types of behavior create effective working relationships with the employees and working environment where people feel “psychologically safe” to openly speak up about their concerns, share their views and ideas without being criticized or feeling ”wrong” about it (CIPD Team, 2022d).
	Growth and career development opportunities are an integral part of a supportive organizational culture that provides its people with opportunities and encourages them to learn and grow in their roles. Organizational and managerial support are determinant in providing guidance and encouragement people need to fulfil their potential. The support comes in various forms from involving people in the process (asking for their needs and preferences and providing regular feedback), providing employees with the resources and time they need, to sharing relevant learning opportunities and ensuring they understand the value of learning. Through the accessibility and the support provided, organizations empower employees to become more self-directed, proactive and engaged in the process of learning and personal growth, less concerned about digital challenges, learning because they want, not because they need to (MTFB Team, 2022). For example, Amazon through its Amazon Technical Academy and multiple training programs enables its non-technical employees to upskill and move into software engineering roles not only in Amazon, but in other industries too (D'Sa-Wilson, 2022).   
	Providing people with the opportunity to be actively involved and effectively contribute is not only about setting up the consultative processes, it is also about creating a culture that gives people a voice, encourages them to speak and trains management at all levels to listen and respond to the contributions. To effectively engage employees, organizations have recently expanded their techniques of communicating messages across and listening intelligently what employees have to say. To enhance employee trust and reinforce their belief in the credibility and the intentions of management messages, collective consultations are put in place through union or non-union forums (CIPD Team, 2010). Unilever leverages a variety of engagement activities to reach a wider employee audience and receive meaningful feedback, such as engagement sessions, annual sessions with employee representatives, townhall meetings, site visits, code of business principles and surveys (Unilever Team, 2021).
	Overall, post pandemic organizations have diversified ways of strengthening the emotional bond with their employees, as well as supporting their wellbeing through promoting active listening, adapting management styles for flexible working and leveraging technology for effective employee engagement (Seng, Jason and Tan, Lay K., 2022) . 
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The globalization, fast changing and highly competitive market, and advanced technology are not only shaping organizational design and structure, but these are the main reasons for the transformation of HRM from its traditional administrative, compliance and service role to a new strategic role focused on developing the organization and capabilities of its managers (Beer, 1997). 
	The COVID-19 pandemic emphasized the value of HRM role in crisis management and created an opportunity to review human resource management strategies, while HR practitioners were looking for solutions to adapt to radical changes, preserve the business and maintain people health overcoming challenges imposed (Azizi et al., 2021). One of the most salient challenges for HRM was adjusting new and current employees to radically changed working environment that significantly influenced employees’ experiences of person-environment fit (P-E fit). HR practitioners had to adapt its practices to resolve this misfit that impacts levels of satisfaction, engagement, and overall employee wellbeing (Carnevale and Hatak, 2020). The strategic partnership with IT Department played crucial role in overcoming the challenges introducing the new role of HRM in modern organization. HR Department (HRD) focused on upgrading employee skills, managing increased stress, work-life balance issues, and maintaining corporate culture. Organizations transition to virtual forms of recruitment, selection and training, and digital spaces and platforms to enhance interpersonal interaction and keep employees connected to the organizational culture and work environment (Chen, 2021). The supportive actions that were put in place expressed HRM “ethics of care” approach in people management considering what “matters” rather than what “works” in a given situation (Ripamonti et al., 2021).
	Besides the numerical flexibility as a short-term response of crisis management, HRM focus was on employees’ upskilling to achieve functional flexibility within the core group of the workforce as a long-term goal, which post pandemic resulted in more flexibility in work for the core workers, while the peripheral workers have more flexibility in employment. Organizations that have adopted flexible design and structure as stated in Atkinson’s Flexible-Firm Model, prevail over others being more agile and responsive to changes. Based on the flexible workforce, their HRM was able to adapt to the changes in the environment and labor market demands through reconfiguration of HR practices (coordination flexibility) and multiple uses of employees (resource flexibility). Considering the managerial perspective, interested in the effect of flexible HRM on the competitiveness of the organization, organizations use hard and soft models as different approaches of flexible HRM. While the hard model is more quantitative and focused on strategic perspectives, the soft model incorporates organizational effectiveness together with individual and societal aspects. Besides the fact that the negative effects of flexible HRM are usually related to the hard model ( such as job insecurity and increased stress), and the positive effects to the soft model (such as training, job enlargement and employee involvement), organizations usually use different combinations of both models which is in line with Atkinson’s model of the flexible firm, the division of the workforce between the core workers (soft forms of flexibility) and peripheral workers (hard forms of flexibility) (Kozica, Arjan M.F. and Kaiser, Stephan, 2012).  
	In times of raising awareness of corporate social responsibility when organizations shift to more ethical ways of conducting a business, considering the social, economic and environmental impacts of their operations, and going beyond compliance (Armstrong, 2009a), the contemporary model of HRM is aiming to minimize the limitations and negative effects of flexible HRM and offer more integrated and holistic approach of sustainable HRM in long term, that connects flexible HRM not only with the strategy of the firm, but also with the workers and society as well. Organizations invest in retaining talent and fostering a sustainable culture that offers support and explores options to increase employee engagement and growth over time, and contributes to the triple bottom line profit, planet and people. Sustainable HRM is focused on helping individuals to build sustainable careers, within the career development as essential part of HRM, through developing growth mindset and additional skills, creating a learning culture, reconsidering and reframing career goals, and building strong professional networks. Many organizations saw an opportunity for an alternative approach to work that involves moving from job specialization into more generalization, developing “hybrid workers” rather than specialists, where each one of them is capable of doing multiple jobs, as needed. This may include more cross-training, coaching, consulting, mentoring, job-sharing, and fostering a culture that promotes agile learning and recognizes innovation and creativity in work processes (Hite, Linda M. and McDonald, Kimberly S., 2020).
	While traditional ways of working and decision-making are changing,  HRM is constantly evolving in this process trying to identify the relevant trends that are shaping the world of work and influence people profession to anticipate and drive these changes. The CIPD in its People Profession 2030 Report has highlighted the key influential trends that are shaping people profession: internal organizational change, digital and technological transformation, changing demographics and D&I strategy, diversifying employment relationships and sustainability, purpose and responsible business.
	While organizations are becoming more agile and responsive to changing environment, managers and employees need support to thrive in this changing world to embrace complexity and facilitate new ways of work. To address these needs and to drive the required change in the organizational structure and design, the HRM has to overcome its traditional administrative role and involve itself in the business as a strategic partner. To remain agile the people profession  develops future fit skills associated to change and project management practices, identifies external factors that influence the organization and its people, and acts proactively considering people first while enabling businesses to thrive. 
	In the era of digital and technological transformation HRM is embracing technological tools and improvements and upskilling people professionals to enable using advanced HR systems. Skillful HR professionals capable of using and interpreting data and analytics to better inform decision-making play strategic role in digital transformation and demonstrate the value of the profession. Additionally, using digital platforms in functions like talent management, recruitment and selection, and L&D, and automation of operational tasks that require less human involvement and interaction affords HR practitioners with more time to focus on the soft side of their role. This change introduces soft skills of HR profession, such as empathy, ethical consideration, and morale reasoning, as differentiating factor and future core competencies of people profession. 
	A changing world shifted demographics in workplaces, such as aging workforce and the rise of the millennials. Managing diversified workforce, especially after the pandemic and all tensions and inequalities arisen, can be challenging. The responsibility of HRM is to create clear guidelines and policies based on the principles of fairness and equal treatment, equip the managers with the right skills to led inclusively, and equip people professionals with up-to-date knowledge and understanding of D&I to create meaningful change. 
	HRD needs to support managers in enhancing their capacities to manage diverse workforce with multiple types of employment, address inconsistencies and tensions to ensure fairness, equality and good job quality, and balance in stakeholders needs and expectations with what is appropriate in business context. This diversification in employment relationships requires more skillful and knowledgeable people managers to ensure law compliance, effective surveying and interpreting of employee attitudes and early spotting and resolution of conflicts to create more positive working environment. 
	Following the emerging trends in purpose- and values-led business approaches where the organizations create wider benefits for the community and the environment, people profession plays a key role in running sustainable and responsible business that creates value for all stakeholders. This includes making positive changes in people management practices, especially in diversity, inclusion and equality, working with other organizations or communities to tackle local and social issues, and incorporating social values and purpose in all HR functions.
	The people profession will continue to play significant role in shaping the future of work in the context of aforementioned trends by managing the impact of digitalized working on employee engagement and wellbeing, minimizing inequalities of diversified workforce to ensure purposeful and good quality job for everyone, and influencing organizations to embrace employee-centric approach and build a culture that places their people front and center (CIPD Team, 2020).
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Based on lessons learnt from the pandemic and the experience of FW organizations that prevail as more adaptable and responsive to changes, in order to become more agile and fit for the future organization, the university needs to embrace FW as an integral part of its strategy. Promoting FW as a differentiating factor that attracts and retains talent and provides competitive advantage as a result of the unleashed employee potential, must be set as a priority in the future. Not everyone wants to work flexibly, but everyone needs some degree of flexibility in their working arrangements depending on their particular role and individual circumstances at a given time, and the pandemic has proved that every job position can provide some kind of flexibility.
In-depth analysis of the specific organizational context is required to effectively implement FW, taking into account the  alignment of the potential benefits and individual objectives of the employees to the organizational strategic objectives. The analysis results will provide a direction that should be integrated into clear FW policies based on fair and equal treatment in accessibility to FWAs. These policies should outline the expectations and guidelines for FW including the types of FWAs available, how to request them and how they will be managed (CIPD Team, 2021b).
A partnership between HRM and employees or their representatives in this process must be established to incorporate employees’ needs and preferences and complement the effectiveness of FW implementation. Therefore, the university must include and appreciate equally the opinions and views of all staff (academic and general) and all generations within their workforce, because each one of these groups has unique perspectives and values, and understanding these differences and adapting to them will certainly affect employees’ engagement and productivity (Ramlall, Cross and Love, 2022b). The employee’s voice is not only important in this stage, but in the whole lifecycle of FW implementation, which is why the university must establish an effective two-way communication channel to communicate its cultural values and norms and receive valuable feedback from the employee on the impact of FW implementation. Involving employees as an active contributor demonstrates a  duty of care which influences employee engagement and productivity overall. To ensure effectiveness and accuracy, the policies must be constantly reviewed and refined based on the feedback from the employees and managers, but also in accordance with the changes in the external environmental context of the organization.
	No matter how good and clear policies are put in place, without a supportive organizational culture that encourages people to implement FW and to be more vocal about their needs and preferences toward working arrangements, the implementation of FW will fail. In this context, leading by example, sharing successful stories of managers working flexibly, supporting employees in overcoming challenges (required skills and technological tools, stress, communication and collaboration, work-life balance), the equal treatment of flexible and non-flexible working, or establishing strong employer-employee relationships facilitate and support FW. The university should ensure that all stakeholders are involved and share same values and beliefs, which gives meaning to the work itself and a feeling of belonging and being part of something bigger than themselves (Cheatle, 2021).
	Managing a flexible workforce requires adapting new management skills and highlighting some aspects of people management (such as performance management, relationship building and communication) more than ever. The onus is on the line managers which is why the HRM should provide the appropriate support to help them adopt the knowledge on relevant legislation to avoid legal action, raise awareness of the benefits of FW and policies related, develop necessary skills to manage flexible workforce (such as communication, collaboration, performance management, inclusion and wellbeing). The line manager should build a strong partnership relation with its employees based on trust and support, an open, fair and consistent approach, provide knowledge, clarity and guidance, and handle conflict and people management issues. This relationship with its employees should provide the line manager with ability to identify the most effective ways of FW, determine how it will take place in practice including the degree of employee autonomy in job design and self-management in the work itself, support employees in achieving work-life balance, ensure that its employees have clear objectives and expectations on their performance assessment and measurement, and encourage and support their career development. The line manager should lead inclusively and flexibly considering workers with protected characteristics to avoid risk of discrimination (CIPD Team, 2021d). 
	Since the opportunity to work flexibly is likely to be a key factor of talent attraction and retention in the future, the process of recruitment is vital to ensure that the new workforce has the relevant skills and abilities for the long-term success of the organization. That is why the university needs to adapt a new approach to recruitment processes and systems including job design, advertising and selection. To facilitate FW, the job design and description of every position should be reviewed prior the advertisement to determine possibilities for flexibility and identify skills that benefit the new blended workforce (CIPD Team, 2022e). The opportunities for FW should be specified in the job advertisement and to ensure consistency in the recruitment process a clear information on relevant elements of FW must be provided to prevent discrimination and encourage conversations about available options. The process should be based on principles of timeliness, transparency, fairness and inclusion to provide positive experience for all candidates, to enhance the brand quality and the ability to attract talent from wide range of backgrounds (CIPD Team, 2021d). A well-considered induction must be provided to ensure that the new employees integrate well into their new organization, especially for those working flexibly. Understanding the organizational culture, building relationships with new colleagues and the support provided to adapt to their new role influence new employees’ first impression of the organization, their integration and job satisfaction which overall affects absenteeism, turnover and employer brand (CIPD Team, 2022c).
	One of the biggest challenges that occurred during the pandemic was employees’ wellbeing as a result of increased stress, work-life balance difficulties and lack of personal interactions, which had a negative impact on employee engagement and productivity. This has further underlined the need for the university to address this issue while implementing FWAs post pandemic. The employer has health and safety responsibilities to all employees irrespective of where, when and how they work. Creating a culture that fosters open and regular conversations about wellbeing across all levels of the organizational structure is determinant for successful implementation of wellbeing strategy. Senior leadership should be actively engaged in the process not only leading by example and sharing their experience, but also to provide the necessary support to the line managers and people professionals. The university should focus on providing training for the line managers on effective managing blended workforce and workloads, setting realistic objectives, providing constructive feedback, joint problem solving, having wellbeing conversations or spotting early signs of poor wellbeing. Also organizing wellbeing activities and providing support on regular basis can help in promoting a culture in which the employees’ health and wellbeing are priority (CIPD Team, 2021b). 
	HRM within its strategic partner role should continually scan external environment, embrace proactive approach in anticipating changes to ensure health and safety of their people, and establish, assess and review policies and ways of working to ensure they do not inadvertently encourage undesirable behaviors (CIPD Team, 2021d).
	In cases of hybrid or homeworking HRM should provide training on routine-setting and work-life boundary management to avoid stress, work-life conflict, being “always on” or workloads. Together with the IT Department, HRM should provide risk assessment and clear guidelines and policies on shared responsibility and issues related to homeworking such as safe working environment, data protection, work expenses and necessary equipment. Overall, an individual approach of the organization in decision-making is required when undertaking FW, in a way that supports wellbeing considering the particular context, the nature of the work and the employee’s needs. 
	For FW to be successful and beneficial for both the employer and the employees, it must consider equality, diversity and inclusion at all stages of implementation. Clear and transparent policies on eligibility, accessibility, accountability, and delivery must be determined. To ensure their successful implementation the university must provide training for people managers on how to lead inclusively, to understand the potentials of equality and diversity, and prevent flexibility stigma or gender imbalances. Active promotion, improved access to various FWAs at all levels, and reasonable adjustment within policies to address individual circumstances and preferences is important to reach a wider pool of talent from different backgrounds. Also, an effective system must be established to monitor processes of recruitment, performance management, promotions and learning and development to ensure that those working flexibly are not experiencing negative impacts, or to prevent discrimination and disadvantage of those with protected characteristics (CIPD Team, 2022a).
Overall, flexibility is an ongoing process that requires management commitment and willingness to experiment and adopt new ideas. Some arrangements may not work in the beginning, but with some adjustments may become very effective. That is why regular feedback from employees and gathering data for analysis and assessment is crucial for success (Kossek, Ellen E., Gettings, Patricia and Misra, Kaumudi, 2021).  
[bookmark: _Toc131076502]Conclusion 
Over the past few years the way of working has undergone a more rapid transformation than any other area. The shift to a variety of FWAs post pandemic created new opportunities and challenges for both the employers and the employees. The employees are reevaluating their priorities, changing their expectations and challenging organizations to adapt to those changes (Microsoft Team, 2021). Today’s ever-fluctuating work environment (internal and external) is forcing organizations to alter their approach to change management and create modern change strategies fostering adaptable work culture that empowers their people to create and sustain change. To lead the change, employees must be committed to learning and growing, and adaptive to new discoveries and shifting demands (Hoogerhuis, 2019). Creating a culture of high development that encourages and supports employees to focus on their development and future in the organization and actively involves its employees in change management considering their views on how to incorporate those changes, generates enthusiasm and engagement in long term (Khoury, 2019). Therefore, an organization that allows its people to actively get involved in the process of change does not have to work on buy-in because they already believe in the change they helped to create (Dvorak, 2019). 
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