


























 Abstract
Most industrialised nations have increased worker flexibility, or control over where and when they labour, over time. Younger employees prefer greater employment flexibility. 
Although work-life balance is a primary concern, Agrotools strives to reduce disharmony and achieve a state of equilibrium. Increased awareness of work-life conflict has led to a rise in the number of work-life solutions implemented over the past decade. Work schedule and arrangement solutions that are optimal, simplest, and most economical for adaptation, implementation, and practice are presented in this study. This research examines the efficacy of organisational work schedule and arrangement strategies in promoting work-life balance. 
Work-life balance and flexible work schedule and arrangement studies are evaluated critically in this article to ascertain the perspectives of authors and experts. 
Flexible work schedules enhance work-life balance, according to research. Enhancing work-life balance are remote employment, task sharing, and part-time work arrangements. Work-life equilibrium is adversely impacted when employees are required to work shifts. 
The paper concludes with an analysis of socioeconomic status, working conditions, the gender pay inequality, and occupational composition.
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Introduction
21st-century workplaces require flexible working arrangements (FWA). Work-life balance must be managed by organisations in order to minimise employee concerns and guarantee optimal performance. Flexible work options are provided by Agrotools because they benefit both the company and its employees. 
Promoting work-life balance is advantageous for employees as it enhances flexibility, family and leisure time, childcare privileges, reduces work-life conflict, fosters satisfaction, loyalty, morale, attitude, and conduct. Additionally, it mitigates burnout and improves the emotional, physical, and psychological well-being of employees. 
Agrotools employees experience reduced stress, absenteeism, and turnover as a result of the work-life equilibrium it fosters. 
Professionals and higher-ranking staff are better adapted to flexitime than lower-ranking staff, and even service and manufacturing workers have less access to it than workers in other industries. 
Employer-driven FWAs harm employees more than employee-driven FWAs. Because organisations timetable work and may not provide employees with flexible options to accommodate their needs. The evidence supports the self-determination theory that when individuals feel in control, they are more motivated to accomplish. When labour is scheduled without employee input, employees become demotivated and consequently exhibit poor performance. The performance will be affected. Eliminating workplace espionage, self-determination theory as a natural motivation encourages individuals to take initiative, be creative, be independent, and experience self-worth. They are more loyal to the organisation that places a premium on their autonomy and efficacy, resulting in increased output and performance. 
Work-life balance is achieved by Agrotools through flexitime, job sharing, part-time employment, and working from home. 
Bloom et al. (2012) state that flexitime increases productivity. Additionally, flex time for women and other employees with family obligations has been associated with increased job satisfaction and organisational commitment (Scandura and Lankau, 1997). Time flexibility is strongly believed by 97% of men and 92% of women to enhance work-life balance.
Benefits of flexible working time
The business typically creates the most adaptable working initiatives in response to changes in culture or workstyle. Research has demonstrated that flexible work arrangements improve effectiveness, employee engagement, efficiency, sustainability, and productivity. The case studies effectively illustrate financial savings and enhanced space utilisation. Furthermore, they support statements regarding intangible benefits. Treasury Solicitors, BP, DTI, EC Harris, GSK, PwC, and Rolls-Royce have all declared that flexible working has enhanced collaboration, communication, knowledge sharing, and cooperation. This resulted in enhanced service integration, cross-selling, and profitability under specific conditions. According to EC Harris and GSK, flexible work conditions led to a 12% increase in profits. Increased productivity has resulted from decreased travel time between the office and client sites and absenteeism (from scheduled appointments) due to flexible work arrangements. A considerable number of the case studies presented below demonstrate enhanced satisfaction among staff with flexible work arrangements, regardless of initial resistance. Flexible work environments fostered employee satisfaction by increasing trust, autonomy, and choice. 
There exists a positive correlation between flexible work arrangements and the motivation, engagement, satisfaction, and turnover rates of organisations' employees (North Coast 99, 2014; WorldatWork, 2013). They also encourage improved health, sleep, and work-life balance. As per the findings of Corporate Voices for Working Families (2011), personnel who are engaged in their work and have successful flexible work arrangements exhibit higher levels of job satisfaction and intention to remain. As stated by Levi-Epstein (2006), Sanjeevkumar (2012), and Albertsen et al. (2005), one factor contributing to employee retention within an organisation is the provision of flexible work arrangements. Bloom et al. (2012), Burke and Moffett (1988), and Perry-Smith and Blum (2000) all assert that job/workplace flexibility increases employee satisfaction and productivity. Customer service, revenue, and productivity are all enhanced by flexible work arrangements (Corporate Voices for Working Families, 2011). Individuals can maintain a work-life balance, remain in contact with family and friends, and care for children, grandchildren, parents, partners, and acquaintances through flexible work arrangements (CIPD, 2012).
Strategies of implementing Work-life balance.
The impact of work-life balance is investigated in the works of Karen A. Duncan and Rachael N. Pettigrew via flexible scheduling, shift work, job share, and working from home. Results indicate that work-family balance is significantly impacted by employment arrangements, with men and women being affected differently. Women reported feeling more balanced when they had some control over their work schedules. Women felt more balanced with some work schedule control. Men report lower work–family balance with shift work.  
Part-time employment is widely recognised as a highly effective and popular form of flexible work schedules on a global scale (Kossek and Michel, 2013). 
Albertsen et al. (2005) found that there was less work-family interference among career women and wage-earning mothers who were employed part-time compared to their full-time counterparts. This finding demonstrates that part-time employment minimises the disruption of work-related obligations on individuals' personal and domestic lives, thereby providing workers with a more favourable WLB compared to full-time employment. Many married working mothers opted for part-time employment to achieve a work-life balance (Subramaniam et al., 2010). 

Shift work can be negative to employees and complicate family responsibilities (Levin-Epstein 2006; Halpern 2005). A failure to maintain a healthy work-life balance may contribute to the adverse consequences of shift work. An employee who works the night shift, for instance, will probably return home the following morning exhausted and tired, will likely sleep and awaken in the afternoon, and will have only a few hours to attend to personal matters prior to returning to work. William (2008) found that shift workers were more likely than daytime workers to be dissatisfied with their work-life equilibrium. 
Day labourers were less dissatisfied with work-life balance than on-call and other shift employees (23%). 
Thus, shift work schedules have a negative effect on the ability of employees to manage their work and personal life; therefore, employers should assist workers in achieving a work-life balance to promote employee wellbeing. To reduce work-life conflict, practicing organisations should divide the shift into more groups and rotate employees immediately after a reasonable amount of time, as opposed to rotating employees throughout the day and night. 
Working from home provides the necessary flexibility for individuals to balance work and life, which makes it an ideal method for employed mothers to achieve work-life balance. Employees who work remotely will experience a sense of peacefully and satisfaction as they are able to attend to both personal and professional matters, thereby minimising conflicts. Both men and women desired to work from home, Doble and Supriya (2010) discovered, demonstrating that working from home is advantageous for both genders. It has been demonstrated to enhance work-life balance, and working from home is preferred by both men and women (Pocock and Fenwick, 2001). While the flexibility and autonomy to manage work-life conflicts are advantages of remote work, the domestic environment can present difficulties. Varatharaj and Vasantha (2012) discovered that the quality of life and work-life balance are significantly influenced by the home environment; however, the management of small children can be distressing. 
By implementing a remote work policy, Agrotools may successfully reduce expenses, sick days, emergency leaves, staff turnover, and underperforming personnel, all while improving employee loyalty, satisfaction, and productivity (Dizaho and Othman, 2013). 
Job-sharing improves the standard of work and provides participants the flexibility and time to attend to additional responsibilities. Job sharing permits employees to adjust their work hours in an effort to achieve a better work-life balance. Job sharing reduces absenteeism and ill days. A job sharing enables two employees to mutually benefit from the exchange of ideas, perspectives, skills, and experience. 
Working remotely can assist employees, particularly women, in achieving a work-life balance (Singley and Hynes 2005). Working flexibly enables mothers to continue in human capital-intensive positions during periods of elevated family demand (Chung and Van der Horst 2018b; Fuller and Hirsh 2018). This ability may enhance the work–life balance of women. Work–family conflict can be increased when men are expected to boost performance, work harder, and earn more using flexible work arrangements (Lott and Chung 2016). The increased family responsibilities of women who work flexibly may exacerbate work–family conflict (Hilbrecht et al. 2018). 
Gender influences the ability to prioritise work and adhere to the ideal worker culture—an employee who has no other responsibilities and places work above all else. 
Men are, in fact, more likely than women to work overtime due to flexible work arrangements, according to previous research. 
In contrast to their male colleagues, women are less likely to obtain financial premiums despite working extended hours on flexible schedules.
Occupational gender composition and wages
Pay is proportional to the level of flexibility and time-consuming work performed, and the service class is more vulnerable to this. Service contract employees have greater authority than labour contract employees, who are more controlled.  
Individuals who hold positions of authority may exhibit greater flexibility. The high-performing work organisation is of the opinion that employee commitment and performance are enhanced by flexibility. Flexibility and control over work by employees increase productivity. According to a prior study, professionals with advanced degrees enjoy greater flexibility. 
Time-consuming labour performed by women is inadequately compensated, contributing to the gender wage gap. In order to comprehend the female wage gap, it is critical to examine the disparities between women in these work arrangements, particularly in prestigious occupations. The gender wage gap increases, according to Goldin (Citation 2014), because employers reward workers who labour nonstop, for extended periods of time. 
The majority of the wage gap between both genders can be attributed to women deciding for flexibility or avoiding time-consuming labour. Women appear to be compensated inadequately despite the nature of their labour. Many believe that women value work-life balance and flexibility more than wages. High-skilled or high-prestige employees, according to research, demand constant availability, extensive overtime, and business travel. Such conditions of employment accompany high wages, which are difficult to reconcile with family obligations. 
Physically demanding or hazardous occupations are paid more.

Conclusion
Agrotools requires individuals to assist them in managing their business operations as they endeavour to satisfy stakeholders' continuous desire for capital growth, expand their market presence, endure in the sector, and retain valued employees. According to Jackson (2007), staff are considered to be the most valuable resource of a company. These individuals frequently need to manage family obligations, socio-political occurrences, and other engagements that conflict with the objectives of the organisation. Work-life conflict can arise when there is a difference between the time spent at work and the time spent at home, creating a threat to the personal lives of certain workers. 
Organisations experience transformations in response to changes in the technological and commercial landscape. Organisations globally utilise flexible working arrangements to tackle the problems caused by these developments. As per Klindzic and Marić (2019), these initiatives enable employees to have greater flexibility in their schedules to meet their job responsibilities, leading to enhanced flexibility, work-life balance, and improved organisational performance. 
Agrotools as an employer should use Flexible Work Arrangements that effectively minimise absenteeism, turnover, and espionage, while at the same time improving overall performance. 
The primary benefits of flexible working include increased productivity through reduced absenteeism, extended business hours, improved personal performance, and enhanced team collaboration. Additionally, there are personal advantages such as reduced travel time and cost, improved work-life balance, and a better office environment. The adoption of remote work also contributes to sustainability by reducing both organisational and personal carbon footprints. Business continuity – reduced weather, security, and travel disruptions. Lastly, remote work promotes efficiency by saving space and reducing property costs. 
Agrotools offers flexible working arrangements that facilitate more collaboration and the ability for groups to work together in the same area on a single level. This likely enhanced teamwork and cross-team collaboration while also advancing a new brand and business model. 
Implementing flexible working arrangements at Agrotools could result in reduced spatial requirements, potentially mitigating the necessity for building expansion and promoting energy and utilities conservation. Minimise carbon dioxide (CO2) emissions by reducing the frequency of driving between home and workplace, and locations where meet clients. 
Standard work arrangements such as shiftwork, weekend work, annual hours count, and fixed-term contracts are more prone to have adverse effects on both financial and non-financial outcomes for organisations compared to flexible work arrangements led by employees. The imperative of developing and enhancing Flexible Work Arrangements that align with the requirements of both employers and employees, to enhance the quality of life for employees and drive organisational success, cannot be emphasised enough.
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