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Work Arrangements Roundtable 

Work Arrangements: A Roundtable Discussion about how to Incorporate this Evolving Topic into the Management Classroom
 
Abstract
The concept of work arrangements, or the physical arrangements workers will experience (i.e., work-from-home, hybrid, etc.), is of great interest to both practitioners and academics alike. This is an evolving topic that has so far received little research attention but has immediate practical implications for organizations and managers. As such, it is an important and relevant topic to address with current management students. In this roundtable, we will first discuss the ways we have integrated the workplace arrangements topic into a variety of different courses (i.e., HR, OB, and Principles of Management courses) using class discussions, emerging literature, classroom activities, and assessments. We will utilize small group discussions to explore new ways to integrate work arrangements into additional courses and management topics, and will close the session with a large-group discussion on how instructors can use the best ideas in future semesters. 
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Introduction
A quick perusal of social and popular media sources reveals that employees and organizations alike are constantly musing about what work is going to look like going forward—Will employees be increasingly working from home, or will organizations go back to pre-pandemic conditions of near-total in-office work? No matter the industry, employees, managers, and organizations all must now grapple with what (and where) the future of work will be. Embedded within these decisions are many unresolved questions, such as whether working from home benefits all employees, whether they prefer flexibility or a hybrid environment, and how all this affects the organization. So far, it seems there will be some resolution in between the two extremes of working 100% from home versus in the office, but there is wide variation across organizations, with many often changing and questioning their policies. 
In the wake of the pandemic, in conjunction with technological gains made over the past two decades, many employees are realizing that they have the power to choose jobs that offer the arrangements they prefer (i.e., the Great Resignation of 2021, Cook, 2021). Furthermore, a recent study showed that 54% of employees seek a job that allows working from home, but only 10% of jobs offer this option – up from only 3% of jobs pre-pandemic (Davidson, 2022). What do these trends mean for modern-day managers and organizations? Simply put, these shifts in employee work preferences create human capital implications that managers and organizations cannot ignore. The significance of current and future work arrangements for organizations is paramount, but there seems to be little guidance on how to approach this conundrum.
Given the dearth of evidence-based guidance, we do not have the “right” answers, but we propose that as management educators, we can incorporate meaningful discussions on this important topic into the classroom to get students thinking about the implications. In this roundtable, we seek to foster conversations about how to approach this topic in a variety of management courses, ranging from organizational behavior and human resource management to strategic management. 
 
Theoretical Foundation/Teaching Implications
The impetus for this session began in Summer 2021 when vaccinations for Covid-19 were becoming more widespread and the world was starting to see a vast improvement in case numbers and other metrics. At that time, organizations were considering plans for employees to return to the office, and many personal conversations revolved around the question, “What is your company going to do going forward?” The popular press was picking up on this topic as well, with articles like, “JPMorgan Requires Employees to Return to Their Offices By July Striking a Blow to the Remote-Work Trend” (Kelly, 2021), “Facebook Extends its Work-at-Home Policy to Most Employees” (Rodriguez, 2021), and “Google Relaxes Remote Work Plan, Will Let 20% of Employees Telecommute” (Novet, 2021).  The situation related to Covid-19 has since changed (many times), yet the interest in these discussions persists. In fact, this topic is evolving at such a rapid pace that we expect there to be several new developments even between the time that this proposal is submitted and the session takes place!
There are strong connections between the evolving global conversation regarding work arrangements and various topics we cover in management. For example, in organizational behavior, work arrangements can be incorporated into seminal topics such as job satisfaction (Chen & Fulmer, 2018), turnover (Masuda et al., 2012), personality (Perry et al., 2018), and stress (Delanoeije et al., 2019). In HR courses, work arrangements tie into topics like applicant attraction (Thompson et al., 2015), employment law (Garen, 2006), and retention (Choi, 2020). In macro-level courses, there are ties between work arrangements and creating and sustaining a strategic performance advantage (Monteiro et al., 2019), organizational culture (Borgkvist et al., 2018), and international/cross-cultural differences (Peretz et al., 2018). Across the management discipline, we believe there are even more topics that could relate to work arrangements. This indicates the grave importance of addressing this current topic and having a roundtable discussion with educators to clarify existing ideas and create new ideas together. 
 
Session Description
As a roundtable, this will be a 60-minute session. We will spend the first 5 minutes welcoming attendees and introducing the presenters. The next 10 minutes will be a brief informal presentation about how the presenters have integrated this topic into a variety of courses during the 2021-2022 academic year (e.g., in-class discussions & activities, writing assignments, and group projects). The bulk of the session (30 minutes) will be spent in small groups discussing relevance to different management topics and courses, as well as concrete ways to address work arrangements in the classroom. Each presenter will facilitate one small group. Finally, we will spend the remainder of the time (15 minutes) regrouping, sharing what was discussed in our groups, and concluding the session.
 
We plan to use the following specific timetable:
 
	Activity
	Duration
 

	Welcome & Introduction
	5 minutes

	Brief presentation of what the presenters have done
	10 minutes

	Small group discussion
	30 minutes

	Regroup & Conclusion
	15 minutes

	TOTAL
	60 MINUTES
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