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Introduction:

In this assessment, I will analyse the business environment in which people professionals operate, as well as analyse how internal and external variables impact the management of resourcing in an organisation. According to a new ACAS poll, half of businesses in the United Kingdom predict an increase in demand for flexible modes of working from employees when the country recovers from the coronavirus (COVID-19) epidemic. An argument for and against flexible working regarding workplace diversity and inclusion, as well as an examination of the role of Human Resources in fostering diversity and inclusion through flexible working.

Human Resources Manager for The Royal British Legion Organisation Report and ways of working
According to Armstrong, Michael (2020, pp35), the HRM idea evolved in the 1980s as a philosophy for how people should be managed and as an alternative to traditional techniques of human management. It has the advantage of underlining the need of considering people as a significant resource, the management of which is the direct responsibility of senior management as part of the enterprise's strategic planning procedures. Although the concept is not novel, it has received insufficient attention in many organisations. The fresh bottle or label can assist to compensate for this shortcoming.
According to published research Armstrong, Michael (2020, p23), employment legislation has a significant influence on how HR managers conduct their profession in practise. The Chartered Institute of Personnel and Development discovered in 2002, when the volume of employment legislation was much lower than it is now, that two-thirds of HR specialists were spending more than 20% of their time 'dealing with employment law issues,' while a quarter reported spending more than 40% of their working days in this manner. (CIPD,2002). According to a subsequent CIPD study of HR professionals conducted five years later, 40% of respondents rated ‘securing compliance with employment regulations' as one of their top five priorities, and 90% regarded employment regulation as becoming more essential for their businesses in the future (CIPD, 2007). These findings are unexpected given that over half a million people in the UK are dismissed for one reason or another each year.
The Royal British Legion is the United Kingdom's biggest Armed Forces charity, at the core of a national network that supports our Armed Forces community and ensures their distinctive contribution is never forgotten. They have been present since 1921 and have a huge network of partners and charities with 235K members and 110K volunteers. It has a corporate headquarters, trade subsidiaries, pop-up shops, care homes, branches, and a factory. They offer a wide range of welfare support services to the ex-Armed Forces members and their families, from care homes to the Military Kids Club. The organisational structure allows us to operate in a way that best supports us in attaining our strategic goals, managing risks, and ensuring compliance. RBL's hybrid working philosophy, includes our views, ideas, and guidelines on what hybrid working entails, whether you work from home or from RBL locations such as our offices, regional hubs, or the NMA. A Ways of Working Group meets on a regular basis to ensure that we are always updating and evolving with advice and direction on hybrid working to suit the present and future demands of the business and our employees. (Website of RBL)
RBL thinks that face-to-face meetings improve workplace relationships. Being in the same physical place over an extended amount of time provides for unplanned and unplanned encounters that lead to curiosity, creativity, and invention. To develop and prosper, team cohesiveness requires both physical and virtual settings. Relationships across teams support our cultural aim of becoming better together, which necessitates both face-to-face and virtual contact. Every employee has an equal chance to bring their "best self" to "work" - whether it is a virtual location, an office, or wherever work is supposed to be. RBL feels it is critical to provide chances for organisational cohesiveness, formal onboarding of new employees, and informal growth through coaching and mentorship. The informal interchange of information and ideas that occurs best when people are physically present. Individuals will benefit from some physical presence and engagement with co-workers in order to preserve their mental well-being through consistency of experience and creativity.
The RBL hybrid working strategy provides for work patterns that allow employees to move between different work sites. Working patterns must meet customer, company, team, and individual objectives under RBL's hybrid working strategy. Every three months, it is reviewed. Employees collaborate with supervisors to create work patterns that allow them to be most successful. A formal HR policy addresses contractual changes in total work hours or job. Non-co-located teams must collaborate at least once a month / quarter. Managers and employees should examine and arrange their work patterns considering RBL's hybrid working model. Employees and management collaborate to establish flexible working patterns in place of a formal permission procedure. Staff working hours must take into account core business hours or local shift patterns. Employees are evaluated based on their productivity and influence. RBL expects its staff to operate in the best interests of the company. Everyone is accountable for laying the groundwork for mutual trust in order to ensure autonomy, safety, and performance. (Hybrid Working Principle, RBL)

Case in favour of flexible working
We learnt through the Covid epidemic that it was possible for many of us to work remotely and online. We also learnt the importance of being able to meet up and have face-to-face conversations when we had the opportunity. Our Ways of Working project was established to design and implement hybrid working to satisfy the present and future demands of our business and our employees across the RBL Group (with the exception of our Care Homes), which includes Poppy Scotland and the National Memorial Arboretum. As a result of the feedback and extensive learning in 2020, the New Ways of Working project group was formed to assist in the development and implementation of hybrid working to meet the current and future needs of the business and our people across the RBL Group (except for the staff at our Care Homes), which includes Poppy Scotland and the National Memorial Arboretum. (Heal, Mandy.,2022)
As RBL's Human Resources Manager, I am implementing flexible working methods wherever practical. Therefore, the report should examine the possible impact of flexible working once the findings of the new ways of working survey among the employees have been evaluated. We settled on a hybrid working style that includes a mix of office and home-based work, depending on the function and department. Aside from Haig House, there are many hub offices and places where RBL employees may work or reside. These offices are not always staffed by an office manager or someone in charge of the office. We designed the Designated Person function to monitor certain safety issues and other things on a daily basis. This is the first person on site each day, and if there are more than one, the most senior individual will take on this duty.
RBL promotes diversity and inclusion by allowing employees to work from home. It is a formal deviation from your typical working hours, time, or location. Compressed hours (working larger hours on fewer days), lowering your hours (part-time work), and job sharing are all examples of flexible working. This allows all employees to achieve a decent work-life balance. We will continue to urge People Managers to hold frequent meetings with their teams and individuals to discuss their performance and outputs. We will also continue with our PDRs when it is time for workers to set goals for the new year.


Case against flexible working
Inequality problems may occur in a variety of circumstances as a result of flexible working arrangements. It is not possible to have the same pattern of work and regulations for all workers in a large organisation with a broad range of jobs and types of work. It is a difficult decision to ensure that all teams are productive and entirely happy with the evenly distributed task. We will all be working in hybrid mode from now on. We will examine its execution on a regular basis and may make modifications along the way. Employees should address their working hours, location, and the level of flexibility they require with their management. If you want a permanent adjustment to your contract to accommodate your care obligations (working fewer hours per week), you must submit a request through our flexible working policy. This might be a bit time-consuming and difficult to accommodate all team members. In certain circumstances, workers begin to take time off, forcing the remainder of the team to provide cover and work longer hours than intended. The great majority of care home personnel and production have little chance of benefiting from the office-based workforce's new manner of functioning. Everyone in the team is subject to a separate set of rules and expectations. As a result, questions about inequity may develop in the same situation.
According to Armstrong, Michael (2020, p148) In an international company, resourcing entails making policy decisions on how to meet the staffing needs of headquarters and overseas subsidiaries, particularly for managers and professional and technical employees. According to Sparrow et al. (2011, p42), "MNCs increasingly expect highly competent, highly flexible, mobile staff who can produce the required outcomes, sometimes in adverse situations." The payment rate and performances are difficult to set in a team with different working arrangements and contracts. In the same team under one manager we could have employees on home based contracts as well as office based.
We want to understand the difficulties that are affecting the organisation and its employees, look into the implications of these issues for business and people management, and transmit these messages to management. The purpose is to help businesses "discover inventive ways to address existing and future difficulties."


Recommendations for improvement
According to Armstrong, M. (2020, p165) Human resource management (HRM) is the process of employing, managing, developing, and evaluating people in firms. Members of the department may be involved in strategic or revolutionary endeavours, but the function also performs a transactional role by delivering the HR services that the business requires. The HR function's "clients" include more than just the organization's executives. Line managers and staff in general are also included. The contribution of HR to achieving competitive advantage, the role and organisation of the HR function, the use of outsourcing (selecting and managing suppliers and partnership organisations), the power and reputation of the HR function, and evaluating the HR function should all be taken into account.
Contribute to the formulation and implementation of corporate strategy – According to Lawler and Mohrman (2003, p16), "HR can play an important role in strategy formulation by making explicit the human capital resources required to support various strategies and strategic initiatives, by playing a leadership role in assisting the organisation in developing the necessary capabilities to enact the strategy, and by playing a strong role in implementation and change management." Boost organisational effectiveness (the ability of an organisation to achieve its goals by making good use of the resources available). According to the CIPD, 'HR has a unique role to play in assisting an organisation in achieving today in a way that sets the foundations for future, sustainable success' (2010: p7). 
Facilitate change by acting as a change agent, leading and advising senior and line managers on how to manage organisational change effectively. According to Ulrich (1998: p125), human resources should become a "continuous transformation agent." Expertise - assist to the attainment of the organization's plan by formulating HR strategies and providing advice and services in accordance with best practises in all aspects of human resource management.
Assist – improve the quality of employment interactions by advising managers on the implementation of HR policies and procedures, employment problems, and problem-solving approaches. Enhance the employee experience - take measures to ensure that everything workers encounter, notice, and feel over the course of their job is as gratifying and fulfilling as possible.
Encourage employee well-being – aid in enhancing the quality of the work environment, including how people are treated at work and in areas such as health and safety, working conditions, stress reduction, work-life balance, bullying and harassment. Develop and execute socially responsible HR policies on themes such as equal opportunity, diversity and inclusion management, flexible working, harassment, and bullying to promote social responsibility. Serve as the organization's custodian of its values and ethical standards for individuals, pointing out when behaviour contradicts, or planned actions might be inconsistent with those ideals. This is referred to as the 'employee champion' function by Ulrich (1998).
Guarantee compliance - create and execute policies and processes to ensure that the provisions of employment law and the General Data Protection Regulation (GDPR) are followed both in spirit and in text. Human resource service delivery comprises offering effective and efficient services in areas like as hiring, talent management, learning and development, reward management, employment relations, and employee engagement.




Conclusion:

The way we work and live is changing and organisations should adapt to more flexible working patterns and policies. Human resource management is the creation and execution of policies, programmes, and procedures that influence the performance, capabilities, and loyalty of an organization's employees. Through these norms and processes, individuals are attracted, retained, motivated, and developed to perform the tasks of the business. Through these policies and procedures, the organisation seeks to mould and shape the actions of its employees in order to operate successfully, comply with various public policies, provide satisfactory quality of employment, and improve its position in the marketplace through strengthened ability to compete and serve. Human resource management has never been more important than it is now or will be in the future. Employee commitment and competence might be the difference between enterprises that flourish and those that just compete in today's service economy of knowledge-based, high-discretion employment. It is challenging to develop policies, programmes, and processes that fulfil these objectives while staying cost-effective and in accordance with laws and regulations. Human resource management may and should play a strategic role in organisational management.
Given the challenges that enterprises are facing today, a human resources department that functions as if nothing has changed would rapidly lose value to the corporation. Better mechanisms for managing a firm's human resources should be expected from the human resources department. Furthermore, the human resource’s function should be always looking for methods to better match human resources systems and processes with the organization's growing strategy. (Clardy, Alan., 2014)
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Appendices:

Figure1 RBL hybrid working model
https://gustav.britishlegion.org.uk/Interact/Pages/Section/Default.aspx?section=5931
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