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[bookmark: _Toc141360200]Part A
	
Introduction 
Human resources management (HRM) plays a vital role in organisations regardless of size and nature. According to Rasool et al. (2019), HRM creates the organisation's human resources practices and policies. These policies and practices include hiring people, development of employees, performance management, encouraging employees, and other practices. In other words, HRM is defined as the adoption of activities and different functions used to utilize the efficiency and effectiveness of the workforce (Opatha, 2021). No businesses can effectively function and work without the policies and practices of HRM. Therefore, it is considered to be the most important aspect within an organisation’s operations and its functions related to its workforce. 
The essay aims to identify and appraise the role of HRM within different dimensions of an organisation and changes implemented due to post-pandemic outbreak. Moreover, it will discuss the functions, practices, and issues involved within an organisation while managing a complex, diverse, and real-time event, along with organisational success and workforce well-being practices implemented by the HRM.
[bookmark: _Toc141360201]Role and Functions of HRM
HRM has a direct role in the company's success compared to other business functions. HRM's role and functions help an organisation increase profits and prosper its workforce (Patrick & Mazhar, 2021). The pandemic expanded the role of HR within the current business sectors. According to Harbert (2021), the pandemic has made it challenging for the human resource to operate, deliver resources to the workers to work remotely and provide them with mental and physical health support. Job performance is one of the most crucial functions of HRM. Therefore, it ensures the implementation of different strategies likely to influence job and organisational performance positively.
According to Bienkowska (2022), HRM is now applying different soft HRM strategies to help employees maintain their job and organisational performance during the pandemic. Similarly, Lloyds TSB Group HRM has implemented work flexibility as a practical function to maintain job performance and organisational performance. Moreover, Lloyds TSB Group has also implemented different social and economic changes, which helps them fix complex work arrangements by offering all its staff flexible work options. According to Shagvaliyeva and Yazdanifard (2014), flexible work is significant in promoting work-life balance, eliminating stress, and increasing employee well-being compared to long working hours.
Some important functions of HRM include data control, pay and reward, and recruitment and selection. HRM involves collecting, maintaining, and analyzing various data related to employees. This data includes personal information, employment history, performance evaluations, training records, and more. The HR department ensures that this data is accurate, confidential, and complies with relevant laws and regulations (Maalderink, 2014). Effective data control allows HR professionals to make informed decisions, assess workforce trends, and plan for future talent needs. HRM also designs and manages the organization's compensation and reward systems. This includes determining salary structures, performance-based incentives, bonuses, benefits, and other perks. Ensuring fair and competitive pay is crucial for attracting and retaining top talent, motivating employees, and promoting a positive work culture. Moreover, HRM is responsible for finding and hiring the right people for the organization. This involves creating job descriptions, advertising vacancies, conducting interviews, and selecting candidates who fit the job requirements and the company's culture. Effective recruitment and selection processes are essential for building a skilled and diverse workforce that can contribute to the organization's success (Alamgir, 2017).
Based on the evidence, during the pandemic, HRM ensured that employees had clear workplace guidelines to help reduce stress and increase their overall motivation and confidence (Hamouche, 2021). This shows that HRM in businesses is responsible for maintaining the well-being of its employees and establishing significant workplace guidelines to ensure that the workplace is free from discrimination, harm, and hazard that can physically or psychologically harm employees.  CIPD profession map provides a comprehensive framework for HRM. It establishes a framework for the HRM industry worldwide. The key values of the CIPD profession map that HR personnel can adhere to include core knowledge, purpose and values, specialist knowledge, and behaviours. 
[bookmark: _Toc141360202]Flexible Working Strategies applied by Businesses Post Pandemic 
According to Smith et al. (2022), the pandemic outbreak brought a significant change. It forced the workforce within different companies on a global perspective to abruptly transition from working at office to working remotely from their home. Most HRM department in companies started experimenting with new policies within the workplace that helped them balance their workforce and ensured that employees were able to work easily from home. The most commonly applied change during post-pandemic was working from home. These new policies have given its employees the flexibility to work regarding working time and location. Technology has played an important role in ensuring flexible working. For example, Zoom has allowed employees to stay connected through video calls. This platform was widely used by companies as a communication medium to ensure that managers can have meetings with employees, and employees can engage with other team members. Lloyds TSB believed that the ability of flexible working would strengthen the company’s position and will help them deliver effective services. The firm stated it will also help them attract and retain the best staff.
Due to the post-pandemic outbreak in recent decades, companies are now focused on achieving social sustainability and flexibility within workplaces as a central concern of governments and employers (Alsulami et al., 2023). By imposing flexible working arrangements (FWAs), governments and employers aim to establish a more agreeable work environment for their employees. As a result, multiple existing companies have remote work plans or are implementing effective, flexible workplaces for their workforce. For instance, Spotify, Google, Airbnb, SAP, HubSpot, AT&T, and many others are either planning to convert remote working within the organisation permanently or to apply adequate flexibility in work, where the employees will be given the option to choose flexibility in their working hours daily (Howington, 2023).
According to Rahman et al. (2020), there is increased evidence indicating that flexible working practices and arrangements are leading organisations towards increased productivity, creativity, and innovation in the work behavior of their employee. Moreover, the approach of flexible working leads organisations towards better employee performance within the pandemic outbreak era. Lloyds TSB stated that imposing flexibility in its workplace would help the company gain long-term commitment and motivation within the well-qualified and experienced staff rather than recruiting and training new staff. Through HRM implications towards flexibility within organisations, businesses can retain well-experienced and talented staff, adding more competitiveness within their workplace.
HRM has traditionally involved a lot of paperwork and manual data entry. Technology has automated these processes, leading to the development of HR information systems (HRIS). HRIS platforms centralize employee data, including personal information, employment history, training records, and performance evaluations. This centralized approach allows for easier data access, analysis, and reporting.
During the pandemic, businesses introduced several more practices, such as part-time work, job-sharing, hybrid working, working remotely regularly, annual hours, zero-hours contracts, etc. For instance, hybrid working is more like a combination of remote or home and workplace work. According to Dobbins (2021), the hybrid working option is considered adequate because it enhances employers' experience of autonomy, which results in significant trust between workers and employers. In addition, hybrid is considered a beneficial change the government takes in terms of flexible working (ACAS, 2023). 
Hybrid model helps employers divide the time of employers within the workplace and remote working. Therefore, most employees can either work from home (remotely) twice or thrice a week, and the remaining days involve working from the office. Employers are required to consult with the workforce and their representatives regarding the policies of hybrid, which helps in deciding which work can be done remotely and which requires the needs of employees. It also includes deciding the work activities and tasks for the employees based on their health, safety, and reasonable adjustment for the employers (Dobbins, 2021).
Working regularly but remotely is another advanced practice of work that was applied within companies due to the pandemic outbreak. In this flexible working practice, employees were asked to work at a remote location. It can be either from home or mobile or teleworking methods. The term, zero-hours contracts, was used for this purpose and it meant that the employee was not required to work regularly and is only called when required and paid for their hours. According to Atkinson (2022), the zero-hours contract is a practical work arrangement where employees are given the right to choose their working hours and can refuse to commit themselves in advance to perform any given quantum of work available. Another effective, flexible working practice includes job sharing, where two or more employers working in an organisation can share their work responsibilities for a job between both. According to Ray and Pana-Cryan (2021), organisations have also included non-standard work arrangements for their people, including flexible schedules, technology, and automation use, and substantial global changes.
[bookmark: _Toc141360203]Impact of Technology on HRM
Technology has altered business functions and operations. Similarly, it is considered an indispensable element within the contemporary world which has a more significant impact on human resource management through its adoption and application (Suganthiya, 2021). For example, most organisations have involved technology within their HRM functions, such as companies are using the internet to hire new talented candidates by posting jobs and receiving resumes on different sites such as LinkedIn. Moreover, most organisations need to start using technology to select candidates online by setting each step with procedural requirements like shortlisting, evaluation, and feedback to the individuals and others. In addition, organisations are using electronic performance support systems within their HRM functions by using this software and educating the staff regarding different elements, which reduces employee training costs.
Lloyds TSB allows its staff members to work from home, a work pattern that unimaginable a few years ago. Due to tele-working technology like email, video conferencing platforms, and mobile phones, staff members can complete their tasks remotely, often at home. Communication is the key to working remotely and managers at Lloyds stay connected with their employees through mobile messages and emails. 
According to Ritter (2016), most companies still need to adopt electronic human resource management, also known as e-HRM. E-HRM can be used for more strategic roles by organizing activities with the help of advanced intelligence technology. The HRM activities, including performance management, rewarding, and others, can now be performed with the help of technology. The contribution of IT within the HRM is likely to increase its overall workforce efficiency, help them save administrative HR work, and involve standardization within the organisation. Moreover, the e-HRM is part of the enterprise resource planning (ERP) system that is used within the organisation, such as SAP or Oracle. The involvement of Chartered Institute of Personnel and Development (CIPD) with the UK government along with professional bodies, unions, charities, and other taskforces of flexible working has also helped effectively by offering professional training and accreditation for those working within the HR and learning development (CIPD, 2019).
Technology has simplified daily activities performed by the HRM within an organisation. For instance, converting raw data to useful information can further help them make more informed decisions. The optimal use of advanced technology will likely assist the HRM in playing a more strategic role within the municipality than other administrative tasks (James, 2006). The majority of organisations are now using advanced technology, which focuses on using technology to attract, select, motivate, and retain skilled employees within the organisation. Moreover, technology has transformed the processes of the HRM regarding how they manage, collect, store, apply, and disseminate information related to the HRM and its activities. Information system has resulted in a significant change within organisational communication, involvement of its employees, steps ahead of enhancing skills of the managers working within the human resource, and recruitment is all being advanced and reorganized by organisations using technologies (Hoti et al., 2021). 
[bookmark: _Toc141360204]The Negative Aspect of Technology
Excessive use of technology can lead employees to severe concerns such as obesity, anxiety, and attention problems. According to De et al. (2020), the increased use of technology and digital technologies during the pandemic outbreak has adjusted employees and employers to new ways of work and life, which will be negatively impacted when employees must discontinue remote working. Moreover, excessive use of technology is harmful because it makes employees depend on digital work than paperwork or maintaining data. It is also risky because a significant breakout of connectivity and damage to the laptop or computer can delay work and affect the work activities that are on deadline and are supposed to be done within the same day. Due to frequent internet use, most employees must face difficulties balancing their everyday routines.
[bookmark: _Toc141360205]Trends Shaping Sustainability within the HRM
According to Lu et al. (2022), sustainability within the HRM has become an increasingly important aspect of organisations because it enhances global awareness of sustainable development within workplaces. The organisation ensures to involve and values elements such as solidarity, dignity, and reciprocity within its policies and procedures, which develop sustainability within its workforce. Moreover, the organisation ensures to maintain of green HRM, which means implementing and focusing more on the environment and economic outcomes. The organisation can create ecological value and promote environmentally friendly policies and practices such as green recruitment (virtually interviewing people), green rewards and awareness training including electronic filing and rewarding car-pooling (Lu et al., 2022). 
Another effective trend related to sustainability is work engagement and employee satisfaction within the HRM practices, which helps companies retain, polish, and engage well with their employees (Sypniewska et al., 2023). Through sustainable human resource management (SHRM), companies can view their workforce as an essence of the firm by delivering more attention to their needs, perspectives, and preferences. In addition, aspects such as the well-being of the employees, development, and job engagement help the firm maintain sustainability within its organisation. Solid and effective relations with the workforce automatically improved workforce performance within the organisation. 
According to Bulinska-Stangrecka and Bagienska (2021), the pandemic impacted the mental health and well-being of the workforce. Therefore, companies are focusing on strategies to enforce better employee relations and interpersonal trust to help as a source of influence towards increased job satisfaction within the workforce. An organisation focusing on promoting positive mental health help enables improvement within the work atmosphere and positively impacts the workforce (Bulinska-Stangrecka & Bagienska, 2021).
[bookmark: _Toc141360206]Implications of Changing Contractual Employment Terms
Companies are to focus on the parties associated with employment relationship, including the employer, trade union, non-union representatives, employer organisation, and employee representation. These are all interested parties that help an organisation to involve sustainability within its HRM practices and policies. However, companies are to apply a contract of employment such as the Employment Rights Act 1996 or the subsequent Employment Act 2008 within their work to ensure they fulfill the statutory requirement within the organisation. In addition, allowing the employee to share their ideas and differences and developing an approach for the workforce by considering the voice of all employees will help maintain an influential culture and sustainability within the organisation.
The Employment Rights Act 1996 is a valuable source that includes effective legal rights and terms which need to be followed by every organisation while engaging and maintaining a relationship with their employees (Legislation, 2023). Organisations need to focus on labor market regulation, which includes the protection of employee based on legislation that has been introduced or established for the well-being of employees working in the organisation, which automatically bring sustainable processes and practices. However, based on the post-pandemic outbreak, firms will likely apply labor market flexibility to overcome the crises. Companies adopt employee protection legislation (EPL) to boost employment creation and reduce unemployment among vulnerable people.
To apply the legal implications of changing contractual employment terms focusing on the post-pandemic outbreak, companies should introduce changes within their employment contracts to avoid conflicts. For instance, the UK government has introduced flexible working for the employees in an organisation to control when and where they choose to work effectively. In addition, it is a less costly option for organisations to help workers with families manage work and family demands related to post-pandemic. Based on the work-family border theory and work resources theory, giving employees flexibility and control over temporal and physical boundaries within their work and the home domain is likely to help them integrate well, automatically reducing the work-family conflict (Chung & Horst, 2020). However, the pandemic has expanded the potential for conflict within businesses and challenges in maintaining relationships with its workforce.
Moreover, it has a more significant impact on the labor market status. For instance, there was a fall of about 194,000 young people's employment and about a 48,000 increase in unemployment due to the pandemic outbreak. Therefore, the government of the UK has imposed updated employee contracts during the pandemic.
These contracts to avoid conflict within employee relationship and employment includes the right to request flexible working, a practical initiative related to the Employment Right Act 1996 and regulation (Department for Business, Energy, and Industrial Strategy, 2021). It gives employees the statutory right to ask the employer to make changes within their contract terms and conditions towards work flexibility for those who worked for a maximum of 26 weeks continuously at the date when the application was made. Furthermore, it allows the employee to request flexible work within 12 months (Department for Business, Energy, and Industrial Strategy, 2021). However, specific steps must be followed, such as the person working in the organisation must inform their employer of the request, which must be under the legislation of right to request flexibility within their work. Moreover, the employer considers the request of its employee and updates them in 3 months or can be longer if agreed with the employee. Another critical step is that the employer agrees to the individual's request, which must be changed within the terms and conditions of an employee's contract.
Varying contracts to accommodate emerging trends can have both positive and negative implications. Technological advances play an essential role in mitigating the challenges brought about by these changes and ensuring a seamless transition to the new world of work. Varying contracts can provide organizations with the flexibility to respond to market demands and economic fluctuations. Short-term contracts, freelance arrangements, and gig work can enable companies to access specialized skills as needed, fostering agility in resource allocation.
While flexibility can benefit businesses, it can also lead to job insecurity for workers. Short-term contracts and gig work might provide income streams, but they can lack stability and benefits traditionally associated with permanent employment.
Advancements in communication and collaboration technologies have facilitated the widespread adoption of remote work. Virtual meeting platforms, team collaboration tools, and cloud-based systems allow teams to collaborate seamlessly from anywhere in the world (Joshi, 2021).
Technology provides accessible and cost-effective avenues for up-skilling and re-skilling the workforce. Online learning platforms and AI-driven personalized learning experiences can empower workers to acquire relevant skills and stay competitive in the job market.
[bookmark: _Toc141360207]Impact of Flexible Working on Employee Engagement during the Pandemic Outbreak
According to Weideman and Hofemeyr (2020), flexible work arrangements (FWAs) were the most applied employment practice within the organisation during the pandemic, among which the most common forms of FWAs include flexible working hours and working from home have been fueled by employee engagement and job performance. In addition, evidence indicates that adopting flexible working arrangements has resulted in gaining compelling interest within the organisation from a global perspective and offering employees better engagement in their professional and personal activities (Weideman & Hofmeyr, 2020).
The engagement among employee varies based on the implementation and how flexible working practices are imposed within their workplace. For instance, most of the employee engagement during the pandemic was low. At the same time, it has been reported that employees who were offered or were working under flexible work arrangements reported a reduction in their turnover intention by being more engaged at work (Gasic & Berber, 2023). This shows that the potential impact of flexible working varies in businesses depending on how employees engage with the employer or manager during the pandemic.
Another piece of evidence indicates that flexible working practices within businesses have resulted in a positive relationship between flexible working arrangements and employee arrangements (Weideman & Hofmeyr, 2020). Moreover, it is also stated that implementing flexible working practices has revealed a positive association with several employee engagements with a positive influence on their health and well-being. Moreover, flexible working practices are associated with a source that helps employees maintain a work-life balance (Chung & Lippe, 2020). 
Most of the employees were more productive and had observed improved performance due to flexible working practices, where they could choose the place and time to work. In addition, employers could engage more and interact with their employees during the pandemic, which increased their productivity and positively impacted their professional performance (Chanana & Sangeeta., 2021). According to Bulinska-Stangrecka and Bagienska (2021), remote work has been done by skilled workers with the autonomy and experience of working remotely. The IT companies were the first to adopt remote employment during the pandemic. Moreover, remote working has become a norm for most employees. Due to the approach of working remotely, most of the employees were able to transform their relations and had experienced influences on job satisfaction within their performance. This shows that flexibility in work has helped employees engage better with their organisation and to have a better relationship that influences their job satisfaction and work performance during the pandemic.
Flexible working arrangements allow employees to better balance their personal and professional lives. This can lead to increased job satisfaction, reduced burnout, and improved overall well-being. Post-pandemic employee engagement strategies that prioritize work-life balance can enhance retention rates and attract top talent (Weideman & Hofmeyr, 2020). HR tech solutions can help organizations measure and enhance employee engagement in real-time. Pulse surveys, sentiment analysis, and continuous feedback platforms allow businesses to identify areas for improvement and take timely action.
The pandemic has accelerated the adoption of remote work and virtual collaboration tools. As organizations embrace these practices, physical office spaces may evolve into more flexible and collaborative environments, facilitating a hybrid work model that blends in-person and remote work (Grzegorczyk, et al., 2021). This shift can lead to cost savings, increased productivity, and access to a broader talent pool beyond geographical boundaries. Technological advances in virtual collaboration platforms facilitate seamless communication and teamwork among remote or hybrid teams. These tools include video conferencing, instant messaging, and project management platforms, ensuring efficient and effective collaboration.
[bookmark: _Toc141360208]HRM Strategies in Managing Global Workforce
Many companies are operating internationally, and face significant challenges and issues related to culture, language, pay, and others impacting the global workforce and workplace environment. In such cases, HRM ensures practical strategies that can be applied from a global perspective within their business to reduce global issues and increase competitiveness within the organisations. To avoid such challenges, HRM in businesses is now developing an increased understanding of decision-making, intercultural negotiation, and promoting cross-cultural communication to overcome the conflict highlighted when companies work internationally (Hutnek, 2016). Moreover, by providing orientation and intercultural training, HRM can overcome organisational cultural differences. HRM in businesses now focuses on enhancing intercultural communication skills to overcome cultural clashes when companies internationalize.
Language training is one of the crucial aspects of managing global workforce. For instance, a multinational firm who wants to send its best resources to work in another country where the native language is different, it might have to train its employees to learn the basics of the new language. It will allow them to communicate with the locals in the foreign nation more easily and understand their point of views. Similarly, educating employees on cultural differences, introducing diversity by hiring diverse employees, and using ethical considerations and compliance can help businesses operate internationally. Enhancing corporate social responsibility, psychological contracts, employee diversity, and education greatly influence maintaining internationally increased competitiveness within the workforce and diversity (Cooke et al., 2020).
According to Diard (2023), businesses operating globally ensure that the HRM practices are based on diverse cultures and priorities for learning management within its organisation. Moreover, businesses impose different legislations within their operations, which helps them avoid issues such as inequality, not paying taxes, failing to understand cultural differences, and others while working on a global level. Moreover, HRM practices such as effectively managing the worker's compensation and benefits, improving employee relations, and optimizing employee development and training help them to effectively work on a global scale with fewer challenges and issues by the workforce and the employers operating internationally.
[bookmark: _Toc141360209]Managing complex and diverse workforce of today is possible thanks to the latest technological tools. For example, cloud-based collaboration platforms, such as Microsoft Teams, Slack, or Google Workspace, provide a centralized space for teams to communicate, share files, and collaborate in real-time. These platforms enable seamless communication among geographically dispersed teams and promote a collaborative work environment. Moreover, advanced virtual meeting solutions, like Zoom or Webex, offer high-quality video conferencing, screen sharing, and interactive features that bridge the gap between remote team members (RingCentral Team, 2020). These tools facilitate virtual face-to-face interactions, fostering a sense of connection among global employees.
Part B

Managerial Implications on Effective strategies of HRM 
[bookmark: _Toc141360210]Managing Workforce Diversity 
It is the responsibility of the HRM to ensure that each employee working in the organisation is given equal access to perform business activities. One of the most important ways to manage workforce diversity is to ensure that the HRM is connected and is in touch with the employee by often communicating or by setting up meetings to communicate and discuss the challenges and difficulties the employees face.
During real-time events or uncertain situations, HRM needs to keep themselves available for an employee without developing discrimination and assist them with the difficulties they are likely to face. For instance, scheduling weekly discussions makes communicating with employees easily. Moreover, procedures, safety, and rules should be implemented depending on the situation and by being empathic toward the employee's situation. HRM can reward employees for their hard work during hard times and difficulties. Employees should be given free access to communication. Moreover, there should be an accessible work environment given to the employee with more adaption to flexible working practices and training regarding different ways to operate and work from home.
By embracing employees from different backgrounds, communities to work with different demographics should be encouraged by the HRM while hiring a candidate for the organization. It results in increased diversity while working in uncertain situations and will enhance innovation and creativity within the business.
[bookmark: _Toc141360211]Environmental and Sustainability Issues
Focusing more on creating a green business plan within the workplace will automatically promote sustainability, leading to an environment-friendly business. Making policies such as reducing discrimination, disrespect, and lack of autonomy and encouraging employees towards sustainable business can form a better environment for employees to work either in the office or remotely.
Focusing on global issues such as poverty, pandemic outbreak, and inflation, businesses can promote policies to help those in need by initiating charity or funds for less fortunate people. Furthermore, by shifting from paper admin to digital systems, HRM can help businesses maintain and increase sustainability. Encouraging employees to work remotely can save polluting the air through cars and other vehicles used to travel to work daily. These initiatives and programs will help businesses control excessive carbon emissions and maintain sustainability within the work environment.
Remote working in hardship will not only help businesses switch to digital systems but also save the environment and air and prevent negative climatic impacts from causing harm to society.
[bookmark: _Toc141360212]Increased Use of Technology within Business Activities and Task
The HRM can encourage the employee to implement increased technology to help them become more efficient, make better decisions, and maximize potential and productivity. By introducing advanced tools and models, HRM can improve the organization's working methods. For instance, by introducing talent management software and Al-powered chatbox, the HR system can efficiently manage employee data and information. Furthermore, training employees through online platforms, scheduling meetings on Zoom, using Skype for video conferencing, and encouraging employees to operate and communicate through technological systems will help avoid errors and maintain employee performance. 
According to Deshpande et al. (2022), technology has dramatically impacted lives and has a significant impact on HR. As a result of technological advancements such as using technology to communicate with employees, store business data, work remotely, and depend entirely on technology and the internet to complete tasks during the pandemic outbreak. Technology during the pandemic has resulted in increased efficacy and improved the quality of the HRM. For example, businesses in the future can use technological advancements to communicate, schedule meetings and conferences, and use the internet to complete tasks while working remotely under hybrid working than being physically present in the office for meetings and other activities (Deshpande et al., 2022).
[bookmark: _Toc141360213]Ethical Adherences for Workforce during Pandemic Outbreak 
Organisations need to maintain ethical adherence to be religiously followed within the work environment because it helps them clearly and distinctly identify the spectrum of issues clearly and distinctly. Moreover, the organisation needs to maintain ethical considerations so that no employee is mistreated or is discrimination during different situations and times. According to Sierra (2022), organisations need proper compliance so that the workforce works ethically, and practices and policies are established with no biases or irrelevant impact on the person's life and performance. During the pandemic, most businesses adopted remote work with a hybrid system interspersing work from home and in the workplace, which is likely to develop workplace challenges and conflict. Therefore, organisations need to enforce ethical considerations to avoid such conflicts in the present and future. These considerations should include respect and dignity of the workforce regardless of age, and job level should be maintained and valued by the organisations.
There should not be unethical leadership, toxic workplace culture, or any discrimination and harassment in the business that can lead the company to severe consequences. Therefore, the HRM should establish advanced and hybrid policies keeping ethical adherence in mind, which are to be followed by every employee from all organisational levels.
[bookmark: _Toc141360214]Building Trust and Focusing on Retention 
According to Forbes (2023), HR professionals have a determining role in building trust and improving relationships with the workforce, which is one of the essential aspects of today's work environment. Therefore, to overcome such crucial situations in the future. The HRM needs to implement activities that enforce and develops increased trust in their employees within the HRM. Moreover, the expectations of employees frequently evolve. Therefore, to make them in one order and facilitate them in hard times and uncertainty will not only strengthen the relationship of HRM with the workforce but also improves employee retention within the workplace. Other than that, the HR should often engage with the employees and recognize their work and performance, encourage employees to participate and share their ideas which will offer more flexibility and modern benefits resulting in improved retention within the workforce (Fahim, 2018).
Factors such as work motivation, job satisfaction, and organisational commitment during a crisis or when employees are going through challenges and difficulties can help them stay connected with the workplace (Bienkowska et al., 2022). Therefore, the HRM of the business should focus on activities that motivate them while working from home or working different shifts on alternate days with different timings; regardless of flexible working practices, the HRM should improve and keep their strategies and activities updated so that they can build trust and employee retention within their employees.
[bookmark: _Toc141360215]Improved Communication Channels 
According to Ijie and Iyoriobhe (2019), effective communication within the HRM is considered a powerful tool due to its critical role in an organisation's survival management, development, and competitiveness. Therefore, the HRM organisation should improve its communication channels to increase competitiveness during the pandemic and upcoming unpredictable life events. For example, introducing official groups on WhatsApp or making a group on Skype and using other live chat options can help the HRM to stay connected with the workforce during uncertainty and always have internal team communication which automatically will avoid lack of communication and guidance when in need while working remotely or flexible.
Communication is a process that positively influences individuals' exchange and contributes to people's satisfaction by allowing them to exchange intangible resources through communication. Moreover, it operates on three levels, the organisation, the leader, and the peers, which deliver positive employee satisfaction and emotion (Curado et al., 2022). HRM should let the workforce feel valued and know that they are there to listen to them and their problems which can be minor or significant. Moreover, it develops trust within the employee, which makes them feel that their situations are essential and can be shared with HR.
[bookmark: _Toc141360216]Example of Google Inc. Software Organisation
Google is one of the workplaces that enforces remote working practices implemented by its HRM within the business work culture. Before the pandemic outbreak, Google's HRM implemented effective practices within its workplace. For instance, it included flexible working hours, offering employees to wear casual clothes, permitting them to bring their pets and dogs at work, and enjoying other services offered to the workforce within Google (Thomas & Karodia, 2014). Similarly, during the pandemic, the HRM of Google enforced the best flexible working practices within its workplace. Almost everyone working at Google across the globe was asked to start remote working and was encouraged to stay home and care for themselves and their families (Duffy, 2020). 
The HRM of Google ensured that every employee worldwide was working remotely and was not asked to come to the office. In fact, places like India, Brazil, and others were given extended days to work remotely due to the environmental conditions and to maintain their employee's safety during the impact. The HRM of Google has also implemented one of the most effective flexible working practices strategies by offering the workforce to work from anywhere. The employees working at Google are offered four weeks of work from anywhere, which provides the workforce an effective deal of flexibility for its workers who are more comfortable working remotely and have built a life around their ability to work remotely (Main, 2022).
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