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Introduction 
„Tesco” is indeed among the leaders in the United Kingdom retail market (Palmer, 2019, p. 34). It is well known that it operates thousands of stores across the country, in Europe, and across the globe, but exact statistics show that its global number is 4 673 (Statista.com, 2021). So, such an enormous business requires thorough attention in aim to get familiar with it. 
Like all the big companies, it requires a very thorough analysis in aim to understand its practices, policies, and the way it operates (Pang and co, 2006, p. 380). Especially in times of crisis, such as the one posed by the coronavirus pandemic, often big companies have more difficulties adapting compared to small or medium ones because usually, corporate business is more complicated, involves more people and bigger assets are at stake (Dubrovski, 2016, p. 280). Briefly said, although corporations have more resources to put into increasing the flexibility of their processes, often money is not enough to make wonders in passing through the crise unharmed (Livari, 2012, p. 12). There is another factor that matters most for it, at least in the aim to minimize the losses from it: the skills of the management in how to tailor the processes in aim to pass through the crisis (Ham and co, 2012, p. 20).
In the following report, the focus of the investigation falls on the flexibility of working during the pandemic and after it, nowadays, applied to the business processes at „Tesco”. During the pandemic of coronavirus, there has been a global spread of remote work. Many theorists suggest that remote work is even a more productive way compared to standard office work (Mukhopadhyay, 2020, p. 45). 
Others say that remote work can’t outpass the work at the office, because resources that are disposable to an employee at home are usually less than those in the office. Their arguments come in matters of equipment and of intellectual potential of the teams where people working desk by desk can practically constantly and immediately share ideas and help each other (Nowazki and co, 2021, p. 31). 
Such a debate pro- and against remote working and flexible working arrangements during the last pandemic of coronavirus is quite complicated and it is impossible to say unanimously is it good or bad to work remotely. The most important factor for it is if the relevant role or industry can apply it, as for some industries and job roles it may be impossible, or – if been applied – results may be disastrous. That is why in the following report the options for applying flexible working options in „Tesco” are discussed mainly in the frames of the realistic possibilities to implement them or not. 
 Main Body 

Overall „Tesco” may be considered a flexible employer that boldly encourages flexibility in the workplace wherever it is possible (Tesco.com, 2022). It was an obvious fact during the pandemic of the coronavirus as well when the company became amongst the first retailers in the UK to introduce remote working options for their employees in the job roles where it is possible. For those roles where such a possibility does not exist as a realistic opportunity, the highest hygiene standards were followed at the workplace and many of them are still in use and encouraged, although they are not mandatory currently. 
The biggest achievement of „Tesco” in matters of flexible working arrangements is indeed the remote work option. Many job roles during the coronavirus crisis were done only remotely and the employees were working from home, especially the ones engaged in the technical and the technological support of the online store of the company. 

The high management of the company did not see a big challenge in switching some job roles fully online and strict standards for respecting the regular working schedule for each remotely working employee were fast introduced. It was motivated mostly by the concern of the management that adding stress burden from longer work hours over the COVID stress that everyone had to deal with more or less could ruin the health of their employees. So, the company indeed put a great priority over the health of the people and did not let the negative effects of the overall financial downturn make them compromise it.
Currently, for many roles at „Tesco”, remote work is allowed a maximum of two days weekly for some roles, depending on the course of the department concerned, the workload, and the overall recommendation of the department’s managers. This turned out to be very good practice for the online shop, while for the physical stores of „Tesco” it is not a practice. 
The HR department of the company played a crucial role in introducing the good practice of remote work wherever possible by suggesting to the high management of the company the spread of the management by objectives. So, all the managers just set the objectives out to be met, and after they started to assist their teams in meeting them together, discussing all the steps for it face to face or digitally, but never compromising with the results expected. 

The key performance indicators used by the management were the other success factor for the smooth spread of the remote work. Transparency of these indicators, combined with the strictly fixed objectives to be met contributed to a clear understanding of what should be done for the employer from the comfort of the sofa. 
Finally, the self-conscience of the „Tesco” staff was – and currently is – the biggest contributor to the success of the remote work. People working at the company are usually highly engaged with the work they do. They know that the success of the business is depending upon them and it is the base for the security of their jobs. So, mentored by their experienced managers and motivated by the human resources professionals of the company to do their best, employees of „Tesco” usually show the same results no matter the place where they work. 
Unfortunately, the complexity of business processes sometimes implies inequality in the workplace, based often on genders. As a secular tradition of societies, in many families often those are the females that are mostly occupied with childcare and at „Tesco” are working many moms who strive to combine both the care for the kids and the expectations of their employer. 

For many roles, especially in the headquarters, the part-time option is not available. Although „Tesco” is a quite responsible employer and the company’s policies are very family-friendly, often female employees who have small kids have to deal with fixed working schedules and tight time frames of kindergarten and nurseries. So, the question of how to finish the job tasks and to take the kids on time has turned into a regular challenge for many of them. 
To make their life easier, the HR department has managed to ensure for them great benefits such as the childcare vouchers. Currently, those vouchers are available for all the employees of the company, both in stores and at the headquarters, although at stores many cashier females enjoy also the option of working part-time.

The part-time option of working as a cashier or as a delivery person is another flexible working arrangement that working parents in stores can enjoy. Many female cashiers there prefer the part-time option on workdays in aim to tailor an appropriate schedule for both working and caring for their kids. Working dads of their part often choose the option of part-time delivery drivers and that is how they can spend more time with their families, especially during the hard times of the coronavirus crisis. 

So, although both male and females employees at „Tesco” stores can enjoy flexible working options as working parents, most of the jobs at the headquarters do not give the same advantage. It means that – besides the discussed gender inequality challenge – an inequality between the different job roles based on the department that people are working is present. 
It is a very hard question on how to tailor e.g. the part-time option for all the positions at „Tesco”. The complexity and the uniqueness of the business processes at the corporate level make it currently impossible to offer all the positions both as full and part-time options (Tesco.com, 2022). 
The high management of the company often thinks over it, but their greatest concerns are that especially for secretarial and administrative jobs at the headquarters, introducing the part-time option could lead to worse business results. At the same time, the headquarters employees are the ones who deal mostly with state institutions, and, although they currently do most of the communication with them digitally thanks to the electronic government, they also often need to fit the standard business hours of state institutions to deal with particular cases, etc. 
Recommendations for improvement

The current practice at „Tesco” concerning flexible work arrangements includes various options available (Tesco.com, 2022). As stated above, these options are made basically to help the employees to achieve a good balance between their professional and private life. 

One of the most popular ones is the allowance of up to two days weekly working from home for employees in certain roles. Another good option is the flexibility of shifts that allows employees in certain roles to work out of the standard business hours or on weekends in aim to fit with their lifestyle optimally. The part-time option is also very popular currently for employees at „Tesco” who are students or working moms, as it provides them with the opportunity to both generate incomes while pursuing their studying and the cares for the kids. Childcare allowance vouchers are also available for employees whose kids are still babies and toddlers and need childcare.
However, some recommendations may be addressed to help „Tesco” employees to enjoy an even more flexible working ambiance. While for some categories of employees flexibility of work does not matter, as their lifestyle allows them to focus only on their job, for others the relevant role or industry can apply private life duties can be a real challenge, due mostly to the time frames pressure and the workloads to handle. 

The two recommendations aim to help one of the most vulnerable categories of employees at „Tesco” regarding the work schedules: the working parents of small toddlers. Modern working patterns and schedules are often almost incompatible with parentship, especially when the family cannot afford the services of a babysitter or when a granny is not around to help. 

The first recommendation is related to nursery and kindergarten care for babies and toddlers. Working parents often face challenges related to working schedules and nurseries and kindergartens’ opening hours. Adding to that the commute time between the store or the headquarter and the nursery, it requires a daily effort of them to be always on time to take their kids from the nursery or the kindergarten in the late afternoon. 
Things can change if the headquarters implements an easy change: creating a kindergarten next to or in the building of the headquarter. In this kindergarten can be placed the small children of the employees who work in the headquarter and that is how for many of them the time to commute between the office and the kindergarten will be shortened. It can also be implemented in chosen stores in most of the big cities across the country where the company operates. So, there can be hosted the children of working parents in several stores. 

And „Tesco” can go even further, following a well-spread childcare practice in Scandinavian countries: the night nurseries and kindergartens. In Sweden, many working parents who must attend late shifts and work during the night can enjoy the services of the so-called night kindergartens and nurseries, which practically operate twenty-four hours, including on weekends. Some of them are public, while others are directly built and sponsored by corporations for responding to the needs of their staff.
That is what „Tesco” can implement at the level of the headquarters and its stores, to ensure that all kinds of staff working there – including the ones who support twenty-four hours seven days per week the big online store of the company – enjoy appropriate childcare for their kids. Many enterprises worldwide such as „Microsoft” and „Nokia” have adopted the same practice by building and sponsoring a kindergarten for their staff in the same building or technological park. It revealed great for those who have difficulties commuting between the workplace and the kindergartens of their kids.
The next recommendation is again aimed to help the working parents. It relies on adding a social benefit of a day or two off to the yearly paid leave, according to the number of children that the employee has. It means that if the family has 2 children, the working parent will be allowed two additional days off over the yearly paid leave. 
These additional days off are a way for a company to show its respect towards the family values shared by the whole society of the UK and by most of the countries globally. Additional days off will let „Tesco” employees achieve a better balance between work and life and focus on their families, spend time with their beloving ones, and spread a great word for the company they work for, shaping its good corporate image. 
And finally, not to forget that good results at work are achieved by employees that are not tired; so, investing in additional days off will most probably bring to „Tesco” increased productivity and a higher quality of the service that it offers as a reputable retailer. So, it is not a waste of time, but a manner to boost the employees’ engagement and willingness to work.
Conclusion
In conclusion, it can be reiterated that flexible working arrangements should be kept and applied in „Tesco” only for the job roles that offer such possibilities and only for those categories of employees who need it. A realistic analysis role per role for them is needed because compromising the quality of the job done to blindly follow the „flexibility” fashion or distributing the same flexibility options to everyone without taking into account who needs them and who does not will lead to business losses.

At the same time, wherever it is timely and technologically possible and, if the employees themselves are willing to, flexibility can be a good solution. It can help both the employees and the company, as the employees will achieve a better work and life balance and the company will enjoy a more engaged and happier workforce. 
Apart from applying flexible work options wherever possible within the company, strict rules for both employees and the managers should be applied. They come in aim to sustain the quality of the job done and in aim to ensure that the regular schedule for those working remotely is respected. 
If not, often remote working drags behind it additional tasks to do out of business hours and has the reverse effect: increasing the work stress instead of diminishing it. The road to hell is often paved with good intentions and that is why even the good changes in „Tesco” should be always done wisely.
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