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[bookmark: _Toc100759215]Introduction
The structure of work schedule and the setting in businesses may encourage an upsurge staff morale, while also maximizing operational efficiency. The goal of this report is to address the relevance of agile work cultures in the retailing sector and the businesses functioning in, as well as to analyze the significance of work settings and human resources in enabling the effective functionality of the firm (Davidescu et al., 2020). M&S has been acknowledged as one of the nation’s retail titans, and the firm supplies designer apparel and natural groceries. The business is located in London, United Kingdom. M&S accumulated revenue of £403.1 million in the fiscal year 2021. The advantages and adverse consequences of flexible work schedules vultures would be reviewed, as well as the strategic Human Resources department’s responsibility in fostering and reducing the risk posed by them.


[bookmark: _Toc100759216]Importance of flexible working culture to promote inclusion and diversity
Inclusion has been stated as the approach in the business where each employee obtains equal possibilities and facilities despite their status within the business. Additionally, this method includes the need of delivering the necessities of marginalized individuals and assuring that their privileges and opportunities are on an equal level with other colleagues in the business (Craven et al., 2020). M&S employs both single moms and adults in their late 30s, so the top management encourages its employees to function in a more dynamic setting and at more accessible periods during COVID-19, the firm’s performance and workforce would be strengthened and maximized. Organizational flexibility nurtures a notion of healthy and productive working conditions for the firm‘s staff (Jensen et al., 2021), and it also encourages a feeling of compassion among the remaining workforce.
In terms of staff being more engaged in the job, it also facilitates them in being more innovative, and the level of comprehension between the top management and its position and file personnel tends to grow as well. Another crucial component in the performance of a firm is the inclusion of workplace diversity (Kirton, 2020), which facilitates managers and HR experts in monitoring and effectively allocating a diversity of jobs to the staff. Workplace flexibility in the company’s growth prospects also encourages engagement in the job, and the firm’s employees choose to effectively interact together, benefiting their output and the survival of the firm. In M&S, the top management must integrate multiple persuasive plans (Vyas and Butakhieo, 2021), like online yoga classes, and informal gathering to ramp the motivation of the employees.
Workplace diversity mainly includes appreciating and supporting the capabilities and traits of employees, as well as fostering efficient communication so that any discrimination couldn’t be acknowledged within the organization’s hierarchy. This also urges the administration of M&S to deliberately exclude any inherent bias between the company’s workforces (Dirani et al., 2020). Diversity also benefits the management of a firm in enhancing the employees’ efficiency that in return results in enhancing the business’s revenue. Inclusiveness also strengthens employee engagement and retention because more qualified professionals prefer to synchronize their futures with the organization, and by leveraging on and utilizing these competencies, the firm and its managers might boost the organization’s financial outlook. 
[bookmark: _Toc100759217]The influence of Covid-19 on workplace flexibility
Teleworking is becoming the new reality for several staff as part of a global coronavirus incident that has rapidly spread. This illustrates that COVID-19 exerts a dramatically diverse impact on the job sector in multiple nations. Professionals with flexible schedules and occupations, in which work has been done at the house (Chams and García-Blandón, 2019), are also less likely than average to encounter layoffs, wage stagnation, or shorter workdays. Several people, in even critical situations, including those working in digital technologies or other sectors, were incapable to work remotely. Skills learning has gotten more complex as an outcome of the medical condition. Half of the issues would have been averted easily if the business had researched proactively and notified its employees in the preparation of feasible prevention options (Kirton, 2020). 
All essential measures undertaken during the coronavirus crisis have immediate and long consequences, most significantly for workplace structures and protocols. For all those who operate in flexible employment, the COVID-19 virus would affect their work harmony, prompting an evaluation of the pandemic’s outcomes on their career opportunities and job life (Shan and Tang, 2020). M&S researched the effect of employee satisfaction on performance during the coronavirus breakout. Organizations with a superior extent of employee contentment are well-positioned to sustain industry disruptions like the COVID-19 emergence than those with a reduced scale. There would be a considerable impact on a person’s professional and personal life as an outcome of the Covid-19 crisis. Individuals would be altered for a lot of reasons by the situation, relying on their jobs and life circumstances, as well as the setting in which they have been residing at the pre–trial stage (Sanders and Karmowska, 2020). Although the outbreak has beneficial long-term implications, the immediate problems are not similar to those that might emerge in the future, as earlier highlighted.
Before the coronavirus’s emergence on the horizon, corporate managers already had managed to incorporate the theory of teleworking. As shown in a LinkedIn analysis undertaken at the end of 2019, working remotely delivers a variety of advantages for both businesses and staff. Advantages are including optimized work-life harmony and production efficiency (Craven et al., 2020), and also cost reductions in technology and operation. Though workplace flexibility showed to be a feasible strategy during the crisis, several supervisors claimed that it raised employee performance and output, offering the chance of a reappraisal of how individuals function amid the crisis.
In M&S, an obligatory one-meter physical distance was being maintained between individuals and exposed substances as a result of COVID-19 preventative actions to prohibit the infection from transmitting and incidence rate from resulting. These guidelines also actively advocated the establishment of digital connections within households and social groups (Chams and García-Blandón, 2019). Telework and virtual training have been adopted to deliver higher mobility incorporate activities, like lessening overcrowding and closing non-essential infrastructure and amenities. This practice optimizes effectiveness, and the firm’s staff can effectively be able to harness their professional and personal lives more proactively, that contributes to further strengthening the employee contentment.
[bookmark: _Toc100759218]HR role in promoting and inclusion through flexible working
Human resource management is the unit of a corporate organization that functions with the workforce and is the unit in the firm that is in control of monitoring the employee expectations as well as their engagement degree. This unit supplies additional guidance to the employees in the firm to strengthen the effectiveness in which they operate their respective tasks and the entire work culture in the business (Sanders and Karmowska, 2020. A firm's positive and creative working condition aids the employees to feel more motivated, and the productive capacity of the workforce could be boosted and spurred as an outcome of the setting. This also benefits the firm's managers in upgrading working facilities, it also functions to drive staff in optimizing the profitability (Marx et al., 2021). The department of human resources and its team members at M&S are liable for nurturing a safe and healthy workplace and an innovative spirit within the firm to strengthen the development of products in the organization and aiding the firm inadequately tackling the problems postured by competing brands. 
Workplace flexibility techniques have been aimed to optimize employees’ job and family alignment while also expanding their work contentment in a consistent pattern with one ‘s company’s standards. Flexibility in work strategies could be enacted in a diverse set of cases (Dirani et al., 2020). Individuals’ and their households’ well-being, and their degree of work motivation, are highly determined by flexible schedules. Labor commitment based HRM processes hold the power to deliver both numerical and operational agility simultaneously and in a shared environment. The engagement of a firm to HRM innovations could reveal itself in a diverse range of flexible initiatives (Vyas and Butakhieo, 2021). Job performance has been observed to be heavily better if human resource management (HRM) practices like employee recruitment, inclusion, and participation have been applied.
An employee's freedom to work a set schedule has been maintained by the "Employment Protection Act, 1996,” which specifies and mandates how the organization would be run and restricts it from terminating employees without valid 30-day notification (Turesky and Warner, 2020). Implementing this law in the office also fosters job protection and regularity. Consistency in the work stimulates employees to be proactive, and most of these concepts are utilized to boost the firm’s growth plans. Employees at M&S also have the choice to a variety of enticing reward processes that drive them to operate more productively (Shan and Tang, 2020), that in turn elevates the company’s revenue. The firm supplies its staff with healthcare insurance, which acts as a motivating force for them.
Considering the aggressive structure of today’s job market, organizations should reconsider their approaches to hiring and retaining excellent employees, which should entail more than financial rewards. In a vast number of instances, a firm’s flexibility to changing situations would have a substantial impact on the lifecycle and efficiency of its workforce (Rhee et al., 2020). The agility of an organization enables a win-win situation both for the organization and its employees. Applicants enjoy greater flexibility to evaluate their alternatives in a dynamic employment landscape as there is less formality in the job if there is a global workforce.
[bookmark: _Toc100759219]Inequality issues that can occur from the flexible work culture
There has been a range of challenges that could emerge in the context of workplace flexibility in businesses, and numerous staff members have been demoralized as an outcome of it. Therefore, the cumulative productivity level declines substantially over the period (Sanders and Karmowska, 2020). Working remotely is now becoming extremely prevalent in the current environment of flexible work arrangements, but still, it draws with the plenty of consequences for the work lives who prefer to do so. There must be countless examples in which the employee efficiency of a corporation has been shrunk as the outcome of enacting this extent of work cultural context. Initially and primarily, the workforce lacks basic interpersonal abilities, which causes a barrier to the company’s human resources (Marx et al.,2021). Likewise, the communication skills of the individuals are likely to decrease substantially, harming their self-confidence along with their ability to empathize.
With the incorporation of work flexibility in organizations and the accessibility of work remotely in the organization, discrimination in the monitoring of management and the employee of operational processes has appeared, which would have the influence of aggravating the overall manpower, and that in essence could have an adverse influence on the productive output of the corporation and the success of the firm (Kirton, 2020). A related pattern of imbalance among managers and supervisors in regard to proper career opportunities and an absence of fair remuneration carries a major influence in further aggravating the workers, as has already been shown in past cases. This has a detrimental consequence on employee retention, because exceptionally qualified and experienced personnel are more motivated to quit the firm because of the hostile culture in which it operates (Jensen et al., 2021). A similar circumstance continues to exist in M & S, with supervisors approaching the relatively similar challenges as before, and staff experiencing a financial decline in their preceding earnings due to the restricted transportation expenses. Numerous staff members are also concerned that they would then be marginalized as an outcome of this method.
[bookmark: _Toc100759220]The role of HRM is to mitigate the concerns over inequality
As per the existing situation, the HR team of M&S plays a valuable responsibility to serve the organization, and the strategic and long growth prospects also contribute to the accumulation of staff’ engagement levels. The HR director is authorized and has the power to foster openness in the workplace so that credibility and interconnectivity across the different departments of the firm could be cultivated and fostered (Chandola et al., 2019). It thus corresponds to preserving and enhancing the degree of engagement between employees and management, ensuring the firm’s growth is sustained at its peak. Besides that, the firm’s human resource team should formulate effective and systematic instruction and strategy across the organization. A concise strategy concerning promotions and reward systems would also facilitate empowering the personnel (Craven et al., 2020), as well as supporting the management team in thoroughly functioning the company’s activities.
The explicit and comprehensive strategy in force in the business also benefits the management of the firm and the general employees in adhering to and appreciating the approach and procedures of the firm, since there is no scope for mistake or misunderstanding (Davidescu et al., 2020). Efficient interaction with the workforce and one-on-one discussion with employees could also enable them in comprehending the essence of every strategic choice formed by the firm, and the managers of the HR department have been culpable for cleaning up any misgivings that could emerge among the existing employees. Those professionals are the guardians who act as a linkage between upper-level administrators and employees (Dirani et al., 2020), so they are also essential in facilitating the seamless movement of information throughout an organization‘s hierarchy.

[bookmark: _Toc100759221]
Conclusion
The document explores and summarizes the future opportunities for M&S and the benefits and challenges of flexible work schedules. This also outlines the direct and indirect effects of telecommuting on the firm’s profitability. Relying on the evidence of a Gallup poll, a hybrid index of employee flexibility is also being devised (Chams and García-Blandón, 2019). The Covid-19 concern has also been drawn to the attention of the organization to simplify the utilization of workplace flexibility in the firm‘s growth. A precise road map has also been explored as a mechanism through which HR management personnel could ameliorate the detrimental outcomes of this issue.
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