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                              Impact of Covid-19 on employees in Great Britain

             Strategic human resource management is the process of implementing policies, practices, and procedures to achieve maximum employee productivity, retention, and overall benefit to the organization. The human resource (HR) department plays a vital role in strategic management, as it must ensure that the company has the right people in place to meet its goals, objectives, and expectations. This function includes hiring new employees, training employees, developing current employees, and ensuring that employees are satisfied with their workplace environment. Traditionally, HR is the one that takes care of a company's employees, but today, the role is expanding and taking on additional responsibilities in many companies (Nordin et al., 2016). The strategic human resource management team can be tasked to help align employee performance with business objectives to improve overall corporate performance.
             Flexible working is the ability for employees to work outside of the traditional workplace environment. Flexible working arrangements can be temporary or permanent and vary according to factors such as the length of time, the hours worked, the location of work, and the frequency of work. These arrangements are becoming increasingly common in both the public and private sectors; some employers have even reported that flexible working has helped to increase productivity and decrease absenteeism (Jooss et al., 2021).Corona virus has been a major factor in the development of flexible working. Such mode of working gives employees more freedom in their jobs by allowing them to choose when and where they work as long as they can meet their performance targets. This type of freedom helps improve employee morale, especially if they have been given more responsibility over time so that they feel like part of the team. This approach can also encourage creativity as an employee has the time to think without pressure.

        To make an effective case in favor of the concept of flexible working hours, one should first explore the ways in which diversity and inclusion are positively impacted by such a system. This approach is because flexible working hours can help to facilitate diversity and inclusion at work by allowing individuals with varying schedules greater opportunity to access jobs and positions that would otherwise be inconvenient to them. It should be noted that flexible working hours also provide companies with a means to accommodate their workforce better, which is particularly crucial in terms of addressing needs specific to dominant demographic groups such as women with children (Improving equality, diversity and inclusion in your workplace, n.d). Flexible working helps to diversify the talent pool, since it expands access to people who may not have been able to participate previously due to the limitations of traditional working hours. In this respect, flexible working hours can be beneficial for both employees and employers. In addition, flexible working hours can help employers ensure that they have a more productive workforce. According to Strategic human resource management (2021) 85% of people are happier when they have control over their time than when they do not. Additionally, there is evidence that workers who have more freedom regarding their time and place they do their work are also more productive than those who are confined within the traditional structure of work.
Flexible working can also benefit an organisation in several other ways. For example, research suggests that flexible working hours can encourage greater staff loyalty and job satisfaction amongst workers. This can help reduce the costs associated with recruitment and staff turnover, which may ultimately save an organisation money. Additionally, when people work from home they tend to be less stressed and more productive than those who work from a standard office environment where interruptions from colleagues are common. According to Singh (2019) there are many ways for organisations to set up their workers for success through flexible working arrangements such as telecommuting, flextime where people choose their hours within certain limits, or compressed hours whereby full-time workers do fewer but longer shifts over fewer days. The advantages of flexible working are clear: it leads to greater diversity and inclusion in the workplace, increased productivity, better company performance and increased worker satisfaction. These benefits can be further improved by encouraging managers to provide feedback on how well or poorly their team members are doing in order to improve the general company’s performance of the company.

          The role of human resources in promoting diversity and inclusion is multifaceted. Human resources departments take an active role in creating and maintaining a diverse workforce by implementing strategies such as flexible working, which allows employees to work in different modes depending on their circumstances. HR also plays a key role in creating a culture that supports their goals. HR can create the infrastructure needed to support flexible work arrangements for employees, including formal policies and benefits, but it is also up to HR to make flexible work an appealing option for employees and managers alike (Joyce et al., 2010). This process involves communicating to all parties that flexible work is supported and encouraged, being aware of how an organisation's own policies might be barriers to flexible work options, and encouraging managers to support their teams by championing flexibility when they are able. A diverse workforce is more likely to attract new talent, but it also generates room for more creative problem-solving and a more productive workforce overall. When one has more workers with access to flexible work options, more perspectives are brought in from which one can draw ideas. HR should be on the front line of managing diversity and inclusion initiatives and ensuring that employees can work where they want, when they want and how they want.

             Inequality, defined as a lack of balance, equity, or equality, is a powerful, complex idea. If a company does not enforce an acceptable working schedule for its employees, it could be setting a series of bad precedents. To begin with, it could be setting a precedent for the treatment of employees that is unfair. Beyond that, if people think they cannot work an acceptable schedule at their job, they are going to feel more pressure to work on their own terms and avoid the perceived injustice of being treated unfairly, or they may look elsewhere for employment. More importantly, evidence exists that flexible working can cause inequality in the workplace. Even with this compromise position available to them, women are still hit hardest by the disparity between men's and women's use of flexible working options. Kotey (2017) mentions that in terms of maternity leave as well as part-time and flexible working arrangements, ample evidence suggests that women who have children at home suffer disproportionately from the imbalance. This issue is not just about being unfair, it has real consequences for women's financial security and ability to achieve their career goals.

       Another argument against flexible working is that the inequality brought about this working approach increases the gap between management and lower-level employees. This type of inequality may also contribute to a higher risk for burnout and mental health issues. Flexible working practices require a certain level of self-motivation to be effective. There are other disadvantages to flexible work that include a negative impact on work performance and reduced job satisfaction. A study conducted by the University of Melbourne discovered that while employees are more productive when they are at work, they tend to be less effective when they are not at work due to distractions or fatigue brought on by traveling during non-traditional hours (Ewald et al., 2020). Flexible working can also result in a loss of teamwork and possible resentment towards management. These feelings may become even stronger if they feel that they are being treated unfairly by management, leading to negative effects on morale, which can decrease the overall quality of work performed by an employee. Additionally, flexible working hours can make it hard for employees to meet deadlines because they are not always as readily available as their 9-to-5 counterparts. This outcome is particularly true if they have to be in contact with people in other time zones or do work that requires being available at certain hours.

          The role of human resources in addressing the concerns of inequality that may arise from flexible working has been considered by a number of authors. A U.K. Government article mentions that the overall aim has been to ensure that flexible working practices, typically initiated by individual workers or groups of workers, do not unjustifiably disadvantage other individuals who do not have access to these provisions (flexible working, n.d.). However, it is important to note that a one-size-fits-all answer does not exist when it comes addressing any inquiry into the effects of flexible working practices and as such, an investigation into the matter should be approached with an open mind.  The first thing to understand is the role of human resources in preventing discrimination caused by flexible work arrangements. Human resources departments are responsible for protecting current employees against discrimination and treating them equally despite the difference in how they work. It is easy to see how this can be challenging in the case of remote workers, because their work style means that they are not interacting with coworkers face-to-face on a daily basis. Human resources departments can set up guidelines for managers regarding how to treat remote workers equally, even though they are not present during every moment of their employees' working day (Nagendra & Deshpande, 2014). For example, managers should be told that these guidelines should not include instructions to make sure remote workers do not feel like outsiders or lecture them on why they should come to the office.

          The first step to HR addressing inequalities is collecting data around diversity and inequality, which HR can use to identify trends and develop strategies for improvement. For instance, if there are more men than women in leadership positions, HR may need to look at why this trend exists and how it can be changed. The HR can ask questions such as: “Are there barriers preventing women from advancing? If so, what can be done about these barriers?” In addition, to address these concerns, employers should consider providing training for remote workers who want to learn how they can be more productive while working at home, as well as setting up a forum for staff members to talk about remote working and how they feel it impacts their daily lives. Employees should also be encouraged to get out of the house for regular meetings with their colleagues. Implementing training programs for managers on how to create environments where all employees feel safe and respected can also play a vital role in preventing inequality. To ensure that employees are treated fairly and equally, it is important that any concerns are addressed. If human resources departments do not address these issues, it is likely to lead to poor morale within the organisation as well as an increase in staff turnover (Kirton, 2020). A good HR team will work with managers to identify potential issues before they arise and manage them effectively so that equality can be achieved within organisations.

           Overall, flexible working in the context of diversity and inclusion at work can help with several initiatives such as productivity and better company performance. However, there are also a number of potential pitfalls to be aware of. Taking steps to ensure that all employees are aware of and able to use flexible working options appropriately, as well as being given training and support for managing their work-life balance. From a planning perspective, it is important to understand that flexible working is not simply about changing how one is working or which hours they are working as it is about changing the attitude towards work. Flexible working arrangements can also be an important component of an inclusive culture at work, and they can help employees achieve a healthy balance between their life, their job, and their family or other commitments. For all of these reasons, flexible working arrangements should be encouraged, provided they are beneficial to the business.
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