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[bookmark: _Toc102191726]Introduction
Working hours and the surroundings in corporate organisations are the essences of the working hours, and they may stimulate and enhance employee satisfaction and increase corporate productivity. The success of the company determines the administration of working hours. Profit maximisation is the goal of each shrewd business executive. In a firm, the balance of business hours might distinguish between losses and maximum profitability. Type of operational business climate and relative position, establishing a company operating hour is recommended. Work-hour balancing must be done carefully to avoid negative repercussions on the business. Using specific benchmarks, such as total monthly sales and predicted sales, can assist in determining working hours and managing work schedules (Craig, 2017). Employees, in particular, are the pons in this strategic strategy. The management of the company workforce is responsible for managing working hours. The importance of flexible working culture in the retail sector of the industry and the firm operating there will be addressed and evaluated in this paper, as will the function of working circumstances and human resources in achieving proper operations in the company. M&S, including some of the country's retail behemoths, has been chosen, and the firm sells fashionable clothing and fresh foods.
[bookmark: _Toc102187136][bookmark: _Toc102191727]Company Overview
Mark and Spencer Group plc is a British multinational retailer established in 1884 by Thomas Spencer and Michael Marks. The company has its headquarters in London, England, and it specialises in providing food, apparel, and home goods in the United Kingdom and 62 other countries with 1519 locations and 44 online (Swinney, 2019). The company's goal is to produce high-quality own-brand items while also creating long-term profit for its investors. Approximately 81000 people work for the organisation in various positions and classifications (assets, 2022). M&S had a gain of £403.1 million in 2021(corporate, 2022). Marks & Spencer has made some improvements in its clothes and food businesses in the previous six months. This happened after the company's stock took a hit, prompting it to devise new tactics for expanding its global market. M&S is a free trade company that allows it to sell its products at a considerably lower price than other corporations. The latest advancement is that the company is restructuring its digital corporate structure and modernising its shop estate as a restoration initiative.
The excellent and negative impacts of flexible working hours will be explored, and the human resource department's responsibility is to promote and minimise the danger posed by it.
[bookmark: _Toc102187137][bookmark: _Toc102191728]Flexible Working in Relation to Diversity and Inclusion 
Inclusion is a workplace practice where all employees have equal access to opportunities and assets. This procedure is also in charge of looking after marginalised persons and ensuring that their privileges and opportunity are equivalent to those of other workers (Sanders and Karmowska, 2020). There are various areas of the workforce in organisational contexts and the current employees of society in which the achievement of their chosen profession is essential. Many homemakers and others are unable to participate in their professional jobs properly. In the particular instance of M&S, most of that workforce in the nation are young mothers and people of retirement age. If the company's management enables people to get a flexible work schedule and schedule, employee productivity can be improved and fully utilised, and the firm's and workforce's efficiency.
The organisation’s flexible hours culture creates a suitable and productive workplace environment, and members of the company experience a feeling of compassion in the company. It allows people to become more engaged and effective and enables them to be more visionary. It improves the organisation’s administrative staff's understanding and ranks and file personnel (Sanders & Karmowska, 2020). The existence of diversity in the workforce is another critical factor in the firm's profitability, as it allows management and human resources to better manage and allocate various types of duties to employees. Whether enabling staff to work from home or adopting a 4-day work week, the traditional 9-to-5 workweek is no longer applicable. While employees value the money and effort saved by not driving, data shows that flexible work businesses have a competitive advantage. According to a recent survey by the International Workplace Group, Eighty-four per cent of Australian firms embrace flexible working to enhance employee retention.Furthermore, 88 per cent of Mexican respondents believe that allowing employees to work from home might help companies acquire a more multicultural workforce. Further data shows that production is up across the board. Brain research backs up the near-universal agreement. According to a study, companies that provide flexible work have a higher probability of enjoying the benefits.
Diversity in the company also entails accepting and valuing people's abilities and traits and developing efficient interaction to ensure that no bias is permitted inside the company. It also instructs M&S management on intentionally preventing any prejudices within the company's employees. Diversity also aids a firm's management make its employees more productive and, as a result, increasing the profit margin. Diversity in the company, on either hand, serves to boost customer retention, as competent individuals prefer to align their careers with the firm, and the company, as well as its administration, may boost business possibilities by encasing and utilising their abilities.
Workplace flexibility in the economy of a business also fosters inclusiveness in the company. The organisation’s employees tend to work more closely together, reducing their costs and the firm's revenue. In M&S, the top management must implement numerous motivation-boosting programmes, including a once a week yoga programme, a scheduled team supper in different restaurants, and inclusion programmes amongst staff members to maintain productivity and motivation. This also reduces and regulates the degree of organisational politicians among the workers (Marx et al., 2021). The flexible working hours and times assist several individuals in working with the organisation and the firm's management to improve their potential personnel. Similarly, the business's reward-based approach to work inspires its employees. Still, the level of disclosure and trust between management and the organisation’s employees causes them to doubt the manager's decisions (Taylor, 2018).
On the one hand, various inspiration boosting programmes and organising several sports programmes or competitions for the company's employees helps to build their enthusiasm and inclusion, and functional relationship may also be established through that procedure; On the other side, this approach fosters interdependence between workers, and trust between the firm's rank-and-file employee and employer can be significantly strengthened (Chams & Garca-Blandón, 2019). This technique boosts productivity and allows employees to better balance work and personal lives, improving employee happiness.
[bookmark: _Toc102187138][bookmark: _Toc102191729]Role of Human Resources in Promoting Diversity and Inclusion through Flexible Working
Human resources are the section of a corporate organisation that works with personnel, and it is the company's accounting department for managing employee needs and motivation levels (Armstrong & Taylor, 2017). This section also assists the company's employees in improving their work processes and the organisation’s working conditions. A company's healthy and creative work environment also helps employees feel more energised, and employee productivity may be increased and stimulated (Dirani et al., 2020). This not only assists the company's management in improving working conditions and drives them to maximise its financial performance. The department of human resources and its employees at M&S can promote a positive working environment and an innovation capability in the corporation to enhance customer needs for innovation in the corporate structure. It also aids them in effectively combating market challenges.
Employees of a company or organisation have the right to live and work for a set number of hours under the "Employment Rights Act, 1996.” The legislative action, even more, states and dictates the operation of the company, prohibiting them from terminating or discontinuing the workings of an individual without proper 30-day notice. This regulation in the workplace also safeguards the job position and ensures workplace stability. The firm's employees are more likely to be inventive due to the steadiness in the workforce, and many of the ideas presented here are intended to boost the firm's business prospects. M&S and its management provide a variety of appealing rewards systems to its employees, which helps them perform more successfully and, as a result, the firm’s economy increases (Dirani et al., 2020). Moreover, the company's management provides family and health insurance to its employees, inspiring them by ensuring the protection of their loved ones.
[bookmark: _Toc102187139][bookmark: _Toc102191730]Flexible Working in Relation to Inequality 
There are various challenges with flexible working in corporate organisations that might occur, and many employees get demotivated. As a result, employee productivity tends to drop dramatically. In today's world, flexible working entails working from home, which raises several challenges for people's professional life. In many circumstances, this sort of work culture reduces the company's total productivity. First and foremost, the personnel lack basic communication skills, which poses a difficulty to the company's workforce. Individuals' interpersonal skills also tend to deteriorate significantly, endangering their self-confidence and feeling of empathy.
HR executives’ responsibility is to enhance impartial decision-making procedures by devising creative ways to decrease workplace prejudice and promote inclusive environments that give equal opportunity to all workers (Torrington et al.,2020). In today's complex environments, inclusion is essential for team cohesiveness and innovation and allows employees to contribute to the company’s outstanding achievements actively. HR has a distinct view of the impact of equal opportunity on the business. They must ensure that successful approaches are incorporated into all aspects of human resource management(Armstrong & Taylor, 2017). It should be represented in recruiting methods, like creating neuro-inclusive recruitment who understand the worth and advantages of employing neuro-divergent individuals to enrich the talent pool beyond neuro-typical applicants. HR executives’ responsibility is to enhance impartial decision-making processes by devising creative ways to decrease organisational prejudice and promote inclusive environments that give an equal chance to all workers (Torrington et al.,2020).
With the introduction of work flexibility in industry groups and the accessibility of work at home in the workplace, there has been an increase in inequality in terms of staff planning and operational management, which may demoralise general employees and adversely affect corporation quality and productivity. Again, inequity in terms of suitable job opportunities on the side of the company's business and a lack of fair remuneration contribute significantly to the manager's low morale (Chams & García-Blandón, 2019). It also has a detrimental impact on employee retention since more talented and educated employees are likely to depart due to the workplace's toxic character. Again, in M&S, the organisation’s organisations face the same challenges, and the workforce faces a pay drop owing to the limited travel costs. Many fear that they will be side-lined as a result of this procedure.
[bookmark: _Toc102187140][bookmark: _Toc102191731]Role of Human Resources in addressing Inequality Concerns
In this context, M&S's human resource department plays a critical role in the organisation, and the company's future business prospects serve to keep personnel motivated (Chandola et al., 2019). The department's human resource personnel is responsible for and has the power to encourage workplace openness to foster and build trust and interdependencies across the company's many departments. This also aids in securing and boosting the degree of motivation among personnel in the organisation, allowing the company's production to remain at its peak (Taylor, 2018). Furthermore, the firm's human resource management staff must provide efficient and comprehensive instruction and policies in the company, as well as a clear policy about advancements and rewards, to enable the company's employees to be motivated and the leadership to correctly operate the operations (Armstrong & Taylor, 2017).
An open and unambiguous policy is critical in the workspace. It aids the company's board and general employees follow and understanding the organisation’s policy and regulations, leaving no room for misunderstanding or ambiguity (Chandola et al., 2019). Good communication with the employees and one-on-one interaction with team members may also assist them in comprehending the essence of any of the organisation’s choices. The human resource department's personnel must also clear any doubts among the staff (Taylor, 2018). They are the principals who provide a link between top management and employees, and they are also crucial in facilitating the dissemination of knowledge across the company (Torrington et al.,2020).
[bookmark: _Toc102187141][bookmark: _Toc102191732]Conclusion 
The business prospects and flexible work arrangements for M&S have been reviewed and presented in the paper, and the excellent and negative influence on the firm's profitability. The significance of the firm's human resource management team focusing on the benefits of flexible working and addressing the adverse effects of the study's topic has been highlighted (Torrington et al.,2020). Workers have some control over when they perform their contractual hours under a flexible working hours arrangement. Flexible working hours have become increasingly significant in today's companies. Because of flexibility’s advantages, many companies provide flexible working hours to their staff. Because it allows workers to work hours compatible with their other responsibilities, such a system can be an intelligent method to attract and select people. The difficulties have also been highlighted for the company's adoption of flexible working in the organisation’s business. The most prevalent benefits are increased employee efficiency and company profitability (Taylor, 2018). Flexible working hours also help to achieve and maintain a healthy work-life balance. Work-life balance leads to reduced stress and improved worker well-being. Finally, a suitable road map is being developed for HRM personnel to limit the topic's detrimental impact.
[bookmark: _Toc102187142][bookmark: _Toc102191733]Recommendation
Here is the crucial recommendation to address the issues in promoting the positive effect of flexible working.
• Create a Gender Forum or use existing women's networks to examine the challenges to flexible working and possible solutions.
• Test a flexible work schedule to iron out kinks and determine the best approach to make it work.
• Conduct thorough reviews of any pilot programmes to identify concerns that must be addressed before the policy's full implementation.
• Review, update, and prelaunch policies to support cultural shifts toward various forms of flexible working.
• Examine regulations and job designs to see how flexible working might be used more effectively.
• Enable teams and individuals to customise flexibility and mobility to meet their specific requirements.
• Hold seminars for flexible employees to discuss career growth and work-life balance challenges.
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