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This report will evaluate the potential impact of flexible working on a retail organization. The name of that retail organization is Walmart. Walmart Inc., based in Bentonville, Arkansas, is an American multinational retail firm that runs a network of hypermarkets, cheap department stores, and grocery stores across the United States. Since its inception in 1962, Walmart has grown to 10,593 shops and clubs in 24 nations, all of which go by 46 distinct names (corporate.walmart.com, 2021). In 2021, Walmart's yearly sales was $559.151 billion, a rise of 6.72 percent over the previous year (Macrotrends, 2019). The total number of employees in this company is 2300000. Below the logo of this organization is presented:
[image: Turns out the Walmart logo isn't what you think it is | Creative Bloq]
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Source: (corporate.walmart.com, 2021)
Firstly, a case in favor of flexible working with diversity and inclusion will be explored. Then the role of Human Resources in promoting diversity and inclusion through flexible working will be analyzed. Secondly, a case against flexible working with inequality will be discussed. Afterward, the role of Human Resources in addressing the concerns of inequality that may arise from flexible working will be assessed.
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Having a mix of young and old co-workers contributes to the workplace's overall variety and makes the flow of information more efficient. The capacity to operate flexibly is essential for particular individuals (Perry, 2010). Flexible employment opportunities are critical for many women, older employees, single parents, and people who cannot do such due to various physical or mental or some other limitations to obtain full-time employment. Consequently, people may find themselves locked in low-wage occupations or unable to find jobs. Whenever groups are comprised of individuals from an assortment of different backgrounds, they are more intelligent, but the discomfort they experience may help them perform better and avoid falling prey to dangerous groupthink (Dale, 2020). Indeed, uniformity is sometimes seen as a hindrance to innovation. One of the most significant biases of the human brain is distance bias, which is the subconsciously held belief that things closer in space or time are better than those more distant. Even though hiring a new employee from a different part of the country may seem a bit intimidating at first, consider how their unique experience might provide a fresh perspective to the team (Korunka, 2021). In addition to expanding the pool of candidates, flexible work options allow workers to feel more seen and heard, increasing their sense of belonging and inclusion. It ought to shock no one that balance between serious and fun activities is becoming an increasingly critical need for job candidates, particularly for younger generations, parents, professionals pursuing their education, and even employees who do not want to spend more than an hour commuting. Companies that provide flexible work arrangements recognize their workers' unique lifestyles outside of the workplace (Norgate and Cooper, 2020). The chosen organization for this task is Walmart which promotes flexibility within the organization.  They offer employees flexible working hours and Place (Mayer, 2021). They mainly centre on task oriented leadership which is they mainly focus on task regardless how, when and where did you do the task
Moreover, that type of inclusive attitude appeals to those seeking employment. When confronted with a decision between two indistinguishable career opportunities, they would choose the one that provided more flexibility. Walmart now has a 3.2 out of 5 rating on Glassdoor, and 55 percent of Glassdoor reviewers indicated they would suggest the position to a friend (Cain, 2018).  As a result, prospective employees are increasingly expected to demonstrate an attitude of open-mindedness and inclusion while interviewing with them. Companies that do not provide this perk risk losing out on top-tier employees. Leaders should see flexible work as more than simply a perk they can provide to their present workers; it should also be considered a means of attracting new people from a more varied range of backgrounds to their organizations (Kelliher and De, 2019). Businesses are starting to examine whether their staff should return to the office, work entirely from their homes, or use a hybrid strategy signals that those things will shift dramatically once again. Organizations, then again, have the open the door to be deliberate about the choices they make and the work environments they build at this time (Joyce et al., 2010). While trying to reconcile employee dissatisfaction in a tight labor market, leaders were forced to constantly readjust priorities and business strategies in the face of variable degrees of success. One of the essential factors influencing human behavior is the desire for autonomy. However, that characteristic became even more critical this year, as employees seized every opportunity to reclaim control during a period of severely constrained options when options were few (de Menezes and Kelliher, 2011).
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Employers that want to encourage Diversity, Equity, and Inclusion may take advantage of the possibilities of a hybrid work environment (DEI) (Roux, 2021). Individuals with physical impairments or health concerns, whether temporary or chronic, should be able to find employment possibilities because of the flexibility in work location and schedule provided by human resources. They may now work from home without fear of being singled out, and a wide variety of virtual collaboration tools, such as video captioning, text-to-speech applications, and adapted displays and input devices, are making it easier to be productive anywhere (Fineman and Fineman, 2018). Courses and accessible resources are provided to enhance alternatives for handicapped folks from institutions. The human resources function should be proactive in recognizing that employees desire a feeling of belonging; therefore, they provide visibility to employees who identify with a range of origins, gender expressions, and personal choices like dress connected to religious or cultural affinity. When picking personnel to deliver presentations or choose images for the website, think about what message is being communicated about who makes up the organization, what appearance choices are considered suitable, and who gets promoted into leadership positions (Armstrong and Taylor, 2020). The human resources function needs to acknowledge that today, every firm promotes its DEI initiatives, but only roughly half of workers questioned — notably those of color — genuinely feel that their leadership is serious about it.
Moreover, people who do not believe in a company's genuine intentions or capacity to accomplish its DEI objectives are far more likely to quit. The hybrid workplace provides even more significant obstacles in creating a trusting connection between managers and workers. Executives must express a clear strategy behind DEI and layout what fundamental changes are being made to achieve the objectives; this should be done in hybrid meetings that are widely available, retrievable, and understood by a large audience (Torrington et al., 2020). Consider creating public data dashboards that are entertaining and simple to comprehend. The human resources function needs to be aware of Employee Resource Groups (ERGs), volunteer groups based on some common interest or identity, such as women in the workplace and LGBTQ pride groups, which may acquire essential insights, offer solutions, and are significant assistance in recruitment, mentoring and retention. Parents may discuss childcare resources and their ethnic identities (Torrington, 2014). To assist job seekers and new hires in making local connections, such as faith-based services available in their original languages, ERGs may meet with them in person. Diversity advisory boards and "safe places" for workers to express their issues and concerns may also be established by leaders. These can be supported by in-person and virtual collaboration tools, such as anonymous surveys and asynchronous discussion forums, among other things. The human resources function needs to stay informed that traditionally underrepresented and low-income employees typically have fewer development opportunities, such as unpaid internships or study abroad opportunities while in college (Torrington, 2011). They may juggle responsibilities that prevent them from participating in civic groups or traveling to attend conferences, among other options. A thorough training curriculum, mentorship programs, and job rotations should be implemented to promote fairness in career progression and attract and retain personnel. E-learning courses and online conferences reduce the need for participants to travel or work outside of regular business hours, which may be particularly difficult for people with disabilities or who have family commitments to consider. The chosen organization Walmart promotes inclusion and diversity within the organization. People who have met the capability of working at Walmart regardless of Gender and Age can work in this organization (Repko, 2021). 
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Workplaces are increasingly putting resources into creating flexible work arrangements to fulfill better the requirements of workers who want to strike a healthy balance between their work and personal obligations (Cooper and Baird, 2015). However, empirical research reveals that only a small number of workers have access to flexible working choices and profit from them in a meaningful way when they do so. In addition to critical demographic characteristics such as gender and age, skills are essential in understanding such disparities. As a result of the society's pre-existing notions on gender roles and gender normative views we have about men's and women's obligations and responsibilities, flexible working can re-establish old-fashioned gender norms in both work and the home (Pilbeam, Corbridge, 2010). To improve their performance, men increasingly rely on flexible work arrangements and are expected to do so in exchange for higher pay and other benefits. However, this may lead to more significant work-family tensions as men's work hours and intensity rise. This may increase their work-family conflict since women are expected to take on more responsibility at home while working flexibly. Due to the different expectations put on women and men, women are not rewarded for working flexible hours as men are. Countries significantly impact who has access to flexible work arrangements and how they are implemented (Bratton and Gold, 2012). Subsequently, public elements will probably impact how adaptable functioning connects with orientation fairness and representatives' balance between fun and serious activities. Organizational settings are crucial in developing flexible working, yet they are often overlooked. When it comes to core hours (e.g., 10 to 4 pm) and the number of days or weeks that employees may work (e.g., 37 hours per week), flexitime still has certain limits, unlike working time autonomy, where such restrictions in many circumstances do not exist, as the significant distinction between the two (Bogardus, 2004). For example, a flexible workplace, telecommuting or telecommuting, empowers representatives to work outside their regular work area, at home.
Laborers may likewise have the option to restrict the number of hours they work, for the most part alluding to a diminishing in long periods of work (for a brief time) to fulfill family needs. Working part-time or exclusively during the school year is just a single model (Thomas and Lazarova, 2014). There was no difference in work-life balance between home-based teleworkers and those who did not work from home. A couple of the examination has analyzed the distinctions among people wholly and deliberately, and most discoveries depend on subjective examinations. Studies are additionally hampered by the supposition that the balance between serious and fun activities is equivalent for people. Ladies are bound to take on adaptable working plans to focus on their families, and the individuals who do so are more disposed to build their consideration/housework obligations (Simons, 2011). This flexibility enables people to "do gender" to fulfill the normative social roles assigned by society, particularly for middle-class professionals." People's perceptions of what flexible working will mean for men and women are based on this. Complex structural difficulties are to blame for most of the problems connected to equality and inclusion. Discrimination may occur if an employee feels uncomfortable participating in an event or if there is not a group that fits their needs. Most workers want to support DEI activities, but they lack the expertise or tools (Steen et al., 2016). Many employees of the Walmart told that although this organization promotes flexible working, the top management employees mainly enjoyed this benefits and the mid-level managers enjoy little bit and the lower or bottom level managers could not enjoy flexibility even the lower level employees get maternity leave at the late time (Orel, Dvouletý and Ratten, 2021). 
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Macro-level improvements in gender stereotypes and ideal workplace culture are needed. Flexibility in the workplace is not employed in a vacuum (Dessler, 2014). People’s gender normative attitudes about mothers' and dads' duties are unlikely to alter, which will feed into how flexible men and women use working. The human resource managers of business organizations should pay attention to the development of gender equality across their operations via the provision of expertise and information and the enhancement of policies aimed at changing normative attitudes on gender roles. The human resource manager of Walmart should ensure gender equality in the organization as it has been seen that female was not equally treated like men.  Even when paternity leave is over, fathers are more involved with their children and their families because of policy improvements such as increased well-paid ear-marked paternity leave like those seen in Sweden (Guest, 2011). That is why it may be an effective instrument to transform the country's gender norms in childcare and household responsibilities. The human resource function needs to be aware that it is also necessary to ensure that flexible working is not exploited to reinforce conventional gender roles due to such rules. Better safeguards for employees to prevent the intrusion of family life on flexible working and blurring boundaries are also critical measures to enact at the national level (Stone et al., 2015). The most excellent way to demonstrate the optimal use of flexible working will be to provide incredible role models for senior managers, particularly male managers, who take flexible working for family purposes without work spilling over into other realms of life. Organizations do not offer flexible workplace to the employees as they mixed up their personal and professional life. In this case, Walmart can present their top employees as a role model of the organization so that they can make a balance in life.
This is where the concept of 'the healthy organization' comes in handy. Employee well-being and work-life balance are essential considerations in a healthy firm, as is the efficiency of the workplace (Becker and Smidt, 2016). It is critical to developing more robust group practices for flexible working because work is not done everywhere and all of the time. In other words, it means that companies should create flexible work arrangements only if doing so benefits workers both materially and intangibly and is proportionate to the organization's performance. Some of the workers' expectations about how flexible working should be employed are molded by the gender norms and assumptions about whose responsibility is to care for the family and earn the bread (Storey, Wright, and Ulrich, 2018). An essential step would be to challenge some of the gendered assumptions. When introducing work flexibility, H.R. has to know how to properly consider the family situation to improve work-life balance. One option is to alleviate the burdens of both work and home, which may be a double load for women who also work outside the home. Time-management models are tailored to the demands of the employee and their families, such as controlling working hours and using flexible time-management models (Kramar, 2013).
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In this report, the potential impact of flexible working on a retail organization has been evaluated. Firstly, a case in favor of flexible working with diversity and inclusion has been explored. Then the role of Human Resources in promoting diversity and inclusion through flexible working has been analyzed. Secondly, a case against flexible working with inequality has been discussed. Afterward, the role of Human Resources in addressing the concerns of inequality that may arise from flexible working has been assessed.


[bookmark: _Toc102746928]References
Armstrong, M. and Taylor, S.,2020. Armstrong’s handbook of human resource management practice. 15th ed. New York: Kogan Page.
Becker, K. and Smidt, M.,2016. A risk perspective on human resource management: A review and directions for future research. Human Resource Management Review, 26(2), pp.149–165.
Bogardus, A.M.,2004. Human resources jumpstart. San Francisco, Calif.: Sybex.
Bratton, J. and Gold, J.,2012. Human resource management: theory and practice. 5th ed. Basingstoke: Palgrave Macmillan.
Cain, Á.,2018. Walmart employees dish on what it’s actually like to work at the retail giant. [online] Business Insider. Available at: https://www.businessinsider.com/walmart-store-employees-describe-working-retail-giant-2018-7#dealing-with-many-different-managers-2 [Accessed 6 May 2022].
Cooper, R. and Baird, M.,2015. Bringing the 'right to request flexible working arrangements to life: from policies to practices. Employee Relations, 37(5), pp.568–581.
Corporate.walmart.com (2021). About Walmart. [online] Corporate - US. Available at: https://corporate.walmart.com/about [Accessed 6 May 2022].
Dale, G.,2020. Flexible Working How to Implement Flexibility in the Workplace to Improve Employee and Business Performance. London: Kogan Page.
de Menezes, L.M. and Kelliher, C.,2011. Flexible Working and Performance: A Systematic Review of the Evidence for a Business Case. International Journal of Management Reviews, 13(4), pp.452–474.
Dessler, G.,2014. A framework for human resource management. Upper Saddle River, N.J.: Pearson Education.
Fineman, M. and Fineman, J.W.,2018. Vulnerability and the legal organization of work. London; New York: Routledge.
Guest, D.E.,2011. Human resource management and performance: still searching for some answers. Human Resource Management Journal, 21(1), pp.3–13.
Joyce, K., Pabayo, R., Critchley, J.A. and Bambra, C.,2010. Flexible working conditions and their effects on employee health and well-being. Cochrane Database of Systematic Reviews. [online] Available at: https://www.cochrane.org/CD008009/PUBHLTH_flexible-working-conditions-and-their-effects-on-employee-health-and-wellbeing.
Kelliher, C. and De, L.M.,2019. Flexible working in organizations: a research overview. Abingdon, Oxon; New York, NY: Routledge.
Korunka, C.,2021. Flexible working practices and approaches: psychological and social implications. Cham, Switzerland: Springer.
Kramar, R.,2013. Beyond strategic human resource management: is sustainable human resource management the following approach? The International Journal of Human Resource Management, 25(8), pp.1069–1089.
Macrotrends (2019). Walmart Revenue 2006-2021 | WMT. [online] Macrotrends.net. Available at: https://www.macrotrends.net/stocks/charts/WMT/walmart/revenue [Accessed 6 May 2022].
Mayer, K. (2021). Walmart utilizes virtual employee training | HRExecutive.com. [online] hrexecutive.com. Available at: https://hrexecutive.com/walmarts-solution-to-teaching-workers-kindness-virtual-reality/ [Accessed 5 May 2022].
Norgate, S. and Cooper, C.L.,2020. Flexible work: designing our healthier future lives. London; New York: Routledge.
Orel, M., Dvouletý, O. and Ratten, V. (2021). FLEXIBLE WORKPLACE: coworking and other modern workplace transformations. 1st ed. S.L.: Springer Nature.
Perry, Y.,2010. Flexible working. London: Directory of Social Change.
Pilbeam, S. and Corbridge, M.,2010. People resourcing: contemporary HRM in practice. 4th ed. Harlow, England; New York: Financial Times Prentice Hall.
Repko, M. (2021). Walmart says rising number of women, people of colour are in leadership roles. [online] CNBC. Available at: https://www.cnbc.com/2021/04/26/walmart-says-rising-number-of-women-people-of-color-are-in-leadership-roles.html [Accessed 6 May 2022].
Roux, M.,2021. Adaptive H.R.: impactful H.R. for the new and virtual world of work. Randburg: Knowledge Resources.
Simons, R.,2011. Human resource management: Issues, challenges, and opportunities. Oakville: Apple Academic Press.
Steen, S., Noe, R.A., Hollenbeck, J.R., Gerhart, B.A. and Wright, P.M.,2016. Human resource management. Whitby, Ontario: McGraw-Hill Education.
Stone, D.L., Deadrick, D.L., Lukaszewski, K.M. and Johnson, R.,2015. The influence of technology on the future of human resource management. Human Resource Management Review, 25(2), pp.216–231.
Storey, J., Wright, P.M. and Ulrich, D.,2018. The Routledge companion to strategic human resource management. London Routledge.
Thomas, D.C. and Lazarova, M.B.,2014. Essentials of International Human Resource Management: managing people globally. Los Angeles: Sage.
Torrington, D., Hall, L., Taylor, S., and Atkinson, C.,2020. Human resource management. 11th ed. Harlow, England; New York: Pearson.
Torrington, D.,2011. Human resource management. Harlow, England; New York: Financial Times/Prentice Hall.
Torrington, D.,2014. Human resource management. 9th ed. Harlow, England: Pearson.








1 | Page

image1.jpeg
Walmart - ,,s




