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Introduction 
„Aldi” is known as a favorite discounter of customers across Europe and the UK (, p. 34). In the UK only the company operates more than 930 stores (Retail-Insight-Network.com, 2021). The people working there in the UK are 36 000, so it is indeed one of the biggest employers nationwide. 
The German retailer ”Aldi” has well-developed procedures and practices for all the aspects of its work, following the strict German approach in the business (Voigt and co., 2017, p. 12). So, there is a little space for changes to be put in use, as the overall frame is already put by the German management of the retailer for all their stores (Schmid, 2018, p. 96). This makes the management of the chain easier, but maybe in times of crisis – like the one of the coronavirus that changed the globe – flexibility is the only solution to minimize the negative impacts (Mele and co, 2020, p. 7). The unprecedented burden that the COVID posed on businesses across the globe pushed them indeed in adopting flexibility as a way to survive (Donthu and co, 2020, p. 14).
The following report focuses on the experience of „Aldi” in the UK in managing the challenges created by the coronavirus pandemic in a matter of work. The pandemic indeed gave a push for more flexible ways to work to be introduced and it revealed a challenge for many companies to find the ones that fit them (Ritteer and Pederson, 2020, p. 13). 
At the same time, not all industries could easily switch toward the remote work routine that was introduced globally wherever possible with the aim to compile with the restrictions for social distancing (, p. 27). It was a huge challenge in the retail industry as well and companies like „Aldi” were indeed challenged by the introduction of a routine they have never used before.
Body 
„Aldi” is one of the most reliable employers in the UK (Aldi.co.uk, 2022), and one of the reasons for it is the fact that the company can adapt relatively fast to the challenges that the business climate puts in front of it without decreasing in the staff. So, overall the people working there know that they can enjoy a relatively secure job that will last for a long.
The company introduced many measures to support the staff passing through the crisis. „Aldi” introduced these measures in Germany as well, as they were designed by the German management of the company.
Before the crisis, the company had as well some flexible measures that were accessible to the staff. The best of them was the part-time options for working and the only weekend options for work as cashiers. Many people employed there prefer to work only or to switch to part-time options if they are full-timers, to have more time to study, if they are enrolled in a university, or to have more time for spending with their families, especially if been recent mothers of babies. 
As the crisis of the COVID hit the world, „Aldi” reacted very proactively and very fast introduced measures to compile with the governmental restrictions. Maybe the best example of flexible arrangements there were the remote work options given for a great number of „Aldi”’s employees. The best example of a flexible measure introduced by the company in the context of the pandemic is the remote work option. A great part of the employers from the headquarters and the whole staff of the online store of the company was allowed to switch to digital work from home. So, except the delivery staff and the drivers engaged in the logistics that had to travel across the UK to collect the products for „Aldi” from the warehouses and, rarely to the warehouses of the company in Germany as well, all the other staff of the online shop of the company was offered the remote work option. It was a measure adopted by the German management of the retailer and introduced at the same time in Germany and the UK, as the local UK management immediately accepted it and they organized together with all the things on introducing it.
Intending to minimize the social interactions face to face the managers introduced the remote work for all the positions where it is possible in 2020. For doing it, the company did three main things:
· At first they digitalized all the documents and internal information at the company, including store per store. Of course, even before the pandemic, a great part of the documentation of the company was digitalized, as the German management of the company needed to keep an eye over the papers coming from the stores of the brand abroad, so basically almost all the paper documents from „Aldi” UK were scanned and sent to a huge shared archive, accessible both for the UK management and for the German management of the brand as well. So, when the COVID expanded as a pandemic, there has been little work left in digitalizing the documentation of the company to be accessible for remote work as well. 
· Choice and implementation of the right standards for remote work as scheduled, software that could let optimal productivity, applications to be used in the daily work of the staff, etc. It was done very fast, within a week, all was ready for the transition to the remote work. Actually, the choice for the best applications to be used and the most appropriate software solutions was done at first by the UK managers of the brand, and their ideas on how to switch to remote work were quite appraised by the German owners of the brand, who adopted the same solutions and spread the good practice all over the world where the company have stores. So, basically, for the success of the remote working during the pandemic, the UK division of the brand had the biggest merit. 
· Choice and implementation of hardware for the work needs of the employees. Employees of the brand who had to work remotely were distributed the tools for it as hardware equipment for free. 
In a general perspective, the switch towards the remote work during the pandemic was a very good measure, creating a more inclusive ambiance and it helped the employees to manage both their duties at their work and in their private life. The employees had the chance to work from a more comfortable ambiance, at home, which saved them the commutation time and the stress of being exposed to the potential risk of being infected with the virus. The ones who benefited most from it were the employees who were parents of small toddlers because they had the chance to match better their duties at home and their duties at work. In this context and with the aim that the company shows maximum respect and tolerance in the hard times of the pandemic, the ones who had difficulties in managing both their work and family duties, after negotiating with their supervisors, had the option to postpone some of the tasks that were not urgent out of the business hours and to do them until the next day. It was motivated mostly by the fact that children switched to digital education as well and, for those who were still very young, often the parents had to help a little bit with the equipment, software, and tasks to do during the school day which left them less time to focus on their daily work tasks. So, the remote work routine was a great way for the company to create an inclusive and fully equal ambiance, where mutual support helped people to manage together to come over the crisis.
Unfortunately, not everywhere could be created such flexibility and easy solutions. A particular area that was very concerned by the situation during the pandemic was the people that had to work in the stores. For most of them, the remote work option was not possible. The biggest problem during the pandemic came from the fact that each store had to keep an adequate number of cashiers and an adequate number of shop assistants during its opening hours. At the same time, during the pandemic, many people working as cashiers and as shop assistants had to deal with other stuff, related to the changed routine during the pandemic, such as digital education of their children, more duties at home, etc. So, basically, many staff were unable to serve their regular shifts as before and it was a big challenge for the managers to deal with it: cashiers that had to change a shift or shop assistants that had to deal with something else of an unexpected nature, including a death of a relative due to the virus, etc. It was a very big challenge, especially for the female staff of the stores who were also parents that were basically submerged by both the work duties and more things to do at home. Adding to that the stress coming from the pandemic, and the situation became for many of them very hard. Some of the female cashiers and shop assistants of the stores suggested that a change could be introduced with the aim to make the employees at the stores more interchangeable one with another so that they are able to exchange shifts with each other, etc. Certainly, there has to be done something and the same situation now endures even as the pandemic is almost over, so an urgent solution in the direction to boost the interchangeability between colleagues should be introduced. The lack of a long-term solution for this from „Aldi” can potentially lead to more problems related to staff that quits jobs due to the impossibility to fit their private and professional lives. And it is a loss for the company as it invests time and money in each employee during their stay there that are basically lost when the employee resigns from their job and leaves the company.
Another very important aspect of the flexibility of the work at the brand that can be boosted through some measures is the pieces of training. The company currently conducts many pieces of training and programs for the development of the employees and they  play a crucial part in the career development of the people working for „Aldi”. They are also a pre-requisite for the promotions and for the career rises, as the German management considers them as the very necessary tools with the aim to ensure that all the stores of the brand across the globe operate following the same standards. So, more or less these trainings are unavoidable, but they are very often and usually time consuming. People have to attend training almost once a month and, according tot he current strategy of the company, they are always conducted in person. In the same time, these trainings often require much commutation from the employees as they often have to travel to particular stores or other particular places where the company has assigned that these trainings should be conducted. In this sense of thought, the conclusion on these trainings is that they are both quite time consuming and require efforts from the employees that could be potentially avoided. Apart from it, trainings are scheduled by the managers on particular days and for some employees it is a challenge to attend them on that very unique day. Finally, they are also quite expensive and induce additional expenses on the company as well. If this practice is improved in some manner, it could both save time and money to the company and time and efforts to the employees as well. 
Recommendations for improvement

The overall work ambiance at the company seems indeed very good and, adding to that the fact that „Aldi” is a reliable employer, for sure the brand must be assessed as a great place for work. However, some small changes can even make things better. The main recommendations for improvement can be divided into improvements for the staff in administrative and IT roles, and improvements for the staff working at stores. So, the first one is focused on ensuring more flexibility at headquarters and the second one is ensuring more flexibility at stores.
The first recommendation is in connection with the need of staff in administrative and IT roles to attend multiple pieces of training du. So, it requires many commutations and more hours spent at the office. It can be done by creating an online platform where the knowledge and training materials will be hosted and they will be accessible to the staff whenever they need them to prepare themselves better. That is how some days, dedicated to pieces of training, can be allowed as days out of the office, and staff can just read and practice at home on the topic of the training and after got their performance measured through an online test.
The second recommendation focuses on allowing more flexibility at stores by training both cashiers and shop assistants to be interchangeable. It can be done by instructing and training the shop assistants on how to work as cashiers and by instructing and training the cashiers on how they can work as shop assistants as well. It will let these categories of staff support each other more efficiently because their abilities will let them do so. That is how they can exchange shifts with each other to help a colleague and fulfill various tasks without a problem. That is a great advantage for the company as well: they will enjoy a more qualified staff able to work in various job roles.
Conclusion
In conclusion, can be resumed that „Aldi” acted as a reliable employer during the coronavirus crisis and introduced flexible measures that allowed the staff to pass through the crisis relatively smoothly. At the same time, the company showed indeed its responsibility toward the communities by keeping its staff employed and not making staff reductions during the crisis. 
However, two main recommendations can be addressed to create even a better working climate there and to allow more flexibility in the work. The first one is to create an online knowledge and training system for some administrative and IT roles that can allow them to fast learn new things and improve their skills even from the comfort of their homes. It can save time and commutation for the people working there not to attend all the pieces of training in person.

The second recommendation aims to improve the flexibility of the roles at stores. The training for shop assistants to work as cashiers as well, so that they are allowed more easily to exchange shifts between them. The current practice of pure division between cashiers and shop assistants leads to less flexibility and the need to observe the number of cashiers and shop assistants available at the store very strictly. But training shop assistants to be able to work on the tills as well and the cashiers to assist the customers inside the store means more flexible operations and more chances for replacing each other. 
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