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[bookmark: _Toc98209022]Introduction
Work hours that are becoming more flexible and content that is becoming more knowledge-intensive are just a few of examples of the countless changes in the nature of work that businesses and their workers must cope with in the global market today. The worth of the employee's employment increases as a result of their efforts. Employees who are able to work the hours that are convenient for them are more likely to stay in their current positions for a longer amount of time (Jayachandran, 2021). Because of this paradigm change, there has been an increase in employee autonomy as well as the number of breaks taken throughout the workday. Employee expectations are being met via increased innovation and productivity, which is the goal of sustainability. An in-depth knowledge of the relevance of work performance and job satisfaction as essential outcomes is required in order to rethink human resource management in the context of contemporary requirements. Employees that have a healthy work-life balance report greater levels of job satisfaction and performance, which is beneficial to the company's overall health. The goal of this paper, written by the human resources manager of ASDA store limited, is to assess the possible effect of flexible working hours.
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[bookmark: _Toc98209023]Employees' preferences and workplace flexibility:
Workplace flexibility is critical, and digital improvements and technology have made it possible to carry out a wide range of tasks over the internet in a number of enterprises. Workers had been calling for a shift in priorities even before the coronavirus outbreak erupted on the scene (Craven et al., 2020). Companies were already dealing with significant change prior to the epidemic, and there will be substantially more in the coming years. Bal and Izak (2021) claims that "flexibility will manifest differently in each workplace since culture is as unique to a firm as DNA is to a person." Some occupations need the physical presence of the employee. As a result, we now have the chance to rethink our company's rules in order to better include flexibility across the whole structure. If public health restrictions are eased during the epidemic, a decision must be made on whether or not workers will be able to continue working from home.
Turesky and Warner (2020) advises managers to consider their employees' "where" as well as their "when" when making hiring decisions. Working from home isn't the only option. According to Marty et al. (2021) flexible working will become the new normal following the COVID-19 pandemic, with 48 percent of people choosing to work from home at least some of the time. When it comes to COVID-19 prevention measures, one-meter physical barrier has been enforced between persons and infected surfaces to keep the virus from spreading and new cases from emerging. In addition, these regulations encouraged and promoted virtual relationships between families and groups of people. To give more flexibility in professional operations, such as minimizing congestion and shutting down non-essential buildings and services, telework and remote learning were used.
[bookmark: _Toc98209024]The following is the impact of Covid-19 on workplace flexibility:
Working from home has now become the new norm for many employees, because to a worldwide coronavirus outbreak that has spread around the world (Vyas and Butakhieo, 2021). It is clear that the influence of COVID-19 on the labor market varies significantly from country to country. Employees in Germany are unlikely to be adversely impacted by the crisis since they adhere to a well-defined short-term work schedule. The consequences differ from country to country, and they worsen already existing inequalities. Employees in alternative working arrangements and professions, where a minor portion of the tasks is completed from home, are also less likely to have decreased hours, job losses, or lower income than the general population. Working from home is not a possibility for certain individuals, even in times of crisis, such as those employed in the information technology or other industries. As a result of the health problem, retraining has become more difficult. All of this might have been avoided if the company had prepared ahead of time and made its workers aware of possible mitigation methods in advance.
All required initiatives are taken during the coronavirus epidemic have long- and short-term ramifications, particularly in the context of employment policies and procedures. When it comes to those who work in flexible jobs, the COVID-19 pandemic may have an influence on their work-life balance, which may need an examination of how the pandemic impacts their careers and work lives. During the coronavirus epidemic, Shan and Thang looked at the influence of employee happiness on productivity. According to Shan and Tang (2020), firms with higher levels of employee satisfaction are better equipped to endure market shocks such as the COVID-19 outbreak than those with lower levels. In the wake of the Covid-19 outbreak, there will be a substantial impact on people's work and professional lives. People will be impacted by the crisis in a variety of ways depending on where they are in their professions and lives, as well as the environment in which they are living at the time of the crisis. The pandemic has positive long-term ramifications, but the short-term consequences are not the same as those that will occur in the future, as previously stated.
Business leaders had already started to adopt the notion of remote labor prior to the coronavirus's appearance on the scene. Working from home has been determined to have benefits for both organizations and employees, according to a LinkedIn survey conducted at the end of 2019 (Davidescu et al., 2020). Improvements in work–life balance and increased productivity are among the benefits, as is the reduction in infrastructure and maintenance costs. Although workplace flexibility proved to be a viable solution during the outbreak, several managers reported that it increased employee productivity, raising the possibility of a reevaluation of how people would work after the pandemic.
[bookmark: _Toc98209025]Examining the relationship between work flexibility and job satisfaction:
[bookmark: _Toc98209026]The goal of flexible work practices is to enhance employees' work-life balance while simultaneously increasing their job happiness and performance in a manner that is consistent with their employer's expectations (Rehman and Siddiqui, 2019). The World Economic Forum reports that enterprises and the labor market as a whole see work flexibility as a vital success element, with advantages to working conditions, productivity, profits, and overall performance. According to economists, workplace flexibility has a substantial impact on the well-being of employees and their families, as well as their level of job satisfaction (Rhee et al., 2020). According to Carvalho and Cabral's revolutionary Cardoso study, human resource management systems based on labor commitment may provide both numerical and functional flexibility at the same time and in an interconnected manner. It is possible that an employer's dedication to human resource management innovation is reflected in a wide range of flexible working alternatives. Human resource management (HRM) methods such as employee selection, engagement, and empowerment on workplace performance have been found to have a significant and positive impact on employee performance, according to the findings of Manzoor et al's investigation into the effect of human resource management methods on workplace performance.
According to a research of Romanian employees' viewpoints, when it comes to work flexibility, Romanian employees put a high importance on cooperation, autonomy, and the option to determine their own schedules. If we take a deeper look at the relevance of employment flexibility in that setting, we may be able to better understand the purpose for our research. According to the findings of this research, whereas numerous studies have looked at the relationship between workplace satisfaction and work flexibility, relatively few studies have looked at how work flexibility impacts job performance. According to Orpen's research, there is a positive association between work flexibility and workplace satisfaction, but no such correlation exists between job performance and work flexibility.
When Davidescu et al. (2020) did their research, they were interested in the link between job happiness, job performance, and work flexibility, among other things. The majority of employees in the study expressed satisfaction with their current work arrangements and employment flexibility, which may have an impact on their decision to remain with the organization for which they work. When employees have more control over their work schedules and tasks, their motivation and productivity increase as a result. According to a survey of 220 Romanian employees, who were asked about their views toward work flexibility, it was determined that it had a substantial influence on their satisfaction and productivity (Beo, 2021). Workplace flexibility may have an influence on a range of factors, including employee well-being, personal and professional performance, and motivation in general, all of which are linked to job satisfaction and productivity. Additionally, the freedom to create your own work schedule is a key aspect in enhancing employee job satisfaction. The literature should be examined to discover whether there are any probable connections between job satisfaction and job performance or between job satisfaction and job performance and flexible work arrangements. Research in industrial and organizational psychology has examined the link between job satisfaction and productivity. The success of a company is directly related to the happiness and productivity of its workforce. In Romania, Pavalache's study Ilie examined, among other things, the connection between "good soldier syndrome" and employment contentment. Workplace contentment has been shown to be linked to a range of qualities, including organizational citizenship, self-efficacy, and hospitality, as well as seniority within the firm. These behaviors are more common in public organizations than in private ones, according to the results of the research.
Companies must rethink their tactics for recruiting and keeping top talent in light of the competitive nature of today's labor market, which must include more than just monetary incentives. A company's capacity to adapt to changing conditions may have a substantial influence on the lifespan and productivity of its employees in the majority of cases. When a company is more flexible, it creates a win-win scenario for both the firm and the employee. Because there is less rigidity in the workplace in a competitive job market, job seekers have more flexibility to examine their choices in a competitive employment market.



[bookmark: _Toc98209026]Consider the following recommendations and implications:
In today's market, when professionals may pick from a variety of employment opportunities, firms must reinvent themselves and begin to provide prospective employees with perks other than monetary remuneration. In many cases, organizational flexibility determines how long a person will remain with a company and, more significantly, whether or not that individual will be motivated to work hard and be productive. The advantages of workplace flexibility extend not just to employees, but also to the company that provides it. The penalty of rigidity is that businesses lose their best personnel, and in a competitive job market, candidates have more freedom to examine their alternatives.
· Employment in nontraditional settings is growing more widespread as the coronavirus outbreak continues to limit access to the job market, according to the Bureau of Labor Statistics. As reported in an early April 2020 Gallup poll, "three out of every five US workers who did their homework during the coronavirus pandemic would prefer to continue working as far away from the crisis as possible," while 41 percent would prefer to return back to work or the office to continue working in the manner in which they had done so before the crisis (Barry et al., 2020).
· Covid-19, in addition to the work itself, has resulted in considerable benefits. For as long as the flexibility does not alter the performance objectives, all of these adjustments will result in a rearrangement of the workplace. Working from home amid the coronavirus crisis has become the new normal, and this degree of adaptation should not be reserved for disasters alone, but should be used in all situations.
· Coronavirus outbreaks will have both long- and short-term implications, according to the World Health Organization. Some managers are looking at the possibility of working from home in order to enhance output while decreasing expenditures (Nakrošienė et al., 2019). As a result of the current economic crisis, the vast majority of workers will surely notice a shift in their working environment. Australia, which has done a commendable job of addressing this health issue, is considering reducing the work week to four days per week as a new measure of employment flexibility meant to boost the economy as quickly as possible while protecting people's health. One option being considered by some firms is a five-day work week with one of those days devoted to volunteer activity.
When faced with a disaster, we have the option of being resilient or resisting. The 2020 Global Talent Trends Study conducted by Mercer found that firms desire to build strategic alliances (40 percent), recruit more diverse talent pools (39 percent), and deploy automation in times of crisis. (This accounts for 34% of the total). Currently, just 44 percent of businesses are considering doing a systematic evaluation of job positions to evaluate if they can be adapted to meet the needs of their employees, according to a recent survey.
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[bookmark: _Toc98209027]Conclusion
Employee development and work time and space flexibility, as well as employee happiness and job performance, should be looked at by employers to see if there is a link. This will help them meet the needs of "future work." Because of this, the goal of this paper is to look at how different types of flexibility, such as functional flexibility, working time flexibility, and workspace flexibility, affect overall employee job satisfaction. It also wants to emphasize the importance of employee development and flexibility in sustainable human resource management..
An employee flexibility composite indicator has been constructed based on the findings of a nationwide representative survey. The indicator incorporates the four most common forms of employee flexibility as perceived by Romanian workers. Aside from that, binary logistic regression models were employed to examine the impact on overall work satisfaction of several forms of flexibility, as well as a composite indicator of employee flexibility, in addition to a binary logistic regression model. An investigation was conducted on the impact of new workspace types (FOs, CWs, HOTs and HOPs) on employee productivity, job satisfaction, and other aspects of workplace performance such as professional development, networking, and interpersonal connections. They were also examined to see whether or not they had an impact on general levels of work motivation.
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