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The undertaking is in perspective of the Human Resource Manager; as per the instruction of the line manager, has asked for a report evaluating the potential impact of flexible working for a Retail Organisation based in the UK employing 1000 staff members deployed at different locations. The report has been prepared for reaching a decision pertaining to the adoption of flexible practices in work as and when applicable.
The pandemic due to the spread of Covid 19 has encouraged flexible working arrangements with remote working gaining prominence. Different states have issued the stay at home order which permits only the essential businesses to maintain the physical locations, have the office open while the other employers were asked to implement flexible options for working. As the orders for social distancing were listed and the businesses started re – opening, employees requested flexible hours and arrangement for remote working as the new normal (Kelliher and de Menezes, 2019). It is assumed that even if the pandemic is not present, the flexible arrangements for work aid in improving recruitment and efforts for retention, it is observed that such arrangements in working augment the diversity efforts within an organisational setting thereby encouraging ethical behaviour and be socially responsible. 
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[bookmark: _Toc102674042]Benefits of Flexible Working
As technology has advanced, people have been provided with the ability of accessing significant information from anywhere thereby it is no longer required for the employees to be present within the office premise to demonstrate productivity. By means of the flexible arrangements of working, employees are able to negotiate less rigid arrangements in work thus improving the work life balance and their contribution towards the organisation (Thomson, 2008). Flexible working have several benefits associated with it; firstly it aids in reducing cost. There are direct costs that an organisation needs to bear when the employees work within the premise, such as office expenses, use of internet, electricity and others that can be significantly reduced when the employee works from his home or with office hours being limited. Real estate costs can also be reduced by cutting down on the individual spaces and using a co working shared environment.
Secondly, it is beneficial in productivity as working from home or remote working cuts down on the expensive and long time for commuting. This also enables the employees to work in their own personal space and hence they demonstrate higher productiveness by using the time effectively that was otherwise spent in traffic (Vartiainen, 2021). Working from home is considered as the most productive space for working. The employees tend to be less distracted when they work from home and their productivity goes up as they get to select the environment that is able to boost their work. Thirdly, the work culture is improved; this enables boosting the employee engagement and morale with inclusion being a priority. Employees are encouraged to have a better balance between work and life thus they are more fulfilled and happy (Thomson, 2008). Fourthly, the diverse teams demonstrate higher creativity and productiveness because of the flexible work arrangements. This enables employees of different backgrounds to be incorporated in the work effectively. Individuals with disabilities, working parents, those unable to work in traditional offices are able to share their talent, ideas and outlook through the sanctity of their own space (Kelliher and de Menezes, 2019). Flexible working encourages a diverse pool of talent as observed in the case of different organisations.
Fifthly, by means of flexible and remote working, retention is improved. As the employees are more engaged and satisfied, there is less chance for them to seek work in other places. Flexibility at work is preferred by millennials over income and thus adds to the chance of them remaining with the current employer. This results in reduced turnover and added costs for recruitment (Thehrdirector.com, 2018). Lastly, flexible working improves recruitment. By offering to the employees a flexible arrangement for working, the employers have more option and better talent to recruit from. A business that advertises the scope of flexible hours and a balance between work and life, more workers of diverse nature are attracted that include people who are studying part time, are looking for flexible hours and so on (Kelliher and de Menezes, 2019). Working parents, those with problems travelling, single parents and so on can apply.
It is always in the best interest of the business to ensure an environment that is employee friendly and provide to the workers with flexibility. By having trust in the employees to carry their work and offer a work life balance, the business fosters higher morale and create a work environment that is positive. 
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At the work place, the aspects of inclusion and diversity among the work force are good for the organisation, organisations that successfully embrace inclusion and diversity tend to be more agile and innovative thus outperform the competitors and also attract a diverse variety of stakeholders. The HR function has a unique conception of the impact of diversity and inclusion on the organisation and ensure effective strategies for permeating into the different components associated with people management (Htun, 2019). This is evident in the practices of hiring; development of recruiters who are inclusive tend to understand the significance and benefits of individuals thus bolstering the pool of talent beyond typical candidates, especially when the benefit of flexible working is offered to them. This enables the HR department to attract more talent, diverse employees and inclusion of different types of employees who will benefit the productivity of the organisation.
Diversity provides competitive benefit in the talent war and increases the practices of enhanced recruitment for providing equal opportunities to the applicants. Even when the option of remote working is present, diversity and inclusion makes it possible to support employee on-boarding, programs for recognition and reward and other means of gaining insight in the unique needs of employees that benefit the productivity and performance (Bleasdale, 2020). In the perspective of risk management, infrastructural risks are catered to by the HR team when employees work remotely to make sure they have all the amenities of working off site or from their homes. The HR team ensures there is no scope of unconscious bias and as the team has a diverse mix of people, it is the onus of the HR department to ensure the employees are educated on the consequences associated with discriminatory or prejudicial behaviour even if they are not physically present within the office premise. 
The employees on recognising the efforts being made to include the diverse voices, provision of flexible working options and arrangements made to enhance productivity and contribution towards the business, there is a higher likelihood of gaining agreement and support during the stage of implementation (Htun, 2019). Flexible working also encourages interaction among the employees over the virtual space thus doing away with silo mentality type barriers; this provides the scope of strengthening knowledge management when the individuals who belong to different backgrounds and have cognitive thinking unique to each individual are supported by the human resource management practices of the organisation. 
Within the scope of HR, leadership development and succession planning are also key areas and these are keenly observed in flexible work hours and remote working where certain individuals shine through in leadership efforts and thus are recognised as the future leaders of the organisation (Bleasdale, 2020). While the employees are provided with the option of flexible working, the HR team is required to make sure every individual is doing his job well and there is coordination among all the employees. This ensures that the employees are in coordination and have each other’s back for both individual and organisational productivity. Otherwise the work becomes haphazard and vague if the employees are not all on the same page. 
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Working results in potential negative impact on the customers, missed scope for collaboration, loss of the organisational culture with decreased engagement of the employees. There are also the added scope of potential abuse by some employees with the schedule management being complicated (Vartiainen, 2021). Moreover, flexible working is not practical for all the employees across positions. The Monday through Friday nine to five work schedule has been a standard workplace norm for several decades (Todd, 2022). In recent times, the demands of the pandemic and related reasons required people to include flexible working arrangements in terms of remote working, flexibility in schedule and so on (Kelliher and de Menezes, 2019). While the flexible schemes have their own benefits, the policy also has certain detractors. 
Firstly, it is not suitable for all the roles of employment; considering the retail industry, the retailers and supermarkets had to hire temporary staff to meet the demands and cater to the snaking queues of customers at the peak of the pandemic (Pettinger, 2020). This was firstly an essential service, secondly, people were hoarding due to panic buying and thirdly, as the stores worked specific hours, it mostly had long queues of customers piling on their shopping carts due to the uncertainty associated with the pandemic. Employees who did not qualify for flexible work arrangements had a level of resentment while the non – essential services offered flexible and remote work hours. Secondly, there were issues associated with communication and availability. When employees work separately and on different schedules, communication, scheduling meetings and discussing projects tend to be difficult (Todd, 2022). Absence of spontaneous communication, over time and scheduling of incompatibility slowed down projects and resulted in opportunities being missed. Additionally all these factors add to the frustration level of the employees as they were unable to collaboratively work with the colleagues who were not present within the office premise.
Thirdly, the level of accountability lacked in huge parameters as the employees got a lot of freedom due to the flexible arrangements. For remote working, there was no guarantee that the employee was actually being productive and not doing personal work (Vartiainen, 2021). While for flexible schedules, the managers faced difficulty in keeping track of employee arrival and departure. The supervisors too found difficulty in being aware about the employees meeting the requisite work hours. This resulted in losses and damage to the morale of the workplace. Fourthly, there arose concerns related to security and liability; employees who were scheduled to work ahead of or later than the colleagues found themselves in empty or almost empty offices (Pettinger, 2020). This posed to be a liability for the employers in case an accident occurred or the employees did not have any sort of assistance present in the work place. For remote working, the employers had to rely on the employees word if they faced infrastructural or connection issues with no actual means of finding out if there was actually a problem being faced or the employee was being smart (Kelliher and de Menezes, 2019). Security logistics was also an issue when accommodating schedules for the non – key holders or for such individuals who needed to access secure buildings that were regulated by the service of a security person. Remote or flexible arrangements lastly mostly resulted in triggering over time and inequality was faced at the work place as employees who worked from home needed to work longer than those travelling to office as their commuting time was cut off.
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The HR department to address the concerns of inequality at work that arises due to flexible working needs to focus on few key aspects. Firstly, it is essential to be aware that there is inequality present within the organisation. This enables the HR to make a plan; organisations are required to have a formal policy for flexible arrangements rather than offering on ad hoc basis according to the preferences of the individual managers (Riva and Russo, 2020). Such a plan on being correctly implemented requires due investigation of the flexible plans of working and creation of a systemic method that is beneficial for the organisation.
Secondly, the above plan needs to be tested; once the basic preparation is done of the flexi plan, the pilot program has to be launched to see its effectiveness (Bosua and Gloet, 2021). Few different teams need to be part of the trail run, feedback gathered from the participants enable in understanding if the plan is working. This makes it possible for tweaking the plan and addressing the problems identified. As the plan progresses, there might be need of further changes. Thirdly, the right tools need to be provided. If the employees are working in shifts or remotely or enjoy flexi options, it is essential to make sure they have access to the right software and hardware that is required for fostering productivity. Fourthly, communication needs to be emphasized on (Berman, 2021); the flexible environment of work will fail if the communication level is not effective. Fifthly, it is highly essential to provide the right level of training to ensure all related parties are on the same page. The managers are required to have training on the handling of remote workers and ensure the productivity is high, the managers collaborate the teams even if they are not face to face.
Sixthly, it is required of the HR team to have focus on the result. If the management team assumes productivity is dependent on people, the flexi culture will not thrive. The HR team needs to shift to a system that is result based (Ferdous, Ali and French, 2020). Seventh, building of accountability and trust is required while the eight factor is to bring everyone together at regular intervals. The more flexibility the organisation offers, there is less probability of seeing all the team members together simultaneously. Therefore occasional workdays that are face to face is required. Lastly, learning and adjusting is the core of flexi policies of an organisation (Bosua and Gloet, 2021). New flexi options need to be sought and the policy needs to be changed. The HR department on following such guidelines are able to implement, test and trust the flexi plan that benefit the employees and aid in leading of a balanced life.
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Concluding the report prepared above, it is observed that while most organisations have adopted flexible work arrangements due to the pandemic, it is not ideal for all organisations, different businesses have different needs and a standardised means of getting the work done flexibly or remotely may not always get the desired outcome. Essential services required flexible hours and additional man power to cater to the needs of the customers, while non – essential businesses required to implement flexible arrangements and remote working with work from home being applied. The report also provides an insight into the role of the HR department of an organisation where diversity and inclusion is promoted and also where the HR team addresses the concerns associated with inequality.
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