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The COVID-19 pandemic, caused by a contagious virus that was discovered in China and rapidly spread around the world (Gardas and Navimipour, 2021), had significant long-term social implications for the economy, employment and education. The unexpected emergence of COVID-19 has strained all sectors of the economy, throwing employers and employees into the chaos of uncertainty. Human resource is crucial to the effective management of a business, it is a term used to describe the management and development of employees in an organisation, it is about increasing employee performance while creating and enhancing a diverse culture.                                                                             
The pandemic brought with it economic upheaval, causing employees and organisations to adapt to a new normal, reducing face-to-face work and increasing remote work from home, which continues to be the preferred choice even after the pandemic. (McFarland et al.2020).
To increase opportunities for their employees, companies have no alternative but to increase flexibility in their company, which has benefits to offer both the employee and the employer.                                  
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The term “natural resource” was used by scientists in the past instead of “human resource”, in the 1980s HRM became popular when courses with this name began to be offered as part of the MBA programs of leading American business schools. (Torrington, 2014).
Human Resource recognises the importance that people bring to the organisation, they also recognise the advantage that the knowledge and experience of their staff can have over their competitors in preventing them from expanding their market into newer territories. It is vitally important to attract, engage and retain the employee, they are a key resource for the company, treating them fairly and providing them with growth opportunities will bring positive feedback into the company, leading employers to achieve their goals, fail to do so will reduce the company's commercial defences

 and make it difficult for it to keep ahead of other organisations (Torrington, 2014).
The psychological pressure and uncertainty brought on by covid 19 caused negative consequences for employees, The current pandemic situation has created a challenging environment for all organisations and for human resources.                                                  HR is one of an organization’s most important tools, with the potential to make significant contributions to the plan for achieving operational objectives, role was more important than ever during the pandemic, it faced new challenges and solutions for the new world of work, finding solutions that allowed employees to continue their work remotely. Human resources have operated to give employees extra mental and physical support (Vahdat, 2020).                          
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Diversity, Equity, and Inclusion are crucial strategies for most organisations. Diversity gives businesses a competitive advantage, awareness of diversity and inclusion as a competitive advantage is rising, a valuable start for the company is to have a workplace policy that covers equity, diversity, and inclusion, which ensures everyone knows that the company treats everyone fairly, what the company can accept and what is unacceptable, and how the employee can find ways to fix any problem. (ACAS, n.d.)
Workplace inequality is a problem and managers should concern themselves with it.    All employers should treat everyone fairly and equitably, the moral case for diversity and inclusion focuses on employee wellbeing rather than economic optimisation, if the organisation does not promote equality, it becomes immoral and unethical (Hook, 2019).
Diversity and inclusion in the workplace entails bringing together people of various ethnic backgrounds, faiths, genders, sexual orientations, and ages into cohesive and productive organisational units. It entails developing and putting in place policies and procedures that maximise the potential benefits of diversity while minimising the potential drawbacks (Armstrong and Taylor, 2017).
Equality, diversity, and inclusion should be considered in all areas of work:   
· recruitment 
· promotion of existing staff
· salary
· clothing of staff
· redundancy 
· flexible working             
                                                                 
During the pandemic, focusing on diversity and inclusion became paramount for the companies. A workplace that embraces inclusion and diversity has several benefits, is more successful, attracts talented employees, and makes them happy and motivated.
Diversity is recognizing, respecting, and celebrating the differences of others, a diverse workplace is an environment with a wide range of backgrounds and mindsets, which enables greater creativity and innovation. It gives employees social harmony, which helps the company by increasing productivity and profitability.
Equality ensures all individuals must be treated equally, ensuring that those with protected characteristics have the means to achieve the opportunities of their peers.
Inclusion is a hierarchical exercise and practice in which various groupings or people with various backgrounds are recognized and welcomed socially.                                                                                        Inclusion gives diversity a real impact and leads toward a world where all employees are empowered to grow.
These distinctions may be blatantly obvious, such as public initiation, age, race and identity, religion/belief, orientation, marital status and financial status or they may be more innate, for example, educational foundation, background, territorial experience, authoritative residence, even character, such as contemplative and extroverted individuals. (Global Diversity Practice, 2018).                                                                    Taking care of the workplace environment improves productivity, helps retain talent, it is hard to find good employees and it is even more difficult to keep them, employees usually choose jobs based on the way the company treats its employees, opting for companies that make their employees feel part of a team. 
The benefit is employees feel an affinity to the company which they are working with, they feel connected to each other, they feel that safety in the workplace where they are not fearing or dealing with microaggressions from their colleagues, a good inclusion will not make the employee feel concerned about reporting a microaggression or a discriminatory issue that maybe can happen in the workplace, because they fear that the company will take it seriously, it is important for the company building this safety where the employee can feel safe and included.
The company will get the best from its people when they invest in providing its employee an environment where they feel they can be their best and they are valued at all levels within the company.
In another hands, there are risks to diversity and inclusion due to the pandemic, which has a negative impact on wellbeing, as working from home is blurring the boundaries between work and family life, making people feel separated from their colleagues and superiors. Support from managers plays an important role in re-establishing the work-life balance of their employees. If hybrid working becomes more common, groups like parents and the disabled there is a risk that these critical groups will be impacted once more. They are more likely to need to work from home, whilst their fewer demanding coworkers may benefit more from time spent in the office.
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Flexible work opens the door for big improvements in diversity and inclusion, is a valuable tool to create a more inclusive working environment (CIPD, n.d.), is about trust from your employer and it is about to give and take, which helps to create positive well-being in the workplace.
The arrival of the pandemic has made it necessary, where possible, for people to work remotely, which until recently was not considered such a relevant option for companies, who considered working from home to be less productive. Flexible working was already present in organizations before the pandemic, according to ACAS survey data more than half of employers and employees in the UK expect flexible working to increase after the pandemic (Acas, 2021).
The model of the flexible company was proposed in 1984 by John Atkinson of the Manpower Institute of Studies, who argued that organisational structures require greater fluidity in a changing market and competitive business environment.
A company that offers flexible working recognizes the private life of employees outside of work, and for its employees or job seekers is more attractive, this is because employees feel more listened to and considered, and therefore included, giving them the opportunity to decide on family, training or simply avoid commuting hours to work. (Wheatley, 2017)
According to CIDP, 46% of employees in the UK are not able to access flexible working, which makes them more likely to be dissatisfied with their jobs (CIPD, n.d.).
Nowadays, companies are giving priority to flexible working, and there are benefits to both the company and the employee, the increase of flexible working has created a more inclusive environment for the employee with types of disability (Foster and Hirst, 2021).
Allowing people to work from home can be a great solution to many problems, but it is also vital to rethink the office environment to make it more attractive and accessible to people who have been excluded from it before.                                                                                                                                                                                       However, the potential positive benefits of flexible working are not equally distributed across the population and may increase inequality. (Foster and Hirst, 2021)
In addition to the traditional image of working 40 hours a week, 9to 5 today there are new working patterns that are more flexible and adapt to the requirements of both companies and employees. Flexible working covers a wide range of working arrangements (Hook and Jenkins, 2019):
•	Job sharing                                                                                                                                                         •	Flextime 
•	Work from home 
•	Compressed hours 
During the lockdown, there has been an increase in work from home from 5% in 2019 to 46.6% in April 2022.
Hybrid working is a type of flexible working that gives the employee the possibility to splits the working day between working remotely or in the office (Acas, 2021).
Employers stay responsible for the welfare of their employees even when they work from home, they should assess the risks of their employees' working environment, ensuring that it is healthy and safe (Acas, 2021)
The most common benefits are higher productivity of employees and thus higher profitability for the company.
Flexibility may concern working time, the place of work, and the work pattern. Give the employer the possibility to find the family needs, personal and social needs.
Flexible working gives the employee a choice of where they work, how they work, and when they work.
To increase opportunities for their employees, companies have no alternative but to increase flexibility in their company, which has benefits to offer both the employee and the employer.
It allow the employees to manage their daily lives, giving them time to spend with their family or the people who matter to them and work, giving them the chance to create a balanced life (Newbery, 2017).
Technology has given a lot of freedom nowadays, and the employee must understand that many jobs do enable people to work flexibly.
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People with physical limitations or health problems, whether temporary or chronic, have more job prospects thanks to the flexibility of location and working hours.
Giving employees the opportunity to work from home has had positive consequences for all employees
With the arrival of the pandemic, companies have re-evaluated their policies on remote working; the opportunity to work remotely has created more employment opportunities for people with disabilities. (Ruh, n.d.).
Flexible working and teleworking can be beneficial for employees with disabilities, especially in cities such as London where public transport is commonly used to get to work, this can make commuting for employees tiring and painful, and removing this barrier can increase their happiness and productivity.
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Each company should have multigenerational work, a workplace that includes employees of different age groups makes everyone feel included. Age is a characteristic that has an impact on employees from the beginning to retirement.
In order to retain the older generation in the workforce, identify specific needs such as al flexible working to fit in priorities, like part-time or job sharing for a better work-life balance, where they can enjoy their hobbies or take care of their grandchildren.
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The Equality Act 2010 protects employees from discrimination (Hook and Jenkins, 2019), on the grounds of pregnancy, one of the nine characteristics known in the Act as protected characteristics. (Maternity Action, n.d.) 
Flexible work arrangements, such as remote work and flextime, can be beneficial to pregnant employees. Such solutions are a win-win since they enable employees to better meet their job and non-work duties, improving performance while lowering stress. When employees are dealing with pregnancy-related illness, for example, remote work may allow them to meet their job obligations.
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The company aims to build an inclusive working environment that values the uniqueness of each employee, treating them fairly and with respect. (Tesco PLC, n.d.)
A mix of different age groups in the workforce can also help boost morale, because having young and old in a company brings a diversity of skills and experience.
To support their strategy of inclusion they have 5 colleague networks Armed Forces, Disability, LGBTQ+, Race and Ethnicity and Women in Tesco.
Underlying their strategy, the company has established three key pillars:
1 Tesco has launched the #This is Me campaign where employees can express their views on diversity, this helps Tesco to make more inclusive decisions based on the diversity of its workforce.
2 Have created Listen, Learn and Act, which gives the opportunity to listen to colleagues so they can share their options on topics of diversity and inclusion
3 Include inclusion in everything they do, during covid they focused on increasing diversity in junior positions, making sure new hires buy into the word definition and ensuring a consistent experience for employees during maternity, paternity, and adoption.
Tesco’s strategy helps to create a workplace that reflects the same diversity ad is found in society, the diversity of employees made them unique and strong.
The company wants to attract and retain the best employees and works hard to make Tesco a suitable place to work, making sure that wherever they work they can use their full potential (Tesco PLC, n.d.).
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The impact of Covid 19 has brought upheaval to all areas of business, leaving the certainty that the workplace will not be the same again.
The pandemic has rapidly changed the way the world works, the role of human resources has played a key role during this historic period.
COVID has shown that businesses can not only survive, but also prosper, with huge segments of their staff working from home.
Companies should be prepared to develop increasingly inclusive environments by developing strategies that support a diverse workforce.
When managers set a positive example at work and in their personal lives by utilizing the company's resources to meet their personal and professional needs, they signal to their employees that these resources are available and that they are encouraged to use them.
Leaders and HR should start thinking about flexible working as an opportunity to use to bring new hires of more diverse backgrounds to their company.
The pandemic showed how the inability to adapt to change can be disruptive to a company, and how important it is to have a flexible work environment.
Flexible working is a valuable tool to create a more inclusive working environment when it comes to creating equality and create an inclusive culture in the workplace.












[bookmark: _Toc102683231][bookmark: _Toc102683333][bookmark: _Toc102693980]REFERENCES

Acas (2021). New study reveals half of employers expect more flexible working requests from staff after the pandemic is over | Acas. [online] www.acas.org.uk. Available at: https://www.acas.org.uk/new-study-reveals-half-of-employers-expect-more-flexible-working-after-pandemic.

ACAS (n.d.). Making sure your workplace is inclusive | Acas. [online] www.acas.org.uk. Available at: https://www.acas.org.uk/improving-equality-diversity-and-inclusion/making-your-workplace-inclusive.

Armstrong, M. and Taylor, S. (2017). Armstrong’s handbook of human resource management practice. 15th ed. New York: Kogan Page

Cennamo, L., & Gardner, D. (2008). Generational differences in work values, outcomes and person-organization values fit. Journal of Managerial Psychology, 23, 891–906.

CIPD. (n.d.). Building inclusive workplaces. [online] Available at: https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/building-inclusive-workplaces?gclid=Cj0KCQjwxtSSBhDYARIsAEn0thTLBnw29uq8uSq5tYPHyCErnsuKEOLy1X9B7Q96-vCUSgdd5KRNzxEaAmClEALw_wcB [Accessed 12 Apr. 2022].

CIPD. (n.d.). Flex From 1st | Campaigns. [online] Available at: https://www.cipd.co.uk/news-views/campaigns/flex-from-first?gclid=CjwKCAjwjZmTBhB4EiwAynRmD2pocTnWu2VC5TlLUuuLM4FcJtOpQ8mtqOnCeeqftIkkrSt9q7rRjxoCQucQAvD_BwE [Accessed 25 Apr. 2022].

CIPD. (n.d.). Flexible working: a step to creating more inclusive workplaces. [online] Available at: https://www.cipd.co.uk/news-views/news-articles/flexible-working#gref.

Foster, D. and Hirst, N. (2021). COVID is changing the way we work – and for disabled people too. [online] The Conversation. Available at: https://theconversation.com/covid-is-changing-the-way-we-work-and-for-disabled-people-too-150670.

Foster, D. and Hirst, N. (2021). COVID is changing the way we work – and for disabled people too. [online] The Conversation. Available at: https://theconversation.com/covid-is-changing-the-way-we-work-and-for-disabled-people-too-150670.

Gardas, B.B. and Navimipour, N.J. (2021), “Performance evaluation of higher education system amid COVID-19: a threat or an opportunity?”, Kybernetes, ahead-of-print.

Global Diversity Practice (2018). What is Diversity & Inclusion? [online] Global Diversity Practice. Available at: https://globaldiversitypractice.com/what-is-diversity-inclusion/.

Hook, C. and Jenkins, A.K. (2019). Introducing human resource management. 8th ed. Harlow, United Kingdom: Pearson Education Limited.

Maternity Action. (n.d.). Pregnancy discrimination. [online] Available at: https://maternityaction.org.uk/advice/pregnancy-discrimination/#:~:text=The%20Equality%20Act%202010%2C%20section.

McFarland, Lynn A., Sydney Reeves, W. Benjamin Porr, and Robert E. Ployhart. 2020. Impact of the COVID-19 pandemic on job search behavior: An event transition perspective. Journal of Applied Psychology 105: 1207–17

Newbery C. (2017). Q&A: ‘Everything we’re doing on wellbeing is linked to performance’. People Management. [online] Available at: https://www.peoplemanagement.co.uk/voices/interviews/bengougam-hilton-wellbeing#gref. [Accessed 29 Apr. 2022]

Ruh, D. (n.d.). Council Post: Creating A More Accessible And Inclusive Workplace For People With Disabilities. [online] Forbes. Available at: https://www.forbes.com/sites/forbesbusinesscouncil/2021/07/21/creating-a-more-accessible-and-inclusive-workplace-for-people-with-disabilities/?sh=16bd7d522d90 [Accessed 27 Apr. 2022].

Tesco PLC. (n.d.). Diversity & Inclusion. [online] Available at: https://www.tescoplc.com/sustainability/taking-action/diversity/diversity-inclusion/.

Tesco PLC. (n.d.). How we create an inclusive working environment. [online] Available at: https://www.tescoplc.com/sustainability/documents/policies/how-we-create-an-inclusive-working-environment/.

Torrington, D., Hall, L., Taylor, S., Atkinson, C., (2014) Human Resource Management 9th Edition, Pearson

Vahdat, S. (2020), “Vitamin D and kidney diseases: a narrative review”, International Journal of Preventive Medicine, Vol. 11.

Wheatley, D. (2017). Employee satisfaction and use of flexible working arrangements. Work, Employment and Society, Vol 31, 567–585.

www.about.sainsburys.co.uk. (n.d.). Better for everyone. [online] Available at: https://www.about.sainsburys.co.uk/sustainability/better-for-everyone.

www.about.sainsburys.co.uk. (n.d.). You Can is working. [online] Available at: https://www.about.sainsburys.co.uk/sustainability/plan-for-better/our-stories/2017/you-can-is-working.

www.acas.org.uk. (n.d.). Risk assessments for working from home: Health, safety and wellbeing when working from home - Acas. [online] Available at: https://www.acas.org.uk/health-safety-and-wellbeing-when-working-from-home/risk-assessments [Accessed 25 Apr. 2022].

www.acas.org.uk. (n.d.). Working from home and hybrid working | Acas. [online] Available at: https://www.acas.org.uk/working-from-home-and-hybrid-working.
2

