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[bookmark: _Toc101032704]Executive Summary
With the end of the pandemic, the retail companies expect regular productivity, as well as the employees also want to get a flexible working place. But getting this flexible working place is not easy as diversity and inclusion come in their way as a necessary booster. Diversity and inclusion are intermingled terms but have different functions. One determines the diversification based on gender, age, ethnicity, culture, religion and race while another ensures that diversity comes under the same roof and is treated equally and fairly. Inequality is another obstacle that can be addressed and mended by human resource management by promoting diversity and inclusion.
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[bookmark: _Toc101032705]Introduction
After the pandemic, the environment of the workplaces has reached such a condition that many employees and employers expect a flexible working environment. From a new survey of ACAS, it has been found that in Great Britain, half of the employers want flexible working from the employees after this pandemic. When ACAS commissioned YouGov to check out the comparison rate of changes in the business field during and after the pandemic, the poll found out that when 55% of employers expect an increase in staff working from home or remotely part of the week, 49% expect it all week. For this, as a Human Resource Manager of Tesco PLS, a report has been made on the potentiality of flexible working, how it is favourable in terms of diversity and inclusion, and how the HR promotes it. Again, the unfavourable condition of flexible working in terms of inequality and how HR addresses it as a concern has been delineated in the report.


[bookmark: _Toc101032706]Report in Favour of Flexible Working in Terms of Diversity and Inclusion
In each workplace, the working condition and environment should be expected in favour of its employees and employers. Almost every retail organizations do its best to ensure the best working place to keep their growth and productivity in the business sector. But during the pandemic, the working hours, conditions and overall process have changed a lot and it directly affected both employers and employees. The employers and employees both now expect a flexible working place after the pandemic but it has its impacts in terms of diversity, and inclusion which directly has been dealt with by the Human Resource Management of an organization.
[bookmark: _Toc101032707]Flexible Workplace
In a workplace, the term flexibility has been used as a strategy or a policy to ensure the company’s overall benefits. A flexible workplace offers an environment where the employees can work according to their willingness and capability (Cole, 2019). In a word, a flexible workplace ensures freedom for the employees. To get a flexible workplace, as an employee, it’s an important task to adopt leverage practices that may allow the person to work freely. To ensure a flexible working place, the Human Resource Management can limit the working hour based on the week so that no employees have to take an extra load to do overtime to get more. The fixed working hours with salaries can make the working environment more flexible. The next thing is to manage the telecommunication system and offer flexible hours by breaking nine-five fixed schedules so that employees can work on a committed deadline but with more comfort (O’Donovan, 2019). But there is the intervention of diversity and inclusion that come on the way.


[bookmark: _Toc101032708]Diversity And Inclusion
Diversity and inclusion are the two most important things in the workplace that are regulated by human resource management. These things are more than policies and systems. The employers who follow equity lessen their competitors by creating these unique goals for the employees. These two concepts are interconnected but not the same things. Diversity is all about representation while inclusion is to arrange and decorate this representation (Grissom, 2018). In another word, in the workplace diversity is defined by a company’s workers based on different genders, sexuality, races, religions, ages, ethnicities etc. This diversity can come in different forms such as internal, external, organizational and world view. In the case of internal diversity, a person belongs to this by born nature and can not change it, for example, his or her race, age, ethnicity etc while external diversity can be changed and modified, for example, a person’s education, skills, geographical locations and socioeconomic status etc (Kirton et al, 2021). Organizational diversity consists of work location, job responsibility and function, and job management while a person’s political belief, historical knowledge, and cultural ethnicity shape his or her world view on diversity (Nair et al, 2015).
Inclusion in the workplace refers to making sure that every employee in a particular workplace is treated fairly and included in the same team. It is the arrangement of managing diversity under the same roof in the workplace (Syed et al, 2019). Inclusion is the achievement of the human resource team of a company that ensures that all employees are treated fairly, equally, and get equal opportunities and resources to access. Under the inclusion, the diversity of a company gets shelter. Both these terms are intermingled but are not the same. One term is depending on others as diversity is a common thing while inclusion is necessary to ensure divert management well in the workplace.
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To make the workplace flexible is at this point, one of the most important and demanding things. Diversity and inclusion in this case play a great role as no workplace is not out of diversity. To make the workplace flexible, diversity and inclusion come as blessings. Diversity and inclusion are necessary for the workplace for various reasons such as-
Making greater innovation and creativity: In the workplace, to ensure flexibility, diversity and inclusion are mandatory as under the roof of diversity and inclusion, the employees will get the chance to make innovations and show their creativity.
Offering a range of skills: With diversification, a company can get a workforce from different backgrounds and can ensure various potentiality of the employees and with the help of inclusion, these skills can be utilized in a flexible workplace.
Boosting business: In a company, while the diversity of the employees can be ensured with inclusion, the company’s workplace will be more enjoyable and many expect employees who search for this type of environment, will stick to this and that will boost the overall productivity of the workplace flexibly (Farndale et al, 2015).
Rejoicement of the employees: Working in an environment where diversity and inclusion are promoted in a flexible term, the employees feel comfortable working and this makes them happy and the productivity of a company can be increased.
Increase the productivity and customers: People from different backgrounds come together and work together reinforcing the development of the productivity of the company as under the same roof different types of people work together and attract new customers as well as hold the old customers (Abidi et al, 2017).


[bookmark: _Toc101032710]The Role of HR In Promoting Diversity and Inclusion in A Flexible Workplace
Human resource management plays a vital role to promote diversity and inclusion in the workplace. This is the team that ensures the overall management system in such a way that the employees feel comfortable working in the place. Almost every organization strives to hold the diversity and inclusion for the betterment of the company and in this case, the human resource acts as a booster to accumulate all things together, To promote diversity and inclusion in a flexible workplace, the human resource from Tesco can do things such as-
Interview session standardisation: The human resource can enhance the standard of the interview session by keeping the same question for all interviewees so that the interviewees cannot be partialized. Again the human resource by keeping all the procedures the same can avoid bias and at the same time, diversity and inclusion can be maintained properly.
Rewarding the behaviour: Besides the traditional training and reporting sessions, the human resource can observe and analyze the diversified behaviour of the employees and their capabilities in the work. By observing these qualities, the human resource can arrange the reward system for those who play a vital role and this way diversity and inclusion boost the overall productivity.
Fitting culture: With multiple cultures and ethnicities, the workforce of the company work and by fitting a common culture, the Human resource can bring all culture under the same roof to accomplish the work in a better way (Meacham et al, 2017).
Building and developing new programs: By building new programs and training for the employees, the human resource can arrange for the employees with different demographies to work together (Ahammad, 2017). In this case, new developing programs boost the energy of the employees to work in a flexible environment by maintaining diversity and inclusion.

[bookmark: _Toc101032711]A Report Against the Flexible Working in Terms of Inequality
Inequality in a general sense means where there is a lack of equality. In workplace, inequality refers to unequal treatment based on sex, religion, culture, ethnicity, age, status etc (Gerstel et al, 2015). When people are biased by all these factors such as sex, age, culture, ethnicity, and religion, people act in an unnatural way and in the workplace, people are treated unequally. 
The most common cause can be traced due to gender discrimination and racism. Gender discrimination acts as a destructive factor in the workplace. Women are treated lower in comparison with men. Women are even paid low than the men are paid. Women are at risk of sexual harassment in the workplace and so they are not allowed at a flexible working hour. Their schedule and work are fixed and these can be termed conservative for these women have to pay heavily in the workplace (Loretto et al, 2015). In the case of salary and promotions, women are often considered less than men. In many workplaces, female seats are fixed so that no violation can occur and this recesses the opportunity for women to work based on their capability and talent.
Skin colour is another big issue when it comes to inequality in the workplace. Of skin colour, many men and women can not get the position that they deserve according to their performance and talents. In many workplaces, blacks are still not allowed the way the whites get convenience. Many black women deprive of their desired and deserved salaries and promotions and are treated badly in the workplace (Kossek et al, 2018). Skin colour makes diversity and inequality among the coworkers and in most cases, the minority are being bullied and got harassment.
Another inequality is traced because of religion. In most European countries, muslims are still seen as terrorists and they are not allowed to work in a greater way. The same picture can be traced to the case of Jews and Christians. The majority ignore and insult the minority and treat them unequally in the workplace in terms of getting opportunities, salaries, and promotions. The only thing is the admonition that the minority gets the best from the majority.
While such inequality prevails in the workplace, it’s very tough to regulate flexible working system. Due to COVID 19, already a vast number of inequalities have been traced in the workplaces. Due to the pandemic, women were the victims. They had to quit their jobs and take care of their family. In many workplaces, women were terminated for the welfare of the employees’ families and the companies. After the pandemic, in many organizations, some initiatives have been taken to recruit more female employees but the condition is still poor. Again, salaries and promotions are not given on a regular basis so there is traffic on promotion status too. So in such a case of inequality, it’s not a reasonable decision to make the workplace environment flexible without mending all these issues.
[bookmark: _Toc101032712]The Role of HR In Addressing the Concern of Inequality
Inequality places a huge area in the development and prosperity of any organization. From gender gap to salary to promotion, in all places nowadays inequality, an organization pays a heavy toll on its prosperity. The human resource of Tesco can take some initiatives in this case to address the inequality system and to subside this problem by eliminating workplace discrimination, assigning a transparent salary system, flexible work as an option,  training opportunities, preventing racism, giving equal promotions, monitoring equally all the workers etc (Torrington et al, 2008). Some other initiatives that the human resource can take are as follows-
Exploiting the data: The human resource is the only source that can explore and collect all the data that initializes the inequality over gender, race, culture, and ethnicity and makes a collection and analyze it and represent it to the board to mend the solution of the inequality.
Bringing Senior leadership support: The human resource can collect and analyze the data and report it in front of seniors to bring support them. The human resource can also present it in a board meeting and other seminars so that the company can aware of the presence of the inequality prevailing in the company and take initiative.


Stop intersecting: The human resource can lead the workers to think and behave without intersecting one another in terms of gender, religion, culture, age, race, ethnicity rather he or she can influence the coworkers to stop thinking the incongruity and focus on work and goal only. This way human resources can make brotherhood among the coworkers in the company.
An approach to diversity and inclusion: By implementing diversification and inclusion in the workplace, the human resource can manage the subsidiary of the inequality. Diversity and inclusion ensure the equal and fair treatment of all employees in the workplace by giving them proper respect and advantages in the workplace.
Addressing unconscious bias: The human resource can trace and explore the bias or conflict that is prevailing in the workplace among the employees. He or she is the person who can mix with the coworkers, observe and discuss with them what is creating the issues among them. After that, he or she can decide what to do or take the next move to sort out the whole thing.


[bookmark: _Toc101032713]Conclusion
The pandemic gave a great blow to the business world so as to the employees and the employers. After the pandemic, to get back to normal condition, it’s very important to manage a flexible working place for all organizations. But managing a flexible working place is not as easy as the saying goes. To ensure a flexible working place, the human resource needs to bear in mind diversity, inclusion and inequality. Diversity and inclusion are interconnected; while one ensures the representation another takes the guarantee that this representation will work. Inequality makes a hindrance to creating a flexible working place but it can be solved by ensuring diversity and inclusion via human resource management.
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