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[bookmark: _Toc101650253][bookmark: _Toc101363945]Introduction 
HR specialists need to recognise what inspires their co-workers plus discover methods to accentuate those motivational variables in a range of environments which this report described on the basis of the pandemic situation. Controlling others successfully then it entails facilitating a productive atmosphere by mediating amongst associates and applying problem-solving approaches to enhance diversity and Inclusion in the workplace. After being hired as HR manager for the retail company named Morrisons, which is in the United Kingdom that hires 1000 staff workers at several sites, including retail outlets as well as headquarters, the author is now investigating whether to implement flexible working methods wherever it is practicable. The report will describe the employee perception during COVID-19 and the discernment of the employees during that period.


[bookmark: _Toc101650254]Case in favour of flexible working and the role of Human Resources in promoting diversity and Inclusion through flexible working
The case: The recruiting patterns have shifted dramatically in the previous 18 months as a result of the COVID-19 epidemic in Woolwich and also the technological advancements that occurred through online implementation. Morrisons is more updated than before while serving consumers with their products and services and recruiting online. Here, Morrisons concentrates on workforce implications through the diverse populations, which can also be facing the health effects of COVID-19 more acutely. According to Sarkar (2020), women are heavily concentrated in industries with high unemployment rates in 2020, such as Travelodge, preparation of food, and retail. In September 2020, just 53% of UK adult Blacks were engaged compared to 57% of whites which indicates the enthusiasm of employees from each race, but 39% of Black employment are threatened by the COVID-19 issue, compared to 34% for whites that indicated the diversity inclusion. Without the acceptance of diversity, participation would be less, and the GDP level would not be recovered.
As stated by Paul (2020), during times of high physical distance, vulnerable employees could be furloughed, laid off, or made unproductive, for instance, people paid but not working. Offline presence was crucial at that period that can enhance profitability by Inclusion in the workplace and accepting health, safety and diversity. Yet the retail company started an online service that provides products to the consumers maintaining physical distances. A similar proportion of Ireland and the UK workplace in the five sectors have had decreases in GDP due to the epidemic in the retail industry (Mollie, 2016). But that can be recovered by the online Inclusion along with offline participation of the workers. The increasing reshuffle, high resignation, and combat of talent have become worse over time because of a consequence of severe competition.


The role of HR
Providing vocational facilities and a motivational approach is the basic role of the HR manager. By building an inclusive atmosphere that celebrates diversity, retail companies like Morrisons can reduce absenteeism and increase productivity by recognising emerging trends early on, and HR managers need to play emerging initiatives to make the employees cope with the environment of the workplace. The following initiatives are effective for promoting diversity:
Spreading the talent pool complete recruitment
HR departments should proactively seek or cultivate more diverse candidates, which can be done via internal or external relationships with institutions, charities, etc. For instance, Morrisons offers a great 'Diversity Summer Apprenticeship Program', which initiative is designed to increase diversity inside Morrisons and the dissemination of their industry (Rosie and Caoimhe, 2022). For example, it recognises the difficulties many marginalised groups face in joining the staffing profession and assures interns get a £1,100 monthly training stipend.
Promoting diversity through mentoring
[bookmark: _Hlk101624117]HR departments should set up support groups and mentorship programmes that educate ethnic minorities on how to achieve professional objectives by adapting to diversity. Mentoring is an instance of a successful business giving better guidance and support, and Morrisons has given team managers to their branches with some of their most energetic and hands-on advisers who have enabled the new employees to accomplish their objectives by giving important assistance and advice, and the programme was so effective that 94% of participants claimed it was effective to face the barriers during the pandemic situation (Khan and Jabeen, 2019). 
Managing supply chain diversity 
[bookmark: _Hlk101624123]Morrisons appoints divisional managers to conduct their product cycle and in terms of corporate social obligation, as retail organisations adapt the way they acquire offerings. Morrisons achieved this by collaborating with local and cultural minority suppliers to grow their ethnic food products and distributors' base. HR has helped satisfy the demands of its increasing client base since it's its duty to work against employment discrimination, and as a consequence, Morrisons has increased sales and profit by 118% throughout ethnic categories (Rosie and Caoimhe, 2022).
Progression & management in forming diversity
[bookmark: _Hlk101624136]Retailer stores confronted diversity due to the pandemic situation, and every company has the potential to generate a significant contribution to the business's long-term success by providing vocational facilities to the employees. HR leaders can supervise the 12- to 18-month strategy that allows people to establish and govern their careers via activities including external formal development and real leadership programmes. This programme worked during that situation because it built participants' confidence and enhanced staff prominence inside the institution (Hays-Thomas, 2016). 
The concept and drivers of employee engagement
[bookmark: _Hlk101624142]Hr managers of Morrisons can appoint employees in particular positions to keep flexibility, diversity & inclusiveness in the workplace and make sure the following benefits:
[image: ]
Figure 1: Benefits of diversity and addition at work
Source: (Mitchell et al., 2017)
[bookmark: _Hlk101624149]Diversity in cognitive viewpoint or information processing method where gender, race, or age do not predict it. Due to the COVID-19 situation, the retail stores of Morrisons conducted e-commerce sites where online order and delivery services maintained their profit level and consumer satisfaction without concern about consumers' race or ethnicity.


Following benefits also included the fact behind the reason for employee engagement during the pandemic situation:
When comparing organisations with high effects of workplace diversity to retail stores with low rates of job diversity, retail stores with the greatest levels of organisational diversity recorded ten times greater sales revenue which refers easy to troubleshooting in the workplace (Chowdhury et al., 2020).
E-business service in Morrisons provided the varied perspective of both workforce and demand of the company, but it is quite accessible to the company since it is a healthy way to serve consumers.
Online or offline each diversity includes revenue, yet online reviews are more effective than offline ones, and inclusiveness increases profitability by innovating more ideas. 
While most retail industries remained closed, Morrisons and the other companies kept their reputation serving the consumers, maintaining safety conditions which are a great initiative to augment diversity.
Offline safety training with legislation and online effectiveness via e-commerce made the working environment accessible for each kind of personnel in the retail company (Gallego, 2018).
Website service and pandemic offerings are the portion of innovation in retail that remained the inclusiveness even after the pandemic situation was under control. 


Assessment of diagnostic tools to measure employee engagement
[bookmark: _Hlk101624154]Survey says employees require to work both online and offline, but due to the health consciousness, a huge portion of workers are dispirited to work by physical appearance. Without physical appearance, the company will fail to adapt to the diversity that was initiated during the epidemic situation, such as wearing masks, using sanitisation, and ensuring the safety of the service products. Employees did react more positively following the retreat and remuneration award after the pandemic, which encouraged employees as discovered by the management team (Mitchell et al., 2017). The overall level of involvement as well as the relationships amongst colleagues and supervisors, which is a factor of the engagement score, have both increased.
[image: Figure 5. Vulnerability of jobs by age groups]
Figure 2: Sincerity of jobs by age groups during a pandemic situation
Source: (Rumrill and Strauser, 2021)
[bookmark: _Hlk101624164]The figure shows the sincerity over diversity and inclusiveness that occurred during the pandemic situation among employees and their age range with working position is presented because it will support retail companies to face other diseases and make sure the consumers are getting their diverse services. Another part that makes individuals adaptable is how old they are, and COVID-19's health risks rise markedly with age, but the financial risks are focused solely on young people and fall off with maturity level, and similar things happen to workers who are in the staff section of Morrisons (Rosie and Caoimhe, 2022).
Young, inadequately experienced, and low-paid workers are more likely to feel the effects of COVID-19 in the labour supply than older in a retail company, better-educated, and better-paid workforce, as well as regions which are already poorer and have more short-term jobs. The lockdown made things more unequal because of how it affected jobs.


[bookmark: _Toc101650255]The case against flexible working distinguishes between the benefits of flexible working and the risks associated with it.
[bookmark: _Hlk101624172]There was a significant difference in the heinousness and recurrence of these issues between developing retail companies and affluent ones. With regard to various populations, pandemic issues were both more prevalent and felt more straightaway. On-site occupational health and safety, as well as mental health concerns, are of special concern to women in the retail company Morrisons (Rumrill and Strauser, 2021). As a result, they are more anxious than men in the workplace about additional family obligations, which suggests that the pressure of the "double shift" tends to be a biological gender-based problem around the globe.
According to the author Moktadir (2020), People of colour (POC) are mainly very concerned about their terms and conditions of employment, as well as their career progress and how to balance home and work accountabilities. The diversity of working and communicating from home is not easy and adaptable for any retail company like Morrisons, and people who got affected by the virus are at high risk of losing their job if their previous performance level is not satisfactory. 
Employees face a lot of challenges, and most companies have COVID-19-specific legislation, policies and practices in place to assist them through this unique time. Almost all of these guidelines reduce the errors that are unique to employees from different backgrounds, as stated by Paul (2020). Ninety per cent of the people author asked about how important their CEO made diversity, justice, and participation or Inclusion during the disease outbreak said that even though the crisis was stressful, DEI was still important.


Existing Disadvantages that went against inclusiveness 
[bookmark: _Hlk101624181]Individuals with chronic diseases, impairments, and other pre-existing disorders are more susceptible to infection and sickness. Add to that the consequences of lockdowns, social isolation, and job or financial uncertainty on mental well-being occurred at the workplace, and it's evident that employee and customer safety isn't only can be maintained by the uniform. While a shift to a 'normal way of life' with distance and hygiene laws could be safe for most employees and customers, it is vital to remember that it could further exclude existing marginalised groups of Morrisons, especially if these protective measures are not consistently enforced (Shropshire, 2018).
[image: Increasingly Diverse Workforce.: Challenges of Diversity]
Figure 3: Challenges of diversity and inclusiveness in the workplace
Source: (Shropshire, 2018)
[bookmark: _Hlk101624191]HR managers need to analyse the following challenges of diversity that leads employees to vote against diversity and inequality:
When there is a lack of interaction and familiarity, this leads to distrust and ignorance of others that occurred in the workplace during pandemic situations, and it also exacerbates tensions and tends to make it more difficult to come to a consensus on issues (Gomez and Bernet, 2019).  
Stereotypes in the workplace arise because participants often categorise their peers rather than correctly assessing their accomplishments, talents, ambitions, and motives. Work assignments that will have inequal Inclusion will likely result in poor commitment, more turnover, and underutilised abilities.
Individuals usually prefer to work in groups, while performing in a group with varied individuals typically generates delays in issue solving, sluggish decision making, and disputes. Pandemic made it frightful to work peer-to-peer on an offline platform.
Employees often misinterpret their co-workers based on their skin tone, religion, and ethnicity, among other characteristics, which has a huge detrimental influence on retail companies and since COVID-19 was initiated in China, there will always be an issue with the people from that country in term of workplace inclusiveness (Chowdhury et al., 2020). 
Communication barriers occurred since employees with covid symptoms had to remain in isolation and other staff handled the situation, which affected the company's operational area on inclusiveness. 
People viewed as lazy or sensitive will be offered less stressful occupations than their colleagues, which creates inequality and often tend to hamper team performance (Mollie, 2016). 
This research has shown that people from all kinds of backgrounds and places had the same problems with their psychological disorders, work-life balance, functional issues, health and safety at work, a lack of connection and belonging with co-workers, and concerns regarding job opportunities. Cultural inequality leads the retail to include more offerings during pandemic situations to attract more consumers. 


Concerns about the inequity that may occur as a result of flexible working arrangements drive inequality and procrastination. Managers and supervisors often find it frustrating when employees are allowed to choose their schedules, but this doesn't apply to everyone else in a team (Gallego, 2018). A single team is a lot easier to lose track of if they're still working at various times or in separate areas.
[image: Coronavirus (COVID-19) and the Impact on Retailers, Digital Travel,  Ecommerce in China and the US - Insider Intelligence Trends, Forecasts &  Statistics]
Figure 4: Impact of diversity crisis in retail business
Source: (Gomez and Bernet, 2019)
Diversity & Inclusion in recovering the crisis
[bookmark: _Hlk101624197]According to recent management research, organisations that have an inclusive corporate culture are twice as likely to surpass financial objectives, 1.6 times more inclined to be inventive and flexible, and eight significantly more likely to generate superior economic results than their competitors. Within 2023, the overall change will be decreased, and the GDP rate will be increased since the sales will be amplified. Inclusion during the crisis stands to reason that the most notable advantage of adopting online based software is that firms can obtain more insight into what staff members care about it and how well they are feeling—particularly during times of change (Mitchell et al., 2017). The programme of workplace inclusiveness makes it easier for workers and their managers to verify on a regular basis by automatically distributing a quiz with either bespoke inquiries or questions from the company database to all of the company's employees.


[bookmark: _Toc101363946][bookmark: _Toc101650256]Conclusion 
[bookmark: _Hlk101624202][bookmark: _Toc101363947]Since the paper show the favourability and challenges of diversity, in term of the company's possibility of earning a profit, online inclusiveness needs to be accepted. Diversity cause challenges, but also it has positive outcomes. Considering these dismal facts, executives now have a capacity to evolve a more equal and inclusive environment for working in retail companies that will enhance their firms well beyond COVID-19. Businesses that grab the possibility would not only be superior prepared to manage their people but also will promote sustainable commercial performance 
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