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[bookmark: _Toc101375176]Introduction
Managing people in the workplace is the important responsibility of human resource management that works on all procedures of acquisition, optimizing and retaining talent within the organization. The study looks for people management through flexible working practices and on such basis, the report will show the importance of flexible working to promote diversity & inclusion. The practices adopted by the HR manager will be presented for diversity & inclusion through flexible arrangements. The study also will provide some points against flexible working showing inequality among gender. In such consideration, the report will demonstrate the HR manager's role in overcoming the inequality that is arising due to flexible working practices. 

[bookmark: _Toc101375177]Task 
[bookmark: _Toc101375178]Case in favour of flexible working concerning diversity and inclusion at work and analyse the role of Human Resources in promoting diversity and inclusion through flexible working
In recent times, there has been a major focus on diversity and inclusion within the business profession. Diversity increases organizational flexibility, retention, recruitment and financial sustainability. A diversified workforce provides an advantage to the retail organization in terms of competitiveness and raises organizational adaptability towards changing marketplaces. Such benefits may therefore consider being motivated through developing optimum situations for a diversified workforce by including the aspect of flexible working arrangements (Kirton and Greene, 2021). It is analyzed that flexible working is in favour when a retail organization like Tesco comply with legislation. The senior management might make use of flexible working arrangements due to organizational benefits within the business case argument those individuals through varied backgrounds support in adding value to the firm concerning performance and competitive benefits.
The practices of flexible working in Tesco retail organization would deem to motivate equity and social inclusion consequently in respect of benefiting through a diverse workforce. In that case, the retail organization creates HR policies that assist and value diversity through addressing work-life balances. It is also argued in favour that business performance is enhanced when they are connected with retention and recruitment along with improvement in issues of employee engagement for attendance and involvement. The flexible working practices are analyzed as the ways to lower poor performance and stress at the workplace in the Tesco retail organization. The diversity concept around flexible working practice and work-life balances is linked majorly with gender equity and its influence on gendered order (Shagvaliyeva and Yazdanifard, 2014). Although it is argued that the majority of women are struggling in comparison to men more in meeting work-life balances, there is also an ethnic aspect i.e. ethnic minority females generally have to deal with culture, community or religious expectations that is necessitating flexible working arrangements through employers. 
However, not all diversity learning is connected with gender due to which it is concluded that flexible working practices shall be applicable universally in favour. It is also claimed that flexible working practices bring a positive influence on practices of employers concerning disable employees and inflexible work nature places a negative impact on disabled employee's working situations (Baumgärtner et.al. 2015). The young professionals in the retail industry confirm that they are targeted through flexible spending accounts allowing tailored hours of working. It is also favoured that most people want to work in varied ways around generations, family and lifestyle configurations. But the concept of diversity and flexible working practices does not fit with the ideal worker where the commitment to work is encouraged although employees have no work liabilities outside the organization. 
While employers of Tesco retail organization use high involvement, higher work practice performances, flexibility is on control about the chance for self-determination, responding rather as the inhibitor than a way to increase diversity. Further, it is claimed that flexible working practices rarely result in changes in equity of the organization and negative impact can marginalise those not fit the model (Michielsens et.al. 2014). Therefore, it can be considered in favour that retail organizations like Tesco can improve workplace equality and develop inclusive cultures through flexible arrangements. It can supports employees' return to work, lowers down pay gender gap, support employees with fluctuating health situation to stay at work and supports carers to balance work and responsibilities of caring.
The discussion shows that such practices are supportive of favouring diversity and inclusion in the workplace but the results are in favour only when HR supports its promotion. Being the HR leader, it is to be aware that employees are the main assets of the organization. The organization's success is based directly on the team's welfare. A big part of employee welfare shows that the employees should be treated well and with offering utmost respect at the workplace irrespective of their gender or socio-economic identification (Cooper and Baird, 2015). It supports making the HR the centralized approach to diversity & inclusion integral to Tesco that desires to identify itself as a great place to work for employees. This statement has put a positive impact on diversity & inclusion by proving enhancement in performance, brand and innovation. Millennials observe diversity in the workplace as the combination of varied backgrounds, perceptions and experiences and they trust in taking benefit of such differences that lead to innovation in the firm. 
HR has to promote the feeling of oneness among employees to encourage working harder each day resulting in the financial growth of the organization Tesco along with suitable problem-solving capabilities within employees. Diversity impacts on the groups recommend that high diversity is linked with suitable cooperation and brainstorming. It offers Tesco the opportunity to determine the latest trends through having fresh talents and new thoughts. Flexible working by HR can act as the major motivator for employees that lowers absenteeism and makes employees welcome at workplaces whether it is virtual or physical (Farndale et.al. 2015). The significant aspect of HR is to create an empowered culture that promotes employee engagement. Communication with individuals of different cultures can support employees to have awareness of other cultures that also allows them to feel valued. Business conglomerates are putting the councils on diversity, managing panel discussions and webinar for encouraging diversity & inclusion practices and policies. 
Further, it is significant to note that the pandemic has resulted in logistics professionals in retail organizations placing their life at risk and fighting against time for delivering health, happiness and safety at the customer's doorstep. In such a case, the HR manager needs to prioritize the safety and mental health of such employees more in comparison to before the pandemic. In this aspect, it is considered that a perfect mixture of all genders also ensures a better decision making, creativity, innovation and knowledge-sharing approach within Tesco. The HR manager of retail organizations in such situations requires restructuring of workforce policies for ensuring the right growth (Michielsens et.al. 2014). The opportunities to the women workforce can also be given in logistic activities to reflect flexible arrangements and diversity promotions at Tesco. 
With time organizations like Tesco retailing HR managers are committing to transform the future working for females through offering them upskilling training and development opportunities that represent flexible arrangements and promote inclusion. The organization is supporting preparing for leadership positions and breaking the stereotype of the male-dominated firm, especially in the retail sector. Along with that HR leaders conduct yearly monitoring and diversity audits for present employees and prospective employees so that they are known of the racial profile of their firm. As HR leaders in this space, Tesco manager requires devising the best techniques to align the organization with diversity & inclusion objectives, assuring 360-degree growth and welfare of each employee by true work allocation, ongoing training with the employees and collaboration opportunities. 
Diversity and inclusion are important practices of business that high performing retail organizations like Tesco prioritize. Tesco is focussing on creating an environment that supports their employee's thriving challenges and takes opportunities (Kirton and Greene, 2021). Further, the organizations that are promoting diversity with flexible arrangements are results in a positive and bright future. 
[bookmark: _Toc101375179]Case against flexible working concerning inequality at work and analyze the role of Human Resources in addressing the concerns of inequality that may arise from flexible working 
Flexible working can be effective in allowing for better work-life balances and family functioning for the employees yet the organizations are required to be aware of the potential gendered ways in which it is expected to implement. In short, gender matters when the discussion is about the consequences of working flexibly. It is studied that females have to carry out the household work and due to this they have workplace flexibility while males prioritize the work and expand their spheres (Wheatley, 2012). This shows that women will majorly likely to compromise their career opportunities due to flexible working. Therefore, it is important to carefully understand the patterns based on the matter of choice. Family and domestic duties might be understood more as the constraint under which females require navigating and negotiating their working areas. 
It is seen that inequality is linked with the genders working in the organization. The culture of the firm matters like the prevalence of working flexibly within-firm the along with supervisory support yet perhaps more for women is reflected. The household structure seems to be significant in the results of flexible working. There are reflected the differences in single versus two earners along with low versus high-income families for males and females (Chung and Van der Lippe, 2020). It represents that inequality has resulted as worker's occupation also an important concern where gender discrepancies show negative spill-over effects, namely works as long unpaid hours of overtime, of control over schedule based on the occupation of worker. 
It shows that especially in retail organizations where traditional rules on gender roles are still prevalent and where an ideal worker situation is present, the flexible working might encourage more traditionalised labour division outcomes into obstacles instead of supporting gender equality. It is likely because, in such situations, flexible working might lead to a female being capable to expand the burden of the household while men expand their workloads showing inequality prevalent in the workplace. This might reinforce the biases co-workers and employers have towards the flexible working of women and men and more male and female-oriented flexible working arrangements that can raise the pay gap among genders. To overcome such inequality or increase traditionalization through flexible arrangements, there is a need to bring changes in the gender norms and ideal culture of working in the workplace. The flexible working shall not be implemented in a vacuum and as long as gender normative opinions about father and mother roles did not change, the organizations perceiving flexible working will be applied by women and men is not likely to change and will be used in the same manner (Gatrell et.al. 2014). 
The organizations use flexible arrangements providing opportunities to women to work from home with the same job position and work at low payment in comparison to men resulting in inequality in the workplace. It is also seen that flexible working is becoming more of the norm instead of an exception for some employees; this might support workers to use flexible working arrangements for purposes of work-life balance. The inequality results as women use it as the norm to ensure their workplace and domestic responsibilities. It is ensured that managers and workers both are aware of flexible working risks (Arnold and Bongiovi, 2013). For organizations like Tesco, offering good role models of senior management particularly male senior managers, adopting flexible working for purposes of family and without work spills to other life spheres will be significant to reflect how effective to use flexible working. 
It is important to consider the family situation better concern when executing flexibility at the workplace in such a manner that it increases the balance in work—life. One way is to relieve work and the burden of the household which is a double burden for a female when they have a job paid that will overcome inequality in the workplace. Further, more benefits of flexible working are taken by females in comparison to making that act inequality at workplace. It is considered that role of HR is also important to look at such inequality that is arising due to flexible working. The foremost thing HR can consider is fair recruitment and selection practices. It is important that while interviewing selection, the HR manager should specify the flexible working arrangements will be provided under what situations and to whom so that in future inequality among gender did not take place (Bessa and Tomlinson, 2017). During the recruitment only, the situation of the candidate should be understood with their family structure and earners to be aware of the benefits they can take from flexible working. 
The next thing is that HR managers should reduce the gender pay gap to overcome inequality in flexible working practices. When both males and females are working at a similar position with performing the same activities but some are taking the option of flexible working and some do not that should not be resulted in inequality in salary payments. The salary should be decided based on the roles, responsibilities, position and experience and efficiency of working employees, not on basis of gender discrimination. Here the role of HR is important to assign the work and decide on salary packages that support overcoming inequality in case of flexible working practices (Arnold and Bongiovi, 2013). HR manager through flexible practices though ensures increasing morale of employee but the morale of all employees needs to be raised not just of a particular gender and not of other that shows unfair behaviour resulting in inequality. Offering flexible working only to females to boost their morale and not to the male employees is not the fair behaviour of HR and due to this, it is important to offer equal options for boosting their morale and reflecting higher performances. 
HR manager wants to reduce the overheads cost of the organizations like Tesco which have vast expenses. Due to this, they provide females with flexible working options of working from home that supports in saving the cost of equipment and travel cost. But such work from home options should be given to males also to show equality in the workplace otherwise the factor of biasness is reflected in the behaviour of the HR (Wheatley, 2012). On such a part, the employees should also be honest when requesting flexible work. Especially the females taking such flexible arrangement option should be disciplined and self-motivated to work at home so that their productivity and performance are not influenced and they genuinely need to be at home for responsibilities rather than work in comfort. 

[bookmark: _Toc101375180]Conclusion 
The study concludes with managing the people using flexible working practices. The report had considered that flexible working practices promote diversity and inclusion in the workplace as it brings better performance, growth and productivity to the employees by working comfortably. HR managers of organizations provide the option of workplace flexibility to represent that the organization work toward diversity and inclusion and eliminates discrimination in the workplace gender. The study showed points in against flexible working as it raises inequality at work, especially concerning gender. The option of such practice had been majorly used by females due to their family structure and responsibilities. It concludes that HR manager needs to overcome inequality in the workplace that is arising due to flexible working. 
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