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[bookmark: _heading=h.30j0zll]Introduction 
Over the past few years, the UK has faced substantial challenges due to the Covid 19 pandemic. There is a huge impact of the virus on the lives of those who are not directly affected by it but face challenges at work, at home and in a wider area of their life. While dealing with these situations the idea of workforce flexibility has increased to an extent and even in the post-pandemic era, people want flexibility in their work to balance their work with other responsibilities and commitments. Flexible working promotes a more diverse workforce by removing unnecessary restrictions and there is a strong demand for more flexible jobs in the UK. Asda is a leading retail company in the UK with a 15.6% market share (Statista, 2022). The company is offering workforce flexibility to its employees in terms of providing work from home, remote working, additional perks and benefits and others (Reed, 2022). The study is going to shed light on the various aspects of providing workplace flexibility from the point of view of a human resource professional of ASDA. 
[bookmark: _heading=h.1fob9te]Flexible working, diversity and inclusion at work 
Workforce flexibility can be described as a situation where employees get a choice in terms of how, when and where they want to accomplish their assigned tasks. On the other hand, diversity means the presence of a range of people coming from different circumstances and cultural backgrounds within the workforce. Workplace inclusion can be described as a place where the differences between people are accepted openly and valued and they get equal opportunities to work. An inclusive working environment refers to where everyone feels that they belong to the workforce equally and they are valued as their contributions are appreciated. It helps them to remain full of potential irrespective of their backgrounds, circumstances or identity (cipd, 2021). To make a workplace inclusive the human resource of the organization needs to implement fair policies, rules and regulations that enable a diverse workforce to work in collaboration.  
The Covid 19 pandemic has created several hindrances to business and made it difficult to manage workforce decisions in terms of furloughing, redundancies and return to work. The human resource management of various organisations needs to operate and make their decisions under the legal obligations of the UK government without encouraging any kind of discrimination. It is necessary for the employers to make their workplace transparent, and adapt HR practices according to the present situation created by the covid 19 pandemic, for example, virtual recruitment strategy and many more. 
As the external circumstances and affairs are changed during and after the covid 19 pandemic, it has become important to implement workplace inclusion and diversity in order to achieve organizational goals, aims and objectives. However, making a change requires flexibility, thus workforce flexibility is equally connected with the matter of workforce inclusion and diversity (Cipd, 2021).  For example, ASDA has announced plans to make its hybrid work culture permanent when the restrictions related to Covid 19 will be lifted (BBC, 2021). We live in a diverse society and almost in every organization diversity exists. Flexibility is directly covered with inclusion. Flexible individuals feel more likely to adopt the way of thinking of different people and understand and accept their way of living and expressing themselves. 
There is a great role of flexibility in making the workplace diverse and inclusive. The connection of flexibility also suggests the capacity of an employee to adapt to different tasks and schedules. However, flexibility goes beyond this and can be taken as a way of thinking and mindset that makes a workplace more inclusive (smrmpr, 2022). The perception of diversity is changing with time and employees need to adopt flexibility to promote diversity in their organization. The organizations that promote flexibility, diversity and inclusion suffer fewer challenges and it enables them to attract the younger generation and new workforce. When flexibility remains at the core of an organization it helps to transform the organization organically and naturally. For example, ASDA is providing work from home to its employees as it makes them more productive from the organization's point of view (BBC, 2021).  On the other hand, the companies that don't have a flexible workforce face internal crisis and more risk that affects their employer branding, attrition, productivity and reputation as changes happen (smrpr, 2022). 
Another advantage of making the workplace flexible, inclusive and diverse is that the employees appreciate managers who are flexible and provide flexibility to their employees. For example, flexible managers often provide their employees with an environment in which they feel curious to know more, which makes them more productive and creative. For example, ASDA is planning to build a society where 13,000 office employees can work anywhere (BBC, 2021).  It reduces stress among the employees and allows them to work comfortably by creating a sense of belonging among them and optimizing opportunities in their way. 
[bookmark: _heading=h.3znysh7]The role of Human Resources in promoting diversity and inclusion through flexible working 
Diversion and inclusion can be considered as a corporate social responsibility that provides the employees with the belief in fair justice and a sense of belonging as well as equal opportunity to grow. The workplaces in present-day are complex and inclusivity is essential for team collaboration and it empowers the employees to contribute to achieving the goals and business objectives of an organization. The human resource management of an organization is a crucial part that helps to promote workforce diversity and inclusion through flexible work practices.
 The human resource professionals understand flexible working in terms of where and when their employees want to work. Providing the employees with the same facility requires changes in the present infrastructure through formal arrangement or informal agreement between the organization and its line manager (Assets, 2019). However, making a formal or informal change includes the change in the company's present practices and change in infrastructure which needs spending of resources and it can be hindered by other employees as every employee has their preferences in terms of flexible work culture.  
It has been obtained that people want to work with employers where an organisation provides flexible working. By promoting flexible working a company can make their employees feel valued at work. However, the implementation of this practice cannot be suitable for every industry as some of the industries such as dairy and medicines and some the areas of work come under essential services that require work more effectively during an emergency (assets, 2019). Therefore, it becomes challenging for the human resource professionals of an organization to provide flexible working to every area or department of an organization as it hinders the process of making a workplace diverse and inclusive. 
To remain competitive in the industry the employees need to work for them to perform their best. The human resource management of an organization recognises the importance of inclusion and diversity in retaining the talent and skills they need. However, providing workforce flexibility from the hiring and retaining process can hinder the other operational activities of a human resource professional and make the hiring and training development profession longer which can hinder the overall productivity of an organization. 
To promote workplace inclusion and diversity, human resource professionals need to design fair and appropriate people practices and make their work culture inclusive and diverse so that every employee feels valued and respects each other. The human resource professionals need to ensure that the contributions of the employees are recognised and appreciated. However, in the process of promoting diversity and inclusion, some employees can feel biases that can hinder their morale and create a barrier in the process of making the work environment diverse and inclusive.
 The human resource professionals also need to modify their job design and provide flexible working as the components of diversity strategies so that they can attract talented employees and a wider base of candidates for their organization. Business organizations should consider their corporate responsibility to promote social inclusion and diversity in their workplace; however, low rates of economic activity can hinder the market and growth of the business (assets, 2019). On one hand, when corporate responsibility meant focusing on the environmental issues of an organization presently, the meaning of corporate responsibility became a wider concept that includes the well-being of the image of the entire organization. The human resource professionals of an organization focus on CR activities in retaining and attracting both their employees and customers. However, to fulfill the CR activities the human resource professionals of an organization need to comply with the rules and regulations of the UK government. On one hand, when the laws and legislation such as the equality act 2010, and the national minimum wages act play a key role in making a workplace diverse and inclusive it enhances the financial burden on an organization. 
[bookmark: _heading=h.2et92p0]Case against flexible working about inequality at work 
Although flexible working is seen as the key to promoting diversity and equality in a business organization, it can also be the reason behind promoting inequality in an organization. As per new research done by the Chartered Management Institute and Work Foundation, it's found that the managers who believe in the traditional views of the workplace and are expecting to decrease the hybrid work culture formulated during the pandemic exacerbate the present inequalities in the workplace. From the results, it has also been obtained that the women employees are less likely to discuss to their senior management team about remote working and less likely than men to think that their organization is inclusive of remote workers. For example, though ASDA has committed to providing a flexible work environment, discrimination and inequality are present in their work culture in the context of paying the male and female employees equal wages. The store workers of ASDA who were mostly women said that they are paid less than their male counterparts as most distribution deport staff were men (BBC, 2021).
As per the new data surveyed from 964 managers of Chartered Management Institute along with 1000 workers from the UK that includes women, disabled, and all other types of people such as people who have caring and parenting responsibilities within the workplace also says that almost half of the managers has the authority or power to decide which employee can work remotely (55%) when should staff be present at the office  (63%), the expectation of staff responsiveness (53%) and working during the day  (53%) (hbr, 2020).  The data also reveals that for every one in five employees, 20% of the total respondents are not happy with their present work environment as their line manager decides to provide workplace flexibility to them. 
With remote work and other forms of workforce flexibility can be pivotal to employees as it helps them to make time for their wellbeing and their responsibilities along with work and as per the study, the outdated attitude of the managers can increase the workplace inequalities which is already present in an organization. Beside this, it has also been obtained that the female workers, disabled workers, caterers and parents can face particular challenges while operating remotely as they can feel isolated and potentially miss out on the opportunity to learn new things or train and develop (hbr, 2020). 
Another concern introduced by the director of the work foundation is that there can be a real risk in the office culture despite promoting flexible or hybrid arrangements that can end up promoting workplace inequality between the workers who primarily work from the field and employees who work remotely. However, using a hybrid work model there are many employees such as the disabled, carers, parents and others who have benefited from the flexibility increased since 2020.
[bookmark: _heading=h.tyjcwt]The role of Human Resources in addressing the concerns of inequality that may arise from flexible working. 
Human resource professionals play a great role in increasing workplace flexibility and minimizing the chances of inequality by making inclusive policies and taking measures to address the inequality that may arise from flexible working.  The role of human resources in addressing the concerns of inequality is discussed below: 
The human resource professionals can develop an employer campaign in which they can accelerate the programme to promote inclusive flexible work practices. For example, they can make policies and strategies to consult with the employees and keep their staff engaged and spend more time on-site. The managers can also be trained to manage a hybrid workforce. Other measures such as the right to disconnect policy can be introduced to reduce workplace inequality. However, the process of implementing these policies can be a time taking process and providing the managers with training and development opportunities can hinder the ongoing business operations which can be a negative side of the process. 
To reduce the inequalities in the workplace, it requires large employers share information on their approaches to providing a flexible work environment and their progress can encourage take up across their organization. For example, the human resource management of an organization that has more than 250 employees should publish their policies associated with hybrid and flexible working and monitor or review their flexible work practices across various groups of workers and regularly publish data and action plans related to improving their present or ongoing process (shrmp, 2022). However, to implement this process the human resource professionals need to make a detailed plan to implement this process as well as inform their employee base about the policies they have taken to reduce inequality which can also reduce their negative point of view towards their employers. 
To reduce the inequality at work the human resource professionals can consult and conduct team meetings to develop an approach to flexible and remote work. Moreover, the consultation should be conducted from time to time as an ongoing process that will aim to develop understanding between employees. The process will also help the leaders and managers to adjust better conditions to help workers to be more productive. However, the leaders and managers need to be patient with the workers in order to understand their needs and requirements and act accordingly (shrmp, 2022). The human resource professionals can also engage their staff to different types of approaches in order to experiment with the best suited process and assess the purchase through feedback from the employees. However, it can be misleading to the human resource professionals as the results can vary from one another due to the different needs and demands of the employees and for their own version of having flexibility and diversification at work. 

[bookmark: _heading=h.3dy6vkm]Conclusion
The above study has focused on various aspects of the workplace such as diversity and inclusion and how flexibility promotes them in a workplace. In addition to that the study has focused on making two cases for workplace flexibility in promotion of inclusion and diversity on the other and another case to address the inequality caused by providing flexibility in the workplace.  Furthermore, it has analyzed the role of human resource professionals to maintain workforce flexibility by minimizing the inequalities and creating a better inclusive and diverse work environment. 
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