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Executive summary
The following report extremely focused on the managerial roles of human resources dealing in inclusion and diversity alongside inequality. The entire research had overshadowed Covid 19 context and Boux Avenue as well as remote working centralising the aforementioned topics. Addressing the pros and cons of such typical management aspects had emerged with the selected business for understanding underpinning the real-time consequences.   
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[bookmark: _Toc99050597]Introduction 
Human Resource management has the most predominance in managing organisational resource as well as monitoring interrelations that dramatically influences employee estimations and optimised efforts. Employees of company people are considered to be one of the preliminary assets and resources for continuing their respective operations, which are regulated by the human resource department. In this connection, the present research report sets out for investigating diverse responsibilities focusing on inclusion and diversity promotion along with addressing inequality first and foremost. The following segments are developing factual data justifying their respective managerial techniques from promoting a positive culture and addressing issues. Most specifically, on processing the research, the report is encountering the business context of Boux Avenue for effective understanding. 


[bookmark: _Toc99050598]Background of the company 
Boux Avenue is a British based retail organisation that expertly practices human resources for managing their business chain. The organisation is the lingerie stores that showcase their products as such loungewear, nightwear, lingerie, swimwear, homeware gifts, fashion accessories including the bath and body care ranges products exclusively. The most optimistic component that the organisation is carrying out is its number of employees and multiple locations. Boux Avenue is currently operating in 6 countries with 30 stores overall whereas 10 stores are internationally regulated as franchise stores. For continuing its business operations, it has employed approximately 300 employees distinctly according to candidate skills and expertise (Insider Trends, 2022). Considering the organisational operations and standard of business is considered one of the mid-market retailers that emphasise unique experiences for their customers. Following their international trading operations, the company seeks business expansions in Zalando and Nordstrom for highlighting their presence in the market. 
In the financial margin, the organisational sales revenue is upscaling by times specifically preferred by the UK based regional customers while it is consistent in managing their online operations. According to the report, the organisational sales increased by 11.2% in the year 2017 and assumed for raising their sales 
for 7% in the following years. As per the report of Craft (2022), by the year 2018, the revenue of the organisation was estimated as £ 47.4 million with growing sales. Moving forwardly, after being hit hard by the Covid epidemic as the organisation needs to maintain their international stores along with the regional, it must have well-built human resource practice. As the organisation is operating international market alongside the online, it should consider inclusion and diversity with equality.             
[bookmark: _Toc99050599]Flexible working in relation to diversity and inclusion at work
The business year of 2020 had intensified the urge to practise inclusion and diversity as its emphasis on employee emotions and experiences on duty due to pandemic. In fact, the prior concept of remote working gets captive highly due to Covid situations as well as global lockdown. Fundamentally, the importance of practising inclusion and diversity in the workplace is suggested for employee engagement as it allows the employer to assess different ideas and operational techniques. Whilst a retail organisation is operating worldwide with their offline stores it definitely needs to employ, staff and employees from varied locations and motivate in one direction for effective business results. Moreover, the practice of inclusion and diversity helps the organisation in maximising organisational value and efficacy along with the fastest conflict resolving solutions. 
As opined by the researcher Kaul (2022), remote workforce hiring is not a trend rather it carries in the opportunities for more diversified functions to enrich respective working cultures. Regardless, in remote work culture management, the human resource managers might struggle with managing the diversity as it only allows them to interact virtually while the managers need to understand the employees' requirements and emotions. Not only remote working management, but flexible working culture also needs the anticipations of the inclusions and diversification. As per the poll report, 39 per cent of employees, as well as candidates, turned down their persuasive job due to a lack of inclusion practices (Kaul, 2022). As consequence, the employee retention rate of companies is increasing that a declining productivity rate and profitability margin.   
[image: remote work productivity]
Figure 1: Response of employees for remote working
 (Source: seek out, 2022)
Most precisely, practising inclusion and diversity is exaggerated as it encourages the decision-making system of the organisation with its employee engagement principles via managers. The management techniques ensure the team collaborations and coordination that evidence for higher productivity. In this connection, remote working culture has elaborative relations with inclusions as it breaks down the geographical barriers as well as clarifies the no gender gaps. At the same time, the workplace during managing remote working can tackle eliminating visual biasness that is considered to be highly beneficial for an organisation (SeekOut, 2022). Centralising the organisational context that is aforementioned, Boux Avenue also faced the issues regarding remote working where else it operates internationally and hires different regional staffs. Thereby the company for running their commercial operations successfully might develop their inclusion system. The process of managing as well as promoting inclusion in business is under-assessed.         
[bookmark: _Toc99050600]Role of Human Resource in promoting diversity and inclusion at work through flexible working 
Human resource management is the foremost responsible for organising their company resource whether the physical resource or materialistic for beneficial productive lines. Henceforth, the managers must be proactive in promoting their diversity and inclusion combined in the time of managing their remote workforce (Solkhe, 2021). For the aforementioned outlined benefits, business organisations are following the practice techniques by imperatively overshadowing different approaches. Amidst these approaches, the most effective might be highlighted as follows; 
Demonstrating empathy and vulnerability
Firstly, the human resource manager of Boux Avenue in the workplace motivation needs to include empathy and vulnerability. The managers should generate such typical spaces where employees can share their concepts and experience with their teammates (McKinsey, 2022). It might help them to create team empathy and vulnerability for other team members that boost team coordination and productivity. Most specifically, the managers must follow the emotional intelligence for making their effort as for business commitment by influencing on their personal life.    
Mentoring and developing team members
Apart from denoting the importance of managing empathy and vulnerability, the managers should train their employees, staffs emotional intelligence, and the team works so to achieve overall business achievements. In this connection, argued by Hunt (2022), the managers can run a list of people considering their individual goals by highlighting their opportunities in professional progress. Instead of assumptions, the team should learn to understand the real-time situations of any of their teammates and collaborate accordingly for functioning.    
Setting individual inclusion commitments
Developing organisational culture can never be the headache of particular departments rather the involvement of each employee directly influence the workplace environment. Although the specified departments can help them carries out their individual commitment, rather the employees should hold them accountable (McKinsey, 2022). Thereby, the organisational department for inclusive practice, the managers should design their individual tangible inclusive commitment considering inclusion. Not only restraining the employee by setting their inclusion goal is enough for magnificent practice rather encouraging employees' participation with diverse perspectives is equally important.  
Asking employee's needs and acknowledging actions
In remote working, Boux Avenue has to manage different employees hired from multiple geographical locations. As consequence, employees’ needs might be diverse and identical, should be noticed and recorded by the organisational department based on which action is taken for acknowledging. From this respect, the department can develop its inclusion practice that is liable to provide employee satisfaction and engagement and as it considers each of the employees of Boux Avenue, it is considered a viable practice of inclusions. In addition, inclusions and diverse practices have the purpose to increase employee satisfaction and ethical values that can be addressed through the technique. 
Interpersonal training and orientation
 Interpersonal skills are suggested for the components as such interacting, collaborations and communications with effectiveness. The human resource managers are liable to train their employees with company missions and values that integrate interpersonal skills in employees to perform within their official campus. Therefore, based on the statement of Solkhe (2021), while Boux Avenue is hiring their employee for functioning needs to train accordingly so to have better professional orientation. Despite this, interpersonal skills training might include active listening, empathy and emotional intelligence.   
Remote team networking and structuring 
Communication is the only process that can address any conflicts and generate collaborations in any respect. Thereby, in inclusion and diversity management methods the managers should concentrate on communication and networking. As the entire process of Boux Avenue might be performed virtually, the communication networking must be relevant and strong that can aid to communicate any while (McKinsey, 2022). Certainly, communication within the employees embraces the opportunity to share information and working experience that trigger empathy within teammates for forth future. Henceforth, a virtual communication network denotes the base of inclusion practice regardless.  
[bookmark: _Toc99050601]Flexible working in relation to inequality at work 
By the years 2020 and 2021 as well as with the Covid 19 onset, the companies are likely to start regulating remote working that not only creates stress on the managerial departments of the organisations rather barely causes team conflicts. Although with gradual set up of networking in organisations for remote working rather the number of shifts increases that creates added mass in organisational management. At the same time due to economical rescission and national downfall, the crisis in wages, as well as inequalities in job payments risks, intensified broadly. The organisation needs to estimate complementarily wages that are set according to their designations, expertise and workloads. For evidence, the report of the research conducted on inequality and remote working by Tanguay and Lachapelle (2022), the rate of socioeconomic inequality has been increased largely in rather different ways. While the physical management in pre-Covid situations practised in the organisational context such instances of inequality have notified rapidly that exaggerates in remote working culture. 
Along with the gender inequality, the team might arises the issues regarding race and ethnicity inequality and respective. As per the report stated by Harold and Bouskill (2022), the scholar depends on the inequality performed in the organisation is with the old workers. It has been observed that while an organisation is hiring new employees and staff gradually weaken the communication with their elder staff and employees. In certain cases, employers are considering and committing with the fresh talents and employees while the contributions of the elder employees are being avoided randomly. Apart from this, in time of increment or incentives, the old workers are paid less than others are. Additionally, it has been noticed that women employees comparatively lost their jobs more than any male employees while skills and experience are not so identical.       
[bookmark: _Toc99050602]Role of Human Resource in addressing the concern of inequality at work through flexible working culture 
Human resource managers are identified and introduced as the most imperative segment of the company as it helps in organising company assets and resources whereas conflicts management is part of their responsibilities. Undoubtedly, inequality in an organisation is a root of conflicts that also minimise the company values to their stakeholders while the respective managers need to understand their issues accordingly. As it has been contended that managers are engaged in developing individual commitment for developing their company working culture, equality in the workforce should be reflected. Furthermore, as inequality can be performed in different ways, the managers can eliminate the issues overshadowing and encountering such root causes as follows: 
Fair recruiting, selection and training process 
Boux Avenue, following the other organisational culture and circumstances in their remote working, can overshadow the fair techniques of employee selection. As the organisation for making their stores sales needs to hire local employees that might be decreased due to online selling. For inequality management, the system can be problematic and complex while the managers need to hire in a fairly manner not adhering to their ethnicity rather skills and expertise based on the company requirements. As per the statement by Collings et al. (2021), in most cases, UK companies specifically retail companies are intent to hire male candidates instead of female candidates where the company should ensure their hiring process. In addition, training and provision period for their newly hired employed needs to be same without judging their gender and ages or ethnicity.        
Leadership support 
Whilst the managers of Boux Avenue deal with the inequality, the manager overshadows senior leadership approaches. Generally, employees are usual to interact with their respective line managers and leaders based on their positions, instead of human resource managers. As consequence, notifying leaders for managing their teams might be more effective to get dramatic results for further development (Santoki, Patel and Suratwala, 2020). In fact, compared to the human resource managers, leaders of the organisation might have better tracking regarding employee performance and engagement that might helps in justifying employee benefits.  
Flexible working trends 
In the time of remote working situations, the employees may allow for flexible working not following the physical working trends. The managers need to be well managed in their policy-making for satisfying their employees as such flexible shifts. As argued by Chung and Van der Lippe, (2020), it has been proved that the scalability of an employee increased in free working space and culture that certainly deals with conflicts management too. Most specifically, as Covid hit high and elder employees are struggling with different critical diseases, the employees can get flexible shifts as per their information and needs. Henceforth, the managers should engage their stakeholders as well as employees to understand their requirements and issues. On the same, for seamless management of the workforce and dealing with inequality inclusion and diversity must be the foremost priority. 
 


[bookmark: _Toc99050603]Conclusion
 It can be concluded that the human resource managers are liable to train their employees with company missions and values that integrate interpersonal skills in employees to perform within their official campus. However, for inequality management, the system can be problematic and complex while the managers need to hire in fairly manner not adhering to their ethnicity rather skills and expertise based on the company requirements. Moreover, UK companies specifically retail companies are intent to hire male candidates instead of female candidates where the company should ensure their hiring process. However, employees are usual to interact with their respective line managers and leaders based on their positions, instead of human resource managers. Moreover, compared to the human resource managers, leaders of the organisation might have better tracking regarding employee performance and engagement that might helps in justifying employee benefits. Lastly, the company can better emphasise the factors that influence organisational productivity along with the development of the managerial tool.    
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