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Covid-19 has instigated major work trends that significantly affected workplace structures and employee management strategies. In addition, the global pandemic also changed the employees’ training, physical and mental performance, and generally their lifestyles. Therefore, the covid crisis also significantly impacted the HR manager’s work procedures and techniques. For that reason, human resources leaders have to evaluate the impact of these HR trends on their organisation’s strategic and operational goals. For example, one of the significant development on the rise is remote working from home. A poll commissioned by the ACAS shows that over 55% of the employers expect an increase in staff working from home or remotely part of the working week. Correspondingly, 49% expect an increase in staff working from home or remotely all week. For this reason, employers need to create flexible work structures that suit this trend within their operations and goals.
Moreover, organisations have to integrate different collaboration tools within their methods to promote better remote working efficiency. As a newly appointed HR manager of Tesco, it is necessary to seek to illustrate the potential impact of flexible work on the procedures within this report. This case study will outline how flexible working will promote inclusion and diversity within its operations. Congruently, the report emphasises the impact of flexible working that could promote inequality within the workplace and the concerning outcomes.
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Broekes (2021) refers to flexible working as an operational structure in which employees have the freedom to choose how, where, and when to accomplish the tasks they have been delegated. For instance, the employees can work from home or at a hotel instead of working in a traditional work office environment. Correspondingly, they may choose different working hours that complement their other obligations outside of work (Calo, 2016). 
Mello (2014) highlights that retail organisations can implement various flexible working strategies depending on their operations and organisational structures. First, companies can invest in the telecommuting strategy. This strategy allows employees to work from home while maintaining contact with the office via the internet (Nafei, 2015). This strategy will mainly promote workplace flexibility for Tesco’s employees. Retail organisations can provide flexible timing options for their employees. The employees choose the most convenient working hours for them. As a result, the company is able to create working schedules that consider the working hours of each employee (Beardwell and Thompson, 2017). This is to ensure the employees choose working hours that enable them to be more productive. Moreover, the retail can provide child care facilities where parents can drop off their children allowing them to focus on their duties.
A flexible working strategy benefits both the business and employees. According to Gobind (2014), flexible working will allow Tescos staff efficiently to manage the operations of its stores located in different geographical areas. It will ensure that all these stores harmonise their operations, thus promoting the achievement of its goals and objectives collectively. As a result, the company will remain highly competitive and innovative (Rees and Smith, 2017). Moreover, flexible working will allow Tesco to utilise employees’ talents effectively across its different stores. For instance, an employee assigned to the company’s headquarters can stand in for employees working within a satellite store who is on leave. They can remotely perform their roles and responsibilities, increasing the organisation’s efficiency (Sheehan and Anderson, 2015). Comparatively, flexible working allows employees to maintain a healthy balance between work and life, which is valuable for community members. It also increases an employee’s performance and productivity, assisting them in achieving their professional and career goals effortlessly.
How flexible working promotes diversity and inclusion at work
Flexible working has immense benefits in increasing the performance and productivity of an organisation. One of the most fundamental benefits of flexible working is that it strengthens diversity and inclusion at work (Bach and Edwards, 2013). Diversity and inclusion are two different concepts that are vital in sustaining the success of an organisation. Montessero (2014) asserts that diversity is focused on the ability of an organisation to work with employees of varied demographics such as age, colour and sexual orientation. On the other hand, inclusion evaluates how well an organisation’s culture accommodates every workforce member in line with their sense of belonging levels and engagement levels (Rees and Smith, 2017). These concepts are instrumental in allowing an organisation to remain competitive. Furthermore, diversity and inclusion promote high levels of innovation and creativity within an organisation. It enables an organisation to deploy employees from different backgrounds with diverse perspectives that provide solutions to the problems facing its operations (Broekes, 2021).
Primarily, flexible working promotes diversity and inclusion through providing working strategies that allow an organisation to accommodate different classes of employees (Nafei, 2015). It emphasises providing employees with equal opportunities. For that reason, it accommodates individuals from different backgrounds. For instance, flexible working encourages a working father or mother to be still productive and respond to the needs of their newborn babies. Also, flexible working accommodates talented employees with disabilities and single parents. It allows different employees to balance their lifestyles and work effectively, therefore depicting high levels of productivity (Gobind, 2014). 
Moreover, flexible working strategies enable an organisation to attract diverse talents within its operations. Modern job seekers are more interested in companies that offer flexible working schedules (Rees and Smith, 2017). Correspondingly, organisations can hire employees from distant parts of the world who have different work experiences which would not be otherwise hired due to location differences. As a result, it broadens its talent pool, promoting talent diversity within an organisation.
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Human resources department is responsible for creating and implementing effective human resources strategies. These strategies permeate every component of people’s management to promote inclusivity and diversity (Beardwell and Thompson, 2017). As a result, the human resource department is concerned with assessing the working structures of an organisation thus proposing effective flexible working arrangements. Correspondingly, the HR department ensures the implementation of flexible working practices that prioritise the needs of each class of employees within an organisation (Calo, 2016). For example, the HR department can classify the different types of employees available within its operations, creating effective, flexible working practices. Furthermore, it ensures that the chosen HR flexible working policies and procedures promote equity and accommodate individuals from different backgrounds (Rees and Smith, 2017). These policies should protect against discrimination against employees on the basis of colour, age, sex and religion. 
According to Broekes (2021), the success of flexible working is dependent on the adoption of effective communication channels by an organisation. For that reason, the HR department promotes inclusion and diversity by integrating efficient communication strategies within its flexible working strategies (Gobind, 2014). The department ensures that an organisation adopts effective technologies and systems in supporting employees’ different working hours and locations. For example, the communication channels integrate technologies that allow employees working remotely from different time zones to communicate (Mello, 2014). Also, the communication strategies should be created in universal and different languages that allow employees from different locations to communicate. For example, the systems should have robotic language translators.
Furthermore, the HR department is instrumental in creating training programs that ensure employees remain productive while using flexible working options (Calo, 2016). These programs ensure the employees can easily collaborate as well as communicate with other members of staff efficiently. Moreover, the flexible working training programs enlighten the employees on upholding healthy work productivity by differentiating between working and resting hours (Nafei, 2015). As a result, more employees can comfortably adopt flexible working methodologies that enhance an organisation’s inclusion and diversity levels.
Additionally, it is essential to note that the leadership and management aspects significantly impact the success of flexible working within an organisation (Sheehan and Anderson, 2015). As a result, the HR department should foster the creation of diversified leadership and management to champion flexible working within an organisation. Diversified leadership and management encompass individuals with different thinking styles and personalities influencing the decision making process of an organisation (Montessero, 2014). As a result, the diversified leadership and management structures ensure an organisation adopts fair flexible working policies that accommodate all the classes of employees.
Likewise, HR should strive to encourage an inclusive organisational culture (Rees and Smith, 2017). An organisational culture significantly impacts the employees’ attitudes towards the various flexible working policies an organisation adopts. Moreover, an inclusive organisational culture provides a supportive environment that boosts the effectiveness and performance of flexible working policies (Calo, 2016). The HR can inaugurate an inclusive culture within an organisation by coordinating with the senior management to ensure it spearheads operational policies that support diversity and inclusion. Also, the HR department can use both informal and formal strategies to coerce feedback from its employees on the effectiveness of its inclusivity and diversity policies (Mello, 2014). For example, the HR department evaluates if adopting flexible working strategies fully supports inclusivity and diversity.
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As much as flexible working has a profound positive impact on an organisation’s operations, a deficiency of proper flexible working policies may encourage inequality at work. Calo (2016) opines that flexible work arrangements may lead to variation in employees’ treatment, especially when they adopt varied, flexible working options. For instance, employees who choose flexible working arrangements may be assigned more workload than those who stick to traditional office working structures. Correspondingly, the employee’s performance may be evaluated using a set of different criteria and procedures (Bratton and Gold, 2012). Flexible working can promote inequality at work in the following ways:
Inequality in the distribution of flexible working opportunities:
Flexible working has increased inequality at work since only some employees have access to it. Some organisations grant flexible working privileges only to employees at a specific management level (Calo, 2016). For example, only the executive management employees in Tesco have flexible working options, while the junior or low-level employees are rarely presented with the same privileges. Apart from that, demographic differences between employees determine the employees who are granted flexible working options (Mello, 2014). For that reason, some classes of employees are favoured when flexible working options are awarded. For example, pregnant women are easily granted flexible working hours compared to men.


Rise in unequal pay and promotion opportunities:
According to Sheehan and Anderson (2015), flexible working may lead to a rise in unequal pay and promotion opportunities amongst employees. The gap in the working conditions of the employees may lead to employees working from the office receiving higher salaries than those remotely working. It is assumed that the employees working from the office incur more commuting costs (Mello, 2014). This criterion may be highly unfair when employees working remotely exhibit high levels of productivity and efficiency compared to those working in the traditional work setting. Furthermore, employees may be promoted based on their working mode, side-lining employees who prefer flexible working options. Employees who conform to flexible working procedures are viewed as less committed or ambitious (Nafei, 2015).
Increases disparity in the performance management procedures of employees: 
Additionally, flexible working has increased the disparity in the performance management procedures between employees (Bach and Edwards, 2013). For instance, more organisations have created more strict and comprehensive performance evaluation and management strategies for employees working remotely. It is assumed that their physical absence gives the employees less ability to accurately monitor their work behaviours. For that reason, they are evaluated on their efficiency and productivity (Rees and Smith, 2017). However, they are deemed to score less than employees working from the office. These disparities in performance evaluation and management strategies deny these employees career progression and promotion opportunities.
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Creating streamlined and transparent policies regarding flexible working: As mentioned above, inequality concerns may arise in implementing the flexible working policy within an organisation. In addition, the lack of clear and defined flexible working policies gives room for nepotism and racism (Bratton and Gold, 2012). For that reason, an organisation like Tesco needs to create a transparent policy on how an employee can apply for flexible working conditions. This strategy minimises the favouritism of a particular class of employees over other classes. Correspondingly, the policy should firmly elaborate on the treatment of employees opting for flexible working conditions condoning their discrimination in matters of pay and promotion opportunities (Montessero, 2014).
Implementation of fair performance management strategies: In most organisations, performance management strategies are based on the power of an organisation to manage and control the working schedules of employees (Mello, 2014). Therefore, the inability of employers to supervise the working behaviours of employees within the flexible working arrangement may lead to the creation of more stringent and biased performance evaluation and management strategies (Calo, 2016). Furthermore, biased performance management strategies may lead to employees’ incorrect evaluation, which demoralises them. For that reason, Tesco should create performance management systems based on productivity and achievement of goals rather than the mode of working an employee adopts (Broekes, 2021).
A holistic approach towards diversity and inclusion: According to Broekes (2021), increased inclusion and diversity are critical in minimising inequality. Diversity will promote the recruitment of employees from different locations and backgrounds, encouraging more flexible working arrangements within an organisation. For that reason, the management and other employees will gain a positive attitude towards this concept, hence creating fair management practices that minimise inequality (Mello, 2014). Furthermore, the HR manager can promote the creation of a diversified management structure that represents every class of employees leading to the creation of unfair, flexible working policies and management strategies.
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Flexible working has immense benefits to the operations of an organisation. Flexible working allows an organisation to recruit and retain individuals with different talents within its operation, increasing its innovation and creativity levels. Moreover, it gives an organisation an increased opportunity to harness more talents within its operations regardless of the talents’ location, time zones and language. However, flexible working instigates a difference in employees’ working conditions, introducing inequality challenges within an organisation. For example, it leads to unequal pay and disparities in the promotion of employees. In addition, most of the employees working under the traditional office set-up are favoured more than those with flexible working arrangements. Conclusively, a flexible working concept can overcome all these challenges with the help of an efficient HR department. The HR department assists in the creation of flexible working policies that promote fairness and equality within an organisation. Also, these policies ensure that it allocates flexible working opportunities to every employee without any bias.
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