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[bookmark: _Toc919191086][bookmark: _Toc102600336]Introduction

The popular interest for flexible working, as well as the significant policy drivers to improve and expand its use, have highlighted the need for real-world, evidence-based guidance to support flexible working implementation. The full summaries of these case studies and practice highlights are compiled here to provide clear examples of flexible working in action in a variety of contexts, including at management level and in roles and areas of organizations that are not traditionally regarded as suitable for flexible working. Organizations and people professionals can derive solutions to successfully enable flexible working at whatever stage they are on their journey by examining and adapting as appropriate some of the creative flexible working practices seen.
Diversity and inclusion of minority groups in the workforce is a critical task which is mostly handled by human resources departments in businesses. More information about the role of human resources in workplace diversity, what diversity and inclusion are, and how they contribute to the workplace will be provided below.
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[bookmark: _Toc102600338]1.1. Defining diversity and inclusion in the workplace.
First and obviously, it is necessary to define the terms "diversity" and "inclusion" in the workplace.
Race or ethnicity are examples of diversity. They are employed in various jobs with various characteristics, such as religious and political perceptions, gender, ethnicity, education, socioeconomic background, sexual orientation, and geographical location. Inclusion is defined as respect and appreciation for differences in ethnicity, gender, sexual orientation, and other factors that contribute to the formation of a team at work. (Torrington, et al., 2017). 
So, if diversity refers to the differences that comprise the entire organization, then inclusion refers to the respect and appreciation for those differences, the role of Human Resources is to ensure that an organization respects it, diverse and inclusive rule. (Marchington & Wilkinson, 2012).

[bookmark: _Toc102600339]1.2. The meaning of flexible working. 
Flexible work is a job arrangement that allow employees to modify the amount, time, or location of their employment, usually to the common advantage of both the individual and the company, are referred to as flexible work.
Part-time employment, job sharing, flexible working hours, compressed and annual hours, part-time work, work from home, and mobile work are all examples of working arrangements. Many businesses provide some type of informal flexibility without recognizing how important it is as a flexible form of work. As a result, they do not realize their full potential to properly invest in flexible work activities.
It is recognized that the ability to work flexibly is critical for such groups of people. In fact, many women, older workers, single parents, and people with physical or mental health issues can only look for a job if they can work part-time or in a flexible ability. As a result, they may find themselves in a situation in limited jobs or unable to work at all. (Armstrong & Taylor, 2020).

[bookmark: _Toc102600340]2. Human Resources of Santander UK plc.
[bookmark: _Toc102600341]2.1. General information.
Santander has become headedness of the need to establish equality between physical health and safety management and mental health and safety with an open and responsible culture in recent years. During the COVID-19 epidemic, the need for change and the chance to do so were both emphasized.
The Santander Human Resources team in the UK attempts to promote everyone's culture, beliefs, habits, and uniform approach to risk, as well as to ensure that all employees are simple, personal, and fair. 
[bookmark: _Toc102600342]2.2. Performance and compensation. Santander’s UK Human Resources is responsible of developing and implementing performance and compensation policies and procedures that support and promote both business and people priorities, as well as colleague’s objectives. They are ready to do so by providing that the organization's salary and benefits reflect the environment and culture of Santander, while also being relative to the external market environment and providing a flexible framework to satisfy our workers different requirements.
Human Resources oversees ensuring that the bank has the greatest team of experts to enable it to be the best open platform for digital financial services, while also behaving responsibly and earning the trust of workers, customers, shareholders, and communities.
Santander is experiencing a cultural transformation that is changing the way banking being performed. All personnel are the driving force behind this development. Human Resources is now in control of nearly 20,000 workers. Human resources are in responsible to make Santander the greatest job in the world, setting the example for others.
Human Resources oversees attracting and maintaining the best worldwide talent in order to construct the team required to manage the cultural and digital change and ensuring that they are the bank that consumers require. We are committed to providing the best possible employee experience at Santander, attracting the best people in the world to work as part of a team. (Pilbeam & Corbridge, 2010).


[bookmark: _Toc102600343]2.3. Analyze study case at Santander UK plc, 
[bookmark: _Toc102600344]and how Human Recourses team build diversity and inclusion into a business.

The much more important part in this aspect is to establish right away that there are distinctions between diversity and inclusion. That two are considered synonymous, but they are not the same thing. Diversity means attracting different types of people, whereas inclusion allows these people to respect and communicate with another, ultimately improving the overall quality. (Torrington et al., 2017).
Clearly, incorporating diversity and inclusion into business and recruitment processes has numerous advantages, but even then, it is not easy. While we cannot provide a universal solution, there are a few steps that can be taken to help direct your business approach.
1. Take a step back.
Before you get to the job notification stage, it's critical to "take stock" and monitor the diversity in your recruitment process. Data analysis from your application tracking system, for example, can shine a light on any irrelevant groups that may not be suitable for working for your company. This will offer you a lot better understanding of where you should look to improve inclusiveness and direct your next moves in terms of employer branding messages.
2. Think about the current workforce.
Organizations must also assess their current personnel to get an accurate view of the business's current diversity and where gaps may exist. In other circumstances, this may reveal that the company is far more inclusive than previously imagined; nevertheless, without this knowledge, it will be difficult to present your existing inclusive culture or take actions to address the true barriers to inclusion in the organization.
 It is important to note that diversity is extremely broad, and while there may be trends in targeting specific demographics (for example, gender has been a hot topic for some time, although ethnicity is a real goal for many employers at the moment), all elements must be considered as truly inclusive. The UK government presently recognizes six components of equality: age, disability, religion, race, sexual orientation, and gender, in which persons are legally protected against direct or indirect discrimination, harassment, and persecution. However, diversity is far more complex than these specific divisions.
3. Increasing the diversity of your staff. If you have built an environment that not only draws varied groups through the recruitment process, but also allows your people to be true to their views in a supportive setting where they feel they belong, you are genuinely a diverse and inclusive firm. In the following chapter, we will investigate a study case at Santander, focusing on diversity and inclusion. (Marchington & Wilkinson, 2012).

Study case 1.
 Santander has designed a leadership development program for the bank's top 1.200 managers in the United Kingdom. Santander wished to incorporate good practices and diversity into its 25,000-strong workforce in the United Kingdom. They desired an inclusive leadership development programme that adhered to the bank's core values of "simple, fair, and personal." 
The personalized leadership training for the project has been designed around the Santander brand. To achieve the desired level of culture change, the programme was designed with the following goals in mind: increasing managers' awareness and to understanding how capitalizing on diversity will improve business performance and reputation. Developing high levels of cultural adaptability as well as the tools required to create high-performance inclusive teams. (Santander, 2020).
The concept of a half-day training workshop using Santander case studies is "Simple, Fair, and Personal." Recent examples from the bank's own marketing and advertising campaigns were included. They served as a good starting point for group discussions about inclusive leadership.
The training style was liked by 97 percent of Santander managers. Over the course of two years, the training and facilitation team held 80 half-day sessions at Santander's UK headquarters. Over the course of two years, the training and facilitation team held 80 half-day workshops at Santander's UK offices. Participants were very receptive to the leadership program's customized environment:
· 97 percent were satisfied with the overall training style,
· 95 percent thought the course content would be effective when used in their daily work and,
·  93 percent thought the speed of the course was engaging.
Study case 2. 
Santander has designed a project, accelerating woman’s employment’’.
Through the talent programs, to help women advance in their careers. The most recent programme, Accelerating You, has assisted over 400 high-potential female leaders in their development. The nine-month programme aims to help participants achieve their career goals, grow their networks, and build their brand and personal profile. The program's curriculum was created with the goal of creating a thriving job.
Realizing that we have set ourselves a difficult goal, we recognize that the rate of increase is slower than we would like. However, we work to improve and evolve our Diversity & Inclusion gender strategy in order to accelerate the rate at which women are encouraged to senior management positions. (Santander, 2020).
[bookmark: _Toc102600345]2.4. The role of Human Resources in relation to diversity and inclusion during the COVID-19 pandemic.
The effect of the assistance was unprecedented. The key value of Santander's well-being demonstrates that 79 percent of colleagues believe the organization genuinely cares about their well-being, with a 13 % increase during the pandemic. (CIPD, 2022).
Support values include all colleagues who have a positive workplace balance, who were stayed safe and healthy during the pandemic, and that Santander is taking steps to be a responsible business, which is 88 % of the time. The Mental Welfare app has over 5,000 downloads, and over 1,000 colleagues have sought help through the app via live chat or employee support. In the last year, the mental health network has grown from more than 500 to more than 2,000, hosting more than 100 events and more than 20 communications during the year which was focused on social and mental wellbeing. (CIPD, 2022).
Santander encourages its employees to retain talent while also improving results. Flexible working is one of the company's solutions for achieving this motivation. It is a commitment to a simple, flexible culture, to listening to employees, and to improving interpersonal communication. Overall, it means improving our employees' and our company's lives.
Flexible working arrangements at Santander plc.
Santander is committed to providing you with the flexibility to balance your role with your life outside of work, and we recognized the benefits this brings to both you and Santander. Flexible working involves giving you more options for when and where you do your job, such as your workplace, how many hours do you want to work, and when do you want to work.
You can apply for flexible working if you've worked for Santander for at least 26 weeks. If you require a flexible working arrangement sooner, you can explain your needs during the application process. (Santander, n.d.).
[bookmark: _Toc102600346]3. Analyze the role of Human Resources in addressing the concerns of inequality that may arise from flexible working 

[bookmark: _Toc102600347]3.1. Initiatives of solidarity to stop social inequality in the workplace
Santander UK PLC implements programs and projects aimed at reducing social inequality in the workplace. Human Resources are important in these cases because they bring to the attention of employees this prism through which every employee who has felt negligent can talk about it while also helping to solve this inequality.
Santander is committed to gender equality and attempts for concrete results. Among these goals are our commitments for 2025, which include eliminating any pay inequities among our professionals and increasing the proportion of women in management positions to at least 30%. Moreover, as a responsible bank, we have a few programs in place to promote equality among our employees in the countries in which we operate. (GOV.UK, 2010).
One of the programs where we promote equality for example is The Bloomberg Gender-Equality Index. This project is regarded as a global benchmark and a mark of distinction for companies pursuing gender equality. Bloomberg considers five factors when creating the index: female leadership and talent pipeline, equal pay and gender pay parity, inclusive culture, anti-sexual harassment policies, and pro-women brand. (Santander, 2020).
Finding the right balance between your personal and professional lives is a basic requirement for any employee. This balance can be achieved through a flex working process: a way of working that promotes flexible working hours, distance work, and work-life balance in order to improve the efficiency and productivity of our workforce. Because we are aware of this need, Human Resource Team must be concentrating on our efforts at Santander on facilitating the reconciliation of our employees' work and family lives. To that side, we have adapted to the times and new technologies by implementing work systems that enable our employees to work efficiently while also meeting the demands of their personal lives. (Santander, n.d.).
We had to listen to a proposal made by one of our employees in order to see and understand this type of work. An employee with over 20 years of experience at the Group, who assists the company, spoke about flex working through the "Santander Ideas" opinion to initiate, a platform that provides employees with the opportunity to share ideas for improving the bank overall. As a result, we have made it possible to work at our company in the same way as before, but with a better work-life balance.
After more than a year of forced home working, Santander UK employers expect an invasion of flexible hours requests as restrictions minimal effort and employees return to the office.
[bookmark: _Toc102600348]3.2. Recommendation. It is preferable to constantly improve working conditions, increase employee satisfaction and retention, increase hiring flexibility, and reduce operating costs. However, when flex work arrangements are not properly implemented, organizations face lower employee performance and business success are reduced. Before you decide to make flexible working a part of your company's culture, make sure you put in place program and policies to ensure that your organization reaps the benefits while avoiding the most common pitfalls. (Armstrong & Taylor, 2020).





[bookmark: _Toc102600349]Conclusion

The pandemic, on the other hand, has clearly demonstrated the opportunities offered by new ways of working, and in roles where flexible working arrangements are possible, both employers and employees can reap the benefits - particularly in terms of attracting and retaining talent. diverse, as well as a respect for corporate culture and values Employers who can provide a full range of flexible working models rather than just the statutory regime will be seen as progressive and favored by those who value these arrangements.
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