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In recent years we have noticed how the working environment had changed employee’s behavior towards flexible working hours or remote working from home. During the Covid 19 outbreak that was even more noticeable when some business areas were forced to change the way they operated because of the restrictions implemented by the Government and the laws that were enforced to some extent. The situation in the past two years concerned many companies and their existence and will they manage to preserve their staff or they will sacrifice part of them just to survive the difficult times and doing so arent they crossing the ethical norms by dismissing people in need? This report will discuss the terms inequality, equality, and diversity in post-Covid 19 environments and whether HRs succeded in keeping with the new and changing business area.
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Equal opportunity and diversity management are two distinct concepts. The concept of equal chances is linked to tolerance, a focus on human rights, and a commitment to following the law, with the goal of improving the representation of women and people of color in positions of leadership within organizations. However, diversity management is a little different and is more centered on organizational initiative, where organizations place value on diversity in addition to non-discrimination and worries about respecting every employee in the workplace regardless of their race, gender, or other characteristics. Companies must adhere to legal obligations, have recruitment goals, and as a result, implement a variety of anti-discrimination workplace initiatives (Sharma, 2016). As In recent years we have seen more companies trying to better their approaches toward pay gaps and race inequalities and to be more collected in giving people opportunities to prove themselves.
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Measuring diversity and diversity management practices in businesses should be the ideal starting point for HR diversity management practices, since failing to pay attention to well-documented rules and good record keeping may weaken the diversity capabilities. In order to detect cultural obstacles that may be a factor in preventing workplace equality, scholars advise firms to assess the identification profiles of specified work groups, the corporate culture that is most prominent, and the attitudes of different employee groups. A lot has been written on managing diversity and equality, from broad surveys to in-depth case studies involving different businesses and industries. Because there is still a strong public commitment to equality and diversity, which have been rated differently by various mindsets, managing it in the workplace is essential. Since it affects every employee in a company, managing diversity and equality is equally crucial. If done well, it may increase an organization's productivity, opportunities, and competitiveness (Sharma, 2016).

Multinational corporations and other organizations now prioritize cultural diversity. In order to direct and maintain an organization's human resources, human resource management is a collection of unique tasks, procedures, and activities. It is influenced by social and cultural factors. An in-depth examination and comprehension of both the internal and external surroundings are necessary for managing human resources in a business. Other academics have underlined the significance of language, gender, and religion in preserving cultural variety (Sharma, 2016).

[bookmark: _Toc114263359]HR Management concerns

When asked about their biggest issues with overseeing employees who work from home following the COVID-19 shutdown, managers gave detailed answers. This data revealed many key themes, including the need for assistance for wellness, incomplete tools for employees, IT challenges, and the need for managers to change their management styles in terms of communication and employee motivation. Managers also stressed the need of preserving a good work-life balance and establishing clear boundaries between work and other facets of employees' lives. Managers said that some of the staff's top worries were managing caring obligations and work, being forced back into the office before it was safe, feeling lonely, and being worried about the virus (Forbes, 2022).
Since the COVID-19 lockdown, working from home has become much more common, and employees' attitudes toward flexible working and working from home have also changed. In fact, 55.1% of employees plan to ask for some kind of flexible work schedule when they return to work after lockdown measures are lifted. Working from home has historically been discouraged by managers across a range of industries, and those who do so frequently face stigma. The nature of the job being done was cited as the main justification by managers when asked why they had not allowed workers to work from home prior to the COVID-19 lockout, with 23.2% of managers responding that it was not practicable for employees to perform these responsibilities from home. Other often cited reasons were perceived difficulty in managing workers outside of the office and a lack of support from higher management or the organization (Chung & Birkett, 2021).
As a result of the lockdown, several businesses in general that had not previously accepted working from home have begun to do so, which has had significant social and economic effects. According to the statistics, managing employees who have been working remotely since lockdown has generally gone well for organizations. The possibility that managers and organizations will embrace more flexible working arrangements including working from home in the future has been altered as a result. The stigma associated with flexible work has also diminished, and there is less worry that working from home would have a detrimental impact on employee performance, according to the findings. 
By offering tools and expert help, organizations have also greatly boosted the support available for workers who work from home, and they want to keep doing so in the future. How managers anticipate responding to requests for flexible working arrangements in the future has been affected by the change in views regarding working from home. At all levels of the organization, especially in senior roles, organizations are likely to show more tendency to support demands for flexible working, working from home, part-time employment, and job sharing. As employees return from lockdown-related homeworking, these adjustments might eventually result in a significant change in the location and organization of work. Managers anticipate that workers will desire flexible ways of work (Forbes, 2022).
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In the future requests for flexible scheduling are anticipated to come from both men and women and from all organizational levels. There will probably be larger effects on the economy and society as a whole as more individuals start working flexibly and from home. For instance, if stigma against using flexible working for family purposes can be erased, more men working flexibly in the future may promote better gender equality around childcare and unpaid labor at home. This might possibly increase gender equality in the workplace. The good news is that stigma around flexible working is typically declining, which means that more individuals will desire to work flexibly and also more individuals, including more men, will work flexibly. Future widespread homeworking may also have an influence on larger sociological and economic developments, including those that affect the usage of private automobiles and public transportation, the real estate market, urban planning, and the secondary sectors that support offices like coffee and shops. These prospective adjustments would have a big impact, perhaps lowering carbon emissions and addressing the environmental issues we face, but they would also have an effect on the labor market and the economy's expansion. All of these potential implications will need to be taken into account by regulators and businesses (Forbes, 2022).
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Additionally, there are indications that supervisors' attitudes about flexible working are evolving. Many businesses want to maintain widespread homeworking in the future, and managers are increasingly accepting of flexible work arrangements. After giving birth, women are less likely to leave the workforce or go to part-time employment, which can help them maintain higher-paying, more rewarding professions. The fact that after childbirth, women are more likely to leave the labor force and transition to part-time jobs, which are typically low-paying and offer few opportunities for career advancement, can be blamed for a large portion of the gender pay gap and other gender inequalities in the labor markets. Therefore, by helping more women to enter or remain in the labor market, the extension of flexible working options for all employees would be a very welcome move in the right direction in alleviating some of the gender inequities produced by the epidemic. By making flexible working the norm rather than the exception, expanding it to all employees can also aid in lessening the stigma now associated with it and the associated career cost. Fathers may be able to overcome the "femininity stigma" and adopt flexible working for caregiving needs if perceptions about flexible working are changed. As we witnessed during the outbreak, this could then result in a more efficient allocation of unpaid labour, which can further contribute in reducing gender inequalities in the labor market (Chung & Birkett, 2021).
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If done without considering our current work culture and gender norms, this extension of flexible working might potentially have unforeseen negative effects on gender inequality and employees' well-being. Flexibility in the workplace alone is insufficient to challenge gender-normative ideas about who should provide care and who should earn the money. To modify cultural conventions surrounding gender roles, family policies that encourage father engagement in child care, particularly during the early years of a child's life, such as targeted parental leaves for dads, are essential. 
Additionally, a male ideal worker standard dominates the working culture in many nations, including the United States and the United Kingdom. Working long hours are regarded in this culture as a symbol of employee dedication, performance, and drive. In these situations, flexible working and the resulting blurring of the lines surrounding work and family life might cause work to interfere into other areas of life and create workplace competitiveness, which causes people to work nonstop. This may be particularly true given the surge in insecurity we are already experiencing and are expected to experience in the near future as a result of the economic shocks caused by the epidemic, which may be increased in nations where workers' bargaining powers are weak (Chung & Birkett, 2021).
It's important to give the extent of equality between men and women in the workplace some serious thought. The increase in the labor force participation of women has produced important economic changes. The UK and other European nations have passed laws to address the problem of gender discrimination in hiring and dismissal procedures, as well as to create rights to flexible scheduling, maternity leave, and part-time employment. Governments from several nations have introduced these laws, often referred to as AA edicts, to address the concerns of diversity and equality at the workplace. Although most businesses use a variety of approaches to deal with diversity-related challenges, their attempts to reduce management prejudice through diversity training and assessments have not proven successful (Sharma, 2016).
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By implementing flexible working earlier and frequently, above and beyond the requirements of the law, Marks & Spencer has continuously reduced obstacles to employment for all employees. Employees and line managers wanted to be able to retain an experienced workforce and give people a choice, so the company removed the default retirement age in 2001, 10 years before government legislation. Similarly, Marks & Spencer was one of the first companies to grant all employees the right to request flexible working in 2003. 83% of workers over 50 and 73% of female employees work part-time, respectively. In 2006, Marks & Spencer announced flexible retirement, enabling people to access their pension benefits while still working. In 2010, the majority of people continuing to work for the firm were women, accounting for 85% of those claiming their pension. These tactics work together to make it such that many women desire to work with Marks & Spencer. In order to increase the number of female candidates for top positions within its business, the corporation provides flexible work alternatives. Marks & Spencer has actively collaborated with a variety of charity partners to establish and meet challenging goals that will help women get jobs and work experience. Line managers might see flexible working favorably before making a choice thanks to Marks & Spencer's flexible working policy. Making information more available to employees and increasing their awareness of the solutions offered to assist them to achieve a work/life balance will further establish flexible working (Office, 2022)
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Two years after Covid 19 pandemic some businesses are still struggling in managing their firms correctly and especially the human resources as we have seen how crucial the times can be for global business. However, the Covid 19 situation can be seen in a different perspective as many businesses have shown that even during difficult periods they are still able to adapt and manage to save their staff members. Even though the HR managers developed many different skills in order to preserve diversity and equality in many business areas there are still some areas that needs improvement and in near future, HRs will manage to create new and more efficient methods of monitoring and implementing human resources efficiently.
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