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Due to pandemic, there have been number of changes that has been brought in the workplace. One of the key areas include incorporation of digitalisation and to work remotely. The role of the employees has been to control their job roles and duties without coming to office. However, there has been the inclusion of flexible timing. Diversity and inclusion are important and this has been induced in many of the organisations in UK. The present study would be based on the company M&S that is Marks & Spencer that has been able to incorporate the idea of flexible working arrangements for meeting the specific needs of the customers. 
[bookmark: _Toc102668888]Favouring flexible working in relation to diversity
With the outbreak of the pandemic, it was seen there was a sudden restriction on the movement of the people owing to lockdown. However, digital-first reimagining of retail company has been incorporated by M&S with the introduction of collaboration tools that have been taken from well known company Microsoft for the Royal residence of Windsor Castle store of M&S (Microsoft Customers Stories. 2022). As this was fast the companies like M&S had to decide of offering flexible hours of working from homes. This was the structure that was followed right from small scale companies to corporate giants in UK (Chung et al., 2021). as the traditional working time of 9-5 was over that included the employees to work from the comfort of their homes. Studies soon after showed that there was increase in performance, creativity and innovation that helped most of the companies to bolster competitive advantage in the market (Michielsens, Bingham and Clarke, 2014). International Workplace Group in a recent study showed that retail sector 84% of the UK business improve talent retention with the flexibility options. In case of M&S the use of flexible working time and the option of work from home has been under the idea of “We have seen our customers’ (Microsoft Customers Stories. 2022). Whereas in countries like Mexico there was 88% rise in employee base having diverse group of workers (Nath and Lockwood, 2021). In M&S productivity was hence rising in most of the countries and all around the organisations. there is inclusion and diverse pool of employees form part of the companies that have flexible working hours (Gardiner and Tomlinson, 2009). Brain science further suggests there is global consensus in the same. this helps the organisations to create value and to employees to feel worthy. The improvement in Diversity, Equity and Inclusion (DEI) has been found in 97% of the organisations have hybrid workplace (Boncori, 2020). A study by Lever showed there has been inclusion and diversity through flexible working during and post pandemic. they include structural racism, the loss of family‑sustaining jobs, the rise of gig work and inclusion based on age, gender, disability, and immigration status (Lewis and Humbert, 2010). 
Some of the flexible working arrangements that have been used by M&S has been the following:
Condensed working arrangement has been used by M&S in which developing digital capabilities in the physical stores was used by the company. In order to enhance communication within the teams and ensure integration within the teams there has been use of Surface devices combined with Teams that has been used by M&S with Microsoft (Microsoft Customers Stories. 2022). This ensured flexible working has been the valuable tool in targeting the same and equality is established through inclusive cultures is flexible working. The most important types of flexible working include job sharing, working from home, part time, flexitime, compressed hours and so on (Michielsens, Bingham and Clarke, 2014). In the types it was found there was inclusion like parents return to work, help people with fluctuating health conditions, reduce the gender pay gap, stay in work and help carers to balance the professional and personal responsibilities (Lewis and Humbert, 2010).
Part time work in M&S has been introduced with the Power BI in Teams supports managers in which the timings were decided by the managers and according to this the timings were set. This was also to support the employees as far as possible with retention as already 7000 job loses were accounted by the company due to Covid. however, with part time working customer satisfaction was delivered with the support of Net Promoter Scores for ensuring productivity (Microsoft Customers Stories. 2022). With flexible working arrangements there is work life balance in younger generations, parents, adults in enhancing their prospects in education. In this case there is inclusive thinking that is ensured by attractive applicants.
Telecommuting by M&S audit showed in the last two years the focus was on inclusion and diversity in the people profession and public policy. There has been initiation of gender gap reporting with further development of the ethnicity pay reporting (Michielsens, Bingham and Clarke, 2014). With the outbreak of Covid-19 it was found that digitalisation in the workplace increased. (Chung et al., 2021). Telecommuting has been hence used with single collaboration hub and support to the customers for their specific needs. 
Working from home during Covid has found in M&S 80% of the employees are thinking of receiving a working environment where there are not discriminatory comments or jokes (Boncori, 2020). Hence, there is development of performance in which the managers cannot formulate discriminatory measures that are done upfront in the organisational culture. Leaders have been also found to take this opportunity to improve the social responsibility of allowing employees to receive rewards based on performance through flexible working (Michielsens, Bingham and Clarke, 2014). Hence there has been work from home with the introduction of Power BI in Teams so that managers could track and monitor the employees. Also, work from home was for most of the employees without any discrimination hence this reduced conflict in the organisation by 23% in M&S (Microsoft Customers Stories. 2022). 
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The human resource department of the companies have taken important steps in promoting diversity and inclusion with the flexible working conditions of the employees. M&S has been able to include inclusion and diversity constructively with the idea of 50% female representation by 2022 and this has been nearly met by the company even during Covid and the challenges that has been hence imposed (Microsoft Customers Stories. 2022). In this, case the stability in working life working from home has been enhanced with some of the crucial steps that include education of the employees (Gardiner and Tomlinson, 2009). The HR is taking the role of understanding the issues of the employees and post pandemic due to uncertainties the decision making of the HR has been fair (Boncori, 2020). The analysis has been through the actual need of the employees irrespective of gender, race, skin colour or age. There has been expansion of the opportunities that include offering knowledge about policies of the company and integrating the workforce and the HR department of M&S has been incorporate the idea of 15% ethnic minority representation by 2022 (Forbes et al., 2020). 
Seeking opportunities is the next stand of the HR in M&S in which expansion of the recruiting and hiring based on flexible working condition has helped number of interested employees who are aged, single parents have other commitments yet were looking for jobs. There has been personal growth irrespective of the social status or other discriminatory areas (Michielsens, Bingham and Clarke, 2014). M&S has hence introduced inclusion training programme for reverse mentoring programme for Black store colleagues even during Covid. these trainings were conducted through digitalised process by the company during the pandemic (Inclusion & Diversity, 2022). The HR has been found to invite opinions in which feedback has been considered for diverse group of employees, regardless of role and D&I strategies by M&S. There have been multiple points of inclusive policies and programs that have been designed from the feedback of the employees (Rahman, Kistyanto and Surjanti, 2020). Supporting the employees with work-from-home or home-life situations as been able to reduce challenges during tough times like the pandemic. As it was not safe to move out and also for the family members the idea of flexible working and flexible timings or shifts by the HR were the touch base of equality (Nath and Lockwood, 2021). The HR tries of M&S to build trust within the employees in which the value of communities is enhanced and there is workplace community that is created through digital means like online meeting, virtual conferences and such other areas. The leaders and the HR managers try to apply acceptance within the teams and create safe working environment for the employees. Voices are acknowledged that might not be possible during face to face communication for M&S (Lewis and Humbert, 2010). 
The HR of the company ensures there is flexible working environment in which promoting diversity and inclusion is promoted. Flexibility in work location increases the opportunity to open new job opportunities and also help wider pool of individuals like with health issues of disabilities (Michielsens, Bingham and Clarke, 2014). Soon after Covid-19 people who were affected even in the employee base stated they were mostly feeling weak. They were given chances to work as per their flexibility and timing a wide range of virtual collaboration tools that has been able to increase accessibility by M&S (Gardiner and Tomlinson, 2009). The issue of feeling singled out was less and there was video captioning, text-to-speech apps, and modified displays for easy communication with the team and the managers (Lewis and Humbert, 2010). In this regard, M&S has been able to introduce the idea of HR intervention that acts as the agent to resolve the issue and take specific actions. This also helped in motivation as the employees understood that though they are sick they will be able to connect to their work. The HR in such cases increased leniency and studies showed more 56% offering partial leave policies to the employees in M&S (Boncori, 2020). The HR has been successful in increasing the diversity gaols with working at different time zones with the support of representatives who speak different languages other than English. Diversity and promotion of inclusion in the working culture of M&S was through high level of jobs that is less than 40-hour work per week and included job sharing and scheduling work hours as per convenience of the employees (Chung et al., 2021). 
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The managers in M&S mostly have been found to move to the pre-pandemic situation in which they were interested in dampening hopes among employees to work based on equality. They are of the opinion that based on performance the employees should be coming back to office (Lewis and Humbert, 2010). however, in this workplace management firm showed that there are preferences to bring back white employees by at least 34%. A study on the employees claimed two-thirds of respondents mentioning lack of equality initiative at the workplace and even during digital or flexible work during pandemic the challenging works were given based on preferences (Nath and Lockwood, 2021). This indirectly increased the chances of the employees to secure higher positions based on performances and they were given the opportunity to excel. It was found that 34% of managers and HR professionals of M&S believing in offering equal opportunities to the employees post pandemic and during the pandemic. a survey showed 60% of the employees mentioning not receiving a fair work culture that is free or partiality or biasness (Chung, Jaga and Lambert, 2022). In promoting diversity, the HR in M&S has been able to introduce Diversifying in the recruitment, including Early Careers (Inclusion & Diversity, 2022). There were lack of initiatives in targeting the poor mental health of the employees during pandemic and supporting employees as per the biasness of the managers of M&S. Flexibility and flexible timing were offered only to the employees who were in the higher positions in the organisational structure (Forbes et al., 2020). 
The use of the Inclusion and Diversity Strategy to life by M&S has some of the key points that also include Sponsorship and reverse mentoring. It was initially ideal to find that with remote revolution and flexible working strategies there was increase in Black knowledge workers’ and the scores of the experiences were also increased through the same (Lewis and Humbert, 2010). however, soon after during pandemic it was found that the sense of belonging of the black employees in the organisations were reduced to only 24% and the higher value of relationship that they had with coworkers was reduced to 17% only in M&S. The idea of being treated fairly by the black employees in the organisations was only 21% and there was no offer of code switching by the managers (Rahman, Kistyanto and Surjanti, 2020). There was change on the behaviours of the higher levels of managers and a dominant working culture was introduced. The emotion within the teams was reduced and studies within the organisation M&S found that 81% of the employees stating they prefer a hybrid blend of work that included remote work and in office work (Ferdous, Ali and French, 2021). 
In a recent study on the retail sector of UK 60% of the black employees were not happy based on flexibility and lack of opportunities in the current job. With diversity talent has not been recognised in the black employees (Ferdous, Ali and French, 2021). DEI initiatives and “future-of-work” planning are based on the distribution of opportunities for M&S however, it was found that equitable working environment was not found in the organisation and staffs felt the distribution of resources like timing, flexibility in work was only offered to the white employees. There was inadequate hybrid culture that was found in the organisation (Chung et al., 2021). 
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The role of the HR though vital in such considerations have been found to be weak. It was seen that more than half of managers currently have the power to decide who would be working in flexible working culture or hybrid working culture (Chung, Jaga and Lambert, 2022). The HR role and the management has been seen as the power to allow work remotely for only 55% of the employees. This is the area in which M&S took the step of Building I&D plans for use across M&S and direct intervention by the managers. The representation of the fair skinned staff was only 63% in the office. The HR was found to favour employees by offering 53% of the employees to work during the day. The staff responsiveness of the employees working during pandemic in UK was only 53% (Rahman, Kistyanto and Surjanti, 2020).  However, the responsibility shouldered by the black employees and women in most of the times were more. 59% of workers in the team of line managers allowed employees who were already hired to work remote more opportunities than the ones who were hired for in office work (Ferdous, Ali and French, 2021).  
Based on the policies of the HR for flexible working during pandemic female workers, disabled workers, parents and carers were found to face challenges when working remotely. Inequality of the HR managers were found in wellbeing or caring responsibilities. In the office culture of M&S brand-new hybrid working model was found to be offered to selected employees by the HR (Lewis and Humbert, 2010). in this, real risk that ‘office culture’ have been fund to be supporting the employees who are white or under the look books of the HR manager. With increased flexibility there has been lack in clarity in communication. With creating awareness of our 'Zero Tolerance' HR were found to be offering the hybrid-working between some managers and their teams and clearly vocalising their support for flexibility in working practices for only handful of employees (Michielsens, Bingham and Clarke, 2014). The healthier business issues were lacking the policymaker to regard the opportunity of the employees in missing on-site, training for managers. Even in case of job sharing and knowledge through training in M&S it was found that lists were found in the organisation who received the opportunities (Rahman, Kistyanto and Surjanti, 2020). This was not limited to employees who were offered opportunities based on performance but personal preferences. The role of HR in M&S in this case was use of multi-faith, multi-cultural colleagues and communities opportunities. During the pandemic based on inequal measure and initiatives there has been a negative effect on the productivity (Ferdous, Ali and French, 2021). as found flexibility in working practices can boost productivity however, with specific rules and regulation for different employee base the HR department of the organisation ensured there ae lined drawn within the organisation. hence, along with the financial issue of the organisations the added areas included lack of opportunities for all the employees to perform. There were hindrances in the innovative areas and creativity (Gardiner and Tomlinson, 2009). 
In UK most of the companies having employees more than 250 are not having policies based on flexible and hybrid working policies. Help to Grow has been the initiative of many of the HR departments of the companies however, with management programme there has been need to ensure managers and leaders are trained. In building and fostering inclusive working environments the HR has lacked the development of the policies (Forbes et al., 2020). 
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In the hierarchy of decision making there was inclusion of white executive more in the post pandemic return to work. The traditional way of working full time was offered to the white employees so that they can receive full salary in UK. data found that employees based on colour were seen to offer work categories by increasing 17% of differentiation (Gardiner and Tomlinson, 2009). The “proximity bias,” led many employees who are single parents or disability to leave the office work as they found soon after there was preferential treatment shown to people who are together in terms of gender, skin colour, race and so on (Chung, Jaga and Lambert, 2022). Based on this issue the step that can be taken by M&S would be reward based on performance. The HR can create a policy in which employees with best behaviour within the organisation and performance would collectively receive the reward that can be of financial or non-financial to be decided by the authorities. 
The effect of inequality in the flexible working schedule like working from home was based on remote employees missing out on opportunities like promotions, stretch assignments, and career advancement (Forbes et al., 2020). M&S in this regard can introduce the idea of remote working for specific number of days in the month that can be decided as 2 days by the HR. this would for all the employees hence inclusion and diversity would be present with no discrimination and yet the company can garner the necessary productivity. 
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As seen with the onset of pandemic there has been flexibility in the working conditions that included working from home and in flexible timing in M&S. Within the comfort of home and without any travel the opportunities to work for the employees increased. However, in certain aspects there has been development through digitalisation in which employees such as disables, single parents have found their way to earn. However, post pandemic with the issue of policies and inequality there has been lack of inclusive policies. The managers and the HR are offering hybrid working culture based on race, skin colour and gender of the employees. 
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