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[bookmark: _Toc99044884]Introduction
This detailed report will discuss the critical understanding of the business environment in which personnel professionals operate and work. The impacts of the external and internal factors which influence the resourcing by the management of an organisation will be analysed carefully. As per (ACAS, 2021), “half of the employers in Great Britain have been expecting an increase in demand for flexible working forms from the employees after the cessation of Coronavirus pandemic”. ACAS and YouGov have been collaboratively working to determine the changes in the working practices of the British businesses before and after the pandemic. In the perspective of a Human Resource Manager of Sainsbury’s, the report will highlight the adaptation of flexible working practices in the organisation.  The report will also make a case both in favour and against the flexible working hour practices related to diversity and inequality in the organisation. 



[bookmark: _Toc99044885]“Make a case in favour of flexible working in relation to diversity and inclusion at work and analyse the role of Human Resources in promoting diversity and inclusion through flexible working”
The global pandemic has pushed the limits of people all over the world and is no less in the case of the United Kingdom. People had been forced to stay at home and follow strict guidelines throughout the three stages of lockdowns. Sources of livelihood had been devastated and the unemployment rate was soaring high as the pandemic grew larger and more effective. More than 500,000 people were unemployed in the process and the rate fell upto 1.6% in between March 2020- January 2021 as per (Grissom, 2018). The Covid-19 had introduced a crisis of employment which can be compared to the Great Depression. Several organisations had to lose their workforce and the production process stopped working. After the succession of the three dimensions of the lockdown, the organisations are now heading towards new strategies for their workforce and implement new techniques of flexible working maintaining the safety standards. The human resources management of any organisation plays a vital role in managing and directing the workforce. The management decides the measures and steps that are necessary to take in the most urgent manner. Human resources management of an organisation was highly affected during the pandemic that caused organisations to lose its workforce (Kirton and Greene, 2021). 
Flexible work hours also known as flextime is a strategy implemented by the management team to schedule the working hours of the employees. By this method, the employees can adapt any hours of work time at their ease that is set by the management. After the government ordered people to stay indoors and only allowed certain essential businesses to remain open, organisations had to implement flexible working hours for their employees to keep the business surviving at the time of crisis. The organisations have adapted the flexible working hours as the new strategy for their management of the workforce (Tomaskovic-Devey et al., 2020). Organisations like Sainsbury’s had to ensure that the employees are aware of the benefits of telecommuting and opting for flexible working hours can be adopted in the place of 9-5 hours. Realising this, the method of flexible working hours is made a common strategy in the organisations minimising the loss in productivity. Flexible working hours can prove to be beneficial in recruitment, retention, and increase the efforts in organisational diversity even in the absence of pandemic or crisis. Flexible working hours provide more cost savings, improvement in attendance and production. 
Organisations like Sainsbury’s have to adapt flexible working hours in their management respecting many aspects, such as women, aged workers, single parents tend to work only when they get flexible roles due to their responsibilities. Flexible working hours can be used in an organisation to promote diversity and inclusion in various ways. The first and the foremost way that flexible working promotes diversity is the recruitment process. After the pandemic, many productive and skilled employees lost their job withholding to the guidelines by the government to stay indoors. Sainsbury’s has adapted workplace flexibility as an ethical strategy to increase productivity. Sainsbury targets and tempts talented and skilled employees from anywhere in the world. Employees from different backgrounds, culture, ethnicity and talent can be hired by the organisation that creates diversity in their workforce. Flexible working also promotes the improvement of work experience of the existing employees and access to more diverse candidates. Candidates like women, aged people, youngsters or people with disabilities can be more indulged in an organisation when they are met with the working standards related to their ease and preference. The employees can connect and communicate to the organisation from their preferred area or home as per flexible working hours which will provide a better engagement of employees to their organisations. The Coronavirus pandemic has influenced a lot in the lives of people affecting their lifestyle, work-life balance, and engagement to work. By the means of flexible working provided by the organisation, people can retain and re-live their work-life culture again in the lifestyle. People feel more included in the working environment if they are given flexible working like segmented working hours, work from home. 
Sainsbury’s objective is to provide their workers a clear, encouraging and inclusive working ambience in the management. Sainsbury’s aim to implement flexible working hours is intended towards diversity and inclusion encouragement. Sainsbury’s creates a place where the employees can be themselves and achieve the culmination of their full potentiality. With creating diversity, the organisation commits itself in building a working culture where the employee base is valued. Sainsbury’s provides its workers with flexible working hours so that the workers engage themselves in a process of creating ideas and perspectives at their ease of work. The product development and demand have been critically analysed in the process of flexible working in Sainsbury’s. Sainsbury’s employs more than a thousand employees which includes people from different race, genders, age, ethnicity and sexual orientation that creates a lot of diversity in the orgnisation. 
The human resources management of the organisation can leverage the qualities of diversity, equity and inclusion to support their business aims and objectives. The human resources management hires a group of individuals that has diverse qualities, talent, skills and experiences. The human resource management creates strategies and policies for the workers in the post covid era to keep the production line in progress (Kristal et al., 2020). Sainsbury’s being a retail sector, their HRM supports diversity and inclusion through flexible working hours in many ways. Diversity in the perspective of Human Resources Management is seen as a method to encourage the employee base. Diversity of people in the workforce can lead to better productivity as they share different knowledge and experiences in the operation. Flexible working policy by the Human Resources management proves beneficial to both the organisation and its workers. Employees have shown better engagement and inclusion towards the organisation due to the flexible working hours after they find more time to spend with the family and reschedule their work (Chung, 2019). Human Resources Management also helps and encourages women empowerment through flexible working hours. The women employees have shown better participation and inclusion post pandemic.  Most Women had to work and manage the family before the enactment of flexible hours, but have shown more dedication towards the work after scheduling their work from home and having flexible hours in the organisation. Women participation has increased since the start of implementation of flexible hours in the organisation. This way, the Human Resources Management of the organisation focuses and promotes in maximising diversity and inclusion through flexible working hours.
[bookmark: _Toc99044886]“Make a case against flexible working in relation to inequality at work and analyse the role of Human Resources in addressing the concerns of inequality that may arise from flexible working”
Inequality in the workplace can be of any sort of violation, exploitation or unequal treatment of the employees based on the grounds such as gender, unequal pay, race or position in the workplace. Inequality at work can create a broad range of chasms and conflict that can later prove to have a bad impact on the operation and production of the organisation. Flexible working arrangements have a lot of negative impacts on the work culture of the employees and it has created certain inequalities in the organisations. Inequality of work can also be seen as a loss of values and ethics in the work life culture of employees. 
The first and foremost inequality that the flexible working arrangement has introduced is unequal pay. Employees have been facing unequal pay regarding the work that they are getting in flexible working environments. Less experienced or the employee with less opportunity have unequal pay while operating in the flexible hours. Unequal distribution of the payment is a major issue and charges as an inequality in the organization (Atena and Tiron-Tudor, 2019). Unequal payment often raises job dissatisfaction and it can possibly create conflict in the management procedures of the organisation. Unequally paying the employees at the time of crisis can lead to major job dissatisfaction and loss of professionalism. Employees tend to leave the job if they are less valued in the aspect of payment. 
Flexible work life balance of the employees can be hampered by the flexible working arrangements. Not everyone in the employee or the employer base has a good atmosphere to indulge themselves in work. Flexible work life can create a sense of leisure and procrastination among the minds of the employees (Lewis and Beauregard, 2018). Most of the workers find it easy and convenient working in the physical environment rather than working from home. Flexible work life sometimes hinders growth both personally and professionally. The employees are more and more focused in their personal as well as professional career but after the pandemic, the work life balance of the employees have been disintegrated. These factors have stopped the growth of employees according to their needs.
Some of the employees find it very difficult to communicate with other employees and management regarding the circumstances they stay in. Being away from their physical working arrangements, some of the workers hardly manage to communicate their problems and issues with the management that causes the production process to slow down. Working from home or any other remote areas make it difficult for the employees and even employers to execute the proper potentiality in their work. 
Another factor of inequality in flexible working is the uneven distribution of work and projects (Chung, 2020). Employees are unevenly distributed of the works and tasks they were physically doing in the organisation. Organisations have been falling since the management process had not been able to work on its full potentiality. Organisations like Sainsbury’s find it very difficult to carry out its tasks in the process of production. It is only the sector of technology that can work under the flexible hours. 
Favouritism is another factor of challenge in the perspective of flexible working arrangements (Colley et al., 2020). Employees who are the favourites of the employers get many favours and favourable works. This factor raises an issue of inequality among other employees and in loss of their equal participation in the well being of the company. This leads to discouragement of the employee base. 
Some of the factors of flexible working arrangements can create more intensification of work and loss of their social life. Employees tend to socially isolate themselves in the process of flexible working that can hinder their personal growth. 
Human Resource Management is the branch of skilled individuals that performs tasks to securely manage and operate the organisation and help to fully utilise the employee base creating more opportunity and productivity. There are a lot of roles and functions that the management team plays to eliminate the issue of inequality in the organization (Syed and Ozbilgin, 2019). The first and the foremost role is providing each and every employee with the equal amount of tasks and objectives to perform. This way, Human Resource Management can eliminate the inequality that rises in the unequal distribution of the tasks. After allocating certain tasks to their employee base, the Human Resource management ensures that the employees are paid evenly according to their work and intensity of their tasks. The HRM plays a vital role in scheduling the working hours and timings to its diverse employee base according to their convenience and method of operation. The Human Resource Management ensures that the employees in the organisation are given equal opportunity and equal treatment (Ewald et al., 2020). The employees show better negotiation and inclusion in performing their tasks and increase their potentiality even in the time of crisis. The management decides who are the liable candidates to give out the operational task. The Human Resources Management acts as a supporter and safeguard of any sort of violations in the grounds of an organisation. Be it in any sort of race, gender and age, the management creates rules and regulations that secure the position and confidence of the employee base.
The HRM functions as the analyser and provider of the work life balance of the employees that get created in flexible working arrangements. The wage gap between the employees are critically analysed and stored in the data so that the violation of any wage gap cannot happen on the working grounds. Tackling all the inequalities in the organisation, the Human Resource Management can implement certain rules and regulations that would secure employee exploitation. According to the 2010 Equality Act, workers in the organisation cannot be treated otherwise (Yu et al., 2019). It protects the employees from getting treated partially. It states that all of the employee base are equal and should be treated as equal on the professional grounds. The Human Resource Management applies this regulation in their system so that the violation of employees on any grounds can be eliminated. The Anti Discrimination Act of 1991 prevents the organisations to exploit any of the employees according to their characteristics (Chung and Van der Lippe, 2020). It also safeguards the employees from any of the sexual discrimination in the organisation. Instances such as discrimination on gender have been seen in many organisations. The Human Resource Management plays a vital role to eliminate any kinds of sexual harrassment or the sexual discrimination in the grounds of professional work. The HRM ensures that the employees are equally treated, equally paid, equally given opportunities to grow and succeed. 
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After a clinical study and research of the flexible working arrangements implemented by the organisation, it is clear that the flexible working practices have been a recent trend following the Coronavirus pandemic. The work life has been disfigured by the sudden changes of lifestyle and work. Most of the organisations like Sainsbury’s have implemented flexible working arrangements in their workforce but it is clear that it has a lot of advantages and disadvantages in the production process. Flexible working hours and arrangements might help the organisation in one hand but also hinders the growth prospects of the organisation. Not all of the measures for flexible working arrangements proved to be successful. 
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