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Introduction
This report will display, evaluate and critically analyse the benefits or the lack of them regarding adopting the flexible working practices in the retail sector after the Covid-19 pandemic in the UK. Detailed analysis will be conducted in the background of the given task and the information based on ACAS‘survey in 2019, where British businesses were asked to consider changes in the working practises where possible and in regards to the displayed employees' expectations for increasingly remotely working.  
The result of the conducted survey among 2,030 adults shows clearly that 54% of the employees are expecting working remotely to increase once the pandemic is over, moreover 55% of them as a part of the week remotely and 49% for the whole working week. 
In the light of this information and the coming impacts of the businesses throughout the UK, especially in the retail sector, HR Managers are challenged to adopt new flexible working practices, having in mind the strong correlation between Diversity and Inclusion at work and the raising concerns about inequality.   



Case in favour of flexible working 
The newly designed operating guidance was established in partnership with the ACAS Council, a group of enterprises, organizations, state institutions, and other bodies dedicated to exchanging best practises, according to ACAS (2019). A new set of guidelines on hybrid working has been released, which might help businesses implement and manage demands from employees who wish to work remotely and at their employer's office. Part-time operating, adjustable hours, flexible schedules, term-time working, reduced hours, rotation, rest breaks, sabbaticals, and remote working were all options prior to Covid-19. Eventually, the government's new limits and rules acted as a springboard for many HR managers to come up with new workforce planning concepts, tactics, and processes.
Encouraging and enabling diverse workplace, according to the CIPD (2021), is an important part of how people are managed effectively; appreciating everyone in the organisation and establishing an comprehensive workplace welcoming everyone to contribute their complete capacity.
According to CIPD (2021), one of the benefits of flexible working is decreased labour expenditures for the employers, in some cases as well reduced bills of heating, electricity in the office etc. because of the reduced number of used spaces such as halls or offices. 
In favour of workforce flexibility and deployment for employees, this results in employee retention improvement, and increases output quality and productivity for the firm, because of the more spent working hours which employees are performing as stated by Harvard Business Review (2020). 
Whereas UK decree forms minimum benchmarks in aspects such as age, disability, ethnicity, religion, sex, and sexual preference, a good inclusion and diversity plan aims to add value to an organisation by improving staff health and wellness and commitment noted by Torrington et al. (2017, p. 445), which leads to improved work-life balance and is unquestionably another example of obtained benefits. Make the most of it and implement the right balance between what works for the managers and the business and the possibility of staff members working when they can. Taking into account the availability and the employees’ best working hours and days, managers could bring in the retail sector when in most cases physical presence is required. However, it is not an easy task because of multiple considerations that should be taken into an account, to make sure that no one is discriminated against. Such discrimination as an unappropriated influence on an people's welfare, work functioning, and possibilities for work is harmful and unacceptable. As a result, skills-based capabilities, impending , and practice are not acknowledged and have to be avoided at any price. According to GOV.UK (2015) the law set up for protecting the rights of employees against discrimination and inequity is Act 2010.
Furthermore, for everyone to succeed at employment, inclusion is defined as appreciating and utilizing persons individuality. An inclusive place of work involves every person unconditionally and valuating its contribution. According to the CIPD, the possibility for employee participation in the workplace is crucial (2021). As a result, what diversity is and how it works is recognizing differences, as well as the gain of a broad collection of opinions when decisions are made and a staff that reflects the company's consumers.
[bookmark: _Hlk101000392] Businesses have encountered several challenges as a cause of the pandemic, including difficult personnel issues such as redundancy, furloughing, and returning to work. Managers must make sure that their decisions are legal and that they do not discriminate alongside their employees as suggested by Torrington et al. (2017, p. 299).
Managers need be aware of how the epidemic, also related work and personal disruption, affects workers because of their past experiences and current situation. Increased caring obligations, for example, entail thinking about employment arrangements that are more flexible. For people to perform at their best, reasonable changes must be made. It's also vital to consider people's health, safety, and well-being, given the difficulties and uncertainty they may be facing. As suggested by Frankiewicz B. and Chamorro-Premuzic T.(2020), line managers must have the confidence and capability to manage in differently manner, such as leading workers distant with pro-diversity approach, helping in sense of belonging, employee‘s well-being and a healthier work-life fusion.
Noted by Holvino et al (2004, p.253) the methods utilised in organisations to promote diversity and inclusion, identify some of the barriers that organisations encounter that are crucial to overcoming.  Furthermore, there are as well moral arguments for Diversity and Inclusion, such as employee well-being rather than financial prosperity as stated by Dahanayake et al, (2018, p.477).
Three stages of organisational change (systemic, cultural, and behavioural) and two methodologies to change are outlined, as well as visions of inclusion in organisations, outlining that HR has a huge role in this. 
[bookmark: _Hlk100768376]HR Role in promoting diversity and inclusion through flexible working
Workforce planning needs to come out from the organisational strategy in the retail sector and it is closely linked to Managing Human resources in the operational business processes as it requires effective communication between HR managers and employees. The good-quality information between both is essential for recognising and implementing the flexible working practice in terms of supporting and extracting the benefits of Diversity and Inclusion in the workplace regarding personal needs, abilities and preferences noted by Armstrong, M., (2014, p. 446).
To be promoted effectively the diversity and inclusion through flexible working HR Managers must be sure that are aware of the legislation, laws and norms and their correct implementation. Also, evaluating data and outcomes in the UK, providing employees with relevant guidance and support of expected cultural values and norms within the firm and providing a framework to guide their behaviour are crucial parts of their role. As is stated by CIPD (2021) HR bodies should handle employees' sensitive data, representing and analysing it for getting a clear employees lifecycle to offer the best possible way for the retail business and the employee personalities. Diversity training should be integrated into other D&I activities as part of a comprehensive programme, in addition to their primary function as HR Managers. Prioritizing initiatives that involve perspective-taking strategies, where people imagine the experiences of others, and avoiding learning materials that imply psychological biases are irreversible since they can encourage prejudice, are both necessary. For the best working results, align training with strong learning and development principles, and consider combining online learning, face-to-face workshops, and experiential learning.
The benefits of promoting and supporting the right way employees in flexible working are many, giving the chance each member within the organisation to give the best of himself. 

The case against flexible working in relation to inequality at work
Introducing the flexible working scheme within the organisation could bring some issues that are dividing the same opportunities among the employees, offering benefits for one of the workers and at the same time, those may not work for others. As is noted by Daniels and Macdonald (2005) introducing and promoting such practices is immoral and unethical. Moreover, The Equality Act (2010), which covers a much broader range of issues than any previous legislation, has implicit more difficulty to discriminate against individuals suggests an International Journal of Law and Management (2022).
What the flexible working could affect negatively on the individuals as employees is the lack of equality for all workers as working days should be covered across the week, but what if all employees prefer working only Monday to Wednesday? HR Managers should elect some, but others are going to be left behind. As noted by Daniels and Macdonald (2005, p. 24) and in support of this argument is that people will be better encouraged if they understand that are being considered fairly and in addition, they will be demotivated if it is not so. As a measure of it, people are making comparisons between how an individual has been treated compared to other groups. This could be a serious disadvantage of the implementation of flexible working if it is not handled well. 
Studies from Hussain, Z., et al. (2022) are suggested that workers with low self-esteem tend to be anxious and ineffective, as they can see interpersonal relations as threatening and therefore, team working results hard for them. However, regarding these issues and much more HR Managers are burdened to solve, apply and establish complex schemes, whereas not all employees might be felt as appreciated and evaluated by the company. However, the technology can bring employees together and even not physically, the sense of socializing and belonging might remain strong for some of the workers but not so for others. 
While HR managers are striving to overcome some of the obstacles, as it is part of their job, not all employees can be satisfied, as not all have the same sense of family well-being style linked to the work schedule, moreover it becomes even more complicated if they do childcare activity or maternity and working.
Some of the rising concerns related to Equality and working inflexible way in the Covid-19 pandemic are inadequate accommodations for workers who are disable, unpaid and sick leave, or early maternity leave for expectant mothers, as well as some prejudiced decisions on work structures in the retail business. Moreover, as stated by Harvard Business Review (2020) more pressure is noticed during the flexible working upon workers and more working hours but unpaid.  
Another point against the flexible working in terms of working at the workplace some days in the background of the post-Covid-19 situation is the sense of personal well-being and the risk of exposure to still unreliable future, because of the high-risk probability to be infected by following new variants of the virus. 
CIPD (2021) suggested that in the long-term planning to work flexible, as the article the background displays, may equip managers with opportunities, but also with rising challenges. 
It's easy to believe that flexible work arrangements would be a worldwide huge equaliser for women. Not all the time. Men are more likely to utilise the office for networking, whereas women prefer to collaborate and complete tasks. Working from home has the potential to exacerbate underlying inequity and lower the number of opportunities for face-to-face networking noticed Chamorro/Manpower group (2020) based on research conducted. Also, the same research suggests that women are overrepresented in sectors where the impact of Covid-19 was higher which is a big disadvantage of flexible working. 

[bookmark: _Hlk100768507]The Role of Human Resources in addressing the concerns of inequality from flexible working
Dr Brown, D., (2021) suggested that the need for new priorities is raising for HR Managers in terms of the post-Covid 19 work such as introducing a financial wellbeing policy and investments in employee training and further development which will bring out bigger expenditure for the badly hit already retail sector. 
Important things to consider for HR managers in their role related to Equality are making sure that including employees in the decision-making process, implementing procedures considering the requirements of various groupings and arrange working options in a way that works for everyone, however not discriminating against certain categories of workers CIPD (2021). Also, in terms of pregnancy and maternity, HR managers must ensure to find another suitable job or carry out a risk assessment for these employees, also making redundancies or furloughing staff, but with no disadvantage on the selection process in these related issues. Any fair adjustments for employees with a incapacity or continuing sickness made by HR managers are essential and the aim should be to eliminate or diminish any significant disadvantage the company may face as much as feasible.
Identifying the complex issues, communicating them properly and finding lawful advice are the ways of addressing these problems regarding the inequality in the workplace as stated by Chung, H., (2018). Furthermore, employers have a legal obligation to evaluate requests for flexible working hours from employees who have worked for at least 26 weeks. Employers must respond to requests for flexible working hours in a "reasonable" way and within three months. The reasons for the refusal given by the HR Manager must be valid.

Conclusion
Leaders play a critical role to effective flexible working execution: they can either be facilitators and supporters or barriers. It seems that is highly possible for flexible working to become an adopted practice for the future in many sectors in the UK, however, in the retail business environment is still difficult to introduce flexible working for employees. Despite the pros and cons of flexible working, the role of the HR Management is remaining highly important to identify, evaluate and implement the best working conditions for the employees, according to legislation and regulations, promote best working practices and give a real opportunity for further development for each of the company employees.  
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