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[bookmark: _Toc102049454]Introduction 
An organization is hugely dependent on its human resource or the workforce. For the organization to work more efficiently and achieve more, human resources' primary responsibility is to help employees perform better. The term "HR planning and activities" covers a wide range of tasks involved in keeping and growing a company's workforce (Torrington et al., 2016). One of these activities includes providing a flexible working environment that can keep their employees more engaged although there are other sides to this practice. Flexibility in the workplace is becoming more and more prevalent, allowing employees the freedom to carry out their duties in a way that best meets their individual needs and responsibilities (Armstrong and Taylor, 2020). In this report, two cases will be built based on the flexible working policies of Morrison. It is the fourth largest retailing supermarket in the UK that has around 500 stores across the country with more than 1000 employees employed in the stores. The report aims to highlight two aspects of flexible working. One case is regarding flexible working and its contribution to enhancing diversity and inclusion in the workplace and the other one focuses on how flexible working can cause inequality in the workplace. 
[bookmark: _Toc102049455]Case for Flexible Working and HRM in Promoting Diversity and Inclusion 
[bookmark: _Toc102049456]What is flexible working in the workplace? 
Work that's more adaptable to an employee’s schedule is exactly what flexible working sounds like. As a result of flexible working, the workers will have more freedom to work where, when and how they see fit. There are three primary flexible work arrangements: geographical flexibility, schedule flexibility, and time flexibility (Chung and Van der Lippe, 2020). Employee satisfaction and efficiency both benefit greatly from an environment that allows for a great deal of leeway in the way things get done in the office. Thus, employees have long been treated as though they were interchangeable parts, with no regard for their uniqueness or personal commitments. Everyone is unique in their way. Because of this, firms are constantly looking for ways to acquire an advantage. The benefits of a flexible workplace outweigh the drawbacks. Personnel find a better work-life balance, and businesses begin to reap the benefits of their finest employees. Results from different studies show that flexible working is can increase productivity, reduce employee stress and anxiety, mitigate distractions and thrive toward more balanced life practice (Simovic, 2022). Flexible working situations are also a key determiner of strengthening employment relationships in the workplace.
[bookmark: _Toc102049457]Diversity and Inclusion and the way Morrison practice it 
Employers are increasingly placing diversity and inclusion (D&I) at the top of their priority list, and this trend is expected to continue. Recent research reveals that the pandemic has had little effect on the strategic significance of D&I in the workplace. Employers and employees alike think that having a more equal, diverse, and inclusive workplace has numerous benefits for their business, including increased productivity, improved employee morale, and a more positive corporate culture (Andrea, 2021). Marketing professionals place a high value on working for an organization dedicated to D&I. Many marketing professionals including 75% of them say diversity and inclusion initiatives are vital while searching for a new job while 67% of the respondents stated that they would only apply to an organization that has a public statement of support for education and innovation (Grissom, 2020). Intending to create a welcoming and inclusive workplace, Morrisons is cultivating a diverse workforce that reflects its customers' communities. The company focuses on five areas of diversity and inclusion including women in Morrisons, BAME, LGBT+, ability, and family-friendly and carers as all of these areas are supported by the company’s executive-level program. Their goal is to build an inclusive workplace based on the foundation of a safe and supportive workplace and for this reason they have committed to strictly following zero tolerance on all sorts of harassment, bullying and discrimination (Morrisons PLC, 2022). The company also commits that their leaders and managers are held accountable for ensuring equality in the workplace and thus, they keep investing in training and development to develop D&I knowledge.
[bookmark: _Toc102049458]Flexible working and Its Favourable Impact on Diversity
Flexible work practices have a positive correlation with the diversity and inclusion of the workplace. A research survey on more than 1000 company executives was done to explore the impact of flexible working on D&I and more than 88% of the respondents agree that flexible working policies can help organizations hire a wider and more diverse range of individuals (Vargas, 2020). Moreover, further studies have shown that production has increased throughout the organization by promoting D&I through flexible working. Here are some positive impacts of flexible working on D&I: 

[bookmark: _Toc101998589]Figure 1 Role of Flexible working in Promoting Diversity and Inclusion (Source: Author)
· Paving new opportunities: Many more people with temporary or long-term physical impairments or health concerns can find work because of the increased accessibility provided by more accommodating work arrangements and schedules. Many virtual collaboration tools like video captioning, text-to-speech software, and adapted displays and input devices make it easier for people with disabilities to work from home without fear of being singled out (Grissom, 2020).
· Demonstrating Sense of Belonging: Sometimes diverse range of employees feel restricted and neglected because they belong to a different culture, ethnicity, region, colour etc. Having a sense of belonging to employees is important because doing so makes them more engaged and committed to the company and hence making sure of that is essential. In Morrison, all employees, regardless of their histories, gender expressions, or other identifying characteristics, have a chance to be seen and heard.
· Fostering Growth Opportunities: Flexible working practices promote D&I by enabling employees' growth opportunities. Through flexible working practices, the employees can invest their valuable effort by expressing and showcasing their skills, opinions and ideas that can bring positive favourable outcomes for the company. Moreover, it can also establish growth opportunities for employees that can drive their professional careers.  
[bookmark: _Toc102049459]How can HR Promote Diversity and Inclusion through Flexible working? 
When it comes to promoting, cultivating diversity and creating a courteous, inclusive work environment for all employees, HR has a significant role to play in creating and empowering an organization's culture. HR influences diversity and inclusion in the following ways: [bookmark: _Toc101998590]Figure 2 Role of HR Promote Diversity and Inclusion through Flexible working (Source: Author)

· Developing Fair Policies: Conducting an in-depth analysis of a company’s current procedures and a thorough assessment of the workplace is required so that it strives to become more diverse. The HR team of Morrison can engage in promoting a diverse workplace that may necessitate the development of new policies or the revision of existing ones at all levels, from recruiting through evaluations of performance and advancement (Harrington, 2021). 
· Incorporating Technological Solutions: HR can enhance organizational diversity by incorporating technological solutions through facilitating workplace flexibility practices. An organization has a huge amount of data regarding their employees and staff and with this enormous data set, the company can develop new and customized software and technology that encourages diversity and inclusion. Morrison utilizes their diverse employee data and incorporates necessary information to develop software and mobile workforce apps to increase their convenience and engagement. 
· Managing Clear Communication and Feedback: Making policies for workplace diversity isn't enough. To guarantee that initiatives are effective, it is vital to communicate clearly and follow through on those communications. Policy formulation should take into account the diverse perspectives and experiences of everyone who works there. Employees should feel free to express any issues they have about the way they are treated in the workplace because of their gender, ethnicity, sexual orientation, age, or other characteristics (Michielsens et al., 2017). This can help managers in designing flexible work arrangements and policies that can establish open and courteous communication channels inside their organizations.


[bookmark: _Toc102049460]Case against Flexible Working in Promoting Inequality and the role of HR in addressing the issue
[bookmark: _Toc102049461]The Issue of Inequality
Employees within an organization face different types of challenges and obstacles and workplace inequality is one of the major obstacles in an organization (Kaufman, 2018). Inequality can take the form of gender inequality, age-based inequality, discrimination disabilities etc. All of these are cited as unfair and illegal practices that hamper an organization’s diverse workforce and can sometimes lead to huge blunders. Sexism or gender-based inequality can be considered the most blatant and most denounced example of workplace inequality, as 78% of the women respondents agree with this statement (Kalev and Deutsch, 2018). Managers of Morrison should know how to manage and overcome inequality in the workplace to promote diversity and inclusion.
[bookmark: _Toc102049462]How Flexible working can cause inequality in the workplace
Although flexible work arrangements are crucial to enhancing organizational productivity and diversity and inclusion, they can also initiate the probability of inequality in the workplace. Morrison PLC should consider the following flexible working issues that can cause inequality in the workplace:
· Discriminating bottom-line Employees: An organization’s structure consists of a top, middle and bottom-line employees. It's quite obvious that employees that are in the top and middle structure are most likely to avail different opportunities that are given by the company. These employees also avail the flexible working opportunities and policies that are being offered by the company. But the bottom-line employees are deprived of all these opportunities including flexible work arrangements. It is because these employees don’t hold much power and are in the bottom tier of an organization hence their needs and wants are often neglected and overlooked (Chung et al., 2021). When employees from the upper level enjoy flexible working, the bottom-line or front-line employees cannot enjoy or avail the opportunity and thus extreme pressure of workload is experienced by these employees.
· Employee Biasness: Sometimes, employees fall the victim to biasness, when a flexible work arrangement is being applied. Employees who have built a strong relationship with their boss or superiors are more likely to avail the benefits of flexibility whereas employees who are not that deft in relation making fall behind and fail to avail the opportunities (Ozkazanc, 2019). Although flexible practices should be based on performance and employees' needs, employers who are engaged in this type of practice often initiate workplace inequality. Thus, it causes issues in the organization such as high turnover, employee dissatisfaction and poor organizational productivity. 
· Demotivated Employees: Flexible work arrangements can trigger inequality by demotivating employees. When an isolated employee doesn't have the support of their co-workers around him/her, it can be difficult to stay engaged and motivated. This is bad as the work and performance quality may suffer as a result of this. It has been found that working from home increases an employee's chance of acquiring depression. The social aspects of work, such as birthday cakes and cocktails at the end of the week, might be hard to replace when an employee is remotely working. Thus, it initiates inequality among the workers. 
[bookmark: _Toc102049463]Inequality related concerns addressed by HR that arise from flexible working 
The HR team of Morrison should focus on the following concerns raised by inequality and adopt effective strategies accordingly: [bookmark: _Toc101998591]Figure 3 Inequality concerns and Role of HR to overcome it (Source: Author)

· Inequality in Providing wages: One of the most visible inequalities seen in the workplace is the gender wage difference. The pay gap between men and women has narrowed to only a few cents during the last quarter of a century. For transgender and immigrant women, the fear of being penalized for negotiating salary is exacerbated by a lack of trust in their ability to do so. According to a recent study, women ask for salary rises at a rate equal to that of males, but they receive them only 15% of the time, compared to 20% of the time when men do so (Constantopoulos, 2021). To combat such concerns, HR can strictly adhere to government regulations and formulate policies that can reduce the gender pay gap. 
· Lack of Benefits: Working flexibly can take on an almost limitless number of configurations. If employees are involved in switching shifts, the pay should remain the same; but, if employees put less time into their shift and work only for fewer hours, this leads towards should expect to make less money. Thus, the benefits that employee receives including pension, bonus, and incentives will shrink as employees are contributing less effort. Hence, HR should monitor carefully whether these workers are utilizing their part-time working activities effectively or not and design the benefit programs accordingly. 
· Increased Employee Strains and Anxiety: Flexible working can lead to inefficiencies and a decrease in quality and communication if it is not well managed. Regardless of the benefits an employee gains from flexible working, it's crucial to keep in mind some of the drawbacks for the employers as employee strains and anxiety can be raised through it. when employees are working in a new environment or in new situations such as remote working where they can't see what their co-workers are doing, these employees may find it difficult to adapt. Thus, they find the work stressful and it ultimately increases their anxiety (Guest, 2017). HR can mitigate this issue by communicating with these employees frequently and arranging both virtual and physical meetups. 
· Difficulties in Achieving Promotions: As mentioned earlier, flexible work arrangements can cause employers’ biased toward favourable employees as managers commonly use their personal networks to find candidates for job openings and promotions and these networks typically consist of people like them meaning that they hold the same gender, race, identity (Ozkazanc, 2019). This reinforces the disparity in representation even further. Hence, HR can play a significant role in mitigating this type of disparity among employees and employers. The HR department can design an effective performance management system that systematically records employee data and produce accurate information that can aid in promoting the most qualified employees and thus fairness is served through it. 
· Lack of Employee Engagement: As flexible work arrangement triggers demotivation among employees, it ultimately initiates less employee engagement in the work. As a result, an organization’s expected outcome is lessened due to this issue. These employees find themselves no opportunities to flourish and thus they don’t give their 100%. To increase the engagement levels of these remote and flexible workers, HR can come up with effective strategies such as personal and professional development opportunities, work-life benefits, online training programs etc. (Shen and Chanda, 2018).
[bookmark: _Toc102049464]Conclusion
Workplace choices that allow employees to work from home and telecommute can open up a wide range of possibilities for professional progress. Many hurdles can be overcome by allowing people to work from home, but it's also necessary to re-think the workplace environment by analysing the consequences of the negative impacts raised by the flexible work practice. To manage and cultivate effective and diverse workplace culture, Morrison’s PLC should carefully consider flexible work practices.
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