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Executive summary
Since the COVID-19 outbreak, it is obvious that flexible working has grown increasingly common. It has also become a forced innovation in other cases. Flexible working provides a number of substantial advantages, which is why the majority of respondents in the ACAS poll chose it. Within the flexible working environment, HR's position is amplified, and it may frequently assist in navigating or amplifying HR activities in the proper direction. Flexible working combined with correct HR management can assist to improve workplace diversity and inclusiveness. As a result, it must be inferred. On the contrary, this analysis revealed evidence confirming the relationship between workplace inequality and flexible working. As a result, HR must address these challenges rather than opting on flexible working as a long-term solution.
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[bookmark: _Toc100355720]Introduction 
Human resource for a certain company regardless of the industry is vital as it is implied to improve the efficiency and productivity of the human workforce of the company (Shrouf et al., 2020). In the contemporary business Human resource plays the mediating role between productivity and strategic performance. This report is going to focus on a report delivered by the ACAS in association with YouGov. It shows that more than half of the respondents expect an increase in the flexible working or working from home for most days of the week and nearly half believe working remotely for a whole week. This report will base the discussion on this survey and further analysis to make a case for HR's role in the promotion of diversity in the workplace and dismiss the case of inequality arising from the practice of flexible working. 
[bookmark: _Toc100355721]Role of Human resource 
Regardless of the technological advancement and automated industry prowess, still, most businesses are dominated by the work output provided by their respective workforce. HR services include management, monitoring and efforts put forward to develop the respective company's wholesome productivity (Grimshaw, 2020). As the HRM of a certain retail company with around 1000 employees, there is plenty of responsibility regarding increasing the individual productivity as well as enhancing the collective work output. In the flexible work setting employees are working from different remote places, thus formulation of strategies requires addressing all the employees in a collective sense. For managing the flexible workforce HR requires arranging the accountabilities and responsibilities in virtual form. This included virtual onboarding. According to Sandvik and Tømran (2021), a contemporary business can be a tool for achieving higher organisational commitment. . This also allows HR to be creative and imply strategies that will make more employees engage within the on-boarding process. This virtual onboarding process can be utilised for building cultural paradigms within the working force, for the sake of increasing the job commitment. 
As stated by Heric (2018), digital engagement with the employees can be utilised for increasing the talent pool, as the perspective of the employees is not limited by any workplace etiquette. Fostering digital engagement helps HR in gathering information regarding well being of the employees or the status of team building. Also, as HR can arrange digital engagement on an individual basis, it will help in individual performance reviews along with getting feedback regarding aspects of the job roles. These collected data from virtual onboarding or digital engagement can be utilised to develop future strategies or forecast upcoming challenges. 
These arguments make clear that, traditional HR practices get incorporated with advanced technologies to provide the virtual or digital versions of the processes. It is also evident that the HR role towards employees stays significant and becomes more organised within the flexible work setting. 
[bookmark: _Toc100355722]Towards Diversity and Inclusion at workplace 
According to Tamunomiebi and Onah (2019), in modern days, every other business is trying to become more globalised, and in this context, organisational culture and citizenship behaviour have a direct relationship with the company performance and talent acquisition. Diversity driven workplace can help increase the potential for future success within a competitive marketplace. This statement stays true within the flexible work setting too, and in that context also, the accountability towards the wholesome diversity and inclusivity remains on the HR of the company. In this context, the company have around 1000 employees, which means it has a scope for developing a diverse workforce. Regardless of the working situation HR is accountable for increasing the productivity of a certain company. Diversity in the workplace can be achieved through different dynamics. This could be divided based on gender, culture or community. Every other representative helps in enhancing the talent pool. Gender perception can be very helpful too, as most companies serve all kinds of gender, perception from different gender can help in forging the goods or services by the requirements or preferences (Gomez and Bernet, 2019). This will help in satisfying a wider range of customers, and increase the profitability of the products or services. As the HR personnel, these context or potential advantages must be utilised in the chosen retail company. As the company have around 1000 employees and several branches including a head office, every gender should get an equal chance to represent every other role, specifically the supervising or managerial role. Thus, the different perceptions can drive the business in myriad directions and broaden the range of products and services. 
The same kinds of benefits can be utilised by cultural diversity too. Ethnic culture and community representation help the company to reach every other neighbouring community and bridge the miscommunication gap. It can help in the enhancement of the talent pool along with facilitating organisational performance (Ayega and Muathe, 2018). As in from the HR position, recruiting and creating a culturally diverse workforce would help the retail store become a cultural hub, and the trust towards the ethnic background would help in attracting the like-minded progressive consumers along with improving the brand image and core values. In the opinion of Brimhall and Mor Barak (2018), inclusion is as important as diversity within the respective human workforce. It is a vital element regarding the role identity perspective and social exchange. This is also helpful for fostering job satisfaction, quality of care, and fostering innovation. As in this context, HR can utilise these aspects collectively for delivering quality service and productive organisational outcomes. In the retail context, it will help the frontline workers in engagement with the customers and can potentially help in improving brand loyalty and image. 
[bookmark: _Toc100355723]HR promotes diversity and inclusion through Flexible working 
As it is justified in the previous section, that diversity and inclusion are important for the workplace and they are part of the accountability of HR. This accountability and deliverance both get enhanced during the flexible Work setting. COVID-19 has influenced companies to work from home and have flexible working situations. This has led to a new paradox for all the departments or functions of the business, which includes HR. A human resource becomes a coming of age department, as it incorporates the virtual technologies to conduct the traditional practices. HR has also the upper hand in the digital platform, as it becomes the easily accessible channel to connect with employees as well as the globalised world (Collings et al., 2021). In the given context, the HR role was also revamped during the COVID-19 influenced situation. It becomes the perfect platform for promoting diversity and inclusivity. It worked in both ways, as HR of a retail sector can practice promoting diversity and inclusion, which help in brand image and attracting accurate talent through the digital media. The virtual practice also helped in engaging with several ethnic background centric people and all types of gender through the social media. During flexible working, HR can fix the schedule and engage with these people at a convenient time. 
According to McGuire et al. (2021), COVID-19 has reshaped the HR role, as HR designed their practices in more participatory ways. As there are no fixed work conditions or time bounds, HR can engage with individual employees and take their opinion and perception for the progressive improvement of the business practice. This also has influenced HR to imply an ethical approach, and that includes giving equal opportunities for all kinds of ethnicity and genders. In this HR can make the workforce more diverse and inclusive. Also, the approach would be caring and attentive towards this diversified population, and it will influence good approach from these employees and improve engagement. Flexible working will also allow the HR to practise generative interaction, which is one of the ideal ways of engaging with diverse cultures as well as managing a diversified work culture (Bernstein et al., 2020). It will also help HR in promoting inclusive practices as well as practising them in the workplace. For a retail sector HR, this can be a transferable skill, incorporated with effective communication skills to enhance its impact of it. For HR in this context, the recruitment and development of diversified candidates can be done through the digital medium in a virtual sense. Digital medium will also help in acquiring candidature for the talent acquisition from a global context. The globalised workforce would help the retail store expand in future. Apart from gender, culture or community-based diversification, flexible working has influenced companies to garner the attention of the deserved and relevantly skilled disabled people. Work from home and flexible timing made the work more accessible for the disabled person (Schur et al., 2020). In this context, HR can promote the brand's core values of giving equal opportunity along with exploring a new range of underrated talent and skills. 
From the above arguments, it is evident that flexible working has brought some significant changes within business roles and dynamics. This includes the HR role too. In this discussed context Hr of the retail sector must imply flexible working, it will help in recruiting and acquiring diverse talent and create an inclusive workplace, which will help in bringing progressive change to the company's growth along with improving the culture and collective productivity. 
[bookmark: _Toc100355724]Flexible working situation 
Due to the COVID-19 remote working becomes essential and that has led the companies in inflicting flexible working. In the global context, 50% of the respondents believe that flexible working is the biggest advantage of the work from home situation. It also helps in increasing the commitment level of the employees as it influences; less commute, cost savings, time for family & friends, reduced work-life stress, freedom for relocating, and lack of office-centric politics (statista.com, 2022). 
[image: C:\DMG\2022-04-08 14_59_13-• Remote work benefits 2020 _ Statista.png]
Figure 1: Advantageous characteristics of flexible working
(Source: statista.com, 2022)
These aspects only cover the assertive from the individual perspectives or the aspects which would eventually help in delivering enhanced work output for the respective company. Still, there are some prominent cons regarding the flexible or working from home situation. In this part, this report would discuss the linkage between flexible working and inequality within the workplace. 
[bookmark: _Toc100355725]Inequality in workplace 
Occupational inequality or professional inequality refers to the practices or unfair treatment towards any individual based on some irrational aspects or personal belief. This includes discrimination against people due to their gender, sexual orientation, race, community, age, or culture (Tomaskovic-Devey et al., 2020). For decades inequality based on gender and race has become a big issue in every other sector within the high-income nations. 55% of the UK employees reported discrimination or unequal treatment within the workplace in 2019 (statista.com, 2019). The most frequent trigger behind these inequalities is gender, age, racism, and sexual orientation. 
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Figure 2: Inequalities in several nations
(Source: statista.com, 2019)
[bookmark: _Toc100355726]Inequality arising from flexible working 
Flexible working or work from the home situation has influenced gender inequality a lot. It is reported by the office of National statistics, that it has widened the gender pay gap. After the lockdown was lifted by most of the nations, some employees are back on physical track and some stayed within the virtual track. Often the offices tend to appoint the women to the virtual track and reduced their wages (Partridge, 2021). This has developed a broad gender pay gap. In addition to that, the offices often deny equal opportunity based on skill or capabilities, instead, the ethnic background people are denied higher positions. The Charter Management Institute (CMI) has reported that around 30% of the superior or manager has no idea about managing the diverse workforce from the flexible working situation, it includes HR manager (Partridge, 2021). Thus, it can influence the regressive practices like denying promotion to the flexible workers from an ethnic background, and it can be justified by the employee's status of flexible working. This context is similar for the women workers too, as the women working in flexible working might get denied promotion. 
Within the flexible working situation, the intersectional processes are important and these depend on the relevant effective communication between the stakeholders. During work from home or flexible working these communications get reduced, and the nexus between the employees is barely minimum. This provides the scope for the higher hierarchical or regressive people to conduct practise to suppress individuals. This happened against the LGBT community-based people during the flexible working (Cech and Rothwell, 2020). 
Working from home tends to risk exacerbating the already existing and frequent unequal practices within the labour market. There are some significant benefits from the work from home situation, but at the same time, these advantages would not be adequately regulated amongst the workers. This will benefit the major or larger proportion of the community, or race or the male. Flexible working is a forced innovation, which has the capabilities to provide the scope to the managerial or supervising position for practising inequalities based on their personal preferences (Bonacini, 2021). This includes exploiting the situation created from lack of communication and denying policies regarding Income support measures or capital interventions. Even the partial flexible working condition is exploited by many firms in making some of the employees work more than others. 
Sheer necessities during the COVID-19 have pushed the flexible working or work from the condition for the firms. Now many companies are still practising it for its significant benefits, but this can affect the working dynamics of the women employees, specifically for the working mothers (Partridge, 2021). Working mothers or many employees have to do the house chores as well as complete their professional duty. These practices are limiting the workplace opportunities for the women too, along with offices deliberately paying less to the women employees. These practices will be continued, as firms can gain their expected output along with cut some wage based expenditure. Thus, Women have to pay the penalty for the work from the flexible working (Chung, 2018).
[bookmark: _Toc100355727]Human resources addressing the issues 
Maintaining the organisational culture comes under the accountability of HR. The inequalities and unfair practise can directly affect the culture along with impacting the professional engagement and commitment. All these aspects would affect the company's productivity and brand image. Therefore it is essential that HR addresses the inequalities in the workplace and take some necessary steps to mitigate or if possible eliminate these practices. More effective practices must be designed to counter the inequality based problems in a workplace situation (Roberson et al., 2020). From the above arguments, it is clear that the discriminatory practices could be enhanced within the flexible working situation. Thus, HR of these respective companies must make some extra efforts for addressing these issues, so that workforce and management both can be assured of the workplace well being and prohibition actions taken against these inequalities. According to Undurraga (2019), the HR and other management posts within the retail sector have the biggest scope for exploiting the labour market within flexible working conditions. The work pressure can be unevenly regulated, along with many companies furloughed or terminated employees due to a bad economy and this can be targeted based on race gender or community. The unequal practices in the retail sector are significant, even the recruitment practices get rigged by the HR in the Chilean market space. Many employees from the lower hierarchal positions get paid by the hour and can be asked to work in any situation or time, completely exploiting their work-life balance (Storer et al., 2020). As an HR appointed in the retail sector, it is essential to address these issues within the flexible working and influence the superior to not imply the flexible working for the sake of developing an accurate workforce, culture and providing improved work output. 


[bookmark: _Toc100355728]Conclusion 
From the above arguments, it is clear that since the COVID-19 outbreak Flexible working become more frequent. In some contexts, it has become a forced innovation too. Flexible working has some significant benefits and therefore the majority of the respondents opted for flexible working in the ACAS based survey. HR role gets elevated within the flexible working condition and often it can help navigate or amplify the HR actions in the right direction. Flexible working with accurate HR management can help in enhancing diversity and inclusivity in the workplace. Hence, it must be implied. On the contrary, this report also provided an argument supporting the linkage between inequalities in the workplace with flexible working. Thus, HR must address these issues and not chose flexible working as a long term option. 
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