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[bookmark: _Toc100250917]Introduction 
The Covid-19 pandemic has made greater impact on the employer and worker relationship transformation process (Chung and Van der Lippe 2020). The pandemic has accelerated the existing remote working trend. John  (2017) stated that After the pandemic, the employers have started playing extended role in terms of managing the physical, mental and financial well-being of the employees. Work flexibility has become an important area of discussed in current filed of management. Soga  et al. (2022) stated that due to the pandemic impact, flexible work arrangement has become choice of larger group of employees in order to generate diversity in the workforce. After the introduction of flexible work arrangements, most of the states have issued the work from home orders; however, allowing the essential human resource support for physical locations has also become important in order to continue the business operations (Chung 2020). Therefore, as a human resource manager in a retail company in UK, managing total 1000 staffs in different locations is the major responsibility of mine. Through this report, evaluating the potential impact of flexible working using different evidences, the recommendation has been shared for better management of employees. 
[bookmark: _Toc100250918]Case in favour of flexible working in relation to diversity and inclusion
The covid-19 pandemic has made greater impact on the global work arrangements. Especially considering the remote working environment, it has been found that work flexibility has become new normal in the current scenario. John  (2017) stated that Due to the strict social distancing protocol, employees are demanding for flexible work practices. Even after the pandemic absence situation, most of the employees believe that flexible work arrangements have started making greater impact in the recruitment and retention efforts made by the human resource managers. Along with that the flexible working practices have started making greater impact on the diversity and inclusion.  Improved attendance along with the productivity has become important benefits of the flexible work environment (Chung 2020).
Chung and Van der Lippe (2020) opined that Flexibility is an important area of discussion in the current human resource operation because depending on the greater flexibility in the workplace, the sense of belonging among the employees can be promoted, which can indirectly impact on maximizing their interest towards the job role.  Lake (2016) stated that Diversity and inclusion can be defined as the necessary element in the human resource operation that not only helps in improving the organizational culture but also it helps in dealing with the situation but also it helps in managing the over all productivity in the workplace. The workplace flexibility has made significant impact on promoting diversity because it has helped in retaining talent that has encouraged innovation and productivity. 
In support to the above statement, Soga  et al. (2022) stated that diversity is an important element associated with current workplace, which made greater influence on the work flexibility. Workplace flexibility is being refereed as the process where employee can get the chance to make choice when they are going the accomplish the task. On the other hand, Kelliher  and De Menezes (2019) stated that diversity encouraged the presence of diverse range of people and supported them to work collaboratively in different circumstances. In current complex business environment, it has become important for the human resource managers to adopt strong diversity approach in terms of staying competitive by retaining potential candidates.  
Kelliher  and De Menezes (2019) stated that The human resource professionals make greater impact on promoting the leadership and management for empowering the diverse culture. Riva and Russo (2020) stated that Depending on respectful inclusion, employees can get scope to learn and grow throughout their career journey. For major group of people flexible work ability is a critical area of human resource management. However, it has been found that there are many women, single parents, older workers and physical disable people who are associated with different industries can get greater benefit from the flexible working practices. Based on providing the chance for part time flexible roles, depending on the potentiality of the employees, that can be appointed in different positions. 
Riva and Russo (2020) stated that through flexible work arrangements, the Human resource managers are reducing employee turnover and improving their living standard, which is indirectly helping in promoting inclusion. Diversity, inclusion and equality can be defined as the crucial strategy that is being adopted most of the organizations. The human resource managers have dealt with enormous complexities during the covid-19 pandemic situation. Kelliher  and De Menezes (2019) stated that the structural racism along with the loss of family sustaining jobs has become important issues faced by the employees. Chung and Van der Lippe (2020) opined that The covid-19 pandemic has made major contribution in terms of proposing the collective shift in the attitudes towards work. Considering the negative impact of covid-19 pandemic, it has been found that due to the pressure women and especially people from different region have started losing their jobs. Through the flexibility in work location along with the schedule have opened job opportunities for the global people. People with physical disabilities and health issues have got opportunities for continuing their work activities. 
Chung and Van der Lippe (2020) stated that the remote working culture has made greater impact on achieving the diversity goals. Hiring people from different locations across the globe can have the company to expand operation in larger customer base because hiring employees from different locations can help the company to have different representatives who speak different language other than English. Kelliher  and De Menezes (2019) stated that Employees can get progress in their career path and also get opportunity to ensure wok life balance. In order to reduce racism in the workplace, the human resource managers have played greater role for proposing flexible workplace policies, where work flexibility has helped in reducing cognitive bias. It has enhanced the openness among employees and improved tome management ability of them. Especially in case of black employees, it has been seen that they prefer to work from home in terms of avoiding the bias (Wheatley 2017). The human resource manager is making effort in terms of promoting better work life balance by providing work facilities based on their preferences, which is not only helping the company to reduce cost but also maintaining diverse work group. 
John  (2017) stated that Diversity mainly focuses towards spotlighting the employees who are under-represented. Employees always want the sense of belonging. Therefore, providing visibility to the employees who identify with the variety of gender expression, backgrounds and personal choices, the sense of collaboration can be represented among the employees.  As an example, Chung and Van der Lippe (2020) opined that Tesco has introduced work life balance forum for the women employees because here along with the fulltime part time work facilities have been provided to them. 
In special consideration to the high profile brands in UK, it has been found that diversity and work flexibility have become good combination in terms of reducing the absenteeism and negative customer satisfaction (Riva and Russo 2020). The work flexibility has helped in promoting betterment towards the disadvantaged groups. 
Chung and Van der Lippe (2020) opined that the flexible work arrangements is effective for addressing the gender discrimination issue. Following male and female ration in UK service industry, it has been found that in junior level employees gender balance is visible, however, in case of senior level, the male and female employee ratio is totally different. Kelliher, C. and De Menezes  (2019) stated that Retaining the female employees at the age of 40 is really difficult for the company due to their family responsibilities. In this situation through the flexible work timing gender diversity can be maintained in different departments. Depending on the employees profile, flexible work hour can help in increasing women involvement in the professional field. As an example, it has been found that a global brand like Google which is known for its diversity and inclusion has adopted flexible work arrangement approach. The work from different location other than the main office up to 4 weeks per year has been proposed by the company to give flexibility to the employees and increasing their satisfaction. 
On the other hand, Lake (2016) stated that in considering the diversity implementation via FWA, it has been Most of the researcher believe that due to lack of efficiency in implementation of diversity development process in the organisation, overall outcome gets affected. In this case, efficient approach of human resource managers towards planning the work atonement is important for avoiding the issues. After the covid-19 pandemic situation the work flexibility has significantly contributed towards matching the business needs. Kelliher, C. and De Menezes  (2019) stated that Depending on the certain flexible arrangement, through the remote working facilities the diversity development approach can be maintained within the organisation. In support to that Lake (2016) stated that flexible work arrangements have influenced the job characteristics because it has resulted the unavailability of employees. Flexible job arrangement has also created greater impact in the customer perception (Soga et al. 2022). By providing flexible work arrangements facilities the engagement of employment availability has been done in a strategic management where employees can get the opportunity to arrange their attendance pattern based on their convenience.
Chung and Van der Lippe (2020) stated that the human resource managers create greater impact in terms of influencing the cultural norms of business, where focusing on the flexible work environment business and client satisfactions have been maintained. The flexible work arrangements have also made greater impact in terms of influence in the organisational diversity because depending on the talent of the candidates the employees have been recruited in the organisation rather than considering the cultural and location barriers. John (2017) stated that Work flexibility has also increased the involvement of women in senior levels, because it has been seen that due to family and other responsibilities most of the women quit their job at the age of 35. A flexible work arrangement has introduced women economic opportunities along with the suitable gender ratio of male and female in the organisation. Wheatley (2017) stated that considering this strategy, Tesco plc has also introduced hybrid work model, where women are being able to maintain their family and work life. 
[bookmark: _Toc100250919]Case against flexible working in relation to inequality at work 
In contradiction to the above statement, Chung and Van der Lippe (2020) opined that in other management perspective, the flexible work arrangement is an influence of inequality in the workplace. Flexible wok approach increases casual behaviour among the employees, which reduces disciplinary behaviour among them (Yu, Burke and Raad 2019). Flexible work arrangements can create negative impact on the availability of sufficient numbers of employees in the workplace when it is required. The employee perspective towards their job role will get changed depending on the flexible work environment and in this situation organisation will not get help from the employees in urgent situation. Sulaymonov  (2020) stated that Increasing casualness among the employees it can indirectly impact on the overall productivity of the company. Flexible work arrangements can also make the employees lazy. Therefore, the employees who are not taking advantage of flexible work arrangements will get pressurized and it will create discriminative approach in the workplace. Specially in case of selecting employees from different racial groups, it can be stated that in the flexible work environment employees will mainly prefer the work from home policy or select the shift timing based on their convenience. In this particular situation lack of coordination among the employees along with the lack of team working spirit can get increased.
Lake (2016) stated that flexible work arrangements will also influence the inequality in the workplace because by taking advantage of this particular work pattern the senior employees will negatively utilised the advantages, which will indirectly impact on the satisfaction of junior employees. Chung and Van der Lippe (2020) stated that If the HR will fail to properly manage the availability of senior and junior employees in particular worker word in that case, it will be challenging for the junior employees to deal with uncertain challenges while managing the clients. The extension of flexible working can interrupt the relationship between the brand and the clients. Unavailability of employees can be caused due to the flexible work hours and it can directly impact on the customer satisfaction (Wheatley 2017).
All the flexible work hours will create greater impact on the gender equality however; in terms of social inequalities the flexible employment will increase the influence of social inequality. Flexibility in the employment will totally changed the work pattern and in this situation the numbers of employee turnover will get increased due to lack of loyalty of the employees towards their organisation (Chung 2020). It also increases the practice of temporary labour pattern which can negatively impact on the collaborative behaviour.
Kelliher and De Menezes (2019) stated that flexible working will increase the skill biased inequities.  Organisations are increasingly investing on developing the flexible work arrangements in terms of meeting the needs as well as desires of the employees. Most of the organisations are thinking that investing in the flexible work arrangements can generate greater balance between work as well as non work commitments. However, Chung and Van der Lippe (2020) stated that the reality is totally different because only few groups of employees are getting the access of flexible work options and they are experiencing the real benefit of flexible work environment. It has been seen that skill has become an important factor in terms of influencing the flexible work arrangements patterns. In most of the cases managers are making selection of the employees based on their skills and allowing them flexible work benefits, where the other group is not getting any benefit of this process (Kelliher and De Menezes 2019). The implementation of flexible work arrangements has mainly concentrated towards the skilled employees who can continue their work without visiting the organization. In this situation the biasness based on skills in the organisation has highlighted inequality.
Mwando, Issa and Kangotue (2021) stated that the flexible work environment is also damaging the internal communication, which is increasing inequality among the employees. Due to complication in communication the employees are feeling isolated. Allen et al. (2021) stated that although the flexible work environment has aimed to promote diversity as well as significant employment benefits but in the real scenario maintaining the work life balance has become really challenging because flexibility in the work hours is making the employees casual towards their job responsibilities. Xiang  et al. (2021) stated that employees are missing opportunities for collaborating with the team members, which is negatively impacting on the sense of belonging among individuals. Lack of communication along with loss of company culture is impacting on the diversity policy followed by the human resource manager. Complicated shift timing of the employees has become really challenging for the human resource managers to manage the situation (Chung and Van der Lippe 2020). In some of the cases leaders are taking advantage of the situation and uneven distribution of benefits has got increased. Increasing issue regarding supervision and trust has indirectly generated negative feelings such as jealousy and left out among the staff.
[bookmark: _Toc100250920]Recommendations 
In the analysis of above findings and emerging demand for flexible work arrangements it can be stated that in terms of promoting diversity, considering the flexible work practices will be an important responsibility for the human resource managers. In order to manage the employees it is important for the human resource managers to follow emerging working pattern in order to ensure employee satisfaction and retention. Therefore as a human resource manager in retail organisation following strategies can be suitable for managing the employees-
· Strong communication framework needs to be proposed along with a standard work framework needs to be implemented before proposing flexible working approach.
· Distribution of both junior and senior employees in every shift will be necessary in order to avoid customer dissatisfaction (Chen and Fulmer 2018).
· Standard diversity policy along with flexible work policy needs to be proposed by the human resource managers for ensuring the equal distribution of benefits.

[bookmark: _Toc100250921]Conclusion 
In the summary of the study it can be stated that comparing the literature in support and against of the flexible working practices, it has been found that in most of the cases lack of proper implementation strategy the failure has been seen among the managers. In this situation continuing the operation with flexible working practices, the above recommendations can be adopted by the human resource managers, which can not only help in promoting diversity but also it can improve the productivity within the organisation.
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