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[bookmark: _Toc101908722]INTRODUCTION
Material, physical, and human resources represent 3 compartments of a business that every organization needs, to carry out its activity. In this report we will focus on the third side - people. Every organization ensures a profit if it has certain well-targeted strategies, if the marketing of the products goes well, if all the processes are carried out efficiently. But all the above work only with the help of the people in that organization and their ability to execute processes, strategies, to ensure the success of the business. Human resource management is an approach to all aspects, decisions made by the organization in relation to its employees. At the same time, it refers to all the activities related to the well-being and development of the employees, aiming that during their activities to form a well-developed team physically and emotionally that will bring success to the company (Torrington, et al., 2017). HSBC is one of the world's leading banking and financial services companies, with over 40,000 employees in the United Kingdom. They have a subscriber base of almost 40 million people, and their mission is to provide access to a world of possibilities. 
This work is an analysis of the important factors in an organization such as inclusion, diversity, inequality, and their adaptation to the new changes in society brought about by the pandemic crisis. One of these changes is the flexible work required as much as possible by people in the last period. Thus, we will analyze the place and prospects of these factors within one of the largest financial organizations in the UK, HSBC Bank, but also in general. Concluding, the work involves a series of recommendations to improve all these aspects within the organization.
[bookmark: _Toc101908723]MAIN BODY
The Covid-19 pandemic was a severe blow to humanity. In addition to the huge losses of vital factors, people have also lost the businesses they have been working in for years. But not all was lost, those businesses that changed the internal structure of the organization with the right strategies at the right time, survived. Most people realized that things that seemed impossible at first, such as working from home, studying online, later became the norm and for some even a necessity. Both the managers of the organizations and their employees have learned how to structure the work and the plan of the day in a different way, so that the needs of both parties are met. These changes, especially the implementation of flexible working, have had a major impact on the behavior or vision of the employer and employees. Subsequent surveys show that most employees want flexible work to be the norm for the future even if we no longer have pandemic restrictions. As for employers, 63% of those surveyed say they want to implement flexible work at home combined with time spent at work, not just for temporary periods, to meet both company requirements and employee needs (CIPD, 2021).
[bookmark: _Toc101908724]1.1 The potential impact of flexible working
During this period, HSBC has significantly reduced office work, with most services being provided online by telephone. Later, the CEO announced that this move caused by Covid -19, caused the bank to considerably reduce its office workplaces by 40% globally, over a long period of time. At the same time, he revealed that the demand for office jobs has fallen sharply, and that this is a consequence of a totally different post-Covid job compared to the one they had before. This change has allowed employees to achieve a work-life balance (Crush, 2021).
Inclusion and diversity are two important factors in their business. HSBC focuses on inclusion first, justifying that this is where diversity comes from. At the same time, it is emphasized that diversity is an opportunity for them that offers them various perspectives, ideas with which to achieve new innovations. Their inclusion strategy is based on three aspects: respect, representation and reputation. Respectively, I invest a lot in the culture and the opportunities of the people so that they can grow professionally. On the same subject, we emphasize that our policy of inclusion is in favor of all human principles. We ask employees to treat each other and those around them with dignity. Discrimination is not tolerated within the organization for any reason, including age, color, religion, nationality, disability, etc. (HSBC, 2021).
However, managers understand that office hours are not for everyone, especially now in the post-pandemic period when flexible hours have become the same importance such as salary, for company employees. Surveys of more than 2,000 leaders showed that they are already seeing positive results in the flexible work process, which has a positive impact on retaining and attracting staff, increasing productivity, employee well-being and building a valuable culture (HCBS, 2021). 
Nowadays, flexibility in the workplace is even a major aspect of attracting as many people with different experiences, ideas and perspectives as possible. By hiring as many different people as possible, the organization will ensure its competitiveness on the market because these employees, applying their different knowledge in practice, lead to innovation and growth. So how competitive an organization is depends largely on how diverse and inclusive the workforce is in that organization. 
[bookmark: _Toc101908725]1.2 Arguments in favor of flexible working. Diversity and inclusion in the workplace
Respectively, being as a human resources manager, I see only the benefits of this factor. Let's just imagine that on average each person spends 40 hours a week at work, which is a lot of time, but in addition to work, each person has other events in his life that require everyone's time and attention for well-being. Thus, flexibility at work can be organized in different ways so that both parties are satisfied. Promoting diversity and inclusion through flexible work is largely the responsibility of the resource manager. But that doesn't mean he can do it on his own. Like any other problem, it needs teamwork to solve it. However, as a human resources manager, we first need to turn these values ​​into concrete principles and not ensure that they can be measurable and achievable. It is also necessary to analyze the goals that are necessary for the organization, that is to be clear what are the priorities and to propose ways to make their work flexible. We could also offer a role for each one with a certain task no matter what corner of the world he works from. This way we will include everyone in various activities, and everyone will feel heard, supported and encouraged. 
If we have a look at it, we can see that everyone understands and is aware of the value of diversity, inclusion both in general and through flexible work, but much of this responsibility to promote and organize activities belongs to the human resources manager. Once he initiates initiatives, the entire team will get involved to uphold these necessary values (Chung, 2022).
[bookmark: _Toc101908726]2.1 Arguments against flexible work. Inequality at work.
A 2020 BBC News article reports that for 3 years in a row, all UK organizations have been asked to publish statistics on their various gender payrolls, in which we can see that such situations are more common in the financial sector. One of the most talked about cases was about HSBC, which for several years in a row reported about the same figures, paying 47% more for men than women. These statistics have of course been approached as a manifestation of inequality towards its employees (Lawrie & Butcher, 2020). Another source, written by them, claims that the bank has a long-standing commitment to support its employees. At the same time, they justify believing that when the financial system is accessible and fair to all, there is little chance of inequality (HSBC, 2021). The pay gap is one of the most common factors in dealing with inequality. Much of this is due to the fact that women focus on part-time work where they cannot really demonstrate their true abilities. That is why I would suggest that women apply for a job that favors their work skills. Thus, they will work for progress and they will be appreciated. Inequality in organizations also refers to the pay gap between white men and other ethnic minorities, to LGBTQ + people, to people with disabilities even if the qualifications are the same.
Some of the disadvantages of flexible working in connection with inequality could affect women, people with disabilities and people with care responsibilities. Some experts say that flexible working for women would slow down career growth prospects and could lead to more inequality. This argument can be justified by the fact that after Covid-19, more men return to the office than women because of they agree to work from home and realize other responsibilities such as raising children or take care of their parents. Respectively, this would bring them a descendant in their career. A simple example for such a situation would be communication. Not all people progress through virtual communication as much as they might progress through physical communication. Applying restrictions and working from home has already made this a norm. However, some had to win and others only failed. It is sad that women demand more flexible work because of the responsibilities they have at home, and for others this is an opportunity.
[bookmark: _Toc101908727]2.2 The role of the UR in addressing inequality.
The fight for civil rights has taught us a lot lately to defend justice and equality between people. Speaking of the workplace, we can say that human resources have a vital role in dealing with pay gaps, promoting diversity and inclusion, removing barriers to career growth. It also addresses other factors such as diversity, culture and equality in the workplace. Being a responsible HR manager is very important to be familiar in time with the problems that arise in the team. The preventive involvement of the manager in such situations, the communication with colleagues about everyone's preconceptions, will allow the business to develop harmoniously. The inequality that can be summed up in flexible work must be addressed in detail by human resources. Communication is the first successful strategy in this regard. By communicating in advance with colleagues, we can understand what they think and see about what is happening within the organization. At the same time, you can hear their suggestions on how to deal with such situations. In this way we will anticipate the inconveniences that may arise in connection with inequality and make everyone feel good where they are and as they are.
[bookmark: _Toc101908728]RECOMMENDATIONS 
Every business has its ups and downs. It is important that members of the organization, especially managers, make the right decisions at the right time. Based on the above, as a human resources manager, I could suggest to HSBC no recommendations for improvement:
1. Implement flexibility at work as a rule already, but not just for a short period of time. This will bring you more advantages than disadvantages;
2. Develop a multi-path structure for flexible work that includes part-time work - that is, a few days at home, a few days at the office, work only at home, work only at the office, and so on. This way you will also satisfy the needs of your employees and your needs.
3. Make regular meetings and checks with employees both physically and on online platforms. These would help you keep up the workload and include everyone in the organizational issues;
4. Communicate frequently with employees about how the business is going, what dangers exist, what facilitates it. Also ask their opinion. Being all different, it could offer you wonderful perspectives in solving problems;
5. Organize various development programs for bank employees such as mentoring activities, regular projects on certain topics to implement the exchange of ideas, language courses to remove language barriers, etc.;
6. Treat everyone to the same level, both in communication and in practice. This way you don't have to worry them about inequality;
7. Promote, organize and participate with employees in as many activities of inclusion and diversity as possible. This would be a way to get even closer to employees.
[bookmark: _Toc101908729]CONCLUSION
The pandemic situation has shown to the whole of humanity that the things that look the same today may be completely different tomorrow and that the sudden changes required to be observed today seem absurd, and tomorrow they become normal. This is also the case with the flexible thing that once appeared, will exist long before. Following the factors analyzed above, we can conclude that flexible work in an organization can have both advantages and disadvantages. It plays a special role in diversity and inclusion in the workplace in direct relation to the main actors in an organization - people. Inequality in society is about people and is treated the same as us humans. It is important that human resources act and use timely strategies. Flexible work is a challenge not only for employees but also for managers, so we need to demonstrate empathy and tolerance to perceive things correctly and to approach them from different perspectives. Throughout its work, HSBC has faced all the challenges related to these issues, except inequality, taking into account the above. It is currently an organization with a well-defined structure and good strategies that ensure its continuity over time. In conclusion, I believe that any organization can have good prospects from any point of view if effective work practices are adopted at the right time.
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