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The Covid-19 pandemic has transformed the entire concept of work in the modern era. Though the concept of flexible work and work from home were applicable in certain sectors the pandemic situation has made it popular among the entire workforce.  A survey conducted by the ACAS in the UK has found that 55 per cent of the workforce is willing to work from home and alternatively from the office (Acas.org.uk 2021). However, 49 per cent of employers are assuming that their workforce will prefer to work remotely throughout the week. The rising trend of remote work has made most businesses plan a more flexible working schedule for their workforce (Carlson, 2018). However, incorporating flexible working in the organisational system is a tough task. The study has discussed various aspects of flexible working in the context of a retail organisation in the UK with employee strength of 1000. The study has also highlighted that certain crucial elements such as diversity and inclusion play a significant role in flexible working. The paper has also illustrated the effectiveness and the complications of flexible working in the respect of diversity and inclusion. 
[bookmark: _Toc100166583]Diversity and inclusion through flexible working and HR roles 
In the context of the workplace diversity and inclusion are the factors that are interconnected though these are two separate concepts. Diversity is a practice that includes people from various cultures, societies, traditions, and nations irrespective of their gender, race, sexual orientation, age, physical disabilities and more. It is also known as the state of obtaining various elements together. The four major types of diversity are internal, external, organisational, and worldview. Diversity in the workplace means the representation of similarities and differences of each individual in the workplace (Hubbeling et al., 2019). On the other hand, inclusion is a cultural process that makes people feels that they are part of the system irrespective of their differences. It is a process of making people comfortable and confident at work and they can deliver their best to achieve the goals of their organisation. Inclusion helps the employees realise that they are valuable to the organisation as a result they add value to the organisation. It is a process of interacting with different groups of people together (Tan, 2019).
 Therefore, the two elements are instrumental for an organisation. Flexible working indicates the suitable methods of working adopted by the employer (Kelliher et al., 2019). As the study has discussed post-pandemic there is a rising trend among the employees for remote working in the UK. The Retail organisation in the UK is also embracing similar demands from the employees. The organisation has different retail outlets in various locations in the UK. The HR manager of the organisation is preparing strategies to plan and implement flexible working within the organisation. It is also vital to consider the factors of diversity and inclusion while structuring policies for flexible working.  The other elements which are important for the implementation of diversity and inclusion are access, attitude, choice, partnerships, communication, policy, and opportunities for the entire workforce. These factors are also significant while considering flexible working.   
The UK government has implemented a few legislations to ensure equality among diversity in the nation. Business organisations are also not included in those acts. Equality Act 2010 is one of the major acts to maintain the same. The act was reformed as per the modern needs of the country. The equality act 2010 is an amalgamation of 116 different legislations to strengthen the legislation and make it simpler for the people. The act protects nine major areas to promote equality (Landon and Williams 2019).  The Equal Pay Act 1970, The Race Relations Act 1976, The Sex Discrimination Act 1975, The Disability Discrimination Act 1995, The Employment Equality (Sexual Orientation) Regulations 2003, The Employment Equality (Religion or Belief) Regulations 2003, The Employment Equality (Age) Regulations 2006, The Equality Act 2006, Part 2, The Equality Act (Sexual Orientation) Regulations 2007 are merged within the Equality Act 2010. The purpose of the act is to ensure that the employers and the workforce are abiding by the laws. On the other hand, the Human Right Act of 1998 and the Commission of Equality and Human Rights (EHRC) monitor the problems of discrimination and inequality in the workplace (Barrett, 2019).
Therefore, the organisation needs to consider all the elements of the acts and the guidelines of the EHRC to avoid any conflict in the organisation. It is essential to structure the flexible working policies in a systematic order by stressing all the elements of those acts. The organisation requires following the rules accurately to demonstrate it is adhering to the diversity and equality policies as per the regulation so that it can earn the trust of the employees and gain a good brand image in society. The onset of Covid-19 and the advancement of technologies have prepared the ground for flexible working (Chung et al., 2020). Flexible working is effective to maintain the work-life balance of the employees. The organisation should provide equal benefits for all the employees keeping in mind the diversity and inclusion factors as it has the following benefits:

· A flexible working arrangement helps to reduce the cost of an organisation. The direct costs related to the facilities such as internet, pantry expenses, transportation facilities for employees, electricity expenses and other office-related costs can be reduced. Various individual office expenses can be reduced if the employers implement the policies appropriately.
· Implementing flexible work culture by considering the diversity and inclusion factors will support the organisation to improve its work culture (Schloemer-Jarvis et al., 2021). It is a major reason the organisations adopt flexible working. It aids to boost the morale of the employees and motivates them to work. It is also necessary to satisfy the employee and keep them happy.
· Flexible working aligned with diversity and inclusion assists to improve the productivity of the organisation. The flexible working policy reduces the expensive commute times of the employees and they can work in their own space or time suitable for them. Improved employee retention 
· Flexible working, diversity, and inclusion are interlinked in the present business environment to improve the retention rate of the employees and attract fresh talents.
 Therefore, the HR manager of the retail organisation needs to restructure some of its policies of the retail organisation. HR needs to start by modification of the purpose of the company.
Redefining the purpose of the organisation
The purpose of the organisation includes the vision, mission, strategies and goals of the organisation. The HR needs to evaluate these policies of the organisation and recommend suggestions to include the provisions related to diversity, inclusion and flexible working schedules for the employees (Warwick and Traeger, 2020). 
Principles 
It is significant for HR to determine and align the values, and culture of the organisation with the diversity, inclusion, and flexible working schedule of the organisation. The concept of flexible working in the retail industry is the latest trend. Hence, the HR manager needs to evaluate the values of the organisation and incorporate the provision of flexible working productively. The values of the organisation determine the culture of the organisation. 
Process of the implementation
It is significant for the HR manager to determine the methods of implementation of flexible working in the context of inclusion and diversity. 
· Since the organisation is in the retail sector customer service and customer interaction is the most significant function of the organisation. Therefore, it is necessary to opt for flexible working modes constructively so that the work pattern should be flexible and relevant as per the retail industry standard. Maintaining the balance of diversity and inclusion need to be taken into consideration for both the employees and the customers.
· The HR of the organisation needs to plan multiple rotational shifts for the workforce so that they can opt for the working shifts as per their convenience. The policy needs to be implemented in such a way that all the employees irrespective of gender, race, age, or disabilities can available the benefits equally without hampering the integrity of the inclusiveness of the workforce (Guan and Frenkel 2018).
· Incorporating online selling platforms into the business strategy also aids in the flexible working arrangement. The process will be beneficial for the organisation as it can expand its business and the customers' footfall in the stores will reduce without affecting the sale or growth of the organisation. It will enable the employees to opt for flexible working modes and enhance their productivity. The organisation will be able to provide better opportunities for the entire workforce and be capable of maintaining the sentiment of diversity and inclusion among the employees. 
· Ensuring equal pay for all employees and equal benefits for flexible working is necessary to sustain the balance of inclusion and diversity within the retail organisation.
· Recruitment and selection of the staff by abiding by the rules and regulations of  the equality act 2010, is crucial to maintain the balance  of diversity and inclusion within the retail organisation (Hussain et al., 2021) 
· Procurement of the necessary devices and installing the setup to support the advanced technologies will ensure the HR an effective remote working and appropriate operational setup to take customer orders online and deliver products within time. Imparting training for upgrading the skills of the entire workforce will be helpful for the organisation to reach profitability and sustain the diversity and inclusion policies of the organisation. 
· The HR of the retail organisation can make the flexible working, diversity and inclusion policies successful by taking care that the policies should be implemented appropriately throughout the entire employees' life cycle such as induction, training and development, performance evaluation and appraisals, employee engagement and offering various benefits to the workforce. 

Observing the behaviour of the people of the organisation 
The HR manager needs to observe the staff behaviours to understand the effectiveness of the policies related to inclusion, diversity and flexible working schedule. Constant monitoring within headquarter and visiting other retail outlets to perceive the impact of the policies is necessary to sustain diversified and inclusive culture.
Evaluating the effectiveness of the policies 
HR must evaluate the effectiveness of a flexible working policy and its relation to the inclusion and diversity of the retail organisation. Apart from various measurement tools, employee feedback and customers feedback is elemental to perceive the effectiveness of flexible working (Michael, 2019). 
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The study has also discovered that it is a challenging task to implement flexible working by maintaining the balance of diversity and inclusion within the retail organisation. In several industries, flexible working includes remote working. 
· However, it is a challenging task in the retail organisation to provide employees with remote working facilities regularly. During the crisis of the Covid-19 pandemic and lockdowns, the retail organisation had reduced the strength of its workforce in the retail stores as the employees used to come alternative days. The situation has improved recently and the footfall of the customers is also rising in the outlet. Therefore, HR can't provide the same facility as an alternative day working system. Some staffs are not satisfied with the arrangement as they are constantly demanding the alternative day work facility and some dissatisfied staff members are complaining about the discrimination and violation of the rules of equality. They are complaining they are feeling isolated and they are blaming the retail organisation is neglecting the inclusion policy (Wang et al., 2019).   
· The HR of the retail organisation has noticed that offering remote work to all the employees is not effective in all cases. The company has found that some employees are very productive and take customer orders and perform the tasks of their online business efficiently. On the other hand, some employees are not productive and their level of performance is poor while they are working remotely. As a result, the HR of the retail organisation is hesitant to provide remote working facilities to those employees. Incidents like these hamper the balance of flexible work, diversity and inclusion of the organisation. 
·  The HR observed a communication gap between the employees and the management. It is affecting the operation of the organisation and it is affecting the customer relations of the retail organisation. Due to remote work during the Covid-19 some and lesser interaction with the customers and colleagues are affecting the behaviour of the workforce, which is disrupting the diversity and inclusion policy of the organisation as well (Yang, et al., 2021).  
The HR manager of the organisation is taking some initiative to address the issues and find out the solution to maintain the balance between flexible working, inclusion and diversity policy of the organisation.
· It is significant for HR to create employee awareness within the organisation related to flexible working, inclusion and diversity. Employee meetings and awareness campaigns can be conducted in the head office and in other outlets to explain the policies and the limitations of the policies in the retail sector. If these elements are incorporated appropriately employees have a sense of belongingness with the organisation and the retention rate of the employees would grow steadily.
· The HR should leverage necessary performance measuring tools so that the employee performances can be measured effectively (Karlsson and Gustafsson 2020). It will ensure the transparency of the performance evaluation methods. It makes the workforce more productive as they can evaluate their performances. The balance between flexible working, inclusion and diversity can be restored. 
· The number of shifts can be increased in the retail organisation according to the needs of the workforce by keeping in mind the diversity and inclusion policies. The HR manager can offer the employees more options to choose their shifts to create a balance of personal and professional life.
· Improving the communication flow of the organisation will help HR to get appropriate feedback from the employees, management, and customers (Karlsson and Gustafsson 2020). It will enhance the stability of flexible working, diversity and inclusion. It will enhance the productivity of the employees. Good customer service and effective interaction to lead customer satisfaction as well.
·  Involving the employees in the decision-making process assists them to understand the relations between flexible working, inclusion, and diversity within the retail organisation.  Employees will also feel the organisation is valuing them by considering their problems. The policy of inclusion will be effective for the management as well
· HR also needs to incorporate the policies of inclusion, diversity and a flexible working system of the organisation during the recruitment and selection process. It is essential to make the recruits aware of those policies of the organisation. As a result, the employees realise the policies from the beginning and will abide by them. It will help to maintain the culture of diversity and inclusion within the retail organisation (Corritore et al., 2020). 
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The study has discovered that in Great Britain the demand for remote work and flexible working are soaring high among the workforce since the Covid-19 pandemic. The pressure is rising among HR professionals to strike a balance between diversity, inclusion and flexible work. The report has been made based on research of a retail organisation in the UK. The study has highlighted some facts about the effectiveness and limitations of flexible working about inclusion and diversity policy in the organisation. It has also pointed out some initiatives to address those concerns. 
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