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	In this report on managing people, the aim is to critical present an understanding of the current business environment that the personnel profession works in and analysis the management of the resourcing within an organisation which is influenced by external and internal factors. As per the survey of ACAS, it was analysed that about half of the employers within the United Kingdom are expecting an increase within the demands for the flexible form of working from the employees after the covid-19 pandemic is over. ACAS has commissioned YouGov in order to ask the United Kingdom based businesses about the changes to their working practices that are expected once the covid-19 pandemic is over as compared to the situation before the pandemic (Kelliher and De Menezes 2019). 
	As per the pole, it has been found that about 55% of the employers are expecting an overall increase in their employees working from home or from remotely during a certain part of the week and nearly 49% of the employers are expecting an overall increase within their employees working from home or from remotely for the entire week. As being appointed within the role of Human Resource manager for the retail organisation, Tesco PLC., which employs thousands of staff members at different locations, they are now to consider or adopt flexible working practices as soon as possible (Yu, Burke and Raad 2019). 
	Therefore this report will evaluate the potential impact of the flexible working system by addressing a case in favour of the flexible working with respect to diversity and inclusion in the workplace as well as analysis of the human resource rules while promoting inclusion and diversity through the flexible working system as well as making a case against the flexible working system with regards to the inequality at work as well as analysing the human resource role when it comes to addressing such concerns of inequality which might arise from the flexible working system (Hörning, Gerhard and Michailow 2018).
[bookmark: _Toc102061214]Discussion 
[bookmark: _Toc102061215]Favour of flexible working system 
	A flexitime system is referred to just job design which is offered to the employees to become highly flexible within the workplace by providing them the certain flexibility when it comes to starting and finishing their work at the times which suits the employees’ family responsibilities, transport arrangement and so on. Such a flexible working flexible working system needs to bring factors such as diversity and inclusion within the Tesco Plc. because diversity and inclusion are two of the important organisation policies or programs where an equitable employer has the capability to outpace their competitors with respect to the unique perspective, needs and potential of all of their team members, which earns the employers’ workplace with high trust and commitment from the employees (Sirait and Zellatifanny 2020). 
	Flexible work system can enable higher diversity as well as inclusive teams as the traditional means of working which is 9 to 5 is becoming obsolete and it has become essential to provide the employees in order to work from their homes’ comfort or by establishing working four days a week instead of five. Through this employees remain satisfied because they can perform effective saving of money for commuting and for the organisation the same can provide competitive advantage. As per the study of International Workplace Group, more than 84% of the businesses in Australia have utilised such a flexible working system in order to improve their talent retention strategy and more than 88% of the respondents in Mexico have this believe that the flexible work system can support the business for employing a higher diverse and vast range of workers and productivity can be achieve throughout the board (Vasconcelos, Furtado and Pinheiro 2015). 
	It is witnessed that when business organisation follows a flexible work system, they has the ability to maximise their options of reaping several advantages of developing a diverse employees’ pool as well as support every individual to be heard, seen as well as valued. Flexible work system can help the business to appoint such new employees who belongs from a diverse background, and even though the same can be threatening for the business, it can include fresh perspectives to the team and organisation. It is always not possible to gather talent within a certain geographical distance of the business organisation, therefore, such flexible working system enables room for further diversity and inclusion. Flexible work arrangements provides a vast pool of applications which supports the employees in order to feel more heard and seen and therefore included (De Menezes and Kelliher 2017). 
	The work and life balance has become a major need of the applicants, especially for the recent generations and parents, adults who are opting for further education as well as the employees who does not have to spend hours on commuting to the workplace. By providing flexible work arrangement, the organisation can acknowledge the individual needs of the employees by providing value to their work and life balance concern which generates inclusiveness thinking which helps in attracting the candidates towards the employer. As per the survey conducted by IWG, 80% of the survey participants’ stated that, 80% of the candidates while making decision between two employers, prefer the one which is offering flexible work system and they have an expectation relating to the potential employer being open minded as well as inclusive (Mathis et al. 2016). 
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	The role of human resource is crucial when it comes to the promotion of diversity as well as inclusive through the flexible work system because adopting diversity, equity and inclusion strategy within the organisation is an essential and sensitive step where human resource department needs to actively participate in. The Human Resource leaders are presently dealing with large-scale and enormous complexities of COVID-19 as well as the hybrid workplace. There are certain factors such as structural racism, loss of jobs, and increase in gig works, barriers for rewarding employment as well as gender, age, immigration and disability status which in a combined manner has contributed towards a collective shift in the attitudes for the work during the COVID-19 pandemic. The human resource department generally check the flexibility within the working location as well as schedule job opportunities to the wider pool of the individuals with health issues or physical disabilities, whether chronic and temporary (Bratton et al. 2021). 
	To these employees, human resource leaders can provide flexible work system and a large range of the virtual collaboration tools which will increase their accessibility to the other team or organisational members. Human resource leaders need to consider whether it is absolutely essential to work from office, as they can appoint employees who are located in a remote area in any part of the world because it will help to meet the diversity goal as well as will help in expanding the new customer base by having such employees under their wing who are well-versed in local languages and can work during different time zones (Stone, Cox and Gavin 2020). 
	Human Resource leaders can offer higher level jobs with several benefits which will require less than forty hours per week along with options of job sharing a scheduling of the work hours. This will enable the employees to conduct career progression within the career path as well as retain the elements of the personal life. The human resource leader are considered to be the implementer of the flexible work system, which further results in diversity and inclusiveness through development of policies. Even though there are no standard policies, two of the factors namely, telecommuting and flexible work impacts the employees who are remotely working and the leaders of human resource department can further customise the system through initiating creativity in order to develop policies which are highly suitable for them (Stewart and Brown 2019).
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	Even though flexible working system is highly advantageous, it also contributed towards inequality within the workplace. Flexible work system has become one of the popular norms, especially during the COVID-19 pandemic, although it results the employees to work for a much longer period and harder, while handling their personal lives (DeCenzo, Robbins and Verhulst 2016). It is seen that flexible work system can impact the well-being of the employees as well as the gender equality which is hampered through such a system, rather than providing a holistic work and life balance. The freedom to control where and when the work, enables them to work for a longer period within the present work and life balance culture where the working hours goes beyond the contracted time, which is also considered as the ideal productive workers (Noe 2017). 
	There are even norms surrounding gender roles as well as intensive parenting culture generally pushes the women to be exploit themselves at the home as with work, they are required to spend addition time to housework and childcare. Generally flexible work system consist of work from home which many employees deem to be ideal, although, some of the time the same can be difficult for the employees’ family member to understand such a system of working from home, as along with official work, the employees have to perform other tasks at home. This blurs the work and life balance because while working from home, it becomes difficult for the management to maintain the clear delineation between the work and home as employees can easily slip other tasks during the working hours and such a mind-set can delay the official work (Armstrong and Taylor 2020).
	 Inequality within the workplace occurs when different employees work at different hours which becomes a major challenge for the employer, leaders and other colleagues and contacts are being made during even when the contract time or shift hours are over for the completion of certain jobs. One of the major inequality at workplace is gender inequality which further increases when there is flexible work system as during remote working there remains a gap within the communication and during such a time such discrimination on the basis of gender increases such as the job roles are limited to certain specific roles. Further, due to flexible working system, the employees can be isolated from the social gathering and networking prospect (Pucik, Evans and Björkman 2017). 
	It might occur that during the morning period of the official hours, the employees who are opting to work during that time are provided with huge amount of tasks which they have to perform in a rush, on the other hand, the employees who prefer to work at night, does not have to bear the morning work load or responsibilities and might perform in a relaxed manner or might procrastinate during official hours. Such a system might result in inequality of work distribution and responsibilities, which might impact the employees’ morale, productivity and performance (Stone et al. 2015). 
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	In order to tackle the inequality at work due to the flexible working system the role of the human resource department is to address the concerns related to the same which is generated from the flexible working system. Even though there are several benefits associated with flexible work system, there are several disadvantages as well such as blurring of the work and life balance, unequal distribution of work and pressure as well as chances of mismanagement. For the mitigation of these challenges, human resource managers needs to put consideration by undertaking the negotiations as well as present concerns as well. Human resource managers are required to adapt to the flexible working system in order to implement the same throughout the organisation (Pattanayak 2020). 
	They perform a crucial role when it comes to raising awareness among the employees of their employee right to make required for flexible working patterns as well as the benefits derived from the same. They are required to work in an active manner with the line managers, especially if they consider the flexible pattern of work in a negative sense. In case there are no barriers to flexible work system, their role is to educate the senior members of the organisation on the advantages for adopting such a system and the improvement which can be witnessed in performance and productivity. Human resource managers are responsible for making sure that the entire process is complied with the legislation and flexible work system can be implemented through equal and non-discriminative manner. One of the major challenge which they face is relating to conflicting requests or the accusation for biasness towards certain team or employee (Brewster et al. 2016). 
	It is the role of the human resource manager to ensure that each request for flexible working is taken into consideration and are dealt in a consistent and fair manner and on the basis of the decision making process can be conducted as well. After providing flexible working facilities, the line managers will require support to learn the manner of supervising in a different manner and through virtual communication means (Nankervis et al. 2019). The line manager’s performance within the flexible team will require to be monitored as well as to make sure that employees are being treated in a fair and equal manner. Another critical aspect for the human resource managers to include training and development practices within the flexible work pattern in order to provide the employees with a higher reward or benefits, for this information and careful management by the human resource management needs to be make sure for the employees to be treated in a fair manner (Wilton 2016). 
	There are certain human resource related strategies which the business organisation can adopt in order to mitigate the challenges related to the flexible working arrangement. The human resource department need to develop policies for work from home, telecommuting and remote working stating the interests of the employees along with the organisational interests. They can provide arrangement such as Employers pay where the additional cost related to internet and phone bills can be paid by the employers for the employees when they are working from home or remote area. The human resource managers need to emphasise on the employees’ performance based on the output they are providing rather than the hours because performance optimisation hold much value compared to number of hours spent for the work in a day. Along with that they can emphasise on preparation of reward and recognition strategy and fostering collaboration among the teams and departments for social engagement (Marchington et al. 2016).
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	Therefore, in order to conclude this report on managing people, a report has been presented to Tesco Plc.’s line manager by evaluating the potential impact of the flexible working, where a case is provided in favour and against such system. Along with that the role of Human Resource department has been discussed in order to state their contribution in promotion of diversity as well as inclusion through flexible working as well as addressing the concerns relating to the inequality of work which might generate due to flexible work system. 
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