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Introduction

Do tor the COVID-19 pandemic and the mereasing uncertaimty, it has become crucial for
busiesses o continue operations through the implementation of differest working practices
including flexible amd remoie working. While flexible working practices can be effective for
techinology compaiies. in the case of retall organizations including stores and headguaness
flexible working might not lead to assumed productivity as retail stores employ a significan
number of workers for assisting customers, and store management. To understand the
cffectiveness of flexible working for the retail organization, it is crucial to evaleate the impact
of flexibkle working. This report highlights the benefits of flexible working conceming diversity
aml mclusion along with discussing the issues associaled with flexible working in terms of

inequality ot work with o specific role of human resources in both cases,
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Flexible working and diversity and inclusion

Benefits of Nexible working in diversity and inclusion

Flexible working arrangements mean work environment and schedules that do mol have the
constrains of traditoml jobs and these arangements tend to consider the individual's personal
neads amd enable effective work-lile balance, e Meneres and Kelliber (30011 noted char the
covernment neports have highligheed significam bemefits of flexible working, especially for the
parents of voung and disghled children. Regarding diversity and inclusion, a flexible working
approach enables an organization to employ many women. and mothers who are considering
Joining the workforee, Apant from promioting gender diversity in the workplace. flexible
wiorking can enable the inclusion of differently-abled people, and people with physical
disabilitics effectively in the workforee.

The fair work proctices promoted by the UK povernment indicate the importance of
implementing flexible working practices, especially at the advent of the COVID- 19 pandamic.
[ruring the pandemic, stay-at-home orders were released with permission of operations foronly
the essential businesses, wnl in the comexst of the lock-downs and the increasing uncertainty
regording working practices and disraptions due to the onpoing pandemic. flexible working

practices can enable the retail arganization to lunction eflfectively,

Chseland er af, (2002) noted that the key benefits of flexible working are reduced absenteeism
and increased productivity, reduced travel time and <ost for the employees, improved work-
life balance the employess, effective business continuity, and improved efficiency. Oseland e
ad, (2012 nodted that recent reports sugpest that the majority of the millennials tend o prefer
the work-from-home opporunity and flesinme and for many jobs, in the fuure, Nexible

wirking will become o morm,

In termes of diversity and inclusion, Chung and Van der Lippe (H0200 noged tha Nexible
wiprking mcreases wormen's satisfaction with the work-life balance and it can also belp i
I'I.'Iu.IrILa'IrIiTI.ﬂ_ 1hiz l.l.'m-king hasurs af the w-l:rrkin!_ midhers, :h'p;:null:,.' alver child-hirth whila they
can femam mothe human-capatal-ivtensive jobs. Furthermore, men are likely o use flexible
wiork For enhancing their performance and focus on developing their career paths. Clydeco.com
(20220 moted that i terms of retail erglovers, flexibality from staff s highly needed due to
reduced FTE or headoount of the staff, and regional managers in the retail business tend to
agree on flexible working arangements informally withoun any formal procedure. The UK
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Commission for Employment and Skills suggests that having cmployees of different ages in
the workplace enhances diversity, mutual leaming. and innovation. Flexible waorking
arvangeiments wnd o be critical for the inclusion and diversity of cemain segments of the
wiorkforce including women, older workers, single parents, and people suffering from mental
hzalth issuwes or physical disabilities. Currently for retail organizations., achieving inclusion and
diversity targets involve increased participation of groups inthe workforce and enabling benefit
for society as well, Acconding to Kawr and Arora (20200 gender, friendly and inclesive
wirkploces con be developed by introducing flexible working hours and fostering o respectful
and inclusive work culture, Flexible working can not only help in the inchsion of more women
and marreed workers with famalies, but o also enables i intoduction work from home
opportunities leading 1o the hiring of people from differemt geographical regions. Having
flexible working schedules, and remote working Gacilities enable recruitment of staff from
different population segments, demographics, ages, and cullures as barmers created by these

differences can be overcome with the help of flexible and remote working faciliies.

Aceording w Garg and Agrawal (N020), flexible working amangements help m redscing
parenting stress and promode the welfare of parents which directly leads o improved employee
cagagement aml well-being of the emplovees. Assets publishing service gov.ak {3022)
revealed that flexible working along with being beneficial for the employees, brings advantages
for the eovployers as well as the removal of restrictions through flexible working can help in

fostering a more diverse workforce.

A diverse workforce leads o improved organizational performance and U improves the
muotivational levels of the employees as well. Assets.publishing service.govuk (2022) further
revealed that COVID-19 hos exposed significant inequality as the number of people working
at home varies largely in different parts of the country and people who ane unable wwork from
home con be largely henefited from the flexible working arrangements.,

O of the imponant examples of succesaful diversity and imclusion in the workplace is Tesoo
ple. Tesco is one of the largest redail companies in the UK and one of the crucial policies of the
company is to promede diversity and inclusion in the lexible working arrangement. Tesco uses
flexikle working armngements for ensuring a healthy work-life balance for the employvess
along with attracting o diverse worklorce who con balance their individoal nesds and
organizational need through Mexible working (Tesco, 2022),

Rade of Human Hesvurces in promoting diversity and inelosion through fexible working
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Promoting inclusion and diversity in the workplace and aligning inclusien and diversity
policies with the organizational strategies prove to be crucial for human resource management.
Shi e el (2018) noted that many organizations have created the robe of a dhief diversity offices
fior fostering workforee diversity and from a resource-dependence perspective, diversification
levels can promodc innovation and institutional ownership. However, Human Resources of a
company in terms of various HEM functions including job design, job restmctuning, workforoe

planning . recruitment, and selection con promate inclusion and diversity,

The use of flexible workimg is closely associated with the function of job designing, amd job
structure. Considering the issues of strectural mcism, loss of family, incressing gig work, age,
gender, and immigration stz being bariers o employment, HE can focus on developing

wirkforce policies that con help in combating the issues,

Humian Resources con focus on planning flexibility in work location and schedule for opening
new job opportunities to a large pool of individoals. According to Arar er @l (2008}, there is a
significont gap between aceess o a flexible working ammangement by the employees omd the use
of flexible working arrangements by employers. HR can help in reducing the gap by haking
the flexible work armangements stirategically 1o the arganizational owlcomes, One of the main
drivers of implementing flexible work arrangements s its ability to sddress the ssue of skill

shortages,

A COWID-19 has significantly affected the labor market leading 1o redundancy and lay-olfs,
formulating effective flexi-time schedules, and flexible working from different locations can
b wsed by HIR 10 combal the current skills gap el <kall shartages ol thi ".b'\vl:ll'k.rl.1l.'l,."t!..|..i;|.'l'll:'n'i.n_u
the diversity goals proves 10 be a crucial responsibility of the human resources and designing
flexikle job poles, rotational shifts, and flexible working time can enable the HR manager to
increase the panticipatbon of women, mothers, aged workers, and people from different culural
backgrounds with different interests. The HR department focuses on creating flexible job roles
and schedules that can lead o improved pender equality by increased participation of women

in the workforce.
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ODpposing Nexible working and inequality at work
Flexible working is leading to inequality

Giiven the integral asociation between remote working and the plight related 1othe Cowvid- 19
pandemac, flexible working arrangements appear to be the future . However, the system cimbeds
several possibilities for megualities o emerge. Especially i a retl setting, the (ransitbon 1o
fexible working will nor be that soeooth for everyone. For instance, as moted in Messenger
(2001 8). flexibility in terms of working hour arrangements facilitsies a major shifi from fixed
wiprking hours in a week. which has diverse effects on the workers. For a skilled person who
is also pocustomied to the working processes in a panticular setting, hence, the transition to
remote working will be easier. However, for the rainees, it will be difficalt to adape 1o the
wiorking practices in the same seiting since, for the first phase of training, it is impontant to be
physically present in o workplace,

Apart from the shared issses related 10 ineguality in all workplaces. the retail sector exhibits
specific sets of problems related to Aexible working that can nggravate the existing dimensions
of inequality in work, For instance, a study on a lorge retail Grm shows that, instead of
empowering employess, the flexible working patterns are empowening emplovers where, as
they are exploiting the precariousness of the fexible workers, the emplovers stopped hiring on
a contractunl basis (Rofcanin and Anand, 20201,

Moreover, in the retail sector, certain tasks cinnol be managed in a remiode setting. In other
words, iL s essential to keep a reserve of talents for those lasks 1o be done, This strips few
workers of their entitlement to working remotely in a flexible working setting, which creates a
source of conflict within the workplace. In some cases, as Bofcanin and Anamd {20207 have
further nofed, it takes the form of role conflict, Moreover, as was illestrated eardier, the nature
of flexible working 15 highly gendered. In food retal, for instance, the delivery stafls are
significantly low-pasd and, hence, must encounter the challenge to find a suitable place for
working (Anderson amd Kelliber, 2030,

Che of the primary concerns of nequality in introducing flexible working arrangements is the
possibility of gender bias which means betier aceess to flexible working opportunities for
womsen. While the primary puspose of introducing flexible working arrangensents is to improve
diversity and facilitate the equal opportunity of participating in the workforee, significant hias

leading o inequality can become a barrier w effective diversity management. Chung e ol
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development of the employees. Apan from the strategic use of flexible working arrangemacits
o Facilitate maximum access of the employess through rotational shifts, introducing flexibkle
roles within specific departments can enable cqual access 1 the benefits of flexible working
amangemenis, Flexible working armngements can bead o extended working hours which can
cause greater stress and affect the mental well-being of the employees. Kelliber ef al. (200%)
nied the importance of caring activities like elderly care, disabled coare, caring for pets, non-
work related trining , organizational training for funther eduecation, and engaging in community
activities for improved work-life balance and reducing stress.

HR can help workers dependent on children to balance some of the activities with waork.
Camnevale amd Hatak (30200 noted that for adjsting the well-being of the employees,
introducing on-site chikd care ond childcare subsidies can be effective in promoting agquality,
HR can sugges unigue solutions like on-site child care for single parents, and working mothers
ardl focus on facilitating parenting leaves for both men and women for sddressing the concems
related 1o inequality,

Addressing the scope of income mequaliny and the usegual disirbution of the bemefis

associated with Mexible working armrangements, HR can specifically focus on evaluating the
existing practices and the remuneration as well as the skills aml resources gap alfecting equal
access (o the benelits of Mexible working, Addressing the issees while designing job roles, ansd
making significant changes in the schedules and duration of work considering the possible

inequalities can help in leveraging the maximum benefits of flexible working arrangements.
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Conclusion

It i5 ewiclent from the case that this report makes in favor of Mexible working arrangements thal
they can make those people particapate in the labor recket thar is vsually mderrepresented due
o the barriers like age and disability. Moreover, flexible working can overcome the gender pay
disparity . which s persistent in the majosity of workplaces, Flewible working, as this report
nodes, promotes inclusion and diversity not in terms of race or ethnicity only but also in terms
of lifestyles, thinking, and mindsets. However, the proposition is also fraught with encouraging
inegualities in the workplace. In the retail sector. as this repont focuses on, the ramsition to
remote working, which is an integral part of flexible working, is not smooth for everyone, Here,
the primary role that HR can play s to promote @ rotational shift ioavosd megqualiny, This repon
also highlights the roles that HR can play to moke the gender pay gop shrink,
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