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[bookmark: _Toc102151143]Introduction 
In the report of ‘Managing People’, the purpose is to present a critical understanding of the present business environment in which the personnel professionals operate in as well as analysing the resourcing management in the business organisation that is highly influenced by internal as well as external factors. According to the survey conducted by ACAS, it has been evaluated that almost half of the total employers in the United Kingdom have been expecting an overall increase in the demand for flexible schedule for working by their employees after the employees return once the pandemic is over. YouGov has been commissioned by ACAS for asking the businesses based in the United Kingdom about the alteration in their working conditions and practices which they have been expecting from their employees once the pandemic is over compared to the times before COVID-19 pandemic (Yu, Burke and Raad 2019). 
According to the pole, it has been witnessed that around 55% employers have been expecting an increase in the number of employees who want to work from remote location or from home during a certain portion of week and about 49% employers are expecting an increase in the number of employees who wants to work in a remote location or from home for the total week. After being appoint for the role of human resource manager for the retail organisation, Sainsbury’s, which employs about thousands of employees to work in their different locations, and now they have considering to adopt the practice of flexible working on an immediate basis (Kelliher and De Menezes 2019). 
Therefore, in this report, the evaluation of the potential impact of flexible work system through addressing the case in favour of flexible work system with regards to the inclusivity and diversity aspect within the workplace and analysis of the rules by human resource for the promotion of diversity and inclusivity from the flexible work system will be conducted, along with making a case again the flexible work system with respect to the inequality within work and evaluating the role of human resource management, especially with regards to addressing concerns of such inequality that might occur from the system of flexible working (Hörning, Gerhard and Michailow 2018). 
[bookmark: _Toc102151144]Discussion 
[bookmark: _Toc102151145]For flexible work system 
	A flexible work system is known to be a type of job design where the employees are offered with opt for a highly flexible work structure within the work environment by enabling them with a certain level of flexibility, especially when it is regard with beginning and ending their job at a certain time that will suit the personal preferences and responsibilities and transport arrangement of the employee. This flexible work system requires to follow the factors such as inclusion and diversity within the Sainsbury’s as these two are essential for the structure of the organisational program or policies which makes them an equitable employer which has the overall capacity to gain advantage over their competitors with regards to the different perspective, demands as well as the prospective of the team members that will earn the same within the workplace of the employees with commitment and trust from the employees (Sirait and Zellatifanny 2020). 
	A flexible work system makes sure that there is a higher degree of diversity and inclusivity as per the tradition work mean which is the previously 9 to 5 work schedule which has become crucial for providing the employees to work from a remote locat3ion or from the comfort of their home by establishing a work routine which is four days every week. Satisfaction to employees is provided through such a system as they have save their fund which would have otherwise spent for transport commuting and the organisation can benefit from the same by gaining competitive advantage in the labour market. According to the International Workplace Group study, there are about 84% of business organisation in Australian region who have used the flexible work system for the purpose of improving their strategy of talent retention and about 88% of businesses in Mexico have stated they have used such a flexible work system which will support their businesses for having a diverse range of employees and workers as well as productivity can be reached through board (Vasconcelos, Furtado and Pinheiro 2015). 
	 It has been seen that the companies follow such a flexible work system because they aim towards possessing the ability towards maximising their option of gaining several benefits for the development of a vast diverse pool of employees and helps in employees and staff to be valued, seen and heard.  Such a flexible system can help the company in order to appoint new staff who are from various diverse backgrounds and although such a strategy can impact the business, it is crucial for them to receive a fresh perspective within the organisation and in teams. Business organisations face this challenge while recruiting to find required talent within a certain geographical distance, therefore, through the flexible work system the company has the opportunity to diversify and include candidates from different geographical locations. Such an arrangement enables a company with a large pool of talented applicants during the recruitment process, as well as supports the existing employees to be valued, hurt, and seen within the organisation (De Menezes and Kelliher 2017).
	One of the crucial Human Resource Management concepts in today's date is work and life balance which is highly being demanded by the employees and applications, especially by those individuals who are either parents or other individuals who are looking forward to continuing their the studies as well as employees who are reluctant to travel to the workplace due to the expensive transportation cost and time it consumes. The business organisation can provide them with a flexible work system by acknowledging the basic needs and demands of the employees and candidates by giving importance to do the work and life balance concept that will further generate inclusiveness and will make the organisation look inclusive of the employees’ wants. According to one of the surveys conducted by IWG about 80% of the employees have stated that the candidates considered a flexible work system when it comes to choosing the business organisation they want to work for. This shows that by providing a flexible work system, diversity, and inclusiveness, the company can gain a competitive advantage in the labour market (Mathis et al. 2016).
[bookmark: _Toc102151146]Role of human resource for the promotion of inclusivity and diversity 
The human resource management’s role is important when the promotion of diversity and inclusivity is considered through the implementation of a flexible work system adopting equity, diversity, and inclusion strategy in the business organisation has become an important as well as sensitive step for the management, where the core implementers are the Human Resource Department who needs to actively participate in the process. The leaders of Human Resource Management are responsible for dealing with the enormous and large-scale complications and complexities of the covid-19 pandemic along with implementing a hybrid workplace (Bratton et al. 2021). 
They are various elements such as loss of jobs, structure based racism as well as rise in the gig workers along with barriers when it comes to rewarding the employees as well as challenges related to age, gender, disability and immigration status which together contributes to the combined shift within the employees’ attitude during the pandemic and contributes to the inequality at work. It is the responsibility of the human resource management to assess the flexibility in the workplace along with scheduling the job opportunities for the wider talent pool which will include the individuals with physical or health disabilities and issues, either temporary or chronic (Stone, Cox and Gavin 2020). 
For these employees, the leaders of the human resource department can provide flexibility along with a vast range of virtual collaboration methods and tool for increasing the remote workers’ accessibility with their team and other members of the organisation. Here, human resource management leaders much considered the employees’ situation while they are asking for flexible work system by considering whether it is absolutely essential for them to travel physically to the office and other factors such as cost of commuting and challenges which the employee is facing (Nankervis et al. 2019). Further, the human resource management can appoint those candidates who are present in different parts of the world as it will help them to become more diverse and inclusive along with that they can expand their businesses in different locations as well as the customer base where these employees will be knowledgeable in the local language and system and will be able to work in different time zones with other local employees and staffs (Stewart and Brown 2019). 
The leader of human resource department can provide high level jobs along with other benefits that is required by the employees, for instance, a limited working time during the week where instead of working for five days, they have work for any four days along with that they can provide the options of job scheduling and job sharing. Such initiative will help the employees towards career progression in their career path and will help them retain the personal lives of their employees. The leaders needs to consider these factors while implementing fixed work system, as through them they can ensure inclusivity and diversity within the organisation and workforce (DeCenzo, Robbins and Verhulst 2016).
[bookmark: _Toc102151147]Against flexible work system 
	From the above analysis and evaluation, it has been witnessed that even though the flexible work system provides several benefits to the organisation and the employees, although it also generates a certain level of inequality among the employees in the workplace. Such form of job design has become a popular strategy during the pandemic of COVID-19, which has resulted the employees for working a much longer and harder, alongside managing their personal lives at the home (Armstrong and Taylor 2020). Even though such a system is advantageous to a certain extent, it has been witnessed that in the longer run it has impact the total well-being of the staffs and employees along with which they have been hampering the gender equality aspect, instead of enabling providing a balance between work and life. Employees by having the freedom over the controlling when and where they can work, allows them to work regardless of their shift hours or for a longer time period which hampers the work and life balance aspect and culture where by working beyond the contracted time can affect the morale of the employees as well as the employees are not to be considered as ideal productive staffs during performance management (Noe 2017). 
	Flexible work system can generate inequality on the basis of gender because due to the intensive parenting duty, women have to perform both the professional and personal life tasks, which can further disturb their daily work routine and ultimately impact their performance and productivity. For several family structure, such a work system can be difficult to understand and therefore the work and life balance gets blur resulting performance breakdown. Other than this, inequality can be in the form of distribution of work, as in a business organisation during the peak time, the number of work routines are more when compared to the other relaxed time (Stone et al. 2015). The employees can prefer to opt for working during such relaxed time, in order to avoid the peak time work force and pressure. On the other hand, the employees who are physically coming down to the office and are working during the peak time, will have to perform under pressure and constant scrutiny of their supervisors, where the number of tasks are higher. Such a discrimination and unequal work distribution can result in low morale and motivation from the employees and they will further restrain from taking additional responsibilities and roles (Pucik, Evans and Björkman 2017).
[bookmark: _Toc102151148]Role of human resource for addressing inequality at work concerns 
	In order to mitigate the challenge of inequality within work after implementation of flexible work system, the human resource management department of the organisation can clearly address such a concern. There are various advantages related to the flexible work system, however, there are disadvantages as well such as it blur the work and life balance for the employees along with unequal work distribution as well as constant pressure and potential of mismanagement. For resolving of such challenges, the managers and leaders of human resource department will be required to provide consideration on the undertaking of the negotiation and the current concerns at the same time (Brewster et al. 2016). The managers and leaders might be required to implement a flexible work system, and implement the policies and procedures for flexible work system throughout the organisation and to ensure all the employees are well aware of the same. The leaders of human resource managers perform key role when it comes to increasing the awareness among their employees that the flexible work system is one of their rights within the organisation and the benefits associated with such an arrangement of job design. They need to work with the line managers for implementing a flexible work system, as there might be certain pre-conceived notion against the system (Pattanayak 2020). 
	The leaders of the human resource management department need to work actively with the higher level of the organisation in order to make sure there are no barriers relating to the adoption of such a system, where they will have to perform the role of an educator where they must state the benefits of such a system and how it will improve the productivity and performance of the employees (Marchington et al. 2016). They are further required to implement a flexible work system plan which will state the exact roles and responsibilities of each of the employees in order to maintain a balance between the equal distributions of work. In addition to that they need to ensure that they are following all the legal regulations and the flexible working system in being implemented in a non-discriminative and equal manner. It falls under the role of human resource managers to make sure that the employees’ requires for flexible work system is being analysed and considered on factors such as transportation cost, distance, level of expertise and job role as well as their personal situation, on the basis of which they are required to provide such a benefit to the employees (Wilton 2016).
[bookmark: _Toc102151149]Conclusion 
Therefore, in order to conclude this report on managing people, it can be said that Sainsbury’s can adopt the flexible work system because compared to the disadvantages, they will receive more benefits from such a system of work because it will help in enhancing the morale of the employee by stating that the company values and care about their well-being and work-life balance which is being highly demanded by the employees in today’s date. By mitigating the inequality at the work, they can present a full-fledged system of flexible working for the employees to either work from their home or from a remote location. 




















References
Armstrong, M. and Taylor, S., 2020. Armstrong's handbook of human resource management practice. Kogan Page Publishers.
Bratton, J., Gold, J., Bratton, A. and Steele, L., 2021. Human resource management. Bloomsbury Publishing.
Brewster, C., Houldsworth, E., Sparrow, P. and Vernon, G., 2016. International human resource management. Kogan Page Publishers.
De Menezes, L.M. and Kelliher, C., 2017. Flexible working, individual performance, and employee attitudes: Comparing formal and informal arrangements. Human Resource Management, 56(6), pp.1051-1070.
DeCenzo, D.A., Robbins, S.P. and Verhulst, S.L., 2016. Fundamentals of human resource management. John Wiley & Sons.
Hörning, K.H., Gerhard, A. and Michailow, M., 2018. Time pioneers: Flexible working time and new lifestyles. John Wiley & Sons.
Kelliher, C. and De Menezes, L.M., 2019. Flexible working in organisations: A research overview.
Marchington, M., Wilkinson, A., Donnelly, R. and Kynighou, A., 2016. Human resource management at work. Kogan Page Publishers.
Mathis, R.L., Jackson, J.H., Valentine, S.R. and Meglich, P., 2016. Human resource management. Cengage Learning.
Nankervis, A., Baird, M., Coffey, J. and Shields, J., 2019. Human resource management. Cengage AU.
Noe, R.A., 2017. Fundamentals of human resource management. Boston, Mass. McGraw-Hill.
Pattanayak, B., 2020. Human resource management. PHI Learning Pvt. Ltd..
Pucik, V., Evans, P. and Björkman, I., 2017. The global challenge: International human resource management.
Sirait, E.R.E. and Zellatifanny, C.M., 2020, October. An empirical study: computer-mediated communication and collaboration among government employees during flexible working arrangements. In 2020 International Conference on Information Technology Systems and Innovation (ICITSI) (pp. 95-100). IEEE.
Stewart, G.L. and Brown, K.G., 2019. Human resource management. John Wiley & Sons.
Stone, D.L., Deadrick, D.L., Lukaszewski, K.M. and Johnson, R., 2015. The influence of technology on the future of human resource management. Human resource management review, 25(2), pp.216-231.
Stone, R.J., Cox, A. and Gavin, M., 2020. Human resource management. John Wiley & Sons.
Vasconcelos, P., Furtado, E. and Pinheiro, P.R., 2015. An approach of multidisciplinary criteria for modeling alternatives of flexible working. Computers in human behavior, 51, pp.1054-1060.
Wilton, N., 2016. An introduction to human resource management. Sage.
Yu, R., Burke, M. and Raad, N., 2019. Exploring impact of future flexible working model evolution on urban environment, economy and planning. Journal of Urban Management, 8(3), pp.447-457.

