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[bookmark: _Toc101913321]A case in favour of flexible working concerning diversity and inclusion at work and the role of Human Resources here
[bookmark: _Toc101913322]Introduction
Flexible working measures become the new way of work, during the pandemic situation. The concept of work-from-home was implemented between 2020 and 2021 as companies were closed abruptly as national orders for staying-at-home were imposed on the economy. As it was impossible to continue working in a physical location, companies instantaneously enabled flexible working conditions for the employees with the help of the digital communication process (Mohanty and Jyotirmaya, 2021).
However, the regulations regarding the social distancing are lifted and companies are reopened, employees are requesting flexible working arrangements remote work facilities be included in the new work process. During the Coronavirus situation, companies have experienced major technological advantages in their communication process (Maddox-Daines, 2021). Managers have understood that working hours other than the normal working schedule (9 to 5) can easily be availed without hampering the productivity level. As a result, in the current time, companies that aim for better output from the employees introduce flexible working hours and remote working opportunities.
Tesco Plc. is a global merchandise and groceries retail company that has been fulfilling the daily commodities of the UK people. It is one of the top retailers in the world according to gross revenue. During the pandemic situation, the company did not remain standstill and operated through both its physical and online stores. The managers opted for flexible working conditions for employee retention and hiring efforts. In the pandemic situation, these types of working processes also aided in organisational diversity and improved the ethical concerns among employees which in turn added to the organisational efforts in becoming socially committed (Mohanty and Jyotirmaya, 2021). As a result, costs are minimised and employee attendance increases that leading to employee engagement and organisational enlargement. The HR manager took various steps to ensure workforce inclusion with the help of flexible working conditions.
[bookmark: _Toc101913323]Analysis and Discussions (Flexible working concerning diversity and inclusion)
From the very beginning of the pandemic situation, Tesco has focused on delivering the products to all the customers to ensure a healthy and virus-free environment. As the restrictions are removed, the company has listened to the employees and customers (through qualitative research) and taken some steps to ensure that the employees feel safe in the internal environment after the pandemic.
To develop the online shopping experiences, the company has announced around 15000 job roles, with flexible work hours. During the whole pandemic situation, the management hired around 66000 temporary employees, as there was an increasing demand during the first wave of pandemic situations (Beutell and O'Hare, 2018). The line managers are always ready for providing all the necessary information and relevant resources available,
One of the most crucial strategies in the current times is the DEI strategy which stands for Diversity, Equity, and Inclusion for most companies. A recent survey conducted by Lever has introduced that 97% of the retail companies have introduced new policies to deal with the pandemic complexities. Alongside, the HR managers in retail companies have emphasized creating a hybrid workplace to respond to the massive complexities of the pandemic situation (Maddox-Daines, 2021). The senior management of Tesco has developed some future issues after the pandemic that can be solved through structural racism, the reduction of family‑satisfying jobs, obstacles to worthwhile employment, and demographical arrangements like age, disability, and gender. 
These different initiatives during COVID ensured a collective shift towards profitability and work. Where other employers laid off their employees, Tesco created employment for more than 70000 individuals which became less stressful (Kim and Hallsworth, 2019). As per the commitment of the employers to creating an inclusive or supportive work culture, the company recognised that employees have to face personal issues and demand for proper work-life balance situation. As a result, the management tries to identify shift-based and alternative measures to work whenever possible including working at different times preferred by the employees.
Tesco recruit, train and appraise employees centred on merit and thus they create an open, inclusive and supportive work environment. Employees tend to see Tesco as a place to attain their latent potential (Beutell and O'Hare, 2018). To establish an inclusive working experience, the top management aims to connect with different minds and accept unique perceptions and ideas. These strategies develop talented employees who will help the company respond to the direct customers more prudently and create unique in-store facilities.
Again, as a portion of the organisational culture, the management aims to hire and create a leader-based diversified workforce (Saxena, 2018). To implement these strategies, Tesco attracts local candidates for their stores or branch offices. Again the employee base of the company covers more than fifty employee segments including Gender, age, disability, sexual orientation and ethnicity along with some inner differences like values, integrated thinking capacity and lifestyle patterns (Kim and Hallsworth, 2019). The company also supports work-from-home facilities for female employees in case of online services aiding gender equality. This also creates an inclusive work environment for the company as the employees can respond to the online customers anytime they demand.
[bookmark: _Toc101913324]The Role of Human Resources in promoting diversity and inclusion 
The Human Resource department is the portion of an organisation responsible for managing the people-related issues in the organisation (Mohanty and Jyotirmaya, 2021). As a result, they are responsible for managing workforce diversity within the organisation (Horbachova, 2021). In Tesco, HR managers tend to leverage the flexible situation within the organisation for creating new opportunities. After the pandemic, the opening schedule for shifts is still flexible which attracts more candidates especially individuals with disabilities and health problems who can also join the force (Saxena, 2018). For people with these specialities, HR has provided collaboration tools like video conferencing, text-to-speech applications, and modified input and display services for communication and analysis purposes.
The HR supports workforce inclusion by spotlighting colleagues who are under-appreciated, they understand the hidden demand of belonging within employees and thus they try to determine employees have differences in gender expressions, personal choices (religion, ethnic affiliation or clothing), and backgrounds (Armstrong and Taylor, 2020). Through the employee selection for representing different branches, Tesco appoints those who can internally connect with the customers in a certain locality. They also nurture the employees with hidden potential as leaders such as an executive working in the company who has more than 11 physically handicapped and adopted children. He can impact the overall organisation by bringing supportive benefits and culture (Kim and Hallsworth, 2019).
The HR division is also responsible for communicating the objectives and progress clearly to the employees. Almost all the employers after the pandemic situation promoted DEI strategies, but are unable to continue the efforts after the pandemic situation (Beutell and O'Hare, 2018). The prime reason behind this failure is that organisations are unable to communicate the information to all the employees, The HR of Tesco is adamant to create a hybrid workplace to create a strong relationship between the employees and management. They also display a clear strategy on their DEI concepts to the employees to support the organisational goals. These goals are set based on the SMART objectives criteria (Beutell and O'Hare, 2018). 
The last role that the HR department of Tesco is to create network inclusions and develop employee resource groups (Saxena, 2018). The company is creating employee groups including individuals sharing similar backgrounds like women or transgender groups who often work at different times other than the normal work schedule. They also provide solutions regarding recruitment and selection of new employees and perform in providing better service to the online customer groups (Mohanty and Jyotirmaya, 2021). The HR leaders are responsible to develop diversity in workplace inclusions by addressing the situations to both the top management and employees with the help of virtual research options like anonymous questionnaires and surveys and implement them accordingly.
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There is an indirect negative connection between flexibility and inequality in the workplace Flexible working is the alternative schedule or arrangements from the typical working day or schedule in a week, where employees can choose different timings for work according to their preferences so that they can match up with their family or individual needs (Saxena, 2018). On the other hand, workplace inequality is the biased treatment of the employers toward the employees based on different individual aspects like sexuality, gender, religion, race, or situation concerns. The flexible working situation often gives rise to organisational resentment all employees are not provided with the same flexible work schedules (Beutell and O'Hare, 2018).
the employee segment that faces the inequality situation the most are the female employees who are committed equally to their official responsibilities and home activities which often give rise to organisational dilemmas for females and minorities  (Horbachova, 2021). The HR of Tesco works as an intermediary between the employees and employers as they ensure that employees are performing their best and remove the hurdles that prevent them from performing well in the hybrid organisational environment (Maddox-Daines, 2021). They have formulated different practices and policies to respond to the inequalities arising from flexible working
[bookmark: _Toc101913327]Analysis and Discussions (Flexible working concerning inequality at work)
Flexible working is the alternative schedule or arrangements from the typical working day or schedule in a week, According to this arrangement, employees can choose different timings for work according to their preferences so that they can match up with their family or individual needs. Again, management or employers can collectively select alternative work timings for a group of employees. The idea of flexible working may seem a very easy one to be adaptable bay companies because flexibility supports organisational fluidity. However, ensuring flexible working hours often promote organisational inequality. It is often tough for employees to manage their activities as they operate from home due to personal surroundings. 
Every employee wants to attain an improved balance between their leisure periods and work (Saxena, 2018). For Tesco, ensuring a happy and prominent work-life balance for employees who like flexible working arrangements is the primary aim for managers. The most common measure for ensuring a flexible work-life balance is creating a virtual workplace through telecommunication applications and software. The employees, who are more introverted in the physical locations, tend to perform well from behind the virtual platform (Horbachova, 2021). However, different organisational challenges occur as all the employees are not present in the workplace at the same hours. The leaders who are operating from home might fail in conveying the messages properly if he is working from home (Kim and Hallsworth, 2019).
An office-based inequality arises due to flexible working as managers who operate in the company might feel that others who are working from home are getting more facilities. This is because the productivity or performances of home workers are often invisible to other employees (Dean, 2022). This will give rise to organisational resentment if one employee is provided flexibility and the other is refrained from taking these facilities and thus organisational disunity will develop in the company. 
The flexible working arrangements often reduce absenteeism as employees can have more morale if they work for five hours instead of eight hours (Beutell and O'Hare, 2018). However, laziness among employees in both office workers and homeworkers is seen as employees often tend to work less than their prescribed time without their concern. Again, the team initiatives often fail as employees working in teams will lack coordination and planning as all the employees do not follow the same schedule (Maddox-Daines, 2021). The female employees are committed equally to their home and office responsibilities which might affect the organisational efficacy.
Not only employee inequality but there is also a greater possibility of inequality in the importance of tasks for individuals (Mohanty and Jyotirmaya, 2021). Employees working from home have to face different obstacles in perfuming all the tasks as the environment imposes them to respond to all the situations at the same time.
There is no clear distinction between the description of work and home activities within a flexible working schedule, especially for women. For a female employee of Tesco, a flexible work schedule might impose her to work all the time irrespective of day or night (Kim and Hallsworth, 2019). The managers or colleagues might delegate him with additional responsibilities even at night as she is working within a home environment. This indirectly affects the psychological aspect of the female employees and a poor work-life balance can be seen for female employees.
[bookmark: _Toc101913328]The role of Human Resources in addressing the concerns of inequality that may arise from flexible working
Workplace inequality is the biased treatment of the employers towards the employees based on different individual aspects like sexuality, gender, weight, height, religion, race, or environmental concerns. During the COVID situation, the total job market has been affected employees are being laid off due to the workplace shifting towards a virtual situation (Dean, 2022). This is giving rise to different skill-based and gender inequality in the organisational environment. These inequalities can be perceived from the perspectives of both employers and employees. The HR of Tesco works as an intermediary between the employees and employers as they ensure that employees are performing their best and remove the hurdles that prevent them from performing well in the hybrid organisational environment (Maddox-Daines, 2021). To reduce organisational inequalities rising from workforce flexibility, the following steps are availed by the HR department of Tesco plc. 
The first role of HR is seen in the application of affirmative action practices (Armstrong and Taylor, 2020). Affirmative Action Practices are the policies that compare the situation of the workforce of the organisation’s workforce to determine the underutilization of women and minorities (Mohanty and Jyotirmaya, 2021). In this process, the HR formulates Affirmative action plans, timetables and goals. They also create individual progress reports to determine the output level of each employee to respond to bias. These affirmative action objectives and time schedules will enable Tesco to avoid employee inequalities. However, these policies might not go in line with the overall organisational goals and these practices are often different in terms of different industries.
A flexible working environment is often created for employees based on their demographic characteristics. This gives rise to office-based inequality as employees operating in the company might feel insecure about colleagues who are working from home. To remove this risk The HR of Tesco is formulating Targeted Human Resource Management Practices that analyse the demographic characteristics and personal performances together while selecting employees for flexibility (Kim and Hallsworth, 2019). This enables HR leaders to explain the reasons behind the employee selection and this also reduces the risk of disunity among the employees. Targeted Human Resource Management Practices include curtailed hiring programs, mentoring employees facing gender biases, and networking minorities with other employees. This will remove inequalities arising from diversity with the help of standardised monitoring and evaluation systems.
Workplace diversity and inclusion can increase with the help of flexible working schedules after the pandemic. However, the HR department of Tesco must create Diversity training Practices, to remove personal bias and establish the necessity of organisational diversity (Mohanty and Jyotirmaya, 2021). The HR has included training for responding to cultural changes which will make the employees understand why the workplace flexibility is provided for the culturally impacted employees.  This will also include the different communication and interaction skills to connect to the employees in remote locations. This also removes the ambiguity in the delegation of objectives and connection between the organisational objectives and flexibility practices among the employees (Dean, 2022). 
The last role of HR is to impose Transparency & Accountability Practices within the organisation to address workplace inequalities and make all the necessary information available to the employees (Maddox-Daines, 2021). This will impact the development of team tasks within the company. And the information channels will become more effective. The HR department of Tesco has created a Diversity Committee that is responsible to monitor and coordinate equality issues within the company. The compensation plan for home-office employees also varies from the traditional employee based on their performance and transportation costs.
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