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In today’s society because of globalization, demographic changes and the covid 19 pandemic, the workforce and workplace are becoming increasing diverse and it is important for businesses to develop equal opportunities and diversity strategies to attract and retain their staff, improving in the same time the workforce performance and to retain and promote their competitive position.
In recent years, there has been a greater emphasis on diversity and inclusion in both public policy and the human resources profession. The government has released the Race Disparity Audit, has implemented gender pay gap reporting, and is now working on a strategy for obligatory ethnicity pay reporting. Looking at or analysing levels of diversity, however, is merely the first step toward establishing inclusive workplaces. Flexible working is a significant tool for increasing workplace equality and establishing inclusive workplaces. It can assist parents in returning to work, reducing the gender pay gap, assisting persons with changeable health conditions in remaining at work, and assisting carers in balancing their job and caring duties. Such approaches are partly a response to the insufficient progress made from equal opportunities route due to the pandemic. 
Working arrangements that allow workers to modify the amount, schedule, or location of their work, typically to the mutual benefit of both the person and the organisation, are referred to as flexible working.
Part-time working, job-sharing, flexitime, compressed and annualised hours, term-time-only employment, working from home, and mobile working are all examples of work arrangements that fall under this category. Many organisations provide some sort of informal flexibility without realising it counts as a type of flexible working. As a result, they do not realise the full potential of strategically investing in flexible working methods. Because of a lack of awareness or negative attitudes from managers regarding flexible working, it is sometimes viewed as a benefit just for parents in some organisations. While flexible working options might assist parents in balancing their work and home life. Since 2014, everyone in the United Kingdom has had the legal right to seek flexible working. And, despite the fact that 99 percent of businesses believe that flexible working is crucial for competitiveness, company investment, and job creation, the number of employees working flexibly has remained stable over the previous decade. Furthermore, the majority of positions (89%) are still not promoted as flexible.
The government is holding a consultation on a plan to increase openness regarding an employer's flexible working practises and maternity leave policy. The consultation, titled Good Work Plan - Recommendations to Help Families, was released in mid-July and seeks feedback on proposals to further support parents in balancing work and family life. This section of the consultation on 'family friendly working' addresses whether companies should have an obligation to evaluate if a job may be done flexibly and make that apparent when advertising a vacancy. The CIPD has been working with the Department of Business to build their thinking on this subject, as well as gathering information to reply to the consultation.
The COVID-19 pandemic has resulted in a significant increase in remote working. This is a type of flexible working arrangement (FWA) that allows employees to choose how, when, and where they work. Through an evidence review and a shorter evidence summary, we analyse the evidence underlying the influence of FWAs on inclusion and diversity. FWAs, it is argued, promote workplace inclusion and diversity by assisting people in balancing work and family responsibilities. This is explained by employees' ability to manage their resources in order to balance the demands of work and family life. Furthermore, it is theorised that because of social interchange, people are more willing to give back and be dedicated to employers that benefit them. FWAs do, in fact, assist employees in reducing friction between family and work duties. The effect is minor, though, and is controlled by the type of FWA, with time flexibility more likely to aid than place flexibility. Another good result is increased job satisfaction, albeit this declines with time. This rise happens whether or not workers choose flexible working, implying that it is the impression of an organisation as supportive or family-friendly that matters. There is a positive but modest relationship between FWAs and employee commitment, with younger workers demonstrating stronger commitment when flexible working is an option. This might be used to recruit younger talent.
The idea that flexible working is useful for helping people balance work and family duties is based on two social theories: resource theory and social exchange theory. According to resource theory, work–family conflict develops when the demands of one position for example, employment, deplete the resources required to satisfy the expectations of the other role for example family life. Work and family both compete for limited resources such as time, attention, and energy. The premise is that flexible working allows employees to choose when and/or where they finish work, allowing them to select the optimal method to spend time, attention, and energy resources to one area vs another. As a result, persons with higher family duty, such as those who are married and/or parents, may benefit from flexible working. According to social exchange theory, "people should support those who have benefited them" and "people should not damage those who have helped them." Employees, according to this notion, are driven to reciprocate after getting benefits such as flexible working hours and are therefore urged to give back in the form of dedication or improved performance.
A meta-analysis of 22 research found that when flexible working options like as teleworking are available, commitment is higher among younger workers, implying that giving flexible working may be a technique for recruiting young talent. Several studies have showed that women who believed their company offered flexible working hours were more satisfied with their jobs, regardless of whether they used them. This shows that while the availability of FWAs may have a little influence on job attitudes, the impression of the organisation as being family-friendly may have a somewhat bigger impact on job satisfaction and commitment. Furthermore, it was shown that, in general, women (particularly female HR managers) are more optimistic about the possibility of flexible working.
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Flexible working arrangements are unjust in the United Kingdom. Those in lower-paying, more manual occupations frequently may not have access to the same flexible work alternatives as those in higher-paying, management occupations. The Government released a consultation on Thursday, September 23rd, 2020, to make the right to seek flexible working hours a right for all employees. The CIPD welcomed the consultation after campaigning for it on behalf of millions of employees since the launch of Flex on February 1st, 2021 and responded positively to the proposed legislative change. In response to the government, the CIPD polled over 1,000 top HR/decision-makers and discovered that 57% supported a right to seek flexible working from day one. The CIPD answer also included critical suggestions that they feel would result in fairer, more inclusive flexible working arrangements. These proposals included reducing company response times to one month and boosting employee flexible working requests to twice a year. The CIPD is now awaiting the outcome of the consultation and will continue to advocate for this reform.
While COVID-19 has increased remote working, according to CIPD data, 46 percent of UK employees still do not have access to any kind of flexible working in their present employment, despite the numerous various forms of flexible working arrangements available. Those who do not have access to flexible working are almost twice as likely as those who do to be unsatisfied with their jobs.
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As we can see in the pictures, inequality at work is taking place in relation to flexible working, as man have more opportunities and chances to a good work-life balance than women especially if they have a higher position. 
Furthermore, even if we find inequalities in the workplace there are many disadvantages of requesting flexible working. If you are fortunate enough to be given flexible working, this will very certainly need adjustments to your working habits, which will be permanent – you will not be able to swap and change if they are not to your taste in practise (unless you have a really accommodating employer!). These changes will have an influence on you, your company, your co-workers, and potentially your family and friends. Working from home may appear to be the ideal situation for an individual. However, it might be difficult for other family members to appreciate or even completely comprehend the reality that, while you are physically present at home, you are working and are not free to do other stuff things. You won't be able to meet for coffee, do chores, or run errands for pals as easily as you would if you were at work.
Along with the foregoing, working from home might make it difficult to establish a clear separation between work and home. It's all too easy to work past fixed hours, with a "I'll just get this done" mindset resulting in working late into the evening rather than enjoying much-needed downtime. Furthermore, colleagues working different hours, or your employer may believe it is okay to contact you during non-working hours – and you may find it difficult to ignore them. Suddenly, that much-appreciated afternoon off is consumed by work-related issues.
Working from home necessitates a strong sense of self-motivation. It's all too simple to postpone getting down to business by procrastinating. With no one peering over your shoulder, half the day is gone before you realise it. This might result in extra hours spent in the evening catching up on missing work hours when you could be spending time with family. The ease with which you can communicate with your co-workers (who may be working from home or in the office) will be determined by your circumstances and job. However, technical challenges should not be overlooked. You may find it unexpectedly challenging to collaborate with colleagues who work differently or at different hours than you, and you may discover that you must be very organised to coordinate communications, cooperation, planning, and delivery.
Working from home may take on an almost limitless number of shapes. If you just change the times you work, your pay should not be affected; but, if you work less hours, you will certainly earn less. As a result, your employer's pension payments will be reduced, and any bonus will almost certainly be pro-rated. You will also have fewer paid holidays.
Part-time workers are protected against discrimination, and their terms and conditions must not be less favourable than those of a comparable full-time worker. Working flexibly, on the other hand, may result in losing out on workplace activities such as training that take place when you are not at work. Part-time work accounts for a large portion of gender wage disparities in organisations. Women who work part-time tend not to go as far or as quickly in their jobs (either voluntarily or unknowingly), and hence earn much less across their careers than males who work full-time.
It's a sad reality of life that views toward flexible working are still mixed in certain organisations. According to anecdotal data, it is much more frowned upon when a male employee makes a request.
While it may appear in subtle ways (making action more difficult), an employee who successfully applies for flexible working may find themselves excluded from decision making and career advancement because (completely incorrectly) their commitment is questioned. Cultural transformation takes time and progresses slowly. However, with the government firmly committed to promoting flexible working for everybody, it is anticipated that more firms would embrace employee flexibility. Again, anecdotal evidence suggests that flexible working may render people more prone to redundancy in some organisations. Clearly, any redundancy selection criterion must be objective and non-discriminatory, so firing someone because they worked flexibly would be both unfair and potentially discriminatory.
[bookmark: _Toc102568214]Conclusion

Whatever benefits flexible working has, it is critical that we do not overlook any of the downsides from the employer's standpoint. Switching to a new manner of working and supervising might be challenging for some managers since the thought of not being able to see what someone is doing may be foreign to them.
When an employer grants a request for flexible working hours, they are effectively gambling. For flexible agreements to succeed, both parties must be willing to give and take. Flexible working, if not carefully managed, can lead to inefficiencies and a drop in quality and communication.
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‘Not having the ability to work flexibly from day one,
completely disadvantages women. If it's not an option,
many women end up feeling like they're trapped, as
they can't request part-time hours or flexibility from day
one. As a career coach I'm talking constantly to women
in this situation, women who feel like they have earned
their right to work flexibly, who are stuck where they
are, who stay small, who don't get promoted and who
feel like they have no other option. It's so very unfair
and it needs to change.’

Joanna Lott
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“The ongoing pandemic has provided me with the
chance to work more flexibly than ever before. I've been
able to stagger my working hours, allowing me to both
work and spend quality time with my young son. My
wife has been able to do the same which has given us
the balance we desperately needed to tackle these
tough times and bond together as family, especially as

we have a limited extended family here in the uk.”

Suman Ganguly
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‘The escalator of promotions and opportunities had
stopped for me. When | returned from maternity leave
and wanted to work flexibly, | felt that put me at a
disadvantage when looking for other jobs and when
compared to other individuals who didn’t have that
request.’

Maria Cameron





