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Executive Summary
This paper discusses flexible working concerning diversity and inclusion at work. It further analyses the role of Human Resources in promoting diversity and inclusion through the method of flexible working. Inequality is another issue when it comes to working flexibility. This paper also analyses the role of HR in addressing the concerns of inequality inflexible workplace. Diversity and inclusion are two notions that are related but not identical. Inequality in the workplace refers to unequal treatment of employees depending on their gender, height, weight, sexuality, race or accent. 
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This paper discusses flexible working concerning diversity and inclusion at work. It further analyses the role of Human Resources in promoting diversity and inclusion through the method of flexible working. Inequality is another issue when it comes to working flexibility. This paper also analyses the role of HR in addressing the concerns of inequality inflexible workplace. Diversity and inclusion are two notions that are related but not identical. Inequality in the workplace refers to unequal treatment of employees depending on their gender, height, weight, sexuality, race or accent. According to recent studies, a large number of young people want the flexibility to work from home. It seems flexible working will eventually become very normal and not an exception in the future workplace. Flexible working can be a potential option, particularly for women who need to adjust their employment to family obligations. Flexible employment can be a beneficial strategy for advancing gender equality in cultures. Diverse and inclusive workplaces are increasingly a real problem for businesses all around the world. HR executives should examine areas where diversity and inclusion are suffering. 
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Differentiation of employees in workplace
Employees who differ in culture, religion, gender, race, degree, economic status, sexual orientation, and geographical area form a diverse workforce. When employees' differences are valued and accepted, there is inclusion in the workplace. Employees are an essential element of every company. The prosperity of a company is directly linked to the satisfaction of its employees. Employee welfare necessitates that they need to be treated with respect in the workplace. A centralised strategy for diversity and inclusion (D&I) is therefore critical for a company (Chung and Van der Lippe, 2020). In recent years, both public policy and the individual's profession have placed a greater emphasis on diversity and inclusion. The government of the UK has released the Race Disparity Audit which has implemented a gender pay inequality report. The government is working on a strategy for obligatory ethnicity pay reporting. Evaluating diversity levels is the first step toward developing inclusive workplaces. 

Flexible working is an important strategy for enhancing workplace equity and fostering inclusive workplaces. Any working style that departs from the traditional pattern is referred to as flexible working (Beigi et al., 2018). Working remotely often comes to mind when one thinks about workplace flexibility. In reality, there are many different forms of flexible working such as hybrid working, part-time, fully remote, job share etc. A business must identify the most suitable combination for satisfying the requirements of its employees and also the corporate objectives. Flexible working can reduce the salary gap between men and women, assist caregivers in balancing their work, and help individuals with unpredictable health conditions remain employed. 
Flexible working shifts and employee management
Flexible work options expand one's application pool and also make employees feel more acknowledged and included. People these days don't want to spend more time travelling and prefer to work from home. Work-life balance has become a popular issue among job seekers.  When a company offers flexible hours to the employee, it indicates that the company respect its employees' personal lives outside the workplace. Applicants are drawn to this type of inclusive thought process. According to researchers, if given a choice between two similar job offers, people would choose the one that offered more flexibility. Prospects expect their future employers to be inclusive and diverse (Chung, 2019). Companies that do not provide this advantage run the risk of losing top employees. Leaders should consider flexible work as a method to attract new candidates from a wider range of credentials to their teams. There is a variety of virtual communication solutions available these days and with the help of which one can work from anywhere. Individuals with physical limitations or health concerns look for flexibility so that they can work from home. If employees don't need to come into the office very often, companies can hire individuals from all over the world. This helps to achieve diversity goals and grow the new client base. 
Diversified employee culture
Companies can have representatives who understand and speak languages except for English so that they can expand across the world. However, Working from home can make people who are already marginalised feel even more isolated and it can rapidly reverse progress made by employees.  It has the potential to impede informal mentoring and communication, both of which are essential for career advancement. International businesses benefit from the variety of business knowledge, diversified experiences, and worldwide perspectives that employees from various backgrounds may bring to the workplace. In global business environments, the capacity to effectively administer a diversified workforce in organisations is essential. Researchers have found that almost 40% of people who work from home claim to work extra hours. Whereas, almost 30% of people who work in offices claimed to spend extra hours on work Annabi and Lebovitz, 2018).  However, it was found that allowing employees to work from home did not affect overall work performance. Employees report improved working connections and express positively about job involvement. 
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Diversity management is a part of HR management
It is the process of creating an inclusive work environment. A diverse workforce can be accomplished in a variety of ways. These days, diversity management has become extremely important. Diversity and inclusion in the workplace result in the effective functioning of the teams and greater satisfaction among employees. Companies across the world now recruiting professionals from various backgrounds and the main objective of this are to promote diversity and inclusion in the workplace through proper utilisation of company policies. Through diversity management companies can recognise each employee’s unique contribution to the company. It allows the employees to flourish and succeed in the workplace. When employees from varied backgrounds work together, good problem-solving skills develop among them (Frangieh and Yaacoub, 2018). To prepare for and support diversity in the workplace, ensuring operational readiness is important. Management has a big role in finding out if diversity and inclusion are genuinely implemented. 
Diversity management and HR promotions
Employees need to consider the business goals together with the management and work accordingly. This way diversity management can be appropriately applied in the organisation. After evaluating how cultural diversity can benefit the organization, it is necessary to develop a proper plan of implementation. The areas of responsibility need to be clearly explained, both inside and beyond the HR department. However, it can often be difficult to get a clear insight into how diverse a company is. HR departments should always watch diversity. Audits can be a way to have a close eye on the matter and it needs to be applicable to present employees as well as during the process of hiring. This way companies will be able to track development more effectively. 
Diversity can be achieved using internal or external collaborations 
Also, in an organisation, each person must accept the other person's inclusion. This way every employee will feel more involved and is more likely to contribute to the company's business. People from various origins must communicate and work together, as well as comprehend one another's requirements and perceptions. HR executives should create the best approaches to integrate their organisations with their D&I objectives, guaranteeing that every employee benefits through a fair distribution of work, ongoing discussion with the employees, and partnership prospects (Stahl et al., 2020). Though HR leaders have a role to play in promoting greater diversity and inclusion, it is not solely their responsibility. It must include the entire senior management team.
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Gender inequality affects everybody in every way
Gender inequality is discrimination in which gender or sex is the root cause for getting privileged over others. This visualization is ancient. Though there are some exceptions, the discriminations are very much noticeable in society from childhood to adulthood among human beings. 
From childhood, children may be cautious about their self-sense and categorize the specific job for girls and boys according to gender, not by self-ability (Fuller and Hirsh, 2019). This is followed by the future in different ways like behaviour, choice of studies, attitude, ambitions, salary, violence, flexible working hours, rewards, financial and social security, cultural racism also experienced and so on. Sometime, due to high expectations from men side, they become overburdened, by mentally and physically. Some major points among which inequality is noticeable priorly.
· Women are often low-paid in the workplace, though sometimes they are more educated, more legible than men. 
· Recognitions in the workplace are not at all consistent for women, it's no matter their eligibility.
· Racism plays majorly in the workplace for women as compensation and treatment. 
· Apart from all, a major obstacle for women facing harassment sexually (Lott, 2020). They are mistreated.
· Education for girls is so much affected by this inequality.
· Child marriage is a major setback in this society due to this unfair ancient prejudice.
· Child labour is also noticed due to the adverse effect of inequality in society.
However, transgender is also facing extreme problems to establish themselves in society in every way physically and emotionally.
Flexible working is controlled by workers
Flexible working is very much controlled by workers in especially industrialized countries. The workers can only decide where and when they can work. Nowadays it's becoming trending among the newer generation. Shortly, flexible working may become the norm in many areas of the job. 
This type of working nature is maximally used as a positive way in productive nature, generally for women, those who are balancing their work with their family needs. Earlier flexible working allows women to continue their work after delivering their child. Instead of taking special leave for a long time for this issue, women can balance their work and life by working flexibly (Wainwright et al., 2019). In this way, this way of working may be a fruitful way to enhance equality of gender in society. 
Benefits of flexible working
However, practically, according to society's previously set point of view, totally different from expectations. The benefits of flexible working for men increase their performance through intensive productive working hours, unfortunately, this may increase conflict between work and family due to the expansion of time off work. Same as women, they feel overloaded due to the increase in family responsibility.  In the end, after giving so much hard work, men are not at all rewarded.
Flexible working hours are now diversified in many ways, like flexible (work from home), and flexitime (part-time, job sharing, term time). 
Due to recent scenarios, gender differences are very much noticeable in terms of work control in scheduled ways (Chandola et al., 2019). Men are on the higher side and women prefer working from home. But it depends on different countries.
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In any organization, gender inequality is a complex one. It's reflected in organizational practices, structures and processes. This happens to practices of the human resource team and their making policies and decisions for hiring, paying salaries, and giving training and promotions to women. These discriminations may affect leadership, strategy, the climate of the organization, the culture of the institution and the policies of HR.  It’s also reflected in decisions made by HR and their practice. 
In an overall way, this ancient discrimination not only effects on practices of HR, socializing part of the decision-making team of organizations of benevolent and hostile sexism (Strah et al., 2022). 
Discrimination in the workplace
Lots of examples are available of negative parts of inequality like opportunity, earnings, leadership, and career advancement of women. This discrimination in the workplace makes a huge contribution to the lower economic and social status of women as well as the security part also. 
This negative attribution is made by the policies and decision-making practices of HR only. 
The disadvantages of objective parts are women’s low salary paid, working opportunities, and social status. The disadvantages of subjective parts are women’s physical, and psychological stress; physical and mental health and last but not least stigmatized.
The role of human resources in addressing the concern of inequality is very important (Gong et al., 2018). To reduce inequality in the organization, all the policies, structures, and practices, that are linked with the matter, should be rectified and take different approaches. 
Interactivity in diversification in terms of recruiting candidates from each group. Promotion to reward to training appraisal should be taken care of by the human resource team in a general view of employees' productivity and appearances only not by gender. 
HR support
Increasing the recruitment of women candidates and developing a well successful team by giving all the HR support like adequate training, climate, parks, and respect from other teammates.
This diversification may have a positive impact on the social and economic structure of the society. Also, in terms of the organizational part, this initiative can serve a better prospective clientele. 
The HR of family-work conflict should also be taken care of. This is the type of conflict that employees experienced mostly with women. This crisis arose from the demands of work versus the demand for family roles (Kelliher and De Menezes, 2019). The illness and stress of employees are the cause of this conflict. During evaluations in the organization, HR should focus on working hours and potentiality during that period. 
In terms of flexible working hours, the formal rules and regulations should be followed generally for all with certain flexi-time during core working hours but should be informed prior and regularized in such a way that nothing will be hampered.
Employee awareness in the organization is most important. Collectively giving petitions, taking unitary action against injustice or any inequality in the organizations. In this process HR and decision-makers, leaders also can join the movement against the inequality of institutional prejudice, which may help the good better-developed society for all.
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The findings of this paper conclude that flexible working can help people achieve better work-life harmony and family living. However, while counting the repercussions of flexible working, gender counts. Flexible working is used differently by men and women, resulting in diverse outcomes. Also, companies often encounter challenges when it comes to designing and implementing diversity, equality and inclusion policy in the workplace. These days there is a significant increase in flexible working in most developed countries. Furthermore, there is a growing need for flexible jobs, particularly among the young generation. Top companies embrace diversity and inclusion as fundamental business strategies. They put a lot of effort into creating settings that allow their employees to flourish. Diverse workforces move businesses forward into a brighter future. Companies can gain a competitive advantage by embracing diversity and inclusion in global marketplaces. HR professionals have a significant role in creating and empowering a diverse culture through management. Inclusion does not occur just because one has employed a diverse group of people. It requires real effort to create an inclusive workplace.
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