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[bookmark: _Toc100236478]Flexibility in the workplace has the potential to get the work with more clarity. Flexible work builds diversity throughout the company where all classes of nationalities and groups are included. A diversified team can solve a problem without having less stress as they work in a big team with different nationalities (Bratton and Gold, 2017). The term diversity refers to an environment where different nationalities, races and genders are included in a team. Inclusion in work defines various kinds of races and groups will work in a team and all of their work will be valued in the same way. This is a good thing but sometimes it causes issues throughout the company. This report has explained the potential impacts of flexible working facilities that create diversity and inclusion in the organization in the United Kingdom. In the first part of this report, the author has discussed the influence of flexible working on diversity and inclusion at work and depicted the role of Human resources in promoting diversity and inclusion through flexible working. In the second part, this report portrayed the influence of flexible working on inequality in the workplace and the role of human resources in addressing the concerns of inequality that may arise from flexible working.
[bookmark: _Toc102169196]Influence of flexible working concerning diversity and inclusion at work
Flexible working refers to the comfortability of employees in the workplace where employees can get flexibility on their assigned tasks (Lambru, 2012).  There are many types of flexibility in the work. For instance, job sharing, remote work, part-time, compressed hours, flexitime, Annualized hours and so on. Diversity and inclusion in the workplace create a huge opportunity for the firms. This is much more important than policies and other facilities. An authentic diversity and inclusion have an equal ratio of the gender in the work, a diversified recruiting system and leadership & training programs for the underprivileged employees (Clark, 2012). Sometimes, flexibility can create a huge mess in the organization like group resignation, dissatisfaction and negativity. Companies often face the biggest losses that are induced by the flexible working facility. Let's have a short insight about them.
Job sharing: It refers that two people from an organization who can do one job and can split the hours according to their needs. In the UK, most of the big companies have been offering this kind of facility at work. The companies believe that it may boost the employees' productivity. Job sharing also increases bonding among employees which brings a huge potential to the company.  
Remote work: It often calls for work from home. In the organization, the situations of the employees may not be the same (Torrington et al., 2020). Some may have physical handicaps. Often, female employees get pregnant and they need relaxation for a certain period. A remote work facility helps the employees to work from home.
Part-time:  Part-time job refers to working less than a full time. Doing a part-time job is the most chosen form of work for the students in the United Kingdom. It is most suitable for both housewives, who have to maintain both work and family, and students who need money for university tuition fees. 
Compressed hours and Flextime: Most pro employees choose compressed hour work. It refers to working full-time hours but over fewer days. Flextime is the form of work where employees can choose when to start and end the work. For example, 10 am to 4 pm every day. 
Annualized hours: Annualized work refers to the employees having to work a specific number of hours over the year but they will have flexibility about when they will work.
Diversity and inclusion in the workplace
Diversity in the workplace is an environment where different nationalities, races and genders are included in a team. Diversity refers to everyone being under the same umbrella. Inclusion in the work defines employees from different nationalities and groups will be valued like the other employees in the firm (Torrington et al., 2020). All the employees' opinions and beliefs will be taken into consideration with proper respect.  
Diversity and inclusion are much more crucial than policies and programs. It helps to beat the possible competitors deeply. D&I in the workplace helps to gain reliance and commitment from the employees (Pilbeam and Corbridge, 2010). True diversity and inclusion in the workplace are diversity in the recruiting, departments and leadership, an equal ratio of the gender in the workplace and a good representation of different nationalities and groups.
The advantages of flexible working about diversity and inclusion in the workplace 
D&I bear huge potential in the business. From a good work environment to wealth maximization, it helps the organization deeply. Companies should develop diversity strategies and the area of inclusion. The explanation of some of the benefits that drive by diversity and inclusion are given below:
Ameliorate business innovation 
Through the D&I, companies ensure that they are listening to the employees and their wants. This motivates the employees to thrive in their efforts toward the company. As a result, the companies benefit in the long run (Dickson, 2011). Diversity creates a non-resist work environment that deeply motivates the employees from different nationalities and groups- which helps the companies to boost their business. Inclusion is an area where the company gives an idea to the employees that they are included and considered, which helps them to reduce stress and boost their positive attitude towards the company. 
Boost a better problem solving
Investing in D&I improves the decision-making skills of the employees. A diverse team can solve a problem faster than a homogenous team. 
Ennoble business performance
Diversity and inclusion led to improved performance in business. Employees from different nationalities, groups and ethnic try to be more focused on the work than the homogenous one (De Menezes and Kelliher, 2011). A diversified team consists of different kinds of experienced people who come from various social backgrounds which helps the employees to ennoble the overall business performance.
Increase overall reputation
A flexible working environment with D&I makes the employees feel welcomed. This strategy can magnify customers, investors, staff and business growth (Bogardus, 2004). By recruiting different nationalities, groups and disabled people, a company can create a soft corner in the customers' and investors' minds.
So, flexible working concerning diversity and inclusion at work may boost the overall reputation and performance of the company. 








[bookmark: _Toc102169197]The role of Human resources in promoting diversity and inclusion through flexible working 
Diversity is considered much more crucial than everything that exists in the organization. It sounds like multiculturalism where a bunch of young generations will be amassed from different nationalities and cultures (Carbonara, 2013). Moreover, this multicultural team easily enables a company to develop new techniques and products that are almost impossible for a homogenous team. Most often, employees do procrastination on their respective tasks which harms the projects. It is also seen that employers have no control over the work of employees as they are under flexible working facilities and underprivileged employees. Some companies build various kinds of clubs that look after the disabled and underprivileged employees. The more diversity and inclusion a company has, the higher its chance to reach its customers. 
The impact of human resources plays a vital role in promoting diversity and inclusion through flexible working. The following information is about the role of HR in driving diversity and inclusion:

Figure: Role of Human resources in promoting diversity (Clark, 2012).
Uniformity in the organization
There should be variety in every reputed position in the company. It means one has to work in different positions with different nationalities. The cultures and the systems have to be accessible to all sorts of employees throughout the organization (Armstrong and Taylor, 2020). Exceptionalism badly impacts the organization and its team. The human resource department always has to be more conscious of diversity and less elitism. If a group of nationality becomes fad up about the work environment, then it may incur huge loss throughout the company. 
Creating an unrestricted environment
There should be an environment in the company where all classes of employees will be accessible for asking queries and having a short conversation. Every position will be considered equity (Anaya, Maxey-Harris and Association of Research Libraries, 2017). The zero tolerance for elitism has to be constructed throughout the company by the human resource department. 
A dedicated work environment has to be created in the organization where everybody respects each other's mistakes and opinions. If any of the employees, make any unwanted mistake then they have to be faced the system regulations that the company strictly maintain. The non-English speaking employees have to be trained up if they have any linguistic barriers (Clark, 2012). Female and physically disabled employees have to have extra facilities. So, an accessible environment has to be created Throughout the company. 
Building a union
Creating a committee where underprivileged employees will be assisted and the diversified nationalities will be recruited. This kind of committee's task has to be clearer and more concise. The goal of the committee should be to retain the rights of the employees. 

Training up higher positioned employees
One is above mistakes, so higher professional has to be trained up. They have to think about the employee phycology. If the employees, make any kind of major or minor mistakes then the duty of the higher professional is to train the employees (Lambru, 2012). Most of the time, higher professional dominates the underprivileged employees by imposing irrelevant tasks and pressures. An EQ training has to be allocated for all sorts of employees, from higher professionals to lower professionals. 
Developing diversity through mentoring
The Human resource teams should ensure whether their company has a supporting group or not. Mentoring can be any internal way with any organization like under a business school mentorship program (De Menezes and Kelliher, 2011). The main goal of the mentorship program should be to ensure the ethnic employees' productivity so they can make the right choice in their career goals, instant connectivity power and instant discussion. This helps both company and the employee to achieve their goals by giving guidance and advice (Clark, 2012). So, developing diversity through mentoring plays a vital role in the company by providing flexibility.  
Advancement & leadership in building diversity
The Advancement & leadership program by HR teams is to be built in a different way where ethnic females and the disabled can train themselves with full potential otherwise they may continue to be under-represented in the company (Carbonara, 2013). Other than that, minority individuals' skills and talent levels have to count to flourish the deeper knowledge. Through external professional training and leadership programs, the Human resource team can help underprivileged employees to develop their careers. Overall, Leadership and training programs help the employees to be confident and also help to increase the existing profiles within the company. 
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The term 'flexible working' refers to the comfortability in the workplace. It's a good thing with a good intention. But often it creates a mess in the organization. Flexible working does not always bear similarity in the company or organization (Bratton and Gold, 2017). Very often it creates a disparity in the organization where most of the females get huge privileges in the name of the flexible working facility. In the United Kingdom, most males and females get almost the same level of Education facility. But when it comes to the workplace, they get a higher facility than males, which creates a big disappointment in the company. 
Gender equality has to be created in the organization. The authority has to find whether the females are from underprivileged areas or not (Torrington et al., 2020). If they have an equal level of education and other facilities like males, then they aren’t the person to get extra facilities in the work. A lack of proper equality management in the organization may create a big disappointment among the majority of the opposite employees.  
Sometimes, flexible working facilities incur huge communication gaps among the employees that can create a massive mess among a particular group (Pilbeam and Corbridge, 2010). The other employees may not feel equal in the organization and a group of nationalities can resign from the organization. The facility system has to be clear and concise. This has to be kind of inaccessible for all except the disabilities. For instance, generally, there is a rule in the company that different nationalities will get Extra facilities and EQ training. But if they are from the elite class and they have an outstanding education background then the facilities won't be available for them. 
So, the flexible working facility should maintain a checking, application and validation process so that the real underprivileged employees get the proper facilities. 
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Flexible working is not always sound like a positive thing. Sometimes it creates a big mess throughout the organization (Dickson, 2011). Flexible working facility facilities create inequality in the company that hampers the work environment and even becomes the root cause of group resignation. The Human resource department has to pay extra attention to the flexible working facility. The flexible working process sometimes causes a huge corporate mess. The following are the issues that may arise from flexibility:
Untraceable working system: The company cannot trace the employees whether they are working in the right way or not. Another one is, are they facing any extra work pressure or lack of information there. These all are induced when it is under working from home which implies flexible working. 
Lack of group work: The employees who start working from home get a zero facility to discuss with their colleagues. This may run big mistakes in the given tasks (Bratton and Gold, 2017). Additionally, group work creates a big bonding among the employees. In this case, a flexible worker misses this kind of opportunity that deter his/her career development. 
Procrastination: When the employees work from home or get the extra time to work, they start to loiter that disrupting the workflow throughout the organization. 
Inequality in salary: Flexible workers often face lower salaries than their colleagues who work at the office desk. This kind of system impacts the workflow (Bogardus, 2004). The employees who work from home are almost similar to the employees who work from the office desk. The inequality in the payment method can create disappointment among the workers who work from home because of their disabilities or internal problems. 
So, the above-mentioned issues are the main fact that may arise from flexible working. Human resources should address these issues and emphasize these areas. 
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Conclusion 
If the firm wants to bring diversity and inclusion to the workplace, it must have to maintain a system where all kinds of rules and evaluations will be discussed by the Human resource team and the board. Flexibility for a disability should be in top priority in the organization. Most importantly, the salary of the different nationalities and the ethnic employees have to be the same as the homogenous team. The matter of the female employees, who have the same education level as men and who belong to the elite class, has to be discussed with the human resource department and the inner board.
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