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There is no such thing as a conventional working day in today’s fast-paced society Study, family, care responsibilities, health, and sports concerns can all interfere with regular job life. Flexible work has become an alternative allowing workers to influence their work to effectively meet their business and personal demands (Torrington et al. 2017, p. 126). Flexible work, often known as flexible working arrangements (FWAs), involves work practices that enable employees to work at their convenience. This entails their working remotely from their preferred location, which is commonly known as teleworking (CIPD 2021, p. 1). Flexible working is becoming increasingly popular. Moindustrialised nations have seen a significant increase in flexible working, or employees’ control over where and when they work (Torrington et al. 2017, p. 126). Moreover, there is a growing need for greater working flexibility, particularly among the younger population. 
Flexible working could be a positive potential resource to assist workers in adapting their job to family and life obligations (Chung & Lippe 2018, p. 365). According to Michielsens, Bingham, and Clerk (2013, p.49), FWA is often associated with increased diversity in a company, while its absence is presumed to hinder the creation of an inclusive and diverse workforce. Basically, FWA has been identified to have a significant responsibility in facilitating inclusion and diversity. This report seeks to evaluate the concept of flexible working concerning diversity, inclusion, and inequality at work (Armstrong & Taylor, 2014, p. 140). The report will present a case for flexible working in relation to diversity and inclusion and how Human Resources can promote these aspects through flexible working. It will also present a case against flexible working is related to inequality at work and the Human Resources role in addressing the issues of inequality resulting from flexible working. 
[bookmark: _Toc102036426]A Case in Favour of Flexible Working
[bookmark: _Toc102036427]Flexible Working as a Source of Diversity and Inclusion
If a firm wants to remain competitive, it needs inclusion and diversity to help spur creativity and innovation. This is because a diverse and inclusive workforce has a greater chance of bringing fresh ideas to handle difficulties a company faces. A company’s competitiveness can be determined by how diverse and inclusive its staff is. When it comes to increasing and improving the workforce’s diversity, flexible working is an excellent illustration (Todd, 2022). Flexibility in the workplace has been shown to provide numerous advantages for both employers and employees, which is why so many companies switch from a traditional to a flexible workplace. Thanks to workplace flexibility, instead of working in a traditional office, employees can opt to work from home, even in a park or a café. It also gives the option for workers to work with their schedule. Employees can also choose how they want to complete their tasks through workplace flexibility.
Flexibility has been identified as a critical driver for facilitating diverse and inclusive organisations, translating to greater performance organisational social and health cohesion. There are numerous inclusive and diverse benefits of having a flexible work arrangement. One way that flexible working facilitates diversity and inclusion is that it enables firms to attract a diverse pool of talent and gives opportunities to candidates regardless of their nationality, age, gender, disability, or ethnicity (CIPD, 2018). This argument means that a flexible work arrangement gives companies a chance to employ the best of the best talents regardless of their location, physical abilities, age, gender, or family responsibilities, as they can always work at their convenience (Michielsens, Bingham, & Clerk 2013, p. 58). Basically, flexible working is a competitive advantage in the labour market. It gives a firm the capacity to attract the best talent, which is diverse with the best skills and knowledge across different age groups, global regions, and gender. 
[bookmark: _Hlk102028151]Flexible working options expand your application pool and make employees feel more acknowledged and understood, thus included. It is no surprise that work-life balance has become a contentious issue among job seekers, particularly among parents, younger generations, adults pursuing higher education, and even employees who spend so much time commuting to work. Organisations that offer flexible working appreciate their workers’ personal lives outside of the workplace. This kind of inclusion is made possible by flexible working, which increases organisations’ competitive advantage in the labour market (Davidescu et al., 2020, p. 5). Additionally, flexible working hours are beneficial to more than just employees. Evidently, employers can benefit significantly (The National Archives 2021,p. 3). This kind of work arrangement encourages a more diverse and inclusive workforce by eliminating the invisible constraints to jobs, which leads to higher financial rewards for firms.
Flexible work practices enable businesses to extend their potential scope of talent while also improving the work experience for their current diverse employees, hence increasing the overall culture and employee retention (Smith 2022). According to Smith (2022), FWA cannot solve all challenges for a diverse workforce, for instance, employees of colour or ethnicity, the disabled, or parents, but they can help to alleviate the emotional exhaustion that is typically associated with working in a workplace where they are considered minorities. Workers that are considered minorities often confront office conflict and microaggressions frequently. There is usually more pressure on workers to endure and face it or dismiss these situations when they happen to them on an individual level at the office. However, in a flexible and remote workplace, the freedom to walk away presents fewer chances for microaggressions to arise. 
FWA creates a safe environment for diversity. Inclusion and diversity are fostered when employees have the opportunity to determine where and how they work, and a more diverse range of individuals become part of the firm’s team. A flexible workplace reduces employee turnover owing to the absence of work-life balance, which is especially important for employees such as parents (ILO, 2016, p. 22). Essentially, workplace flexibility ensures that your company is inclusive and has a varied selection of employees from varying backgrounds and experiences, such as working families. A flexible workplace helps ensure that a company’s workforce strikes a balance between life and work. FWA lessens the stress on a diverse workforce and employees with significant family responsibilities like parents, making it easier for them to find a balance between their work and life (CIPD, 2018, p.1). With the opportunity of workplace flexibility, employees can better manage their time so that they may devote more quality time to themselves and their social life and families. This is how workplace flexibility comes in and supports diversity and inclusion.
[bookmark: _Toc102036428]Human Resources Role in Promoting Diversity and Inclusion Through Flexible Working
Evidently, flexible working facilitates and increases inclusion and diversity in an organisation. Therefore, Human Resources have a role in promoting inclusion and diversity through flexible working. Often, employees seeking flexible work schedules or other forms of workplace flexibility must go through an official process, whereas informal workplace flexibility policies do not follow the same rules (Armstrong & Taylor, 2014, p. 140). According to Kossek, Thompson, and Lautsh (2015, p. 5), employees may be granted flexible work schedules based on the discretion of their superiors under these informal policies. Thanks to technological advancements in communication, workplace flexibility is now possible. Real-time communication has made it possible for employees to work from any location and receive instructions and input simultaneously.
There are certain approaches that the Human Resources (HR) can take to facilitate a more inclusive and diverse environment through flexible work arrangements. One way to increase flexibility that allows diversity and inclusivity is to represent and advertise the firm as a flexible working option among the employees and the labour market. This creates a reputation that attracts a more diverse and inclusive workforce. HR needs to engage and acknowledge the ideas and opinions of the employees on more innovative and better approaches to work, which are more flexible at the same time, inclusive (ILO 2016, p.31). These approaches need to allow employees to choose where and how they want to work, giving them the advantage of balancing their work and life. 
The HR should also include the alternative of flexible work arrangement in the recruitment process so that potential and new employees will be aware of the options available to them in a specific department and role within your company. This will motivate more diversity among the applicants and recruits (ILO 2016, p. 180). Other best practices that HR can employ for workplace flexibility and diversity are concerned. The first practice involves flexible working rules, zero-hour contracts, and more. The second practice is ensuring employees' well-being by evaluating how the work hours or difficulty of the job affects employees' well-being and happiness. As part of implementing workplace flexibility, it is necessary for HR to show respect to employees. In the workplace, respect should be woven into everything from inclusive hiring to diverse workforces. Additionally, Workers should be compensated fairly for their efforts regardless of working remotely (Maket, Lamoan, & Kwanyike 2015, pp. 409-410). For workplace flexibility to be successful, these approaches need to be considered so that no one feels disadvantaged at work, workers feel valued, and they can achieve a healthy work-life balance.
Timms et al. (2013, p. 11) argue that when it comes to providing equal opportunities for all employees, HR has no option but to integrate workplace flexibility. This allows individuals from various backgrounds and groups to meet their needs while also contributing to the organisation's success. As a result of workplace flexibility, a wide range of options is available, including job sharing, telecommuting, flexible scheduling, the availability of childcare, work from home, maternity leave that is staggered, and Part-time work. 
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Flexible working could be essential in creating a more diverse and inclusive work environment. However, flexible work arrangements can present opportunities for inequalities. According to CIPD (2021), the office culture is ingrained in organisations, that there is a risk that flexible work arrangements may lead to inequalities between the ones that work remotely and those that work on site. A study by the Global Institute for Women’s Leadership revealed that women who receive flexible working benefits were perceived as less ambitious. The study also discovered the marginalisation of flexible and part-time employees, which resulted from a mismatch between organisational cultures and flexible working methods that equities commitment with the capacity to work for longer hours, and which presumes that employees that make use of FWA schemes are not committed in career development (Kings College, 2021). Some organisations usually use this to decide who gets what benefits, such as training and career development opportunities and often, remote workers get fewer opportunities for these benefits. Flexible working could make an employee miss out on an important event in the workplace like workshops and training and are usually not included in these events (Chung et al. 2021, p. 232). Moreover, flexible working employees are usually side-lined from progression opportunities and decision making as their commitment to organisational success is often questioned. 
Flexible working is supposed to allow employees to gain a work-life balance and cater to their personal life and family as they work. However, less paid employees that are perceived as nonessential often get less opportunities for FWA, even though they are the ones that need flexible working more so that they can care for their families while still working. Often, individuals at the top of the management who work less and earn more get the FWA opportunities compared to less earners (Garnero 2016, p. 1). This simply shows how the concept of flexible working opens up opportunities for inequality. 
Flexible working also leads to pay inequality. Working on a flexible schedule does not warrant a lower pay considering that one works the same number of hours as to when in the office. However, in some cases, employees who work remotely, especially women, tend to be paid less even if they work as much as their colleagues. This affects the pay and reduces the pension contributions and bonuses of employees opting for a FWA even if they perform as well as expected ( Chung et al. 2021, p. 232). Basically, flexible working allows for pay inequality among those working remotely and those working on site. 
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HR has a responsibility to address the inequality resulting from flexible working. One approach to addressing this issue has policies and structures that protect employees from any form of inequality that would result from FWA. These policies should ensure that remote employees gain the same benefits and opportunities as those working on-site, including pay, compensations, and benefits like training and career development opportunities (The National Archives 2021,p. 25). It is necessary that HR gives the same opportunities and benefits to flexible workers as their counterparts who work on-site considering that they work the same hours and deliver as necessitated by their roles. 
The other role that HR has in addressing the inequality resulting from flexible working is to create a culture that is more accepting of flexible working for every individual regardless of gender, work type, or position. A cultural change is essential, considering people are more inclined to work remotely and with flexible working schedules. The organisational culture should embrace the aspect of FWA without side-lining the employees that choose to work remotely. Often, flexible working employees are side-lined from essential aspects of decision making and progression (Meagher, 2019). However, with a more accepting organisational culture of this system, remote or flexible working employees can feel involved and acknowledged as part of the organisation. 
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In today’s work environment, flexible working has become essential as more firms become global and seek more diverse workforces. In this regard, diversity, inclusion, and flexible working are all aspects that are essential in today’s business environment. Evidently, FWA facilitates diversity and inclusion as it enables a firm to attract diverse employees and allows for inclusion for all kinds of employees, including parents like mothers and those who are disabled. Basically, flexible working allows employees to work from anywhere, and this gives opportunity to employees from different locations, backgrounds, gender, age, or abilities. On the flip side, flexibility has been shown to result in inequality, especially regarding pay and benefits. Employees who work remotely are usually considered less committed to the firm's success and are often side-lined from benefits and the same pay as those working on site. HR has a role in promoting inclusion and diversity through flexible working and addressing the inequality that results from FWA. This discussion suggests making organisational culture more acceptable to FWA, creating favourable FWA policies and structures, and creating a diverse and inclusive environment to attract a more diverse talent pool. 
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