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[bookmark: _gjdgxs]Introduction
According to Yu, Burke and Raad (2019) flexible working is: "a way of working that allows for greater flexibility in how and where employees carry out their work." In other words, a flexible working model is a way the organisation can conduct itself in order to make the work process more flexible. It is "a set of policies and practices designed to enable work to be conducted wherever convenient, rather than only at a specific location or during particular hours" (Soga et al., 2022). Flexible working models are not new, but have been around for decades, in what has been described as a ‘patchwork’ of arrangements. The driving force behind the emergence of flexible working has been a combination of factors-including workforce changes, increased globalisation, diverse workforce needs and pressures to compete in the fast-paced environment. 
There is considerable evidence that flexible working is associated with positive outcomes for employees while they are engaged in it, such as improved health, greater productivity and higher morale (Soga et al., 2022). Flexible Working should be Open to All. Since any organisation's ability to succeed depends on attracting and retaining high quality recruits and staff at all times, it's no surprise that with more flexible working arrangements come other advantages that employers value.
Diversity is a fundamental human need and an important characteristic of organisations. Therefore, a diverse workforce is vital to ensuring organisations are able to represent each employee's needs in the workplace in terms of roles and practices, and in terms of language, culture, heritage and so on (Roberson, 2019). The recent developments with globalisation have led to increasingly complex and multicultural environments where educational needs are changing alongside needs for skilled professionals (Mousa, Massoud and Ayoubi, 2019). In addition, the changing attitudes and opportunities for women in the workforce have influenced greatly, as well as the fact that ‘there are a number of reasons for a greater proportion of adult learners to seek part-time education than in the past’. Combined with increased competition, technological change and economic globalisation, these factors have made flexible working a serious necessity in modern business.
Alongside flexible working comes the issue of inclusion at work, which will be reviewed in this report. The organisations are considering adopting flexible working practices wherever possible across all levels. In the case of flexible working, this will be at all levels of their business, from the highest manager to the lowest employee (Chung and van der Lippe, 2018). This is because understanding and adapting to its impacts with regards to inclusion within the organisation is a more complex skill that may require its employees to develop when implementing flexible working practices. Due to these complex considerations, it has been suggested that organisations adopt more flexible working in order to promote diversity and inclusion (Timms, Brough and Chan, 2020). The company can provide the employees with the flexibility they need to work from home, or in more remote locations and still be able to maintain a flexible relationship with their employer, and be able to have a career and work life balance. This will enable businesses to meet the demands of a 24/7 consumer culture as well as an accommodating pace of innovation.
Bustelo, Vargas and Carrion (2020) are in support of flexible working models in regards to their impacts on corporate social responsibility - CSR. The characteristics of flexible working include: "being open-minded and accepting; open communication; informed, transparent communication; positive attitude; greater employee participation; mutual trust and respect; high levels of commitment, loyalty, enthusiasm and energy” (Fox, Davis and Baucus, 2020). In the modern workplace, there is a need for flexibility for many reasons. When SMEs start to respond to this need, they have to consider many different factors such as whether the employees are prepared, what changes they can make and how it might affect their employees.
The organisation needs to ensure that they are prepared and equipped with all of the necessary resources in order to make these changes (Ribas, 2020). If the company implements flexible working practices, they should ensure that all employees are prepared beforehand and receive training, so they will be aware of any new expectations that may be placed upon them (Juvonen, 2019). Therefore, it is important for SMEs to ensure that they are doing enough to support the needs of their employees with regards to flexible working practices. This can allow the organisation to remain competitive in the modern business environment.
When reviewing the successes of flexible working, it needs to be considered why it has been successful. For example, if people are able to work in a more flexible manner that fits their personal commitments it would mean that they would be able to spend more time with family or looking after their children/parents (Juvonen, 2019). This can improve an employee’s outlook on life, giving them a better outlook when they return back home and therefore increasing productivity.

[bookmark: _30j0zll]The role of Human Resources in promoting diversity and inclusion through flexible working
Human Resource’s role in promoting diversity and inclusion is vital to the success of an organisation, as without them an organisation can suffer greatly. Therefore, a Human Resource’s role in promoting Diversity and Inclusion through flexible working should primarily be with regards to the consideration of when it should be implemented and who benefits from it (Beatty et al., 2018). The organisation needs to consider whether or not implementing flexible working practices may affect their employees with regards to diversity and inclusion. Is there a possibility that flexible working practices can increase opportunities? Can flexible working help to decrease the discrimination that women, ethnic minority groups and disabled people face in the workplace? If so then there is a chance that their employees would benefit from this.
The human resource plays roles such as providing adequate and clear information to employees, ensuring that the implementation of flexible working practices will not be discriminatory and providing training when necessary (Brimhall and Barak, 2018). Therefore, they need to ensure that they are providing the correct information to their employees relating to flexible working practices, so they can make an informed decision in regards to whether or not it is right for them (Collings et al., 2021). In addition, as a Human Resource’s means of communication is vital for their ability to provide adequate support for the organisation’s employees. Therefore, clear communication is key to ensure that employees are aware of what is expected from them with regards to flexible working practices so there can be no confusion.
Collings et al. (2021) states that a Human Resource’s role must be noted despite the fact that flexible working practices differ from company to company. Therefore, it can be difficult to understand how flexible working can be implemented in a variety of organisations, therefore it is important for the HR team to make sure that they are prepared and trained appropriately (Yong et al., 2019). Furthermore, the Human Resources must consider their employee's needs with regards to flexibility in their working arrangements, as well as the needs of their employers. With regards to flexible working practices, the HR team should ensure that they are providing adequate training and communication for any staff members who may benefit from these changes.

[bookmark: _1fob9te]Flexible working pros and cons
Flexibility at the workplace has been linked to inequality at work. Human Resources are in a position to address the concerns that arise from this. For example, by designing and managing flexible arrangements in accordance with the needs of everyone including those who may be adversely affected by such arrangements (O’Connor and Cech, 2018). Or by providing training and development opportunities to empower employees to make informed decisions about their careers, the organisations they work for and how they organise their time.
To make a case against flexible working, it is worth considering some of the reasons why people find flexible working appealing - people typically view flexibility as an opportunity for more autonomy at work which can enhance job satisfaction as employees are able to balance different aspects of their lives outside of work (Lyttelton, Zang and Musick, 2020). However, it is linked to inequality in that flexibility is more prevalent in those occupations and roles with lower wages, lower female participation and lower pay progression for women. Flexible working contracts can also lead to reduced loyalty, increased job insecurity, reduced commitment and less job satisfaction (Yeves et al., 2019). This can affect the way that people work in different ways - for example workplace flexibility is linked to low productivity whereby employees may spend more time on tasks not related to their main role of being productive at work but instead incomplete or unproductive tasks.
Other negative concerns of a flexible workplace is that it may lead to organisations changing their strategy in relation to flexible working such as replacing full time workers with part-time and/or agency workers (Davidescu et al., 2020). This can lead to the exploitation of these workers and impacts negatively on their work-life balance, job satisfaction, health and family life (Bellmann and Hubler, 2013). It can also increase wage inequalities, affect the morale of employees who are put at a disadvantage by others having autonomy over work scheduling which they do not have. It is hard to end flexible working because people have negotiated a flexibility standard with their employer but sometimes employers don’t keep up their side of the bargain - for example an employer does not let you take holiday leave that you have earned or turn down a request for flexible working even though it was agreed previously.

[bookmark: _3znysh7]The role of Human Resources in addressing the concerns of inequality that may arise from flexible working
Flexible working is potentially highly beneficial for most employee groups. However, evidence suggests that there may be some groups with a greater risk of inequality if flexible hours and working patterns were to be more common practice (Kossek and Lautsch, 2013). Companies may also benefit from increased motivation, improved employee retention and higher productivity if workers have autonomy over their lives at work. It is thus crucial that flexibility arrangements take into account these potential risks and benefits as well as being well managed.
The human resource is tasked with dealing with inequality that may arise due to flexible working in various ways (Gonsalves, 2020). The issue here is not necessarily addressing flexibility itself, but the way that it has been embedded in organisations. Human Resources can play a role in the design of flexible working from the perspective of the impact it may have on people’s lives at work (Kristal, Cohen and Navot, 2020). There are many ways that flexible working can be designed to be beneficial for everyone - one example is by providing dedicated parental leave policy, which will decrease unproductive time at work and allow employees to maintain their productivity. It is important to create a positive working environment for every employee. 
The impact of flexibility can also be mitigated by ensuring that policies and procedures are implemented alongside any workplace changes ensuring that all employees have appropriate training, support and guidance so that they know what they need to do in order to remain productive while working flexibly (Kristal, Cohen and Navot, 2020). The human resource can also establish and maintain social networks for employees who face challenges with their flexible working arrangements and ensure that these networks are a positive influence on wellbeing.
Human Resources can also help address inequalities in flexible working by providing career development opportunities to enhance employees’ knowledge of flexible working so that they are better informed, more empowered and better able to make informed decisions regarding their careers, the organisation they work for and how they organise their time (Andersen et al., 2019). Also, Human Resources can offer support for employees who have issues related to flexible working. The human resource could provide support in relation to bullying, grievances, harassment and discrimination when people are not getting their needs met.
The role of the human resource is crucial in addressing the concerns regarding inequality that may arise due to flexible working as they are in a position of power to influence how it is designed, implemented and managed within an organisation (Chung et al., 2021). Thus, if an organisation’s approach toward flexible working is appropriate then the human resource can benefit staff by ensuring that more employees work flexibly and get a more balanced work-life balance as well as having lower absenteeism and higher productivity while working flexibly (Butterick and Charlwood, 2021). On the other hand, if flexible working is not well managed then the human resource could cause negative consequences such as increasing inequities in work-life balance and in productivity. In this case, the human resource’s role should not be to make people work flexible hours but instead to ensure that flexible working does not increase inequalities.
Flexible working can influence the way that people balance their home and work life and this impact is of a negative nature. Part-timers were less happy with their jobs and had less confidence in their ability to cope at work if they had to take their young child along with them. Flexible working is a complex issue that requires effective support of Human Resources to ensure it is conducted in a positive way (Butterick and Charlwood, 2021). Flexible working plays an important part in achieving a healthy work-life balance and getting the most out of employees - it can also be beneficial for employers because of improved productivity and increased motivation which results from increased autonomy at work (Palumbo, 2020). However, in some cases these benefits can be put at risk if changed too much or not implemented correctly or if flexibility is exploited. Therefore, a proper approach to flexible working as well as its proper management is imperative to ensure its positive components outweigh the negative ones.
Flexible working may be thought of as challenging and often misunderstood. The same can be said for other workplace flexibility arrangements such as part-time work and job sharing - both are very important but also not often understood by people outside the fields concerned (Palumbo, 2020). However, this article examines flexible working as it has been implemented in a wide range of organisations using research and surveys conducted among employees, HR professionals and employers on this topic.
[bookmark: _2et92p0]Conclusion
Flexible working arrangements have been implemented in “single-purpose organisations whose main purpose is providing a service, or whose primary activity is supplying goods”. This goes along with their vision of being customer-centric and value based. Flexible working can be considered appropriate for organisations that are customer driven because employees can benefit from it. But flexibility also benefits other stakeholders such as the employer and the employees, who benefit from having control over their lives at work. It has been shown that flexible working can be beneficial to both employers and employees if it is properly designed and managed. Flexible working arrangements will increase employee loyalty, motivation and productivity.
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