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1. Introduction 
Flexible working requires having control over the work, and it is essential for maintaining the work-life balance. There is rising popularity for flexible working in the different parts of the world, including the United Kingdom. And it can be recognised that this demand can be seen as being more relevant in the case of younger generations (Chung and Van der Lippe, 2020). According to Deloitte (2018), the major portion of millennials would like to have flexibility from working at home as well as from the office. Furthermore, diversity and inclusion are among the important aspect of the business organisation, which is being actively focused on, and flexible working is more of a good thing, but there are drawbacks that can result in gender inequality and affect the sanity of the workplace environment.
[bookmark: _Toc102581327]2. Analysis of the role of human resources in promoting diversity and inclusion via flexible working 
[bookmark: _Toc102581328]2.1. What is flexible working 
Flexible working is gaining a very popular method of working which aids in allowing the individuals to maintain the balance between work and life effectively, and it is also among the critical and essential ways of tackling the problem of gender inequality and promoting diversity and inclusion in the workplace. For instance, the recent proposal of the "European Commission” clearly states that the directive regarding flexible working is focused on tackling the problem of women being underrepresented in the workplace or the business environment (Chung, 2020). This has become very relevant, especially after the arrival of the deadly virus “Covid-19” and more and more people are requesting to work from home as well as work from an office in a flexible manner for their personal reasons. 
According to Allen et al. (2013), flexible working can help the human Resource or the employees to gain control to some extent over where and when to work. Any kind of flexibility in the work timing and the scheduling provides the ability to the employees or the workforce to change the work timing flexibly (Chung and Van der Horst, 2020). Usually, flexible working is considered as an arrangement that is formed on the foundation of family-friendly relationships in which the boundaries are clearly defined that enable the individuals to accomplish the goals and objectives of the company effectively and efficiently (Clark, 2000). 
[bookmark: _Toc102581329]2.2. Importance of human resources in the business organisation for creating an effective work environment 
There are various challenges that are going to rise, especially with the ongoing pandemic; there is a requirement for the Human Resource Management, which is also known as HRM, to be redesigned to involve human resources renewal, long-term development as well as regeneration. It can be observed that Human Resources are among the most components of strategic human resources that enable business organisations to have a new approach to the management of human resources (Davidescu et al., 2020). Employees are always among the most critical and essential stakeholders for the business organisation to carry out the daily operations efficiently and effectively, and they also contribute to empowering and improvising the flexible working. For sustainable Human Resource Management as well, employee development and utilising the system of flexible working as well as the new kinds of workplaces are considered very important that can aid in increasing the overall job performance as well as the job satisfaction level. 
As discussed above, being able to work flexibly allows the employees or the human Resource to maintain a strong and effective balance between their personal lives as well as their professional lives, which collaboratively contributes to more job satisfaction as well as the high job performance and as a result, the organisation become more successful. According to Ho and Kuvaas (2020), Human resource management can be defined in 9 HRM practices that include selection, recruitment, training, flexible working system, collaborative decision making, teamwork, sharing of information, and supportive management. This shows that human resources are vital, and a good flexible working environment can aid in the creation of the work environment. 
In this 21st century, it can be identified that the world of business is putting a huge emphasis on intensifying the focus on diversity as well as inclusion. Diversity and inclusion are not just limited to employing various individuals from different parts of the people. Individuals coming from different cultures, backgrounds etc., have to feel comfortable portraying their original personality, which also aids in building the overall confidence and also strengthens the organisation's commitment. The HR's role in the creation of an effective work environment always remains active, and the HR has to make effective policies and rules to address any kind of workplace biases to promote an inclusive environment. And there are various important decisions making that are needed to be engaged in while also actively monitoring the activities for the ultimate creation of healthy work culture as well as the environment (Stone, Cox and Gavin, 2020).
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The rise of a flexible working system in this time of ongoing pandemic has generated new opportunities for the workforce, and it also allows the business organisation to hire talented human Resources or employees from any part of the world, which means the accessibility of a diverse range of people living in different parts of the world. In addition to that, flexible working is also contributed to improving the overall work experience for the existing employees working in the business organisation (Subramanian and Washington, 2022). A flexible working system must become the new normal in which the companies or the businesses in the United Kingdom, and there must be effective training for leading the different diverse teams inclusive of a diversified group of people, and the evaluation of employees must be done on realistic results and not on “presenteeism”.
Flexible working in reputable companies or any business organisation enables a wide range of people with health issues or any kind of physical disabilities to work in these companies. These individuals can work from home, experience new opportunities and collaborate with a diverse range of people, and grow in the process effectively and efficiently. Flexible working can help the business organisation to meet the goals regarding diversity and to expand the workforce as well as maximise the potential of the employees working in the business organisation. Flexible working can aid in increasing the overall staff productivity, and in the process, they can even save costs and the time required to be travelling to the workplace (Davidescu et al., 2020). Remote working or flexible working contribute to improving the diversity in the industry since the individuals or the employees working utilising the flexible working system get access to the new tools of collaboration which contribute to boosting the diversity of each and every individual working and in addition to that, it can be observed that it also contributes in generating new ideas and provide access for everyone to the best “facilitators”. 
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Flexible working contributes immensely to promoting diversity and inclusion as per the above discussion. The UK government is making an effort to promote diversity and inclusion, and it can be recognised that diversity and inclusion are the first steps toward the creation of workplaces that are more diversified and inclusive. In various workplaces, it can be recognised that the flexible working can lead to the inequality in the workplace due to a lack of proper understanding or any kind of “negative attitudes” of the manager can result in the inequality since many individuals consider that the flexible working is exclusively only for the parents. However, it is true that the flexible working system allows the parents to maintain an effective and good balance between work and profession. 
Since the year of 2014, each individual in the United Kingdom has had a “statutory right” to request flexible work. However, 89 per cent of the jobs are still not advertised as open to flexible work arrangements. The survey by CIPD (Chartered Institute of personnel and development)’s United Kingdom Working Lives of 2019 showed that there is a lack of equality regarding flexible working (Meagher and Public Affairs Officer, 2019). The people or individuals working in higher position jobs can easily access the flexible working to support their work and life balance. Seventy-eight per cent of the employees are not having access to flexible work, and in addition to that, 55 per cent of the employees want to have flexible work in any form which is not available for them currently. 
In the longer run, the flexible working arrangements involving working from home can aid in increasing the overall well-being as well as the productivity of the individuals working in the various business organisation. Even though flexible working has many benefits or advantages, these are not equally distributed to the other individuals living in the United Kingdom and can result in increasing the inequalities. 
Before the arrival of the deadly virus “Covid-19”, flexible working or working from home was not normal working practice for the employees. There is still a fear around asking for a flexible work arrangement. Around 42 per cent of the mothers that are working believe that there is no reason to ask for flexible work when they already know that they are not going to get any flexible working days. In addition to that, it can also be identified that many individuals don’t even ask about the flexible working arrangements in the time of job interviews due to the fear of getting rejected as well as they feel that they will face discrimination. Around 86 per cent of the individual experience discrimination and faces many disadvantages due to their flexible working arrangements (Carnegie, 2021).  
Even though flexible working contributes to the betterment of the employees by providing them with the opportunity to maintain an effective balance between work and life effectively and efficiently. As discussed, how flexible working arrangements can contribute to increasing the overall productivity as well as the profitability of the business organisation. Still, with all these, it can be observed that the employees or the workers that are choosing to work from home can face up to a 25 per cent cut in the pay, which is empowering to the inequality scenarios since using the flexible working system can result in salary reduction which is ultimately resulting in the creation of fear among the individuals or the employees (Molla, 2021). 
The people living in the United Kingdom put huge importance on maintaining the work and life balance effectively and efficiently and working flexibly, contributing to the overall well-being of the individuals but still, the flexible working is being held back and can be recognised not being advertised in the case of many jobs and furthermore, the people developing a sense of inequality and fear of discrimination. The environment of inequality can be recognised as being popularised in among the individuals living in the United Kingdom (Dashper, 2019).
[bookmark: _Toc102581333]3.2. How human Resources can aid in addressing the issues of inequality at work 
Human Resource is the most important contributor behind setting the foundation of the whole work environment and effectively conducting the business operations on a daily basis. If the Human Resources do not engage in solving the various conflicts regarding diversity and inclusion, then the work environment of the business organisation can get affected in the process, which can result in decreasing the overall productivity as well as the overall profitability of the business organisation (Farndale et al., 2015). People or any individuals working in the business organisation consider the Human Resources as a key group of individuals that can bring changes in the business organisation. Human resources are accountable for creating effective policies and rules for resolving the various conflicts related to inequality in the workplace that could arise from flexible working. The creation of effective policies and rules regarding giving flexible working facilities to every employee in the business organisation can aid in increasing the overall productivity, and it can increase the success probability rate of the business organisation in an effective manner. 
In addition to that, Human Resources engages in taking the holistic approach when it comes down to diversity and inclusion for tackling the problem of inequality (Bratton et al., 2021). Many people don’t engage in utilising flexible working arrangements due to the fear of being discriminated against in the workplace. Human resources can empower and encourage the employees or the workforce about flexible working and make them realise that there is no shame in using the system of flexible working. One of the reasons behind the employees or the workforce not taking any flexible working day is due to the fear of job security as the employees, or the individual feels that they will lose their job if they take paid vacation days which leads to the employee burnout as well as many Human Resources consequences.
The gender pay gap is very high in the United Kingdom, and in the year 2019, it was at 17.3 per cent; the reason behind the pay gap involves many factors, and among those factors, the flexible working system is one of the factors that is leading the unequal gender pay (CIPD, 2022). There is a serious requirement for these issues to be solved by Human Resources. According to the research, it can be observed that the female suffers from the “motherhood penalty” and experience many backlashes working in the business organisation. Human resources can engage in taking the more holistic approach for the formation of a sustainable as well as a strong arsenal of female talent while also addressing the problem of inequality in the workplace. The proper guidance regarding flexible working must be stated and created effectively, keeping in mind all the genders working in the business organisation that can aid in ensuring that the business organisation is able to conduct its business operations effectively and efficiently in this competitive business environment. The productive employees or the workforce are the most important assets for any business organisation to address the problem of inequality from flexible working. 
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From the case study report, it can be seen that flexible working arrangements are the future of the universe of business. Diversity and inclusion, including flexible working arrangements, have gained popularity more than ever in the 21st century. The human resources, as well as the employees or the workforce in the business organisation since these, are the people that make sure that all the operations of the business are being carried out effectively and efficiently in this competitive business environment. In addition, from the above case study report, it can be recognised that 78 per cent of the employees are not having access to the flexible work, and in addition to that, 55 per cent of the employees want to have flexible work in any form, which is not available for them currently as per the survey by CIPD (Chartered Institute of personnel and development). Still, there is a huge requirement to put the effort into making the flexible working arrangements more effective and efficient.
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