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[bookmark: _Toc99980225]Introduction
In this report, the advantages of workplace flexibility in connection to diversity and equality at work would be examined, as will the role of Human Resources in creating a diverse and inclusive via workplace flexibility. -Also, the disadvantages of flexible work arrangements regarding disparity at job would be examined, as well as the role of Human Resources in raising problems about discrimination that may occur from flexitime. It will be covered section with covid impact on the workplace, working from home, the role of HR in managing diversity and creating a better work environment, and improving culture and values for employees during flexible working time.
[bookmark: _Toc99980226]Covid impact on workplace
The COVID-19 outbreak wreaked havoc on businesses, which would take years, if not decades, to recover from. Many countries have made absolute closure, which remains in effect. To solve the current situation, businesses are seeking to operate workplaces via "Work from Home" mode. The WFH mode assists a variety of industries and services in keeping their operations running at a reduced power. Businesses are looking to deal with the economic insecurity caused by COVID 19 by implementing disruptive technology and the work-from-home concept. Due to the obvious pandemic's worldwide spread, one of most major business transformation that we can see today is that many organizations have been forced to implement Work at Home models for their employees (Kaushik & Guleria, 2020).
[bookmark: _Toc99980227]Working from home	
During the most recent COVID-19 epidemic, companies were required to let their workers to work from home whenever feasible. WFH is an excellent transition for many individuals since it keeps employees active while also assisting with work-life balance. Working from home might be useful in certain ways, but it has drawbacks. HR faces the task of continuing to educate employees who are imaginative, innovative, engaged, and devoted to their jobs. COVID-19 has a detrimental influence on corporate organisations and the industry on the one hand; on the other hand, it has led enterprises to investigate other means of operation, such as remote connection and the use of digital technology (Felstead & Henseke, 2017).
[bookmark: _Toc99980228]Managing diversity through flexible work arrangements
[bookmark: _Toc99980229] Management perspectives
Flexible work arrangements (FWA) are becoming more common and are viewed as critical to the industry case for gender variety (Glover and Kirton, 2006). Despite this, and even in an "encouraging" environment, all four organizations questioned to see the implementation of flexible work rules as "difficult." Business pressures have fostered principles of accessibility, extended working periods, and presenteeism, all of which operate against FWA and inclusiveness to varying degrees (Glover & Kirton, 2006).
Furthermore, if flexibility in work arrangements have an influence on accessibility, such as part-time work, it are only authorised if they have no effect on customer. Senior leadership support is essential to enable societal change for FWA acceptance to be successful; however, supervisors also perform a significant part. The sustainability of this approval may be put into question - our results indicate that diversification is considered as an essential enterprise implement, but one that should only be employed when it can produce a competitiveness (Dessler, 2020).
According to research, diversity improves organizational flexibility, recruitment, engagement, and sustainable growth (Allen et al., 2007). However, the variety of meanings and manifestations of the Flexible Workplace Arrangement (FWA) make it difficult to generalize their emphasis, affect, and impact to assortment supervision. The phrase is ambiguous, although some consistency is supplied by categorizing FWA based on its primary recipient, as in the discrepancy between "selected" and "restricted" part-time work (Gash, 2008). Organizational flexibility, attraction, retention, and economic stability are all improved by diversity. Such benefits might be aided by fostering optimal terms for a diversified workers, along with the supply of FWA. The phrase is ambiguous, while some clarification is supplied by categorizing flexibility according to its primary recipient — as in the contrast between preferred and part-time work (Allen, et al., 2007).
Moreover, it has also been established that FWA improves job productivity and minimizing anxiety. The FWA and WLB study is largely concerned with gender inequality and its influence on the constituted order (Ryan & Kossek, 2008). Although Kamenou (2008) actual data suggest that women suffer more than men to acquire a WLB, there is also an cultural aspect: traditional minority women typically confront cultural awareness, societal, and religious duties (Kamenou, 2008)
Equality and the Flexible Working (FW) cohabit uneasily with the notion of the "ideal employee," wherein employment is advertised as though individuals had no other responsibilities beyond the office. It has been suggested that FWA seldom leads to changes in executive fairness and that a serious effect may isolate persons who do not fit the model (Moore, 1999).
[bookmark: _Toc99980230]The role of Human Resources in promoting diversity
When employed in more comprehensive, initiative-taking, and inventive ways, human resource development may be a useful instrument in culture transformation, according to Ford and Fisher (1996). Teaching has evolved from adherence content to developing worker interactions by stressing the assimilation of all aspects of diversity to achieve organisational success (Ford & Fisher, 1996). HR should be able to provide employee awareness training, particularly in locations where foreign abduction is common (Grobovsky, 1999)
The practise of educating personnel about cultural, social, ethnic, and religious diversity is known as diversity training. The major purpose of diversity training is to help minorities integrate into the workplace. Diversity training is classified into two types: awareness-based and skill-based. Addressing sensitive problems related to identities and perceptions may make diversity knowledge and understanding training more difficult (Analoui, 2007).
Diversity training fails to accomplish company goals owing to a lack of diversity integration into management systems, policies, and practises. For successful results, HR leaders must be able to take intentional and effective efforts to manage and integrate diversity education. This may necessitate a thorough evaluation of diversity education, which will aid in the development of HR graduates capable of managing a diverse workforce (Bagshaw, 2004).
· Rather than encouraging justice and preventing prejudice, HR should focus on social change, and knowledge throughout the business allows lifestyles and values to be more readily altered to signify the advantages and idiosyncrasies of the work.
·  Human resource leader should make careful and realistic efforts to achieve and incorporate assortment training for good results by offering social media networks, mentoring for all employees, and improving people skills.
·  The HRM profession should also interact with different training organizations that are engaged in diversity teaching, research, and practise. This might comprise a comprehensive evaluation of multicultural education, which will assist in educating HRM graduates to lead a workplace diversity (Aghazadeh, 2004).
·  In this unique period, employers and human resources must manage their staff. HR must reconsider by forecasting what abilities and skills would be required.
· A home-based workforce saves the organisation money through lowering costs and reducing the company's reliance on energy resources. HR should devise a strategy for transforming an employee's home into a node to an office hub - smart processes and rules are a good start. Effective workplace diversity management necessitates the formation of a management team that can unite people around shared values.
·  The significance of aligning training courses with organisational goals and policies. That is, it has to be able to easily structure or reinterpret cultural sensitivity in aims to discuss any associated negative perceptions while simultaneously utilising the participants' purpose and vocabulary.
·  Human resource managers must be able to make deliberate and reasonable ways to maintain and implement scholars discovered for productive results, such as the delivery of social networks, coaching and mentoring for all business participants, and emotional and social career growth (McGuire & Bagher, 2010).
Human resources have a positive impact on workplace diversity, and changes in employment circumstances and structure are unavoidable, posing considerable difficulties for human resources. Organizations' desire and effort to value diversity vary. Some businesses place a high importance on diversity, and it reflects in their work practises. Others pursue diversity programmes just to follow the law. This regulation is solely concerned with preventing discriminatory behaviours and does not require firms to actively encourage diversity. Organizations must adopt a more assertive posture when it comes to recognising diversity. Furthermore, businesses must commit to continual capacity building through infrastructure building, performance management, and so on (Mello, 2011). Companies are under increasing force to play in a international market with a diversified set of clients. This necessitates attracting and maintaining qualified people talents and traits, as well as investing in their growth on a regular basis Organizations benefit from this practise will reap the advantages of various contributions, will foster a healthy work atmosphere for all, and ensuring that the complete staff is fully used (Paauwe & Richardson, 1997)
A favourable work environment should include action policies such as improving accessibility to training and workforce development, employment equity rules, and clear dialogue in which all individuals are subjected to policies. The concept is when workers work in a progressive, diversified setting, their levels of productivity and success connect to high levels of organisational and financial success. Therefore, organizational goals on job satisfaction must be made apparent (Konrad, 2006).
[bookmark: _Toc99980231]The negativity of flexible working
Working from home (WFH) might result in countless interruptions. The concept is that when employees work in a positive, diversified setting, their levels of efficiency and effectiveness typically translate into higher flexibility and high levels of organisational and financial success. It could take a lot of self, dedication, and devotion, as well as being initiative-taking, adaptable, and resilient on behalf of workers, or it will result in inefficiencies. HR plays an important role in bringing the notion of "People-Connect" to life. WFH develops cultural contrasts with people that work in the workplace. Although it does not enhance communication or affinity with the firm. Moreover, employee dependability and turnover are low due to a lack of psychological connection to one's organization. The role of Human Resources in addressing the concerns of inequality in work. Although it is hard to overcome and keep track of workers who work from home. As well as it has a tremendous effect on efficiency and enthusiasm (Babalola & Marques, 2013).
[bookmark: _Toc99980232]The role of Human Resources

The difficulty for HR is to keep developing personnel who are original, creative, passionate, and committed to their business while being hopeful and successful in this difficult environment. Working from home has many benefits, but it also places a worker in a social bubble, which adds to laziness and a myriad of distractions. Under the People connect principle, employers and human resources must play a crucial role in creating a healthy connection with workers. During the COVID-19 period, the phrase "reimagine HR as key stakeholders" has emerged. When it comes to people, HR must play a variety of responsibilities. Skilling/ Reskilling/ Up-skilling – The COVID duration has affected HR to reconsider specific issues concerning encouragement, empowerment, coaching, and training, as well as the adjustment of a framework of instilling levelling up (learning new skills for simply of been talented in the long term, sufferings, or problems, or any financial collapse); rise (learning new skills for simply being proficient in the future, difficulties or difficult circumstances) (Kaushik & Guleria, 2020).
Technology, innovative thinking, research, storytelling, and artificial intelligence, among other things, must be maintained up to date. People at the ground level and in lower-profile jobs must be trained on how to carry out their duties and report on their success to their superiors via cell email or phone. As a consequence, humans could become adept and cross in a variety of areas, therefore expanding their skill sets (Singh & Jagandeep, 2020).
When the lockdown was adopted, organisations and industries began to encounter problems, most notably the issue of human disengagement. Human resources may play an important part in implementing such strategies in their employees' virtual workplaces. Resilience, positivism, and psychological safety are examples of motivational concepts that can be used. There is a requirement for a distinct working environment and facilities. Disruptions can contribute to poor efficiency.
· HR should support employees while they are working from home and provide them with all the tools needed to do the job- equipment, allowance for electricity and internet, etc. It is essentially vital to have good internet access and speed.
· HR should increase training on efficient time management to allow for more time for self-care while keeping a person entertained and active throughout the day. Because every family member in every house is remaining inside together, it is best not to create any loud noises. Sustaining hygiene and social distance, as well as phoning workers in crises on different days, are critical.
·  Human resources should promote a culture of continuous learning, skill training, retraining, and developing skills. The outbreak would result in massive job losses, which might take three to five years to recover from.
· Also, HR should provide counseling session for all employees to help them maintain their well-being during this time with a flexible working schedule
· HR should do a frequent appraisal to examine staff performance
· HR should do 360-degree feedback more frequent to help maintain employee and company expectations and achieve goals
· HR should do talent management practice. Talent recruiting procedures have been a fundamental component of the corporate structure, casting debate on how effective such strategies are in this organization. Workforce planning is the practice of examining an organization's workforce needs and evaluating whether they'll be met by internally or externally labor.
[bookmark: _Toc99980233]Swot analysis for flexible working 	
	Strengths 
	Weaknesses

	· flexibility to better fulfill the requirements of one's family and one's personal life
· decreased travel time and petrol costs
· Gain greater control over the timetable and work conditions.
· Improves staff morale
· Decrease fatigue and absences
· Staff turnover is reduced
· Improves the company's reputation as a family-friendly workplace.
	· It is challenging for office-based employees to collaborate as successfully with remote employees.
· There is no clear demarcation between home and office.
· Some workers may not operate properly if they are not supervised
· Dissatisfaction when just a few workers possess tasks performed offsite.

	Opportunities
	Threats

	· Choosing when to work
	· Trust in employees
· Lack of good working relations



Conclusion 
Working from home is getting more popular in the corporate world. The current pandemic crisis has demonstrated that WFH is a realistic corporate strategy for guaranteeing company continuity and promoting work life balance for people. If correctly managed, it has the potential to bring significant economic and efficiency advantages to organizations. WFH, but from the other hand, cannot be seen as a panacea for all organisational ills. It should be utilised intelligently to ensure that staff are properly trained, encouraged, and controlled to deliver the best potential company results (Babalola & Marques, 2013).
[bookmark: _Toc99980234]Diversity is a critical issue that should be of increasing concern to human resource management. Diversification is crucial in investment because it allows a company to decide how best to invest in its employees. HR may be able to achieve these objectives by executing an integrated strategy that incorporates the larger function of organisational management.
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