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ASSESSMENT 1


Executive summary
The report has provided an analysis and evaluation of the idea of a flexible working strategy. This report has also presented an overview of the impact of inequality in an organisation and its relationship with employee productivity. It has discussed the role of human resource management in tackling the issue of inequality in a firm. This report has also analysed the concept of the gender pay gap and how the eruption of the Covid-19 has contributed to increasing inequality in firms. It has also evaluated the relationship between flexible working and diversity in a firm. The report has discussed the benefits of diversity and inclusion in a firm. Some strategies and theories are also discussed in this report regarding diversity and equality. 
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[bookmark: _Toc101736801]Introduction
The report will present an understanding of the concept of flexible working and its positive as well as negative impact on firms. It will discuss the relationship between flexible working and diversity and inclusion. This report will also analyse the relationship between inequality and flexible working. It will also shed some light on the strategies that are utilised by human resource management to tackle the issue of inequality and enhance inclusion and diversity. The report will also evaluate the concept of the gender pay gap and the benefits of diversity in an organisation. It will also include a discussion of theories and concepts to foster diversity and overcome the problem of inequality in the workplace. 


[bookmark: _Toc101736802]Flexible working in relation to inclusion and diversity 
The adoption of flexible working has allowed workers to attain job satisfaction and work-life balance. It is noted that about 55% of workers prefer an increase in employees working from home after the eruption of the Covid-19 (acas.org.uk, 2021). The introduction of flexible working has helped workers to give equal time to their families as well as their job responsibilities. About 54% of workers want to have flexible working to gain a work-life balance. It is found that the utilisation of the flexible working strategy is helping in fostering diversity and inclusion in firms (Meagher, 2019). About 99% of businesses state that flexible working helps them in gaining a competitive advantage in the market as it increases the productivity of employees. 
Flexible working is one of the most important aspects that has been the trend in recent times during the Covid 19 pandemic. It is observed that due to the severe consequences of the pandemic, people were forced to shut themselves up in their respective homes which further resulted in upholding the concept of working from home. Diversity in the workplace is considered when the same is comprised of people from all races, genders, ages, religions, and other demographics which further signifies inclusivity (Syed and Ozbilgin, 2019). It has been observed that during the pandemic, it was extremely difficult for the business organisations as well as the people to attend the workplace, hence resulting in reducing the sense of inclusivity and diversity. In the findings of Hunt (2021), it has been observed that due to the remote working people from different cultural, racial, and ethnic backgrounds can work together, hence promoting diversity quite significantly.
Since the pandemic has created hindrances in attending the workplaces for the people, it was extremely challenging for both the business companies and the employees to maintain and promote diversity further in their workplace. In such a situation, working remotely from their respective homes has turned out to be the best factor that can help in maintaining diversity and inclusivity. From the viewpoint of Richmond (2020), remote working can help in an amalgamation of people from different cultures and ethnicities which further increases the chances of innovation and increased productivity. Amazon has been one of the core examples in terms of inculcating inclusivity and diversity in the working system, hence becoming the best employer at the global level (Milanesi, 2021). Including workers from every background and culture through remote work has proved to be the key factor for the company in enhancing the overall productivity and gaining a competitive edge over the rival competitors.
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Figure 1: Benefits of diversity in firms
(Source: Statista, 2022)
There are various reasons companies concentrate on the concept of diversity. About 78% of companies state that the presence of diversity helps in enhancing the organisation’s culture (statista.com, 2022). On the other hand, about 62% of businesses stated that it assists in improving the performance of their firms. About 49% of companies state that diversity helps them in representing the consumers better. Hence, companies concentrate on the concept of diversity as well as inclusion to enhance their overall performance. Various well-known companies focus on diversity to enhance their brand image and reputation. Hermes is the leading diverse company in Europe (Zandt, 2021). On the other hand, the well-known Italian luxury organisation, Giorgio Armani is in the second spot. 
[image: Infographic: The Diversity Leaders of Europe | Statista]
Figure 2: Leading diverse companies in Europe
(Source: Zandt, 2021)
[bookmark: _Toc101736803]The role of human resource management in maintaining diversity and inclusion in firms through flexible working
According to Lorente et al. (2019), introducing the approach of flexible working in an organisation helps in fostering diversity as well as inclusion. Some various ways and strategies are utilised by the human resource management of firms to achieve inclusion and diversity in the workplace. According to the expert panel of Forbes, the utilisation of a digital structured hiring procedure can help in creating a diverse team (forbes.com, 2021). The presence of ‘culture add’ can also assist in increasing diversity in a firm. It is also beneficial for increasing innovation and enhancing creativity in employees. The introduction of development programs can also help in the creation of a diverse workforce. This is beneficial for increasing the productivity of the staff and enhancing the business performance effectively. 
Managing diversity in a firm is very crucial for the human resource management of a firm as it helps in increasing innovation and effective problem-solving in a business. As per, the utilisation of discrimination and fairness, learning and effectiveness, and access and legitimacy paradigms will help in fostering diversity and inclusion in a firm (Zulmi et al., 2021). Another strategy that can help in increasing diversity and inclusion in a firm is the application of the cognitive diversity hypothesis. The application of this hypothesis helps in promoting the concept of the presence of different cultures in a group promotes innovation and creative problem-solving (Aggarwal et al., 2019). It assists in increasing creativity and new insights in the workplace. This also enhances the productivity level of the employees and increases the profit of a firm. The utilisation of business intelligence can also be useful for enhancing innovation and knowledge sharing in a firm (Lim and Teoh, 2020). It will help in sharing the same ambition among the employees of companies. 


[bookmark: _Toc101736804]Flexible working and its relationship with inequality at work 
Flexible working refers to the practice of doing tasks as per the needs of the employees. According to Stich (2020), flexible working is about the preference and control of the workers regarding the place and the way they work. The demand for flexibility in the work environment as it helps in increasing the job satisfaction level of the employees. It is noted that the practice of flexible working helps working mothers adapt their job to their families. This also allows women to maintain their job roles and responsibility even after childbirth. The implementation of flexible working provides women with a work-life balance (Chung and Van der Lippe, 2020.). This factor here can traditionalist the roles of gender that exist in society. Men are expected to utilise the practice of flexible working to improve their performance and enhance their work intensity for which they are rewarded by premium incomes. This can result in an increase in their work-life disbalance as well as expanding responsibilities. On the other hand, society expects women to increase their duties and responsibilities towards their families when they are working flexibly. This can also increase their work-life disbalance but women are not rewarded for this extra effort due to the expectation of the society. 
[image: ]
Figure 3: Hourly pay gap in Sabre
(service.gov.uk, 2022)
According to Chung and Van der Horst (2020), flexible working is utilised by women to address the demands of the family and on the other hand, men use this to enhance their performance level. This results in creating gender inequality in the organisation. It is noted that women prefer flexible working more than men to meet the expectations of society and care for the family. The society of the United Kingdom believes that women should take care of the family and children. This results in developing the thought of either being a part-time worker or staying at home. It also results in a gender pay gap in firms in the UK. The existence of the gender pay gap in a firm is a result of women filling up for part-time more than men. Although the gap between the salary of men and women is decreasing it is still existing in various well-known firms. For example, the female employees of Sabre are paid 43.6% less than male workers (service.gov.uk, 2022). It is found that the women workers of the retail company earn about 56p in comparison to 1GBP paid to male staff.
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Figure 4: Gender pay gap in the United Kingdom
(Source: White, 2021)
It is found that the gender pay gap among part-time workers in the UK was about -3.5% in the year 2020 which is now -2.7% (White, 2021). Hence, the increasing number of women working part-time jobs is leading to hiking gender pay gay. This is leading to inequality in organisations and it is also hampering the reputation of firms. As opined by Beham et al. (2019), women mainly option of flexible working after childbirth to balance work and life. This factor is leading to the birth and increment of the gender pay gap in a firm which is posing as the existence of inequality in firms. It has been found that women reduce their working hours to take care of their family and children which results in low income. Part-time or flexible working has always been criticised for low payment, quality, job security, and career opportunities. 
The eruption of the pandemic has caused more issues for women employees in comparison to male staff. According to a report, more than 75% of child and family care work is done by women (Zandt, 2022). The pandemic contributed to this problem with the working mothers. It is noted that about 23% of women left their jobs due to the pressure of handling their children and caring for their families. As opined by Fortier (2020), women mostly do part-time jobs and have lower incomes due to the bar that society has set. It is noted that most women are having an unfair share of the burden regarding unpaid care that has increased after the pandemic. The increasing responsibilities after the Covid-19 eruption have forced various working mothers and females to leave their job or switch to flexible working. The application of work-from-home or flexible working due to the Covid-19 helped increase the pre-existing issue of the gender pay gap in organisations (Bonacini et al., 2021).  Hence, the coronavirus pandemic and flexible working have led to an increase in inequality in companies.
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Figure 5: The impact of the Covid-19 on working mothers
(Source: Zandt, 2022)
[bookmark: _Toc101736805]The role of human resource management in addressing the problem of inequality
Part-time jobs or flexible work widens the gap that exists in the salary of male and female employees. It is found that childbirth and motherhood play a key role in increasing inequality in a firm’s pay system (Costa Dias et al., 2020). Tackling the issue of the gender pay gap in a firm is very important for an organisation as it not only impacts the reputation of the firm but also affects the productivity of female workers. It is noted that the presence of a gender pay gap and inequality in a business can impact the firm’s values and competitiveness (Mollerop, 2019). This can cause issues in their recruitment and sales process. A company can face huge issues in its sales rate due to the presence of inequality in its workplace. There are different types of strategies that can be utilised to tackle the mentioned issue. A firm can combat ‘involuntary part-time work’, and promote family-friendly work schedules to overcome the issue of the gender pay gap (Boll and Lagemann, 2019). These strategies will also help a firm in enhancing its recruitment system.
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Figure 6: Strategies to overcome the gender pay gap
(Source: Boll and Lagemann, 2019)
The human resource department of an organisation needs to ensure that the employees are treated right and ethically. According to the rewarding philosophies mentioned in the book of Armstrong, supporting equal pay is very important in a firm as it works as a guiding philosophy (Armstrong and Taylor, 2020). The human resource department of an organisation should take effective measures to overcome the problem. A human resource manager should have knowledge regarding the external factors that can impact the development of an organisation. According to Stone et al. (2020), social factors like equality and gender roles has a huge impact on the duties of the human resource. 
There are various ways through which the human resource department of an organisation can tackle the issue of inequality in the workplace such as by modifying recruitment procedures. As opined by Amis et al. (2020), recruitment and selection practices contribute to the development of inequality in an organisation. According to a study, it is found that law firms like to invite men candidates from the higher class in comparison to female or lower-class male applicants. It signifies the amount of inequality that is present in the employment system. Hence, modifying or innovating the recruitment process can help a company in reducing the gender pay gap or inequality issues in a firm. 
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Figure 7: The equity theory
(Source: Inspired by Nguyen and Do, 2020)
[bookmark: _Hlk101707297]Another strategy that is utilised by the human resource department of companies to tackle the problem of inequality is policies (Costa Dias et al., 2020). The human resource management of firms ensures that the policies of the organisation consist of parental leave, child care provision, and income support as well as tax incentives. It is noted that the presence of these policies in a firm helps in overcoming the issues of inequality during flexible working. Human resource management of firms also ensures that transparency regarding pay is present in a workplace to reduce inequality in firms (Bennedsen et al., 2019). The presence of diversity and inclusion in a business also helps in overcoming the presence of inequality in the workplace. For example, Unilever focuses on enhancing diversity and inclusion in the workplace to overcome the challenge of inequality (unilever.com, 2022). The company concentrates on removing barriers that can hamper the growth of employees to handle the mentioned problem. The utilisation of the equity theory is also beneficial in overcoming the issue of inequality (Kollmann et al., 2020). This theory focuses on increasing equality and fairness in a business. The equity theory consists of motivating employees through maintaining fairness in the firm. It also includes measuring the ratio of input and benefits gained by each worker. Hence, it will assist in decreasing inequality in the workplace and maintaining fairness and equality.


[bookmark: _Toc101736806]Conclusion
To conclude, the utilisation of flexible working has been a boon as well a curse for companies. It is noted that the implementation of this strategy has been a disadvantage for some companies as it increased inequality. The presence of inequality in companies can not only hamper the productivity of employees but can also hamper the reputation of the firm. It is also noted that the utilisation of the flexible working strategy has been a boon for some organisations as it has helped them in fostering diversity as well as inclusion. The existence of inclusion and diversity in an organisation assists in increasing innovation and creative problem-solving in the workplace. It is the responsibility of the human resource management of an organisation. The implementation of the equity theory can help in maintaining equality in the workplace by paying the female employees as per their performance as the male candidates are paid. This is beneficial for motivating workers and increasing fairness and equality in the workplace. The usage of cognitive diversity by human resource management can be useful in increasing inclusion and diversity in an organisation. It is beneficial for encouraging creative thinking and innovation in a work environment. 
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