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[bookmark: _Toc99400950]Introduction 
The report aims to overview the concept of flexible workplace arrangements for a retail-based organisation in the UK. The benefits of the flexible workplace arrangements towards diversity and inclusion will be analysed in the report. The report will highlight the role of the Human Resources in promoting diversity and inclusion through flexible working. Moreover, the report will evaluate the challenges of the flexible workplace arrangements that increases the inequality in the workplace. Furthermore, the role of the Human Resources in overcoming the concerns of inequality from the flexible workplace arrangements will be assessed in the report. 
[bookmark: _Toc99400951]Overview of Flexible working arrangements 
Flexible working arrangements empowers the employees to select the time for beginning and closing their work (Becker, 2019). The purpose of the Flexible working practices is to provide work-life balance to the employees. Moreover, the Flexible working arrangements can reduce the stress level and increased the overall job satisfaction of the employees. Flexible working reflects the non-conventional working arrangements for the employees by taking account of the personal needs of the employees. Flexible working is a part of the strategic human resource management for reducing the absenteeism and employee turnover rates in the organisation (Beltrán‐Martín, 2019). The employees are the strategic resources of the organisation that can drive the customer value with their exceptional and discretionary performance. Therefore, offering Flexible working arrangements to the employees can also boost the employee motivation level. In the context of the outbreak of COVID-19 pandemic, the organisations have initiated Flexible working arrangements especially remote working to continue their productivity in the unprecedented business situations. Furthermore, the stated imposed stay-at-home orders have also influenced the business organisations to redesign their working arrangements by embedding flexibility. In new normal phase after the relaxation of the social distancing orders, the hybrid working practices can be observed across the globe. 
[bookmark: _Toc99400952]Pros of Flexible working arrangements in relation to diversity and inclusion
The flexible working arrangements have provided an opportunity to the employees while starting and ending their work in a day (Bhattacharya, 2019). Furthermore, remote working is a part of the flexible working arrangements that has allowed the employees to work from their home without coming to their offices. The employees used to work as a part of a team to support the overall business goals of the organisation. Therefore, diversity and inclusion can be enhanced with the flexible working arrangements as it empowers the employees to select their working approaches. As per Nolan (2019), Diversity and inclusive work environment establishes a sense of belongingness among the employees regardless of their differences in cultural background, gender, racial and religious aspects. The connected and engaged employees can deliver discretionary performance in the workplace (Bryson, 2017). Moreover, inclusion in the workplace creates a positive feeling among the employees that they are the vital component of the team and organisation. The employees used to feel valued while working in a team under the inclusive workplace. In the flexible working arrangements, the employees working in a team can select their own methodology for completing their tasks. The bonding between the employees in a homely environment is enhanced due to the absence of formal working environment. The flexible working practices provide autonomy to the team in selecting their approaches towards communication. The teams that are working in remote location used to interact with their colleagues in different online communication platforms. The continuous interaction among the employees in flexible working arrangements enriches the trustworthiness. Furthermore, the sense of accountability increases among the team members in remote working under the flexible working arrangements. In the flexible working arrangements, the employee engagement is high due to the empowerment provided by the organisation in selecting their own time and place for their contributions (Christensen, 2019). In the new age of constantly changing business environment, flexibility is the key elements of a diverse and inclusive workplace. 
Becker (2019), opined that flexible individual can likely adapt to different people and accepted the approaches of thinking and expressing. The flexible employees as well as management will encounter less challenges when newer generations or different cultures can join an effective workforce. The flexible mindset among the individuals can drive the self-initiative and provide an effective solution to the organisation (Hill, 2018). Moreover, flexibility fosters the creativity among the staffs and helps to create an inclusive workplace. The companies that do not offer flexible workplace arrangements can increases the risks related to the internal crisis and eventually affect the employer branding, image, productivity and attrition. The flexibility in the workplace also reflects the capacity of the employees to adapt different tasks and schedules. 

[bookmark: _Toc99400953]The role of Human Resources in promoting diversity and inclusion through flexible working
HR professionals plays a crucial role in management and leadership that empowers the diverse culture in the organisation. Flexible working arrangements empowers the employees to select the time for beginning and closing their work (Jeffrey Hill, 2019). The objective of the Flexible working practices is to deliver the work-life balance to the employees. Moreover, the Flexible working arrangements can minimise the work stress level and increased the overall job satisfaction of the employees. The effective HR team can create an inclusive and respectful working environment by granting the rights of the employees in receiving their benefits and involved them in the decision-making process of the organisation. Christensen (2019), in a study has mentioned that Human resource team has to promote diversity training and learning opportunities among the employees. Therefore, the HR professionals used to play the role of the facilitator when it comes to communication aspect. Furthermore, encouraging the interactions in the flexible working arrangements can also promote workplace diversity. A flexible leadership team can understand the need of the employees (caregivers, mothers, upcoming mothers etc.) in the terms of hours and place of work (work from home arrangements for the disabled or physically unfit employees) (Kossek, 2019). The capacity of the HR team to understand and analyse the employee types and their lifestyle can create a more inclusive workforce. The flexible managers can provide feedback and helps to create an environment where the employees are eager to grow and remain creative in their working approaches. The flexibility reduces the stress level from the employees and allowing them to work more comfortable by creating a sense of belongingness and tend to increase their opportunities. 
An effective HR team can create a workplace where the employees can speak and express freely without any fear or hesitations. The managers that understand the personal requirement of the employees and provided a flexible workplace arrangement can increase the employee engagement in the organisation. The employees will have positive peace of mind without any stress and likely to concentrate on their jobs and productivity (Nolan, 2019). The HR managers has to ensure that the employees working for more than 26 weeks are eligible to flexible working practices under the Employment regulation standards of the UK Government. Furthermore, the employees possess certain legal right to apply for flexible working in the UK. Therefore, the HR team has to take care of the statutory applications of flexible working arrangements under the UK employment law. In accordance to the Equality Act 2010, the HR team or employer has to restrict the discriminatory attitude or practices to the employees on the ground like gender, culture, race, religion disability (Legislation.Gov.UK, 2010). The HR team has to monitor the legal requirements related to the diversity and inclusion in the workplace. Moreover, under the Equality Act 2010, the employees can appeal to Employment Tribunal regarding the discrimination from the management. The HR team has to provide clear guidance and instructions to the employees regarding the equality practices in the workplace. In the orientation phase, HR team used to present key highlights of the workplace policy to the employees. The detailed working approaches, reporting functions, communication mediums etc. are demonstrated in the orientation programme organised by the HR team in the organisation. Apart from the training and orientation function, the HR team used to carry the Performance Management activities to monitor and assess the current and expected level of performance (Ketkar, 2019). The purpose of the Performance management is to evaluate the contribution of the employees based on the standard performance benchmark. In the context of inclusion and diversity, the HR team has to provide feedback to the employees regarding their performances. The HR team can utilise the flexible workplace arrangements while creating the environment that supports the employees to grow and remain creative in their working approaches. Flexible working is a part of the strategic human resource management that aims to reduce the absenteeism and employee turnover rates in the organisation (Tomaney, 2019). The employees are considered to be the strategic resources of the organisation that can drive the customer value with their exceptional and discretionary performance. Under the flexible workplace arrangements, the employees remain motivated as they are free to operate their job roles from remote locations or flexible timings. Therefore, planning, executing and monitoring the HR functions in relation to the diversity and inclusions through flexible working can be observed. The HR leaders need to improve the objective decision-making processes by introducing inventive ways in addressing the workplace bias (Putnam, 2018). Furthermore, promoting inclusive environment by providing opportunities to all the employees regardless of the differences in gender, cultural background, racial aspects etc. The granting of the rights to the employees will help them to learn and grow. 



[bookmark: _Toc99400954]Cons of flexible working in relation to inequality at work
Flexible working arrangements can create isolation among the employees and influences the monitoring and supervision function (Beltrán‐Martín, 2019). The inequality at work can be observed owing to the flexible working arrangements. In the organisation, the flexible working hours cannot be provided to all the employees. Therefore, discrimination can be created among the employees due to the granting of the flexible working policy. According to Bryson (2017), working from home requires a high degree of self-initiative and motivation. In the flexible working hours, there are many times that the employees have to work in additional times and eventually increases the mental trauma among the employees. The inequality at work reflects the unequal treatment of the people based on gender, race, accent in the workplace can be observed. The granting of the flexible working rights to the selective employees can influence the discrimination at work. The conflicts among the employees can be enhanced owing to the discrimination created in the workplace during the approval of the flexible working policy. Moreover, in the Power Culture, the concentration of power to the selective group or specific people can be observed at the workplace (Putnam, 2018). During the Power culture, the specific employees are provided with flexible working policy can create biasedness among the teams in the workplace. The biasedness in offering flexible working hours to the employees can influence the employee engagement and restricts the employees to deliver productive performance. Hill (2018), argued that flexible working policy can uninspired the employees due to the isolated working approaches. Therefore, knock-on effect on the motivation level of the employees can be created and accordingly affects the quality of work. The higher level of depression created in the flexible working can disrupt the communication between the employees. As a consequence, the lack of communication and coordination created among the employees can influence the productivity. The depressed employees will show unconventional behaviour and like to work only with the people having close bonding (Jeffrey Hill, 2019). So, the selective working approaches in the flexible working arrangements among the employees owing to the unconventional behaviour can increases the discrimination in the workplace. The flexible working arrangements ensure the employees can select their time and place for their jobs. However, the organisation will restrain themselves in providing flexible working to all the employees. Hence, the employees that will not get the flexible working hours can be demotivated and eventually influences the quality of work. The flexible working approaches creates complexities among the employees regarding the approval and eligibility. The research study claimed that flexible working can make the employees more vulnerable to redundancies in certain business organisations. The consideration of the employees that often worked in flexible hours during the redundancies can create discrimination in the workplace and also a part of the unfair dismissal. 
[bookmark: _Toc99400955]The role of Human Resources in addressing the concerns of inequality arises through flexible working 
Human resources play an inevitable role in promoting diversity and inclusivity in the workplace by supporting the differences among the employees on the grounds like gender, racial groups, region, accent etc. As per Putnam (2018), Inequality at work contemplate the fact of unequal treatment of the people based on gender, race, and accent in the workplace. The HR has to clarify the communication process among the employees during the flexible working arrangements. The specific reporting process between the employees in the flexible working arrangements can reduce chances of miscommunication and misunderstandings (Becker, 2019). The constant guidance and monitoring from remote locations by the HR teams can enhance the inspiration among the employees and eventually reduces the stress level. The interaction between the employees and manager in a virtual mode can increases the employee engagement. The employees working in flexible hours and location can feel they are involved and engaged with the decision-making process of the organisation.  The HR has to work closely with the employees by fetching their feedbacks regarding any decisions or issues. The ongoing interaction and feedbacks between the employees and manager can reduce the chances of depression and the employees will not feel isolated while working from remote locations. 
The role of the HR in organising the training and development programmes can reduce the inequality at flexible working (Hill, 2018). The training programmes are organised to expand the skill set of the employees. In the flexible working, the HR team can undertake training and development programmes virtually. Employee engagement reflects the human resource concept that illustrate the enthusiasm level of the employees towards their job. Moreover, the engaged employee used to care about their work and feels that their effort ca make difference in the organisational productivity. The HR has to establish an emotional connection that can increases the likelihood of the employees towards delivering exceptional performance. 
Furthermore, the HR can establish cross cultural teams in the organisation by assigning different projects. In the cross-cultural teams, the employees have to communicate with each other for completing the tasks/projects (Nolan, 2019). The interactions among the employees in the cross-cultural teams can enhance the diversity in the workplace. Furthermore, the HR can reward and recognise the employees working in the cross-cultural teams for the discretionary effort. The reward and recognition satisfy the self-esteem needs of the individuals. Therefore, the employees working in the flexible working arrangements can be motivated in delivering exceptional performance for the rewards and recognition. 
[bookmark: _Toc99400956]Conclusion  
To conclude, the report has demonstrated the effectiveness of the flexible working arrangements in the workplace. The benefits of the flexible workplace arrangements towards diversity and inclusion have been analysed in the report. The report has depicted the role of the Human Resources in establishing the diversity and inclusion through the flexible working approaches. Moreover, the report has assessed the challenges of the flexible workplace arrangements in relation to the inequality in the workplace. Furthermore, the role of the Human Resources in overcoming the concerns of inequality in consideration to the flexible workplace arrangements has been evaluated in the report. 
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