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There is a chance that the workplace will become more diverse. People who have an opinion on issues like these may be more inclined to hire a more diverse workforce because of it. Those who have to work full-time while also taking care of a newborn child may benefit from this arrangement. If he or she is unable to spend more time with his or her family due to a lack of workplace flexibility, this employee will be forced to leave the company. He or she only needs to pick one of the available options in a flexible work environment while still delivering the results expected and required. In contrast, this decreases the need of it.
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A very important facet of workplace flexibility is the option for employees to select when they want to come to work each day. This allows them to be more productive. For example, an employee may choose to work from 10 a.m to 6 p.m. instead of 9 a.m. to 5 p.m. Family responsibilities or other similar reasons may account for a significant portion of these situations, though. Because of the flexibility of the workplace, employees have the option to pick the techniques they choose to utilize to fulfill their job responsibilities (Raewf and Mahmood, 2021). A growing number of businesses are making the transition from a traditional office atmosphere to a more flexible working environment, citing the many benefits it provides to both the firm and the employee in the process. While workplace flexibility has many advantages, it also has several disadvantages that, if not addressed appropriately, might have the opposite effect of what employees were hoping to accomplish in the first place. 
As a result, it is possible that the workplace will become more varied. Individuals who have a voice in subjects such as the ones listed above may be more likely to recruit a more diverse staff as a result. It may be advantageous for those who work full-time yet have a newborn kid to care for to take advantage of this arrangement (Bal, 2021). This individual will leave the organization unless a flexible work environment is established to allow him or her to spend more time with his or her family. In the context of a flexible work environment, he or she just needs to pick one of the available options while still producing the results that were expected and required. This, on the other hand, lessens the need for it.
The ability to be flexible in the workplace is a method of ensuring that the workplace is inclusive and that it has a varied variety of people from various origins and with different situations, such as working families, on its payroll. Employees of a firm that operate in a flexible environment are more likely to strike a healthy balance between their professional and personal lives. Considering, as previously noted, a working family with children who need constant attention; without employment flexibility, they would have little or no time to spend with their families (Bratton et al., 2021). As a result, job flexibility helps parents minimize stress while also enabling them to strike a better balance between their professional and personal lives. Normal working hours would drastically restrict the amount of time parents could spend with their children, as well as the amount of time couples could spend together. 
People are better able to arrange their time when they have the option of workplace flexibility, allowing them to spend more quality time with those who are important to them. This is where workplace flexibility comes into play, as well as the promotion of diversity and inclusion.
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In addition to moral reasons, variety is also a question of pragmatic need. It is possible to make a compelling economic case for diversity and inclusion in the workplace. Human resources are critical to the success of the whole strategy, from hiring to mentorship and retention. The workplace is increasingly becoming a more international atmosphere. Organizations that embrace diversity and inclusion get a competitive advantage as a result of their efforts (Rees and Smith, 2021). Consequently, they are able to uncover and utilize hitherto unforeseen alternatives. Companies may begin to see new tendencies as a result of implementing a diversity and inclusion plan. They are able to accomplish this aim as a consequence of the diverse nature of their staff. 
An increased level of productivity, less absenteeism, and lower turnover are the results of this strategy. It also helps to create an inclusive workplace environment. Creating an inclusive workplace culture is the most crucial duty of human resource professionals, and this is accomplished via management and leadership (Vrontis et al., 2022). It is respectful and inclusive, enabling every employee to grow and learn while also contributing to the company's success. When it comes to obtaining an accurate picture of diversity and inclusion in the workplace, it may be difficult. It may be beneficial to keep an eye on diversity and inclusion in the workplace. Audits are a useful tool for doing this. Not only should a comparable technique be employed for current employees, but it should also be applied for future recruits. 
This will make it easy to keep track of the progress. In many organizations, human resource management (HRM) is concerned with recruiting and cultivating a diverse staff. This may be accomplished in a number of different ways. Collaborations with internal and/or external parties are possible in a variety of situations. Mentoring may take place inside an organization or outside of it, similar to recruitment (Minbaeva, 2021). A number of human resources specialists, for example, work with local youth groups or schools. There are various advantages to doing so, including increasing awareness of the opportunities among a more varied population and encouraging the development of young talent. 
For the human resources department, ensuring diversity and inclusion in the supply chain should be a top focus. The diversity and inclusion of the supply chain should reflect the variety of the target audience, but it should also demonstrate that diversifying the supply chain makes good business sense. Human resources has a role to play in the development of a diverse workforce. As soon as possible, if they haven't already done so, businesses should begin preparing for these changes in the recruitment process. These initiatives, on the other hand, may be able to support the organization in moving toward a more positive future (Wilkinson and Dundon, 2021). Even with positive achievements in recruitment, other areas like as mentoring, supplier diversity and inclusion and growth, and leadership must be addressed in order to ensure that firms are aiding ethnic minority progress inside their organizations.
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Pretending that flexible working arrangements are without downsides will not benefit either the team or the organization in the long run. Despite the fact that everything else is equal, each person flourishes under a different set of conditions (Mousa, 2021). While some people may be more productive in a more flexible work environment, others may need the rigidity of a regular work schedule in order to function at their highest levels of productivity which make negative impact on diversity and inclusion. There are a few major disadvantages to having flexible working hours that must be taken into consideration. 
An increase in the amount of time spent working alone is likely to be the outcome of a lower degree of supervision and a more ad hoc working arrangement. The fact that these products may reduce the productivity of workers is not beyond the comprehension of the average person. Having a group of employees who are willing to keep one responsible is a critical component of the success of many businesses which make negative impact on diversity and inclusion (Li et al., 2021). Generally speaking, when workers are left to their own devices, without the assistance of a boss or a colleague to keep them going, they lose motivation and desire to complete their tasks. It is undeniable that interfering with the normal flow of a workday may have a detrimental impact on productivity. 
Although there are no guarantees, there are steps that may be done to mitigate the effect on people in their places of employment. It is possible for an organization to keep track of how productive its people are if it employs the best time-tracking software available. Employees are more motivated to work at their highest levels when they have a clear picture of what has been done and how long it has taken which make negative impact on diversity and inclusion (Kirton and Greene, 2021). Even on the best days, procrastination can be an issue, and it's something that virtually everyone has to deal with at some point throughout the course of a normal week at work. 
As a manager, being concerned about employee procrastination is nothing new to eachother. Workers who are permitted to work from home, on the other hand, may exacerbate the situation which make negative impact on diversity and inclusion. Procrastination will continue to be a problem as long as workers are able to put off beginning their workdays by declaring the delay when they first get out of bed in the morning (Koellen, 2021). When most people who work in administration start their week's work, they don't know that they've just just began until they're half way through it. As a result of delaying their tasks till the last minute, people find themselves in a difficult scenario since they have already missed their intended deadline which make negative impact on diversity and inclusion. 
A readily achievable set of goals is transformed into an enormous challenge that must be conquered over the course of a week. The number one goal of every manager should be to reduce the likelihood of procrastination in a workplace that provides for a high degree of flexibility in order to achieve success. Time tracking software, when used properly, may help avoid situations like these from occurring again (Mousa, 2021). In addition to the benefits that come with enabling employees to work from home, there are also risks that come with this practice which make negative impact on diversity and inclusion. Employees that work from home confront a number of difficulties. It may be tough to get into the right frame of mind to be able to do the work properly while they are not at the office. 
When employees are at home, there are countless distractions, from the needs of children to the temptations of home comforts such as TV. It is important to consider organizational requirements first when developing a flexible work strategy, since some employees may feel they need the calm of the office in order to provide their best to the team. It has been mentioned already, but it needs repeating which make negative impact on diversity and inclusion (Kirton and Greene, 2021). Management and employers may find it difficult when workers are given the freedom to pick their own schedules, but this isn't true in every circumstance. It might be tough to keep track of what organisational team is up to when they are all working at different hours or in different places at the same time.
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Besides being motivated by moral considerations, diversity is also motivated by a practical requirement. It is feasible to build a strong economic argument for addressing inequality in the workplace as a result of workplace flexibility in the workplace. Human resources are important to the success of the whole plan, from recruiting to mentoring and retention to implementing new initiatives. More and more, the workplace is becoming a more international environment. Because of their efforts, organizations that combat inequity caused by workplace flexibility gain a competitive edge in the long run, according to the study (Kirton and Greene, 2021). As a result, they are able to discover and employ previously undiscovered options. It is possible that businesses may begin to see new trends as a consequence of establishing a diversity and inclusion strategy. This is made possible by the diversified composition of their workforce, which allows them to achieve this goal successfully.
This technique has resulted in a higher level of production, decreased absenteeism, and lower turnover among employees. It also contributes to the creation of a more inclusive working atmosphere. It is the most important responsibility of human resource professionals to foster an inclusive workplace culture, and this is achieved via management and leadership efforts. Respectful and inclusive, it provides opportunities for every employee to develop and learn while also contributing to the success of the organization (Mousa, 2021). Making an accurate image of how to address inequalities resulting from working flexibility in the workplace may be difficult to come by with any degree of certainty. When it comes to addressing inequality in the workplace, it may be good to keep an eye on what's happening in the workplace. Audits are an excellent instrument for doing this. Not only should a similar method be used for present workers, but it should also be used for new hires in the future as well.
As a result, it will be much easier to keep track of progress. Recruiting and nurturing a diverse workforce are two of the most important goals of human resource management (HRM) in many firms. In order to do this, a variety of alternative approaches may be used. There are a number of scenarios in which collaboration with internal and/or external partners is conceivable (Koellen, 2021). Mentoring may take place both inside and outside of an organization, similar to how recruiting takes place. As an example, a lot of human resources experts volunteer their time to help with local youth organizations or schools. There are several benefits to doing so, like raising awareness of the prospects among a more diverse audience and fostering the development of youthful talent, to name a few.
The human resources department should put a high priority on ensuring that rules are in place to address inequity that arises as a result of workplace flexibility in the supply chain. Taking on inequalities resulting from workplace flexibility in the supply chain should represent the diversity of the target audience, but it should also illustrate that diversifying the supply chain is a sound business practice. The development of a diversified workforce requires the involvement of human resource professionals (Li et al., 2021). Businesses should begin planning for these changes in the recruiting process as soon as feasible, if they haven't already done so, as soon as possible. These initiatives, on the other hand, may be able to assist the organization in its efforts to move in a more positive direction in the near future. Even in the face of positive results in recruitment, other areas such as mentoring, supplier for addressing inequality arising from workplace flexibility and growth, and leadership must be addressed in order to ensure that firms are assisting ethnic minorities in their advancement within their organizations.
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It's not only a matter of morality; it's a matter of practical need. Diversity and inclusion in the workplace may be economically justified. As a whole, human resources are important to the strategy's success, from recruiting and training employees to retaining them. Workplaces are growing more globalized. Organizations with a culture of inclusion and diversity have a distinct edge in the marketplace. Because of this, individuals are able to discover and use previously unknown options.
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