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[bookmark: _Toc97726000]Introduction
A flexible work arrangement, also known as flexible time or flexitime, applies to non-work arrangements that consider an individual's requirements, generally requiring some element of working from home. The term "flexible working" is commonly used to denote any kind of work schedule other than the standard eight-hour workday. A steady increase in people working from home had already begun in Britain before the epidemic of COVID-19, with 5% of the workforce suggesting that they worked most often from home in 2019 and 30% stating that they had worked at home in the previous year. With 46.6% of employed persons conducting at least some work at home by April 2020, this climbed quickly throughout the epidemic (Riva and Russo, 2022). However, in the long run, more flexible working arrangements, such as the ability to work from home, may improve the well-being and productivity of certain employees. Flexibility in the workplace can reduce inequities, but the advantages are not uniformly dispersed throughout the population.

[bookmark: _Toc97726001]In Favour of Flexible Working concerning Diversity and Inclusion at Work
As a human resource manager for any UK retail organisation, flexible working has been the most effective and resourceful implementation in recent times. Diversity and inclusion in public policy and the human resources field have become more critical (Thomson, 2015). The government has issued the Race Disparity Audit, established gender pay gap reporting, and is now exploring obligatory ethnicity pay reporting (Beattie, 2019). However, the first step in building diverse workplaces is to look at or measure the degrees of diversity. Flexible work schedules may be a powerful strategy for enhancing workplace equity and building more inclusive environments. Re-entry into the workforce for working parents, a narrowing of the gender wage gap, more employment opportunities for those with chronic health issues, and improved work-life balance for caregivers are all possible outcomes.
[bookmark: _Toc97726002]Flexible Working regarding Diversity and Inclusion at Workplace
When it comes to working arrangements, flexible working is described as enabling workers to change the quantity, schedule or location of their job, typically to their advantage. Part-time, job-sharing, flexible time, compacted and annualised hours, term-time-only employment, working from home, and mobile work are all examples of this kind of working arrangement. Many companies give some informal flexibility without realising that it is a sort of flexible working (Butterick and Charlwood, 2021). Because of this, they don't get the full benefit of investing in flexible working methods deliberately.
[image: Flexible Working, Work–Life Balance, and Gender Equality: Introduction |  SpringerLink]
[bookmark: _Toc97726016]Figure 1: Flexible Workplace Life Balance worldwide (source: Butterick and Charlwood, 2021)
Managers' lack of awareness or bad attitudes about flexible working sometimes leads to it being perceived as a benefit for parents in specific settings. Even if flexible work schedules might help parents find a work-life balance, research suggests that the great majority- particularly young people - would like to have more control over our work schedules (87%). Studies have shown that it may even outperform financial incentives in motivating young graduated employees. The ability to seek flexible working has been enshrined in British law since 2014. Businesses claim flexible working is critical to their competitiveness, but the number of workers doing so has stalled over the last ten years or so. Furthermore, just 89% of all positions are marketed as having some degree of flexibility (Carter, 2017).
[bookmark: _Toc97726003]Inclusion and Diversity in the Time of Coronavirus
This year's COVID-19 epidemic has presented various obstacles for organisations, including tough worker choices, layoffs, furloughs and return-to-work. It is the responsibility of employers to guarantee that their choices are legitimate and do not discriminate (Carter, 2017). For employers, the Equalities and Human Rights Commission has provided recommendations. Human resources policies, such as virtual recruiting techniques, must be updated in light of the present economic climate, which necessitates an inclusive, equitable, and open attitude from businesses. 
For businesses, it's essential to understand how a pandemic like this affects workers and their families in different ways (CIPD, 2022). For example, when people's caregiving obligations grow, it's more important than ever to look into flexible employment arrangements. Adjustments that are reasonable and allow individuals to function at their best must be given the attention they deserve. And it's essential to keep workers' health, safety, and well-being in mind because of the stress and uncertainty they may be feeling (Kossek and Lautsch, 2018). Direct reports need the self-assurance and capability to manage in new ways, such as managing remote teams, while still embracing uniqueness and encouraging feelings of inclusion and belonging while also supporting the well-being of employees. 
[bookmark: _Toc97726004]Managing Inclusion and Diversity in the Retail Organisation
It might be tough to overcome prejudice and shift long-held unfavourable opinions. A systemic approach to advancing diversity should be taken by organisations, including the development of diverse workplace culture, inclusive approaches to employment initiatives and practises, diverse personal behaviours, and the management of equality and diversity issues in ways that also support the business contexts (Ceridian, 2021). Businesses must review their management practices and diversity statistics to identify and address any potential impediments to a more diverse workforce. 
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[bookmark: _Toc97726017]Figure 2: Benefits of Inclusion Culture at the UK's Retail Company (source: CIPD, 2022)
In addition to specific activities, a unified approach is essential to create an inclusive culture that celebrates diversity in the workplace (Sims, 2010). Organisational values and leadership and management behaviour must be consistent with the strategy to support it. In six significant diversity areas practice and strategy, diversity management that works, relies on academic knowledge and professional insight to give practical suggestions. Consider the steps individuals in positions of authority may take to promote diversity and equity (Pavlova, 2019). It's a good idea to create an inclusion and diversity policy, even if it isn't required by law, to show that your company seriously takes its responsibilities as a diverse employer. Employees may be more inclined to treat one another fairly due to this policy.
[bookmark: _Toc97726005]Role of Human Resources in Promoting Diversity and Inclusion through Flexible Working
Most firms prioritise DEI as a critical strategy. Globalisation is changing the workplace. Organisations that promote diversity and inclusive cultures gain a competitive edge with that in mind. It also helps them to discover and exploit new markets. HR is, in essence, in charge of managing diversity and inclusion. But it doesn't imply they can do it alone. HR managers require important partners to implement a diversity-conscious strategy like the issue itself properly. HR professionals play a vital role in managing and leading a diverse and very inclusive culture. One that respects and includes all employees and allows them to develop and contribute to the firm. 
It's tough to gain a good image of diversity in most organisations. Anticipate diversity monitoring. Audits may be beneficial (Chung, 2018). As well as new hires, current employees should be trained in this manner. This will allow for more accurate tracking of development progress. The retail organisation's human resources should grasp the importance of a diverse supply chain. It should also represent their target market and the economic justification for supply chain variety. Also, an inclusive workplace for 1000 employees in that retail organisation will have extraordinary circumstances through flexible working facilities.


[bookmark: _Toc97726006]Against of Flexible Working concerning Inequality at Work and Role of Human Resources to Inequality
Companies are increasingly investing in flexible work arrangements to fulfil workers' requirements and wishes for work-life balance. The definition of work-life flexibility refers to employee scheduling techniques that provide workers more freedom over when, where, and how often they work (International Labour Conference, 2021). There hasn't been enough research to determine how work-life balance differs across different professions. 
[bookmark: _Toc97726007]Employment Inequality Serving against Flexible Working
Organisations look at how different people's perspectives on work-life balance, categorised as a kind of employment inequality, are shaped by their personal experiences. According to our research, flexibility types have varying effects on workers' work-life balance. Lower-level employees may gain the most from giving them more choice over their work schedules (flextime), yet many cannot take advantage of this kind of flexibility (Chung and van der Lippe, 2018). Lower-level workers suffer the most when job volume and workload may be controlled part-time (due to involuntary income and benefits loss). On the other hand, these part-time methods help to attract and keep employees at higher levels of the organisation, but they impair advancement and compensation at lower levels. Upper- and middle-level employees profit from work continuity control (leaves), whereas lower-level employees do not. Middle and upper-level personnel gain from the ability to choose their work location if they can separate themselves from the task at hand and self-regulate complexity (CIPD, 2022). It's no secret that work-life balance is a big issue in today's media and public policy discussions, and it's becoming more critical as work-life stress levels grow. Household demographics move toward more women in the workforce. Leading high-tech and consulting firms, such as Netflix, Google, and Accenture, often make public pronouncements about improving work-life balance. However, the United States looks to be going toward policies that promote work-life balance, although it has lagged behind other developed western nations such as Canada, the United Kingdom, and Australia.
[bookmark: _Toc97726008]Critical Factors of Flexible Employment
Flexible employment is hard to predict since so many variables might affect the total number of employees in the future. The long-term effect of working from home on organisational culture and efficiency is unknown. While the introduction of new technology in the workplace and the practise of long-term working from home may influence health and well-being, this has not been shown. The advantages of workplace flexibility will not be evenly dispersed throughout the population, which might lead to a rise in economic and social disparities. Summer carbon emissions may be reduced if more people work from home, but winter carbon emissions may rise.
[bookmark: _Toc97726009]Work, Inequality and the Experience of Pandemic
According to these directives, several nations like the UK have prohibited all but the most basic social and economic activities outside the home. In the immediate aftermath of these decrees, unemployment rose, home-based working grew, and some were put on short-term work programmes or given government assistance. When compared to those who could continue working from home while still being paid, there was a substantial disparity.
Inequalities in the United Kingdom and the United States are affected by implementing workforce strategy principles contained by the flexible firm and HR infrastructure models. 20% of employees in the United States and 17% of workers in the United Kingdom have been laid off by late April 2020. Having a job in which less than 40% of the duties may be accomplished from home is a good indication of layoff risk (CIPD, 2022). Managers, technicians, and professionals in IT, finance and operations, design, architecture, engineering, and the law were all in roles that would benefit from a 'commitment-based' approach to HR. When it came to a more market-based employment relationship supported by the model, office administrators and support employees were the only non-essential occupational category likely to emerge. It is common for workers who cannot work from home to be seen as disposable commodities, much as those on short-term assignments. Flexibility in work schedules was also associated with a greater risk of income loss for workers expected to be flexible (Chung and van der Lippe, 2018). There were considerable and intriguing differences across nations, even though this overall trend emerged in numerous countries. Because of long-standing agreements to cut working hours as an alternative to unemployment in Germany, layoffs were kept to a minimum, and the number of employees who could not work from home was significantly reduced. Collective bargaining was more often used before the outbreak in nations that gave more financial assistance to employees who had been harmed by it (International Labour Conference, 2021). Workers' vulnerability to job loss and income instability during the pandemic was exacerbated by their labour's commercialisation and exposure to more flexible work arrangements. These differences demonstrate the relevance of national institutions and mechanisms for labour market regulation.
[bookmark: _Toc97726010]The Role of Human Resources Regarding Inequality at Workplace through Flexible Working
The human resources in every organisation should implement the UK legislation for every level of employees. The UK law requires flexible working arrangements for some groups. Parents with children under 6 or disabled children under 18 may seek modified working arrangements (Herholdt, 2012). Flexible working for any worker in the employee hierarchy may improve work-life balance, reduce absenteeism, and reduce stress. The employer gains from increased motivation and production, less overhead, and improved employee/employer relations. Despite these often mentioned advantages, flexible working is seen as a slippery slope to employee autonomy and lower productivity requirements by others.  Therefore, HR should practise recording and monitoring each employee's hours is one of the logistics of flextime. It is becoming increasingly common for workers to record and supervisors to monitor their hours worked.


[bookmark: _Toc97726011]Conclusion
Diversity, Equity and Inclusion (DEI) is a critical strategy for the majority of the organisations like the UK's retail company. Work-life balance and job satisfaction might be improved for certain employees with specific disabilities by working more flexible hours. This trend, together with the increasing amount of time men may be spending caring for their children, may hasten the shift away from traditional gender roles and help moms advance in their jobs. It might also diminish London's status as the capital of the United Kingdom. Working from home or using new technology in the workplace may have health and well-being implications that are not fully understood, which might influence healthcare systems. Flexibility in the workplace will not benefit everyone equally, leading to a rise in economic and social disparities.
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