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[bookmark: _Toc101600762]INTRODUCTION 
The report was created in the context of Joules, a British clothing and homeware company that employs over 1823 people. The report makes a case for flexible working in the context of diversity and inclusion work, as well as an examination of the role of human resources in fostering diversity and inclusion through flexible working. The report provides a case against flexible working in regard to workplace inequality and examines the role of human resources in resolving concerns about inequality that may occur as a result of flexible working. The report demonstrates a critical grasp of the corporate context in which people experts operate and examines how internal issues impact a company's resourcing management.
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Joules 
Joules is a British apparel and homewares brand that provides clothes and homewares inspired by British country lives. The company was founded about 33 years ago in the year 1989 by Tom Joule. The company employs around 1823 employees. Its brands are Baby Joules, Joules, and Little Joules. It is headquartered in Market Harborough, Leicestershire, United Kingdom. In 1999, the company introduced its own apparel line, and in the 2000s, it started to open stores. The Joules range offers modern apparel, footwear, and accessories for men, women, and children. Although wellies, country-inspired clothes, and polo shirts remain important parts of the line, much of the assortment is now fashion-forward. Little Joule, aimed towards the children's clothing sector, made its debut in 2008, supported by Baby Joule in 2009. (Joules, 2022).

[bookmark: _Toc101600764]FLEXIBLE WORKING 
Flexible working arrangements let staff to change the volume, location, or timing of their employment, ultimately to the profit of both the organisation and the person. Job-sharing, flexitime, part-time working, compacted and annualised hours, term-time-only employment, working remotely, and mobile working are all examples of work arrangements that fall under this category. Many organisations provide some sort of informal flexibility without knowing it counts as a type of flexible working. As a result, they do not realise the full potential of strategically investing in flexible working methods (Austin-Egole, 2020).
[bookmark: _Toc101600765]WHO IS FLEXIBLE WORKING FOR?
Companies can benefit from flexible working conditions in a variety of ways, including greater work-life balance, reduced absences, and stress reduction. Employers benefit from improved motivation and output, decreased overhead expenses, and an improvement in trust and company-employee relations. Although these frequently claimed benefits, flexible working varies perception and is viewed by many as a sensitive issue to too much employee freedom and lower production requirements (Sulaymonov, 2020).
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The capacity to work flexibly is crucial for particular individuals and groups. Many women, elderly employees, single parents, and those with medical or psychiatric challenges could only look for jobs whether they can work part-time or in a flexible capacity. As a result, individuals may be forced to labour in low-wage positions or would be unable to work at all. Professional women have battled for years to balance their numerous professional and personal obligations in society before dual-career families were the norm. Finally, the pandemic triggered the technical framework and social consciousness that was required for a large section of the workers to do their work flexibly. This has facilitated many employees who have not had first-hand experience with the numerous benefits of flexible working from home. In the wake of the coronavirus outbreak, Joules is enabling its 500 workers to choose whether to work from home or in the office. (Harborough FM, 2022)
Flexibility in the workplace and scheduling allows those with physical limitations or health concerns, whether temporary or chronic, to apply for jobs. They may now work from home without being marked out, and a wide range of virtual collaboration tools, such as video captioning, text-to-speech applications, and adapted displays and input devices, boost accessibility. If workers barely need to show up at the workplace, Joules can hire individuals from anywhere in the globe, not just aiding to satisfy diversity goals, but also growing new client bases by having reps who understand languages other than English and operate across time zones (Andrade et.al., 2019; Joules, 2022).
Professionals from historically underneath and low-income backgrounds usually have fewer development opportunities, like unpaid internship programmes or student exchange during college, and they may presently be trying to balance accountabilities that actually prevent them from connecting civic groups or travelling to seminars. Build a thorough training program, mentorship programmes and work rotations to enhance equity in career progression and to attract and retain personnel (Robin, 2022).
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HR department have a key role in developing and endorsing diversity. Its fundamental goal in diversity leadership and management is to establish and strengthen a corporate culture that look after a pleasant and friendly, general workplace in which every worker has the chance to grow, contribute and learn that will facilitate the business's success. Human resource management should be in charge of performing yearly diversity audits and monitoring not only for present staff but also for job candidates, so that their organization's racial profile is recognised, and progress can be properly measured (AM et.al., 2020).
Employee involvement is a critical component of developing an empowering company culture. Connecting with individuals from other cultures enables workers to become more aware of different cultures while also allowing them to feel appreciated. To encourage and strengthen Diversity and inclusions policies, business conglomerates are establishing diversity councils, panel discussions, hosting webinars, learning and development (L&D) modules, management training programmes, seminars and catch-up sessions (Ayega and Muathe, 2018).
Businesses are dedicated to altering the future of work for women and providing them with training and skill development and educational possibilities. They are also assisting them in preparing for management roles and breaking down the image of 'male-dominated' sectors. Furthermore, executives perform yearly monitoring and diversity audits for existing and potential workers to make people more aware of their company's racial profile. Diversity and inclusion are critical business principles that high-performing organisations value. They place a premium on creating settings that allow their staff to thrive. Diversity leads businesses into a more positive and promising future (Mannolova et.al., 2020).
Joules providing flexible working to the employees will provide the company with an opportunity to expand by recruiting more employees from anywhere around the globe. The company providing employees work will reduce the chances of absentees and increase productivity. This encourages female workers to work effectively as it will let them work from remote places and enable them to apply for jobs. It is accountable to the human resource department to provide proper training and development to the people to let them grow and gain skills. Training and development of employees is the essential thing to cover, that help the company to accelerate its performance (Warmate et.al., 2021; Joules, 2022). 
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Gender disparity in the workplace may include hiring or educating just one gender for a certain position (probably because it is seen as 'men's work' or 'women's work'). Female employees may also be concerned about sexual harassment or being treated unjustly during maternity or family leave. Gender disparity is a multidimensional problem that manifests itself in management systems, behaviours, and processes. Most of the terrible gender disparities for women are institutionalised inside human resource (HR) procedures. This is for the reason that HR exercises (decision making, policies, and their execution) have an influence on women's recruitment, advancement, remuneration, and training. They present a model of gender discrimination in human resources which emphasises the reciprocal character of gender discrimination within organisations. They suggest that gender inequality in HR-related decision making, and HR exercise implementation stems from gender discrimination in wider organisational processes, structures, and practises. This involves leadership, strategy, structure, organisational environment, culture, and HR policies. Moreover, organisational decision-makers' degrees of sexism may impact their capacity to make gender unfair human resources related decisions or be sexist while applying HR processes. Importantly, institutional discrimination in organisational structures, procedures, and practises is significant because it not only influences HR practises but then again also offers a socialising setting for benign sexism and hostile between corporate decision makers. Regardless of the reality that we depict gender difference as a self-perpetuating system that may continue bias, we find critical levers for eradicating prejudice (Chung, 2019).
Addressing all individuals, the same way is no longer enough to ensure equality, according to a strong international consensus. The phrase "substantive equality" has been used to describe an alternative interpretation of what equality involves. This is aimed at addressing disadvantage, under-representation, and marginalisation in the labour market. It acknowledges that the current manner of doing things has frequently been formed by the working life of individuals who have traditionally controlled the labour market. For instance, the conventional practice of working part-time hours was suitable for users in excellent health who have not been bound by care obligations. Consequently, women and girls are more prone to HIV infection and are adversely impacted by the epidemic owing to gender disparities. Women, in particular, constantly encounter a greater amount of family caregiving tasks, which has an influence on their working life (Kim et.al., 2021).
Requests for accommodations may, on occasion, have an unfavourable influence on other employees. This is a criterion to examine when considering whether the requested accommodation will impose an undue hardship. For instance, a company must not grant a request from a male employee who, for religious reasons, does not wish to work directly under the supervision of a female manager. Any such proposal would cause gender inequity in the workplace and may violate national laws or regulations aimed at guaranteeing gender equality at work.
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A thorough technique for managing equality in the workplace is essential to ensure that all HRM guidelines and processes are free of prejudice. Evaluating and amending HR policies, training people responsible for recruiting and managing human resources, and incorporating equality into business culture are all best done as part of a well-planned and organised firm equality action plan. An equality policy defining the company's equality ideals is typically used as the foundation for the company's equality action plan. The equality plan of action often contains a number of activities and favourable action measures that are carried out in a tiered fashion, starting with assessments and setting targets and actions and proceeding through implementation and measurement. Women account for more over half of all EU employees (46.3%), but just 35.3% of managers as of 2021. (Catalyst, 2022). 
[image: ]Fig 1. Percentage of women managers in European countries, 2021
(Source: Catalyst, 2022)
Companies that treat equality sincerely can implement an equality policy to officially commit to the idea of equal opportunity and treatment in their human resource procedures. The equality policy, like any other important business policy, should have been carefully prepared and approved by the company's board of directors. For the equality policy to be executed successfully, strong top management financing is required. Following approval, the policy should be publicised and communicated throughout the workplace. Many successful businesses opt to include providing equal employment in their vision and core principles. The equality policy should be carefully designed in collaboration with labour unions and other individual employees. The form of the equality policy and how it is implemented differs from business to business, for instance, based on the company's current size and standard operating procedures. Smaller businesses, for example, may require less formalism. Furthermore, there are several components that should be present in all policy actions. The structure of the equality policy and how it is applied vary for each company, for example, relying on the company's existing size and normal operating practices. Smaller enterprises, for instance, may need less formalisation. Furthermore, numerous elements should be present in all policy activities. Every company that is keen to promote equality should begin by reviewing the company's human resource management policies and procedures. All current policies practices and procedures governing recruitment, compensation, eligibility to benefits, establishing employment terms and conditions, accessibility to skills courses, development and promotion, and termination of employment agreements should be examined, and any necessary changes made. Human resource management policies and procedures should be reviewed in collaboration with labour groups or other employee representatives. Only if the equality policy and action plan are conveyed to all workers and supervisors will they be successful. Employees and supervisors should be aware of what constitutes and does not constitute proper workplace behaviour or practise, as well as their obligations and rights. To ensure that the equality policy is effectively communicated to all employees, equality policy specifics would be included in all new hire case files, and all personnel would get periodic updates on programme execution (Cipd, 2022).
Historically, more women than men have demanded workplace flexibility, particularly those with children or care duties. The move to working from home caused by coronavirus lockdowns has resulted in a permanent change in business culture, to the point that the government is proposing legislation to make working remotely the "standard" choice.
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Joules is a British clothing and homewares business that creates clothing and homewares inspired by country life in the United Kingdom. Tom Joule launched the firm in 1989, over 33 years ago. Individuals with flexible working arrangements can modify the volume, schedule, or location of their job, typically to the benefit of both the organisation and the individual. Flexible working arrangements may benefit employees in a variety of ways, including greater work-life balance, reduced absences, and stress reduction. For certain individuals and groups, the ability to operate flexibly is critical. Many women, older workers, single parents, and those with medical or mental issues could only hunt for jobs if they could work part-time or in a flexible capacity. Human resources have a critical role in cultivating and encouraging diversity. Its main purpose in diversity leadership and management is to build and strengthen a corporate culture that encourages a pleasant and friendly, inclusive workplace where all staff has the chance to grow, contribute, and learn that facilitate the attainment of the organisation. Gender difference in the office may include recruiting or educating just one gender for a certain role (most likely because it is perceived as 'men's work' or 'women's work'). A comprehensive method to supervision equality in the office is required to guarantee that all HRM guidelines and practises are free of bias.
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