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[bookmark: _Toc102073896]Introduction
Flexible working is a burning issue in the workplace mainly after the Covid-19 pandemic started. It means providing employees with the freedom on how and when they want to work for the company according to their conveniences. The impact of flexible working on a retail company will be assessed in this report. This report consists of two parts. To begin, a case will be made for flexible working that includes diversity and inclusion. The role of HR in encouraging diversity and inclusion through flexible working will then be examined in this part. Second, a case will be made against flexible working in the context of inequality in the workplace. The role of HR in addressing concerns about inequity that may occur as a result of flexible working will evaluated in this part.


[bookmark: _Toc102073897]Case in favor of flexible working in relation to diversity and inclusion at work
“A case study on how diversity and inclusion impact the workplace”
The presence of a mix of workers from different areas and age ranges adds to the workplace's general variety and improves the flow of information. For certain people, the ability to work flexibly is critical. Part-time or flexible employment possibilities are vital for many women, older workers, single parents, and others who are unable to work full-time due to physical or mental constraints. As a result, people may find themselves stuck in low-wage employment or unable to find work at all.
When groups of people from various backgrounds get together, they are cleverer, but the discomfort they feel may help them perform better and avoid dangerous groupthink. Indeed, homogeneity might be viewed as a barrier to innovation (Bond and Haynes, 2014). The subconscious perception that items that are closer in space or time are better than those that are farther away is one of the most significant biases of the human brain. Even while bringing on a new employee from another region of the country can be scary at first, consider how their unique experience can provide a new perspective to the team.
Flexible employment should be viewed by leaders as more than just a reward for their current employees; it should also be viewed as a way to recruit new people from a wider range of backgrounds to their firms (Thacker, 2012). People know that the epidemic has had a significant impact on the workplace. Businesses are beginning to consider whether their employees should return to the office, work totally from home, or utilize a hybrid strategy, indicating that things are about to change radically again. Organizations, on the other hand, have the opportunity to be thoughtful about the decisions they make and the work environments they create at this time.
Leaders were compelled to regularly change objectives and corporate strategies in the face of varying degrees of success while attempting to reconcile employee unhappiness in a tight labor market. The need for autonomy is one of the most important variables influencing human behavior. This year, though, that trait became even more important, as employees took advantage of any opportunity to recover control at a moment of severely limited options.
Flexible work choices allow workers to feel more seen and heard, improving their sense of belonging and inclusion, in addition to broadening the pool of candidates (M. Santuzzi et al., 2021). It should come as no surprise that striking a balance between serious and fun activities is becoming a more important requirement for job candidates, particularly for younger generations, parents, professionals pursuing their education, and even employees who do not want to commute for more than an hour.
Companies that offer flexible work schedules acknowledge that their employees have different lifestyles outside of the office. Furthermore, a welcoming approach like this attracts job seekers. When faced with a choice between two similar employment options, they would choose the one that offered the most freedom. As a result, during interviews, prospective workers are increasingly required to display an open-minded and inclusive approach. Companies who do not provide this benefit-risk lose top talent.
[bookmark: _Toc102073898]Role of Human Resources in promoting diversity and inclusion through flexible working
Employers who want to promote diversity, equity, and inclusion can take advantage of the hybrid work environment options. Hence, HR has a vital role to play in diversity and inclusion.
[bookmark: _Toc102073899]Promoting Diversity
· Employees that identify with a variety of origins, gender expressions, and personal choices like attire tied to religious or cultural affinities should be given visibility by the human resources function (Armstrong and Taylor, 2020). HR can consider what message is being transmitted about who makes up the organization, what appearance choices are thought appropriate, and who gets promoted into leadership roles when selecting employees to deliver presentations or choose photographs for the website.
· Because of the flexibility in work location and schedule afforded by human resources, individuals with physical limitations or health concerns, whether temporary or chronic, should be able to find employment opportunities that the employers give out.
· They may let those employees work from home without fear of being singled out, and virtual collaboration tools like video captioning, text-to-speech software, and adaptive displays and input devices are making it simpler to be productive anywhere (O'Brien and Linehan, 2014). Resources should be available to improve handicapped people's options outside of institutions.
· The human resource’s function must accept that, while every company today promotes its diversity and inclusion programs, only about half of those polled, particularly people of color, believe their executives are serious about it.
[bookmark: _Toc102073900]Promoting Inclusion
· Setting up employee groups such as resource groups and volunteer groups that are based on shared interests or identities, like women in the workplace. These can provide valuable insights, and solutions, and help with recruiting, mentoring, and retention.
· Including surveys so parents can talk about childcare options and ethnic identities (Dessler, 2020). They may visit with job seekers and recruits in-person to help them make local connections, such as faith-based services available in their native languages.
· HR managers may also establish diversity advisory boards and safe spaces for employees to share their difficulties and concerns. In-person and virtual collaboration tools, such as anonymous surveys and asynchronous discussion boards, can help support these goals.
· Human resource managers must be aware that traditionally underrepresented and low-income employees have fewer growth possibilities, such as unpaid internships or study abroad opportunities, while still in college (Torrington et. al., 2017).
· They may be juggling commitments that restrict them from joining civic organizations or attending conferences. To encourage equity in career growth and attract and retain workers, HR can conduct comprehensive training, mentorship programs, and job rotations.
· Participants in e-learning courses and online conferences are less likely to travel or work outside of typical business hours, which can be problematic for those with impairments or who have family obligations to consider; hence, it is HR’s responsibility to include them.
Employees who do not believe in a company's real intentions or ability to meet its goals are much more likely to leave. Creating a trusting relationship between managers and employees is even more difficult in the hybrid workplace. Executives must articulate a clear plan for it and set out what fundamental changes are being made to reach the goals; this should be done in hybrid meetings that are widely accessible, retrievable, and understandable by a large audience. They can also consider making interesting and easy-to-understand public data dashboards.
[bookmark: _Toc102073901]Case against flexible working in relation to inequality at work
“A case study on how men and women are discriminated with flexible working”
Currently, workplaces are increasingly investing in flexible work arrangements in order to better meet the needs of employees who wish to strike a good balance between work and personal obligations. However, it is seen that only a tiny percentage of workers have access to flexible working options and benefit meaningfully from them when they do. Skills are key in understanding such differences, in addition to critical demographic criteria such as gender and age.
Flexible working can re-establish old-fashioned gender norms in both the workplace and the home as a result of society's pre-existing concepts of gender roles and gender normative attitudes about men's and women's obligations and responsibilities (Grzywacz et al., 2014). Men are now mostly relying on flexible work arrangements to improve their performance, and they are expected to do so in exchange for increased pay and other incentives. However, if men's job hours and intensity increase, this may lead to more work-family tensions. Because women are expected to take on more responsibilities at home while working flexibly, this may exacerbate their work-family conflict.
Laborers may also have the choice to limit the number of hours they work, implying a reduction in long periods of work to meet family obligations. Working part-time or full-time during the school year is only one option (Grzywacz et al., 2014). Home-based teleworkers and those who did not work from home had the same work-life balance. A few of the studies have looked into people's differences in depth and deliberately, while the majority of the findings are based on subjective assessments.
Women are not rewarded for working flexible hours in the same way that men are. This is due to the differing expectations placed on men and women. Countries have a big influence on who gets flexible work schedules and how they're implemented. As a result, public factors are likely to influence how adaptive functioning interacts with orientation fairness and representatives' ability to strike a balance between fun and serious activities. Organizational environments are critical for creating flexible working, yet they are frequently disregarded (Thacker, 2012). When it comes to core hours such as 9 pm to 5 pm and the number of hours a week that employees may work such as 40 hours per week, there are still some restrictions, in contrast to working time autonomy, which in many cases has no such restrictions. A flexible workplace allows employees to work outside of their typical work environment, such as at home.
Furthermore, studies are complicated by the assumption that people have an equal balance of serious and entertaining activities. Women are more likely to adopt flexible work schedules in order to devote more time to their families, and those who do so are more likely to increase their consideration/housework responsibilities (O'Brien and Linehan, 2014). People's assumptions of what flexible working will imply for men and women are based on this. The majority of issues relating to equality and inclusion are caused by complex structural issues. If an employee is uncomfortable engaging in an event or if there is not a group that meets their needs, discrimination may occur. Most employees want to help with these initiatives, but they lack the knowledge and resources to do so.
[bookmark: _Toc102073902]Role of Human Resources in addressing the concerns of inequality that may arise from flexible working
Gender stereotypes and the ideal working culture must be improved on a macro level, that is not only in the workplace but also everywhere. Gender normative ideas around mothers' and fathers' responsibilities are unlikely to change, which will influence how flexible men and women use their time at work (Mone and London, 2013). Business companies' human resource functions should focus on the advancement of gender equality across their operations by providing expertise and information, also improving policies targeted at shifting normative ideas about gender roles. The roles of human resources are described below.
[bookmark: _Toc102073903]Labor Laws
Current labor laws, which are based on 9-to-5 office employment, may not be sufficient to safeguard workers from such dangers. If flexible work schedules become the norm rather than the exception, workers may be better equipped to establish a work-life balance (Armstrong and Taylor, 2014). Making it easy for employees to request flexible work schedules by amending the law to make it a default rather than an exception will assist to minimize stigma and work-life problems.
[bookmark: _Toc102073904]Gender Discrimination Laws
Due to such laws, the human resource function must be aware that it is also required to guarantee that flexible working is not used to promote traditional gender norms (Bogardus, 2004). Better safeguards for employees to avoid family life from intruding on flexible working and blurring boundaries are also important national policies to implement.
[bookmark: _Toc102073905]Paternity Leave
Even after paternity leave has ended, policy reforms such as enhanced well-paid ear-marked paternity leave, such as those observed in Sweden, have resulted in fathers being more connected with their children and families (Pilbeam and Marjorie, 2010). As a result, it may be an effective tool for changing gender norms in childcare and family obligations in the country.
[bookmark: _Toc102073906]Risk Awareness
At the macro and micro levels, they need to make sure that both employees and supervisors are informed of the risks of flexible working. The best approach to illustrate the best use of flexible working will be to create great role models for senior managers, particularly male managers, who use it for family reasons without work spilling over into other areas of life.
[bookmark: _Toc102073907]Family Circumstances
HR must know how to appropriately evaluate the family circumstances while offering work flexibility in order to promote work-life balance. One alternative is to relieve both work and home responsibilities, which can be a double weight for women who work outside the home. Controlling working hours and adopting flexible time-management models are examples of time-management models that are suited to the needs of employees and their families.
[bookmark: _Toc102073908]Healthy Organization
The concept of a healthy organization comes in helpful here. In a healthy company, employee well-being and work-life balance, as well as workplace efficiency, are critical issues. Because work does not happen everywhere and all of the time, it is necessary to build more effective group practices for flexible working (Bartel, 2014). In other words, corporations should only develop flexible work arrangements if they benefit workers both materially and intangibly and if they are appropriate to the company's performance. Gender norms and perceptions about whose role it is to care for the family and earn the bread influence some workers' ideas about how flexible working should be used. Challenging some of the gendered assumptions can be an important first step to making a healthy organization. 


[bookmark: _Toc102073909]Conclusion
To conclude, flexible working is important as it entails giving employees the freedom to work for the company in the way and at the time that is most convenient for them. The influence of flexible working on a retail business is examined in this report. Firstly, a case has been produced for flexible working based on two important factors of the workplace, diversity and inclusion. The function of HR in encouraging and incorporating diversity and inclusion through flexible working arrangements was explained. Secondly, there has been a discussion on the basis of a case made against flexible working in the context of inequality. In this part, the role of HR in resolving potential inequalities caused by flexible working has been explained. As a result, it can be said that not only these three factors play a vital role in the office but also the HR managers.


[bookmark: _Toc102073910]References
Armstrong, M. and Taylor, S., 2014. Armstrong's handbook of human resource management practice. 13th ed. London: Kogan Page.
Armstrong, M. and Taylor, S., 2020. Armstrong's handbook of human resource management practice. 15th ed. London, England: Kogan Page.
Bartel, A., 2014. International differences in the adoption and impact of new information technologies and new HR practices. 2nd ed. Cambridge, Mass.: National Bureau of Economic Research.
Bogardus, A., 2004. Human Resources JumpStart. 1st ed. London: SYBEX.
Bond, M. and Haynes, M., 2014. Workplace Diversity: A Social-Ecological Framework and Policy Implications. Social Issues and Policy Review, 8(1), pp.167-201.
Dessler, G., 2020. Human resource management. 8th ed. Harlow, England: Pearson.
Grzywacz, J., Carlson, D. and Shulkin, S., 2014. Schedule flexibility and stress: Linking formal flexible arrangements and perceived flexibility to employee health. Community, Work, & Family, 11(2), pp.199-214.
M. Santuzzi, A., Martinez, J. and Keating, R., 2021. The benefits of inclusion for disability measurement in the workplace. Equality, Diversity and Inclusion: An International Journal, 41(3), pp.474-490.
Mone, E. and London, M., 2013. HR to the rescue. 7th ed. Woburn, MA: Butterworth Heinemann.
O'Brien, E. and Linehan, C., 2014. A Balancing Act: Emotional Challenges in the HR Role. Journal of Management Studies, 51(8), pp.1257-1285.
Pilbeam, S. and Marjorie, C., 2010. People resourcing and talent planning: HRM in practice. 4th ed. Harlow, England: Prentice Hall.
Thacker, R., 2012. Introduction to special issue on Human Resource Management certification. Human Resource Management Review, 22(4), p.245.
Torrington, D., Hall, L., Atkinson, C. and Taylor, S., 2017. Human resource management. 10th ed. Harlow, England: Pearson.
2

