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In recent years, both government policy and the professions of people have placed a focus on diversity and inclusion. However, the first step in creating inclusive workplaces is to examine and analyse the degrees of diversity (Sparrow, et al., 2016).
One of the most effective ways to increase workplace equality and foster a more diverse workforce is to implement flexible working arrangements. Re-entry into the workforce for parents is possible, as is a reduction in the gender wage gap and the ability to continue working for those with chronic health concerns (Storey, 2014).
Flexible working is characterised as work patterns that allow workers to modify the amount, time, or location of their job, generally for the mutual advantage of the individual and the firm.
In particular, this might involve a broad variety of work arrangements, including part-time employment, work-sharing, flexitime, compressed and annualised schedules, fixed-term work, work from home and mobile work (Torrington, et al., 2018). 
As a result of management attitudes that are either unaware or unfriendly to flexible work arrangements, flexible working is frequently perceived as being primarily beneficial to parents in these organisations. 
Everyone in the United Kingdom has the legal right to request flexible working arrangements since 2014 (CIPD, 2022). As a result, even though 9 out of 10 businesses feel that flexible working is critical for competitiveness, investment, and new job creation, employment in this sector has remained stable during the previous decade. In addition, only 89% of occupations are marketed as "flexible."
A flexible CIPD survey shows that not everyone in the workforce has equal access to flexible work options, with those in higher positions better equipped to guarantee that their employees can maintain a healthy work-life balance (CIPD, 2022). Among those who do not have access to flexible working, 78 percent would prefer it. More than half of employees (55 percent) would also want to work flexibly, at least in a way that is not currently available to them.
Overall, 54 percent of workers across all organisations reported working flexibly. This percentage was much higher in large organisations (250 or more employees) at 58 percent and lower in small companies (10-49 employees) at 45 percent. The rate among all small (1-9 workers) and medium-sized (50-250 employees) enterprises averaged approximately 54 percent (CIPD, 2022).
A large section of the labour market may still profit from flexible working arrangements, but does not have access to them. Because of this, it is clear that there is a tremendous disconnect between what is really happening in the UK workforce and what it could be when it comes to employee engagement, retention, and productivity.
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Most managers, according to a recent research (71%) of CIPD, believe that flexible working is an effective means of increasing productivity and enhancing performance (63 percent). Increasingly, employers are realising that a combination of flexibility and commitment is ideal to boost morale and productivity. It is considered that employees who give higher degrees of independence and confidence boost their level of performance and operate more effectively (CIPD, 2022).
A corporation should focus on employee and team results rather than time spent working (Armstrong & Taylor, 2020). Presentism and the amount of time a person spends on non-productive activities are poor indicators of productivity and undercut efforts to motivate employees to perform better by giving them greater control over their work lives.
The ability to work in a variety of settings is made possible by having a flexible work schedule. Groups of employees who are unable to enter the workforce without it, such as parents, guardians, and persons with impairments, must have it. But while it is a necessity for some workers, it is crucial that it is extended to all employees to eliminate any stigma against it and promote equitable compensation and advancement.
In order to close the pay gap between men and women and reduce inequality, flexible work that is done fairly is essential. Women are far more likely than males to work part-time or on a flexible schedule, but these options are rarely available to those in higher positions. Employers who are dedicated to enhancing the availability of flexible, part-time choices at all levels are witnessing a reduction in the gender pay gap (Brewster, et al., 2016).
A corporation should prove the effect of flexible working on diversity objectives through tracking. Staff surveys give insight into who is working flexibly, and this information may be cross-referenced with workforce diversity data and integrated into statistics on the gender pay gap.
According to a recent poll of working families done by CIPD, 69% of working parents would prefer a job that was labelled as flexible in the future, and 84% of them want employers to do more to create flexible employment possibilities for their employees. However, parents and caregivers are not the only ones who prefer flexible work arrangements; 92% of young people agree (CIPD, 2022). As a result, flexible work arrangements are increasingly essential for all firms if they are to succeed in attracting and retaining top talent.
Employees who have the opportunity to work flexibly (with approved agreements) report greater levels of job satisfaction than those who don't. They appreciate control over their work life and are consequently more engaged to their business and more likely to stay. It also has a favourable influence on worker attendance, productivity and performance (Saari & Judge, 2004).
A corporation should experiment with adopting flexible working practises in a small team or function and assessing the effect through personnel satisfaction surveys and interviews.
Workers can better manage their personal situations and strike a work-life balance when they work flexibly. A recent research by Working Families in partnership with King's College London found that good flexible working practises lessen the need for compromise between parents, especially women, by allowing them to integrate their jobs (Working Families, 2022).
The feeling of well-being of employees is fostered by flexible working, also a result of the higher confidence displayed by the employer. Additionally, flexible employees report being able to better manage their mental health, lowering the need for vacation time.
The corporation should select a key sponsor to push the case at the highest level of the company. For example, attempt to engage the organisational wellness leader to promote this initiative and ensuring that the rest of the leadership team demonstrates flexible working on their own.
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Employees may be subjected to discrimination under the Equality Act if their flexible working application is turned down or if the employer treats them unjustly due to their application (UK Government, 2010).
Unfortunately, the Equality Act does not provide any protection for qualities like parenting or caring. Discrimination based on gender, disability, or marriage may be an issue for parents and guardians who are declined a request for flexible working hours.
Parents and guardians who were declined their flexible working requests might face discrimination if the rejection amounted to less favourable treatment on the basis of gender.
Direct sex discrimination occurs when an employer treats men worse than women, or women worse than men, because of their sex (Mankin, 2009).
It is permissible for males to demand sex discrimination in the workplace provided the same request for flexible working hours is granted to the women in their organisation. Gender discrimination may occur if, for example, males are denied the ability to work flexibly in situations where women in similar positions are permitted to do so.
Long or inflexible work hours for women may constitute indirect gender discrimination, as women are more likely than males to be responsible for caring for children. This is dubbed the “childcare disparity” and the same notions might apply if women need flexible employment owing to other childcare concerns.
Women who are unable to work because of an employer-mandated policy may be able to assert claims of direct or indirect sex discrimination, depending on the facts of the case. When an employer treats someone less suitably, for example by not adjusting to that person's work schedule, for a cause connected to pregnancy, childcare, maternity leave or nursing, it can also constitute obvious gender discrimination.
If one is searching for a flexible working arrangement owing to his or her handicap, for example, which permits them to work part-time or with varied working hours to reduce the need to commute during peak hours, they may have a complaint for non-accommodation, an understandable response in the event of a denial by the company that employs them.
A disabled worker might work flexible hours in order to take more breaks and avoid becoming exhausted as a result of their handicap and that’s a measure a business owner must enforce.
Perhaps most relevant for those with parental and caregiving commitments is the direct and indirect prejudice associated with disability. These sorts of discrimination occur when one individual is perceived less favourably than another because of their relationship to a person (for example, a kid or substance abuser) with a handicap.
Discriminating against someone because they are linked to another person with a handicap is wrong. People may regard parents who have disability children differently from parents who do not have impaired children, for example.

Other issues that HR should consider about flexible working are:
· Workers who thrive in an office environment and do not share the same schedules as their colleagues should not be given the option of flexible working hours. Because of their busy schedules, they are not as likely to take the initiative or choose to perform the task. Fast-paced employment may not be appealing to everyone (Dessler, 2008).
· Working from home and unwinding is an option for some people who have flexible work schedules. Having enjoyment while getting the task done is an important part of the process. This might cause the individual to become distracted and make mistakes when they are trying to finish their task.
· If you are a manager who manages by watching your staff all day and then watching them leave home, you may have trouble adjusting to a sudden shift in work culture. This demands a lot of confidence inside the firm for its employees. Therefore, such a relationship is founded purely on faith, because the employer does not observe how much work his people accomplish every day.
· Office-oriented and fixed-time professionals frequently regard their flexible co-workers as sluggish and indolent since they can't watch their job and outcomes. This might cause some friction between the opposing camps.
· When you work from home, the general public has the impression that you are not actually working. It might lead to misunderstandings with your loved ones, neighbours, and other acquaintances. The employee working from home should explain to them clearly what type of work they do and explain to them what flexible working is.
· There is no clear divide between work and home. When one adjusts the work schedule, their supervisors and managers can likewise do the same. This suggests that if one adjusts his/her work schedule for a personal event, their boss won't feel guilty phoning them late at night to speak business. Both sides benefit from a work environment that is flexible to change. Managers and supervisors are also workers of the firm; thus they can also follow flexible working hours.
· This sort of working hour strategy is a big downside in team-oriented firms, where timely conferences and meetings are needed to discuss future projects and other developments.
· Compressed working hours may not be perceived favourably by outsiders as a benefit to employees. Customers who overlook such a strategy within the culture of the company, while seeing that the employee is not there, will convey a poor view about the employee and the business. Customers expect workers to be there five days a week during peak hours and feel irritated when the employee is not present on a given day.
· Different employees may react differently to a compressed work schedule. Either people feel better at home and are more productive, or they slow down and increase the quantity of incomplete and pending work.
· Employees' stress levels may rise as a result of working shorter hours. This is due to the fact that employees put in long hours and often work overtime in order to earn their spare time. This might result in rushed output that is unsatisfactory to the business.
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For particular groups of persons, the capacity to work flexibly is vital. Many women, older employees, single parents and those with physical impairments or mental health concerns can only work if they can find part-time or flexible work. In the end, people may find themselves stuck in low-paying occupations or unable to obtain employment at all.
Most organisations have inclusion and diversity goals, and growing the engagement of groups like these can help accomplish them. But it's not just about hitting a magic number. The benefits of having a team that reflects the business are widely established and forward-thinking companies take it seriously (Armstrong & Taylor, 2020).
Any business has to establish flexible jobs that fit a broad variety of staff employees. They need to be honest about this while recruiting, in order to attract applicants from a more varied skill pool. And they also need to make sure jobs are available across the organisation, so their flexible workers can climb to the top.
Finally, a work environment that is flexible to the demands of the business must be created. This gives benefits to the firm in terms of strategic workforce planning and implementation. This sort of employment is also a terrific strategy to recruit new workers and bright people to join the firm. This has the potential to alleviate labour shortages around the world.
A flexible employment contract that benefits the firm now and, in the future, may be formed by integrating the knowledge and expertise of older and senior staff. Employing flexible working hours may truly make the younger generation more engaged in work and can also offer them ample time to explore and go into other interests like sports, music, etc
Flexible working hours might also be the finest chance to integrate new and improved ways inside the firm. Employees at all levels of an organisation can benefit from having more flexible work schedules.
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