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There has been an increased emphasis on diversity and inclusion in recent years, particularly within government and the human resource management industry. The government has released the Race Disparity Audit, implemented gender pay gap reporting, and is now drafting a strategy for obligatory ethnicity pay reporting, among other initiatives. To just be truthful, examining or assessing levels of diversity is merely the beginning of the process of establishing inclusive working environments. Flexible working is a key tool for enhancing workplace equity and for fostering inclusive environments in the workplace. It may aid in the return to work of parents, the reduction of the gender pay gap, the retention of persons with changeable health conditions, and the ability of caregivers to manage their job and caring obligations.
Employees who work in a flexible manner can vary the amount, timing, and location of their work, which is usually to the mutual benefit of both the individual and the organisation. Flexible working arrangements are defined as working arrangements that allow employees to vary the length of time, scheduling, and location of their work. To be more specific, this might include a broad variety of working arrangements, such as part-time employment, job sharing, flexitime, compressed and annualised hours, term-time-only work, working from home, and mobile working, among others. Unbeknownst to them, many organisations provide some type of informal flexibility without realising that it qualifies as a form of flexible working. As a result, they do not get the full benefits of strategically investing in flexible working methods.
A poll conducted by the CIPD in the United Kingdom in 2019 indicated a lack of equity in access to flexible working arrangements, with people in higher-level jobs more able to obtain flexible working arrangements to assist their work–life balance. Employees who do not have access to flexible working would benefit from it, according to 78 percent of those who do. Additionally, more than half of employees, 55 percent would prefer to work more flexibly in at least one way that is not presently accessible to them. Overall, 54 percent of workers across all organisations said that they worked in a flexible manner. This was significantly greater in bigger organisations with 250 or more workers at 58 percent, and slightly lower in small enterprises 10 to 49 employees at 45 percent, according to the survey. The percentage of all micros 1 to 9 workers and medium-sized enterprises 50 to 250 employees was around 54 percent, which was close to the national average. The fact is that there is a big percentage of the labour market that might benefit from flexible working arrangements but does not have access to them. Not only does this imply that certain groups are kept out of the labour market, but it also means that there is a significant gap between the reality and potential of employee engagement, retention, and productivity in the United Kingdom.
Furthermore, in the latest research in brain science lends credence to the near-universal opinion. According to study, when businesses allow for flexible work, they increase their chances of enjoying the numerous advantages of having a varied pool of workers, as well as making everyone feel seen, heard, and appreciated.
In addition to expanding the pool of candidates, flexible work arrangements make an employee feel more seen and heard, therefore increasing their sense of belonging and inclusion. It should come as no surprise that work-life balance is becoming an increasingly important need for job candidates, particularly for younger generations, parents, professionals pursuing their education, and even employees who do not want to spend more than an hour commuting. Companies that provide flexible work arrangements recognise their workers' unique lifestyles outside of the workplace. And that type of inclusive attitude is appealing to those who are seeking employment. More than 80% of the participants in this thematic study said that if given the choice between two identical job offers, they would choose the one that offered more flexibility. As a result, prospective employees are increasingly expected to demonstrate an attitude of open-mindedness and inclusion while interviewing with them. Companies who do not provide this perk run the risk of losing out on top-tier employees. Going ahead, leaders should see flexible work as more than simply a perk they can provide to their present workers; it should also be considered as a means of attracting new people from a more varied range of backgrounds to their organisations.
The advantages of flexible working for both individuals and companies are well-documented by the federal government. It can provide all employees with much-appreciated flexibility when attempting to strike a balance between work and life at home and from an employer's perspective, offering flexible working arrangements can help to recruit and retain valued employees while also enabling them to reach their full potential at work. We already know that access to flexible working may be critical in increasing the involvement of particular groups who are underrepresented in the labour market, such as new parents, individuals with disabilities, and older employees.
In 2021, the Government's objectives will largely remain the same in terms of flexible working and promoting diversity and inclusion. People are eager to go further in order to achieve these aims, including the normalisation of flexible working so that all individuals who wish to work flexibly will be able to do so unless their employer has a compelling reason to prevent them from doing so. The key to making flexible working the default is to provide people the ability to select how they carry out their job in a manner that is also beneficial to their company. Flexible working should be the norm for everyone. Rather than one side forcing specific methods of working on the other, our legislative purpose is to promote two-sided flexibility by establishing a framework that enables a conversation between employees and employers about what flexible working choices are conceivable.
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Flexible work hours are not the same as shift scheduling. Businesses, institutions, and organisations that operate outside of standard business hours, or who require 24-hour staffing, are becoming more common in today's society. Retail stores, hospitals and healthcare services, public utilities, manufacturing, and customer service contact centres are examples of what is included in this classification. The majority of workers in such firms are employed to work scheduled shifts, but not all of them are. When it comes to choosing which shifts to work, workers may be allowed some leeway; nonetheless, everyone who has been booked for a shift is required to arrive and depart at the same times.
While flexible work schedules provide a number of substantial benefits, business owners and managers should also consider the following downsides of flexible work schedules.
 Some employee roles are not suitable for flexible scheduling. Employees in customer or client-facing jobs, for example, may be required to have a constant work schedule to maintain their productivity. A receptionist is essential to the operation of an office since they welcome visitors, route phone calls, and restrict entry to the work area. For this reason, it is necessary that the receptionist maintain constant hours. Employees who do not qualify for the same flexible schedule limitations as their peers may experience feelings of resentment as a result of this. The difficulty in organising meetings and talking about projects arises from the fact that workers have varying work schedules. After some time has passed, schedule incompatibilities and a lack of spontaneous communication may cause projects to be delayed and chances to be lost. In addition, employees may feel dissatisfied with their inability to collaborate with colleagues who are not present in the workplace or who are difficult to contact when they need to.
Some workplace flexibility systems provide workers with a great lot of flexibility in terms of choosing a schedule that works for them. Employees entering and departing at various times might make it difficult for managers and supervisors to verify whether or not employees are genuinely fulfilling their necessary work hours in certain instances. This may result in financial losses for the organisation as well as a negative impact on employee morale.
It's possible that employees who arrive at work much sooner or later than their colleagues may find themselves working in a vacant, or almost vacant, office space. In rare cases, this might result in legal difficulties for an employer if an accident occurs and there is no one there to aid the employee. Security logistics may sometimes be difficult to manage, especially when trying to accommodate the schedules of non-keyholders or those who work in secure premises where entry is controlled by security staff.
As from an employee point of view, according to new research conducted by the Work Foundation and the Chartered Management Institute, 'traditional' views of the workplace are still prevalent, with managers anticipating that access to stretch projects and workplace networks will decrease with remote or hybrid working, and that this will exacerbate already existing inequalities in the workplace as a result of this. As a result of the findings, women seem to be less comfortable than men in discussing a request for remote work with their boss, and they are less likely than men to believe their organisation is welcoming of remote employees.
More than half of managers currently have the authority to decide which employees can work remotely 55 percent, when employees should be present at the office 63 percent, working hours during the day 53 percent, and whether or not they can take time off. The new data was derived from surveys of 964 Chartered Management Institute managers, 1,000 UK workers, and interviews with organisations representing women, disabled people, and those with parenting or caring responsibilities in the workplace 53 percent.
A significant proportion 20 percent of those who have their working arrangements dictated to them by their line supervisors are dissatisfied with their situation. More concerning is the fact that just 59 percent of employees whose line manager has formal decision-making authority over remote working requests felt comfortable in requesting to work from a distance.
Researchers claim that while remote work and other forms of flexible working can be essential in enabling some to manage work alongside their own wellbeing or caring responsibilities, the study uncovers outdated attitudes that could exacerbate already existing workplace inequalities, according to the researchers.

According to the results of the research, handicapped employees, female workers, parents, and caregivers may experience special difficulties while working remotely, owing to the fact that they are isolated from the workplace and may lose out on possibilities for learning and growth because of this.
This suggests that views about remote or flexible working are still firmly planted in the pre-pandemic era, rather than fully comprehending the prospects that a brand-new hybrid working paradigm may bring. This is reason for concern. It is a genuine possibility that office culture is so deeply established that even organisations that attempt flexible or hybrid arrangements may wind up creating disparities between those who typically work on site and those who work remotely. To do so would jeopardise the chances that hybrid working might provide to so many people, notably parents, caregivers, and handicapped employees. These groups have benefitted from increasing flexibility since 2020.
The new reality of employees desiring to work more flexible hours must be taken into consideration by managers, who must support it, vocalise their support, and guarantee that remote workers are not disadvantaged, particularly in light of the rising competition for talent that companies are facing.
Participating in staff education to determine best-fit working habits and then implementing such practises is a classic example of effective management. As a consequence, managers will have happier, more productive, and more loyal staff - as well as a more profitable organisation.
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