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Human Resources' role in addressing issues of diversity, inclusion, and equality in the context of flexible working as favourable or unfavourable to the company and its employees.

Introduction

The debate on flexible regulation of working time has emerged in recent years as a result of fast technological progress, globalization, the covid - 19 pandemic and changing attitudes towards work and personal demand. Prior to this, the various goals and needs of a cross workforce are one of the challenges to controlling diversity, inclusion, and equality. If shifted work standards are not managed and evaluated appropriately, intolerance and discrimination can arise. To reflect on the concept and relevance of work patterns, as well as the changing situation of flexibility in the United Kingdom, both sides of work prospects will be discussed in this paper. First, it will be uncovering the relevance and usefulness of flexible work for both employees and employers, with an emphasis on work motivation and individual/organizational performance. Next, the difficulties of establishing flexible work are addressed, as well as the concerns on flexible work equality. And finally, the main points and the report's recommendation will be outlined.

Beneficial to flexible working in terms of diversity and inclusion at work.

Brand awareness and flexibility

In terms of flexible work approach brand awareness can significantly be enhanced. An organisation as an entity can improve its brand and become a powerful employer that differentiates from competitors by implementing a flexible plan, building more adaptable and successful teams, specifically when the employment market is limited and improving its uniqueness (Ben-Gal Forma and Singer, 2022).  CIPD (2022) agreed, recommending that the advantages of a flexible work package should coincide with both HR and business strategy, guarantee that these advantages match the different workforce expectations, provide value to people, and enhance the employer's performance. Hence, it allows employees to feel supported and respected as individuals, resulting in a higher level of trust and confidence. In addition, considering help desk review from K4D (knowledge, evidence and learning for development) even organisations perceive a diverse workforce as a complicated approach when assessing the business and employment flexibility, they play a significant role in accommodating the overall potential of the company (Rohwerder, 2017). Otherwise, the work more than ever, according to the study by Foot and Hook (2011), needs inclusion, a flexible approach to tasks and differentiate outcomes. Equally important, the flexibility may protect an entity from rising stress, build a better culture and strengthen loyalty. As an advantage, it helps reduce absenteeism and cheaper operational expenses (Maurer, 2019).  In the workplace, diversity and inclusion foster a sense of connection where people may excel to their maximum capabilities depending on their origin, ethnicity, or conditions, meanwhile excel brand productivity. Hence, it would be impossible to attain the established goals and growth brand without people.
Attracting and retaining talent through diversity and inclusion 

Flexible arrangements, as part of best, practises influence recruitment, retention, and individual performance. Diversity and inclusion can help to overcome skills gaps in employees by expanding their talent fund and making the business more attractive (Torrington, 2020). A well-designed flexible scheme, according to The Journal of Total Rewards (2021), is part of an integrated workforce in terms of diversity on productivity that not only decreases employee turnover rate but also helps attract more applicants (Madhani, 2021). Nonetheless, the Journal of Management & Organization, (2021) claimed that flexible work may be more effective in terms of new employees rather than maintaining existing ones (Ferdous, Ali and French, 2021). Likewise, it is not enough to hire a diverse group of people, it is the business environment that determines whether people stay and thrive (Braunholtz-Speight et al., 2021). As a result, employee flex time can enable demonstrate inclusion and provide support for the workforce (Foot and Hook, 2011). Applying diversity means that organizations reach a new way of thinking and the ability to change. Prior to this, managing diversity can successfully bring mutual benefits to the organisation. Proper flexibility is more likely to have a favourable impact on business behaviour, boost innovation and improve the condition (including in areas such as stress in work, satisfaction and better organisational achievement).
Innovation and creativity

Recruiting people from more diverse backgrounds would also lead to new ideas and experiences needed to foster innovation, tackle problems and reap opportunities. According to CPID (2022) flexible work is beneficial since it provides behaviour accommodation on the base of a diverse workforce, prospective improvement, and satisfaction. Moreover, flexible work will allow employees to maximize their efficiency based on their different potential (Foot and Hook, 2011). Tracking the demographic profile of the company's overall workforce regularly allows the company to appeal to their various requirements and demands (Rohwerder, 2017). Hence, creating flexibility does not mean giving a fixed set of part-time jobs, but rather adapting and customizing them as the workforce's requirements change. According to Reichman (2020), global Director and mentor, employers who prioritise diversity and inclusion can also anticipate innovations and creativity. As a result, enhancing employee potential, the company can benefit from their diversity as well. While work must be relevant to the existing workforce, it may also predict how successful a firm will be in the future when it comes to attracting diverse customers.
Managing flexibility

Diversity and inclusion policies, initiatives, and practices require management's support, engagement, and commitment to all employees impacting overall company behaviour and workplace culture. Conventionally, employee demands can differ according to his circumstances, such as age, family responsibilities, health status, lifestyle, personal needs, needs growing through time and employee status (CIPD, 2022). Therefore, the former "one-size-fits-all” work time package would be moved aside (Finkelstein, 2019). Traditional work time behaviour and strict times tables, according to the journal of Sustainable Cities and Society will no longer be established for most organisations since they do not match the needs and demands of an increasingly diverse workforce (Broo, 2021). Even the companies do quite a long way toward providing that all workers develop in an equal, dynamic, safe, flexible pattern, the flexible arrangement could encourage the staff to be more dedicated and responsible in providing the understandings that they require and appreciate (Do Vale, Collin-Lachaud and Lecocq, 2021). Then, according to the Journal of Management & Organization, (2021) leading to flexible employment can prevent the inefficiencies of progress from both sides in achieving their work credit (Ferdous, T., Ali, M. and French, E., 2021). While employee flexibility is one approach to implementing a diversity and inclusion strategy, it is an important aspect of good people management practices. 

Flexible working in terms of workplace inequality

Work inequality

Some organizations believe that the amount of flexible work should be equally allowed to the company, apart from the occupation, competence, and contribution. There is, however, an indication of deviation from this theoretical equality. The evidence suggests that employees with mental disorders are deprived of no flexible work options in the context of the COVID-19 epidemic (Warmate et al., 2021). In the retail sector, flexibility is usually limited to, sales assistants and support employees. Regarding shop management, flexible alternatives are the exception (Timewise, 2022). According to a contribution of Labour Unions to Flexible Work Arrangements in Britain, the study states that there is a large difference in access to the flexibility model. Over time inequality in access to flexibility between men and women emerges considerably (Wales, 2021). In general, women have more access to flexible arrangements than men. Part-time, term-time and compressed-hours alternatives are also more common among female employees. Whereas concerns arise when inequality of flexible employment hinders opportunity (Bapuji et al., 2020). Individuals make their assessments and establish the optimal work-life balance in an ideal work environment, thereby enhancing their perception of equality, opportunities are reduced, and staff is less productive. To summarise, the facts presented above show that remote working brings a wide range of inequality problems, which are connected to the protected criteria of work behaviour specified by the Equality Act 2010.
Work behaviour

Furthermore, based on the idea of affective commitment and productivity, flexibility more or less contribute to behaviour and culture in the organisation. The research draws on the view that the reputation attached to flexible workers is characterised by unfairness and an unfavourable attitude toward individuals (Chung, 2020). According to that 32% of respondents, employees who work flexibly in the retail sector are less likely to get promoted, more than a 30% of all workers assume that flexible employees work more than others, and 18% suffered from an unfavourable career impact because of flexibility. Prior to that, there is an issue of inequity in terms of whether flexible arrangements do not tailor to the objective of all employees. Based on the idea of this divergence some authors stated that low performance and hence the high turnover relate to lesser skilled employees leads to low engagement and participation. As a result, senior staff often suffers the highest disadvantages in terms of employer connections and management agreements (Zhong et al., 2021). This, in turn, can affect seriously employee motivation as well as the quality of work. Conventionally, the work scheme must be administered strategically to provide maximum effectiveness instead of disagreement.  
Difficulty in managing flexibility

The work timeframe should be compliant strategically in case of different occupational requirements and needs. In reaction to the retail market that is becoming increasingly competitive, rearrangements often exist, and flexibility is not always favourable (Timewise, 2022). For instance, senior managers may explore methodologies to increase organisational performance via specific close teamworking or suggest professional skill filling tasks (Nanda, Xu and Zhang, 2021). Conversely, Nath and Lockwood (2021) considered that offering employees a flexible selection option is linked to a high sense of preference. More options mean more administrative complexity, which might lead to adverse preference and discrimination, where unfair decisions are taken and directly affect the efficacy of the system (Timewise, 2022). Commonly, working with colleagues who behave in person or in the same timeframe, usually tends to be more productive, especially when work tasks needed to be extremely organised apart from communications, engagement, and execution (Sanders et al. 2020). If the whole work structure is linked with both HR and the company plan to suit the demands of the diversified workforce, an in-person work policy is one of the approaches to promote organisational performance (Valizade, Ingold and Stuart, 2021). HR specialists have a responsibility to supply these solutions and demonstrate commitment to employees. Work pattern becomes what the company can offer to its customers and as an approach to employees across the organisation to attain the intended success.
Flexibility and satisfaction

While flexibility impedes performance resulting from the insufficient collaboration, engagement and interpersonal communication, there seems to be a relationship between the company’s overall satisfaction. In terms of providing appropriate information, guidance, and training may lead to beneficent inequality among colleagues (Chung, 2020). Therefore, remote leadership, the proper equipment for the job, work promotion; establishing a right of exclusion and adequate vacation days raise the discrepancies (Minbaeva, 2020). Complementary to this, Prof. Marks (2021) of Newcastle University has highlighted that the shift in homeworking “can increase existing inequities in the workforce” between those who can and cannot work from home, as well as “further increase the gap between the rich and the poor” (UNISON, 2021). Subsequently, an employee might feel discouraged and isolated if loses the support, cooperation, and overall awareness that comes with working as part of a team (Sian S and Wright 2021). With an equal opportunity policy in place, the organisation can show that discriminatory employment practices will not be accepted (CIPD, 2021). The paper warns that without proper planning, supervision, and support for equality, health and safety arrangement, flexibility can have a substantial impact on workers' physical and mental health, as well as their social inclusion. Flex work, distant differences.
Overall view on flexibility concerns

In the recent discussion of employee work patterns, a controversial issue has been whether flexibility should be accepted for company work advancement or should be considered as a deviation and must be reduced to normalize standard business work practices. On the one hand, some argue that adding a flexible option makes the organization unstable giving unequal opportunity (Warmate et al., 2021; Timewise, 2022; Wales, 2021). From this perspective, adding part-time or remote work is likely to be more attractive to those who do not have options to work full-time at all. On the other hand, however, others argue that working in an office restricts their opportunity to balance family requirements with their professional growth and career (Reichman, 2020; Bapuji et al., 2020; Chung, 2020). In the world of the professional body for HR and people development, one of this view’s main proponents is that an arrange different work patterns must be well coordinated to avoid unsuitable inequality, and a narrow field of choices that does not meet employees’ expectations (CIPD, 2022). According to this view, those who need flexible time should be managed to the same cautions as those willing to work as standard. In sum, then, the issue is whether flexible work should become a skilled practice or an exception to be performed by anybody. 
Recommendation

In this fast-changing and high demanding time society, employers should consider whether they can give flexibility to individuals who need it, and also be creative for those in the physical office (Rohwerder, 2017). To be able to support those who need to work remotely, ensuring that everyone has equal access and proper engagement.
Delivering employee flexitime starts with the culture and structure in the workplace. By putting them at the centre of the organisational work scheme and focusing on what they need, their diversity and approaching them with integrity and fairness (CPID, 2022). It also helps to recognise and keep the company according to societal changes, evolving personnel needs and providing employee expectations.
Prior to requesting flexible working hours, it is necessary to be recognised the company’s strategy system and organisation's expectations (Torrington, 2020). To be able accordingly to estimate company potential, mode of the accommodations and how self-motivated and diligent is the workforce, and how well do they adapt to work time?
It is necessary to properly be considered whit IT assets, whether will be needed to ensure the company's practices.  Different working hours or accommodating the existing ones increase the use of technology (Nanda, Xu and Zhang, 2021). Therefore, improvements could allow businesses to provide clients or customers with more hours, services, or a wider selection of options 
For additional information on requesting flexible working hours, is appropriate to contact HR or employment law experts, who will be able to provide professional advice and assistance (CPID, 2022). Considering or reviewing such a work scheme, a company must ask themselves for the reflects of causality of that pattern. Examine its workforce in terms of gender, race, nationality, and sexual orientation. To do flex support on their diverse needs and enable companies to adopt an inclusive workplace culture.
Conclusions

Flexible work arrangements have had a huge influence on businesses. Through employee satisfaction, engagement, and involvement, the programme promotes talent acquisition and worker retention while also fostering positive relations. In the form of work-life balance, self - fulfilment, and organisational success, flexibility has offered advantages and benefits to both companies and employees.
Flexible employment, on the other hand, has negatives in terms of administrative complexity and high capital allocations. Transparency and collaboration are also required for successful implementation. Employee flexibility and equality concerns, such as control, fairness, and normative commitment were also important.
Flexitimes are not necessary for everyone. Evidence reveals that, at any given time, the majority of employees are willing to accept available work standards – or that, in general, changes to this component of their working pattern are not a high priority. Flexible working, on the other hand, is much more beneficial to some employees at various periods in their careers and may be required for them to continue working at all in this way.
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